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Abstract

This study addressed the problem of understanding the effect of employee Motivation on organizational performance within the
unique context of Guchi Woreda. To achieve this objective, the study utilized a mixed-methods research approach, with a strong
emphasis on quantitative data analysis. Data was systematically collected through the distribution of self-administered
questionnaires to a carefully selected random sample of 272 employees from the Guchi Woreda workforce. This sample size was
statistically determined to be as indicative of the broader employee population. The collected quantitative data was then
subjected to comprehensive statistical analysis, encompassing both descriptive measures and inferential techniques, notably
regression analysis. The study’s main findings revealed that incentives, the working environment, organizational culture, and job
security each exerted a substantial positive effect on organizational performance within Guchi Woreda. These factors collectively
played a substantial role in shaping employee motivation and subsequent performance outcomes. Conversely, the study found
that employee recognition, as currently practiced and perceived by employees in Guchi Woreda, did not demonstrate a
statistically significant impact on their organizational performance. Based on findings, Guchi Woreda organizations should
prioritize enhancing incentives, working environment, organizational culture, and job security to significantly boost employee
motivation and organizational performance. Employee recognition showed no significant impact, warranting further
investigation.
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1. Introduction

In today’s dynamic business landscape, organizations pri-
oritize employee motivation to secure a competitive edge,
enhance performance, and achieve higher productivity [32].
Organizational performance, a key focus for managers and
stockholders, is judged by its capacity to realize established
objectives [43]. Employee motivation is instrumental in

boosting overall organizational performance by predicting
individual behavior and effectiveness [70]. Cultivating
strong employee relationships and strategic planning are es-
sential for stimulating performance and achieving organiza-
tional objectives [40].

Low motivation negatively impacts both employee and
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organizational performance. While motivated employees are
loyal, diligent, receptive to feedback, and adaptable. Unmo-
tivated staff exhibit disengagement, poor service, reduced
output [52], tardiness, absenteeism, and increased turnover
[73]. Employee performance is shaped by various factors,
including fair compensation, leadership, autonomy, recogni-
tion, training, career advancement, and a positive workplace
culture. Understanding the drivers of motivation, whether
external or internal, is crucial.

Effectively motivating employees is crucial for organiza-
tional success, enhancing value, performance, and growth.
Human resources are recognized as a firm’s most valuable
asset for competitive advantage, making employee treatment
critical for success and survival. Organizations increasingly
balance worker contributions with provided benefits [86].
Employee motivation is vital for retention and productivity,
prompting the implementation of motivational strategies like
performance incentives [58]. Ultimately, employee drive is a
key factor in achieving organizational objectives and influ-
encing job performance and overall organizational perfor-
mance [37].

Motivation’s presence or absence significantly impacts
organizational effectiveness. Insufficient motivation leads to
low productivity, staff departures, unethical practices, ab-
senteeism, and poor conduct. Conversely, supportive leaders
who value and treat employees fairly boost motivation [45],
directly influencing employee behavior and organizational
success. Motivated employees are empowered to exceed
assigned duties and volunteer for additional tasks, leading to
significantly higher output [56]. Organizations can enhance
motivation and performance through financial incentives
(e.g., competitive salaries) and non-financial approaches
(e.g., stress management, teamwork, recognition, job en-
richment). The critical role of employee motivation is further
highlighted by increasing business failures in Africa,
prompting companies to seek motivated employees and de-
velop enhanced remuneration programs [49].

Extensive research has investigated the relationship be-
tween employee motivation and organizational performance.
While most empirical studies assert motivation significantly
affects individual and organizational performance, some re-
search suggests it doesn’t invariably lead to enhanced per-
formance, nor is it the sole determinant of productivity [9].
Studies by [12] linked recognition to higher motivation and
commitment. [28] emphasized that motivational factors sig-
nificantly increase job satisfaction, enhancing organizational
performance. Despite these findings, a gap persists in under-
standing how specific motivational techniques can be tai-
lored to diverse organizational contexts and employee de-
mographics, and the sustained impact of various motivational
factors on employee engagement and performance remains
under-explored.

Studies on employee motivation’s influence on organiza-
tional success in Ethiopia are currently limited [13, 11, 87].
Based on the researcher’s eight years of observing motiva-
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tional deficiencies in public service organizations, it is ar-
gued that employee engagement drivers are intrinsically
personal; what inspires one may discourage another, and
human satisfaction is unending. Thus, high salaries and ben-
efits alone do not guarantee motivation, challenging modern
managers to address diverse individual preferences [62]. This
study addresses the limited understanding of specific em-
ployee motivational factors and their impact on organiza-
tional performance within Guchi Woreda, Ethiopia. It aims
to empirically examine which factors influence organization-
al performance among Guchi Woreda employees, given the
observed motivational deficiencies in public service and the
scarcity of local research.

2. Literature Review

The internal drive of motivation leads individuals to act in
specific ways [67]. [72] define motivation as the process that
drives individuals to exert effort toward organizational goals,
contingent on those efforts satisfying individual needs. Mo-
tivation fuels action and sustains ongoing effort. According
to [10] motivation acts as the primary driver of behavior,
providing energy, direction, and persistence. This behavior
can be intrinsic, originating from the inherent satisfaction of
the task, or extrinsic, performed to achieve an external reward
or influence. According to [76], motivation is a fundamental
influence on individual resilience, the development of exper-
tise, and sustained commitment to goals. Individual motiva-
tional factors are diverse, reflecting the varied nature of hu-
man needs. Maslow’s well-known hierarchy of needs theory
proposes five levels, suggesting that individuals progress to
higher levels only after satisfying those below. A crucial point,
however, is that motivation is necessary for this progression;
without it, the higher levels lack personal meaning [4].

2.1. Importance of Motivation

Employee performance relies heavily on motivation.
Without it, individuals are unlikely to exert the effort needed
to perform effectively. While performance is influenced by
other factors like ability, competence, role perception, and
resources, motivation remains crucial. Effective motivational
systems not only boost performance and retention but also
attract talent. Traditional rewards and financial incentives for
strong performance are common motivational tools [58].

2.2. Types of Motivation

2.2.1. Intrinsic Motivation

Intrinsic motivation stems from internal drives and inter-
ests, as opposed to external incentives. It represents the im-
petus to engage in an activity due to its inherent alignment
with an individual’s values or its contribution to a personally
valued goal. According to [69], our most profound aspira-
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tions serve as the strongest drivers of motivation. [65] de-
scribe three forms of intrinsic motivation. The first is interest,
where individuals engage in activities, they find inherently
enjoyable and fulfilling, such as pursuing a personal interest
project at work. The second is accomplishment, where even
tedious tasks can be motivating due to the sense of satisfac-
tion derived from completing them, such as meeting a dead-
line. The third form is compliance, where motivation stems
from adhering to personally held standards, such as ethical
principles, loyalty to a team, or a commitment to fairness and
justice.

2.2.2. Extrinsic Motivation

A study defines extrinsic motivation as engaging in an ac-
tivity due to external influences or incentives[74]. It focuses
on actions performed to achieve outcomes separate from the
work itself. Within the workplace, extrinsic motivation de-
notes the desire to meet obligations or attain goals that are
external to the intrinsic aspects of the job, often exemplified
by perceiving employment primarily as a vehicle for finan-
cial gain. Extrinsic motivation originates from external
sources, with money being the most common and often de-
bated example. [10] provides further examples, including
employee of the month awards, benefits packages, bonuses,
and company-sponsored events.

2.3. Organizational Performance

A study [13] defines organizational performance as the
evaluation of achievements against established objectives
and goals, essentially comparing actual outcomes with in-
tended outputs. This review focuses on three key perfor-
mance indicators: shareholder return, financial performance,
and market performance. Financial performance measures
the efficiency of a business or product within the market,
while market performance reflects its overall success.
Shareholder return indicates the extent to which a company
increases shareholder wealth. Organizational performance is
a critical element for all organizations, regardless of whether
they are for-profit or non-profit. To effectively leverage the
factors that influence performance, managers must under-
stand them and how to implement them. However, organiza-
tional performance remains a debated topic among research-
ers, with varying perspectives on its definition and meas-
urement [3].

2.4. Financial Incentives

Financial incentives encompass the total monetary com-
pensation provided to employees, whether paid in a lump
sum or through regular payments, including all income
sources [7]. As one of the initial kinds of motivators, they are
commonly identified by their immediacy, providing em-
ployees with direct and timely feedback on their performance
[17]. Incentive programs link compensation to productivity,
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primarily aiming to motivate individuals and teams to achieve
higher performance levels. Incentives are designed to en-
courage specific actions or increased effort. [42] define them
as mechanisms intended to elicit particular behavioral
changes. Performance refers to how effectively an employee
completes assigned tasks using their skills and effort. Incen-
tive pays, as defined by [10], is a form of compensation
awarded upon achieving predetermined performance goals.
Financial motivation typically centers around salary, the
primary monetary incentive for most employees. Beyond base
pay, employees may also receive allowances for cost of living,
travel, and other expenses. Salaries are often subject to annual
increases, with occasional adjustments to allowances. Some
organizations link salary incentives to performance targets,
either individual or organizational, with the amount awarded
based on actual output compared to those targets [49]. Incen-
tive systems, which link compensation to performance, are
used to motivate employees and boost productivity. They
encourage both immediate improvements and the achieve-
ment of future goals. Incentives are used by organizations to
reach specific targets, encourage desired actions, and build
teamwork for group benefits. While not universally applicable,
incentive systems can be effective in improving individual
effort and performance when implemented appropriately
within a suitable context [54].

2.5. Working Environment

A productive work environment, characterized by efficient
processes, appropriate work locations and schedules, and
readily available resources, fosters employee success [68].
This, in turn, facilitates career development, leading to indi-
vidual and organizational growth while reinforcing the or-
ganization’s fundamental values. A productive work envi-
ronment is characterized by peace and quiet, fostering fo-
cused work. Employees who can concentrate without fre-
quent interruptions are more likely to stay on task and ac-
complish more daily. A stress-free atmosphere further en-
hances cognitive performance and physical well-being [55].
Effective communication is also essential, often involving
open dialogue between employees at all levels, including
management. Opportunities for employees to ask questions
and receive feedback contribute to a sense of value and pro-
mote professional development. The work environment is a
multifaceted concept, as reflected in the existing literature. It
encompasses the physical setting where employees perform
their work [30]. [72] highlight the significant influence of the
work environment on employee welfare and productivity,
particularly through the "psychological contract,” which
shapes emotional reactions at work. Consequently, the work-
place conditions can have both favorable and unfavorable
impacts on employees’ professional and psychological wel-
fare.
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2.6. Organizational Culture

Culture represents the common practices, beliefs, and
norms that shape how people live together in society. [18]
describes group culture as "a pattern of shared basic assump-
tions that the group learned as it solved its problems of ex-
ternal adaptation and internal integration, that has worked
well enough to be considered valid and therefore, to be
taught to new members as the correct way to perceive, think,
and feel in relation to those problems." Essentially, as groups
evolve, they face two fundamental challenges: creating in-
ternal cohesion and adapting to the external environment for
continued survival. Through collective problem-solving,
groups learn and develop shared assumptions and be-
liefs—their culture. This shared set of values, beliefs, and
norms shapes the cognitive, emotional, and behavioral pat-
terns of individuals within the organizational context [78].

A study indicates that organizational cultures are systems
of values that subconsciously influence decision-making
within the organization [8]. Organizational culture, according
to [24] refers to the norms that employees experience and
understand as their workplace, influencing their behavior and
how they adjust to meet organizational objectives. [80] fur-
ther describe it as the internal and external communication
patterns of its members. Expanding on this, [12] define or-
ganizational culture as a shared system of values, symbols,
and rituals within a company that dictates "how things are
done" to address internal management issues as well as in-
teractions with customers, suppliers, and the broader envi-
ronment.

Numerous academic perspectives suggest that a robust or-
ganizational culture yields three primary benefits for compa-
nies. First, it acts as a form of deeply embedded social con-
trol, influencing employee actions and behaviors. Second, it
provides social cohesion, creating a feeling of unity and a
bond among the workforces. This social glue is increasingly
crucial for attracting and retaining top talent. Finally, a
strong culture helps employees interpret organizational
events, facilitating more efficient and effective communica-
tion. This shared understanding of reality fosters greater co-
operation among employees [57].

2.7. Employee Recognition

Recognition is crucial for employees because it provides a
sense of purpose, reminding them of the value of their con-
tributions to the organization’s overall goals. This, in turn,
fosters a stronger sense of connection and satisfaction with
their work. Integrating employee recognition into the work-
place culture is essential. In today’s work environment, or-
ganizations with the most satisfied and engaged employees
often have robust training programs and highly skilled staff.
However, even the most capable employees cannot perform
optimally without sufficient motivation. For many employ-
ees, recognition from management is a primary source of
motivation. Therefore, understanding the connection be-
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tween recognizing staff and impactful leadership plays a
critical role in positive organizational outcomes [14]. Em-
ployees are highly motivated by recognition from colleagues
and superiors for their hard work. While organizations often
associate staff recognition with monetary incentives or grand
celebrations, showing gratitude doesn’t need to be costly.
Simple gestures like a compliment, a thank-you email, or a
warm welcome can be powerful forms of recognition. The
key to a successful employee engagement program is a con-
sistent flow of meaningful interactions between leaders and
employees, which fosters greater job satisfaction. A compa-
ny-wide recognition system can enhance capabilities and
inspire employees to excel. A simple meeting dedicated to
expressing gratitude can be particularly impactful, especially
in remote work environments where human interaction is
limited. Such appreciation gatherings can significantly boost
morale [51].

2.8. Employee Job Security

Job security refers to the certainty of continued employ-
ment, often protected by employment contracts, collective
bargaining agreements, or labor laws that prevent arbitrary
dismissal. Without job security, employees face a significant
risk of job loss [84]. The increasing prevalence of economic
instability has brought job security to the forefront of aca-
demic discourse. Indeed, some scholars argue that job secu-
rity is becoming increasingly important for both employees
and organizations [2]. Job insecurity stands as a considerable,
and sometimes unnoticed, difficulty for enterprises, nega-
tively impacting employee performance. Furthermore, re-
search has established job insecurity as a major contributor
to declining employee well-being. The adequacy of organi-
zational support in addressing employee job security con-
cerns warrant’s investigation [6]. Organizations can cultivate
a culture of intrinsic motivation by fostering positive rela-
tionships and interactions between employees and employers.
This internal drive significantly influences employee per-
formance through various micro-factors [33].

2.9. Empirical Reviews

A study [61] explores how staff drive affects company
output, focusing on the Ken Trade Network Agency case
study. The investigation seeks to clarify the connection be-
tween pay, workplace environment, development, and em-
ployment stability regarding staff drive. The research utilizes
Maslow’s Hierarchy of Needs theory, Vroom’s expectancy
theory, and Herzberg’s motivation theory to gain a deeper
understanding of the subject better. The research applies a
descriptive approach and statistical methods to examine the
information. Results indicate that pay, advancement oppor-
tunities, and development programs considerably affect staff
drive and work output. The research determines that a fa-
vorable workplace drives staff, builds collaboration, and en-
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hances client relations. The study recommends management
review employee remuneration, provide continuous training,
and allow employees to innovate and think freely to improve
staff and organizational performance.

The study investigates factors affecting construction
workers’ motivation and their impact on performance and
productivity [64]. Key factors include teamwork, con-
tract-based work, leadership-based supervision, and equip-
ment provision. Communication, love and belonging, chal-
lenging tasks, goal identification, and overtime are also crit-
ical factors. These factors significantly influence motivation
and overall productivity.

A study [23] aimed to evaluate the impact of worker mo-
tivation on organizational performance in a nonprofit agency,
specifically Alight Rwanda. The study included 81 partici-
pants from the entire intended population. Data was gathered
through questionnaires and interviews and analyzed utilizing
SPSS Version 23. The findings indicated that consistent sal-
ary and earnings enhanced staff productivity, although a mi-
nority disagreed. The research concluded that allocating more
resources towards financial rewards, such as salaries, com-
pensation, and benefits, would improve personnel effective-
ness and output. The results hold significance for diverse
categories and sectors in Rwanda, encompassing researchers,
future scholars, Alight Rwanda, MKU University, the gov-
ernment, and the public.

A study [11] investigated the influence of motivation on
employee performance at the Bank of Abyssinia. To gather
data, the researcher surveyed 176 employees from the head
office and five branch locations using questionnaires and
conducted semi-structured interviews. The study revealed a
significant impact of employee motivation on organizational
performance. Despite promotion being the main motivational
factor, most respondents reported low motivation levels. This
low motivation affects staff commitment, productivity, and
organizational success. The study recommends using em-
ployee-based motivational packages like Maslow’s hierarchy
of need to achieve individual and organizational goals.

A study [45] examines the effect of motivation on em-
ployee performance at the Vice President’s Office in Dar es
Salaam. Results show a positive relationship between moti-
vation and performance, with salary, transport, medical, extra
duty allowance, career achievement, promotion benefits, and
recognition all showing a positive correlation. The results
suggest that to get the most out of human resources and im-
prove performance, motivation packages should include both
intrinsic and extrinsic factors. [31] examined the influence of
economic motivation on performance among Kenyan project
workers, specifically focusing on the impact of additional
time bonuses. The study used questionnaires and SPSS 23 and
Excel for analysis. Giancola’s study on financial motivation
and business performance found that employees prioritize
money and rewards over recognition and awards. Organiza-
tion leaders are interested in understanding which incentives
motivate their employees to maintain stability.
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A study [63] suggests that leaders and compensation spe-
cialists should link pay to performance and a positive attitude
to achieve performance goals. Incentive policies are essential
for organizational success and goal achievement.

A study [32] explores the impact of employee motivation
on organizational performance and the relationship between
reward systems and performance. It focuses on literature and
past studies, concluding that employe motivation positively
impacts organizational performance. The study concluded the
importance of employee motivation and reward systems in
improving productivity and viability. It emphasizes the need
for managers and employers to maintain and improve their
reward systems.

The study examined the impact of employee motivation on
organizational performance in manufacturing firms in Enugu
State [25]. Results showed a strong positive relationship be-
tween employee motivation and organizational performance,
with extrinsic motivation significantly influencing perfor-
mance. This aligns with equity theory, emphasizing fair re-
muneration packages. The study recommends firms adopt
extrinsic rewards to increase productivity. Further research on
rewards’ relationship and influence on performance is rec-
ommended to address individual conflicts resulting from poor
rewards.

This study aimed to examine the impact of employee mo-
tivation on organizational performance [66]. The research
used Abraham Maslow’s hierarchy of needs and Equity the-
ory, with a descriptive survey design. The study revealed that
employee job satisfaction significantly impacts organizational
performance. The findings imply that institutions should
acknowledge employees’ contributions and offer incentives
for high performance, ensure competitive pay, and promote a
positive and engaging work atmosphere to encourage em-
ployees’ retention. This study will be valuable to management
and future researchers, serving as a reference point for sub-
sequent research on similar topics.

2.10. Hypothesis Development and Conceptual
Framework

2.10.1. Hypothesis Development

Employee Incentive and Organizational Performance

Financial incentives aim to boost productivity and perfor-
mance by motivating desired behaviors. Competitive salaries
that meet individual needs are key factors in attracting and
retaining employees. Conversely, inadequate compensation,
misaligned with the effort expended, can lead to decreased
productivity [5]. [36] explored the impact of financial moti-
vation on business performance using both qualitative and
quantitative data. The survey results indicated that financial
rewards are the primary motivator for most employees, with
appreciation being a secondary consideration. To effectively
motivate employees and foster stability within the organiza-
tion, leaders need to understand which incentives are most
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appealing to individuals and groups. Most employees are
more motivated by compensation and benefits than by
recognition and awards. It was suggested by [63] that per-
formance-based financial incentives work better when lead-
ers make it clear how pay is linked to performance and en-
courage people to have a positive attitude about meeting
performance goals. Successfully linking pay to performance
requires collaboration between executives and compensation
specialists. Organizations commonly adopt incentive policies
due to their crucial role in driving performance and achiev-
ing organizational goals, according to the literature.

H1: Employee Incentive positively affects organizational
performance among Guchi Woreda Employees.

Employee working environment and organizational per-
formance

The physical work environment significantly influences
employee interaction, task completion, and overall
well-being. It directly impacts the senses and subtly shapes
interpersonal dynamics, ultimately affecting productivity.
Room or location characteristics play a crucial role in em-
ployee satisfaction and output. In today’s dynamic job mar-
ket, where employees have numerous options, a positive
work environment is paramount for retention [81]. Research
consistently demonstrates that employees value specific
workspace features, such as lighting, ventilation, access to
natural light, and acoustics, as these directly correlate with
their productivity and satisfaction [90]. Effective lighting,
along with ergonomic furniture, positively impacts employee
health and, consequently, productivity, as light significantly
affects physical, physiological, and psychological well-being
[89]. Ambient office features, including lighting, temperature,
windows, and air circulation, also influence employee atti-
tudes, behaviors, satisfaction, and performance. Closed of-
fice layouts, offering individual or shared offices, provide
greater privacy and a quieter environment, facilitating con-
centration and creative thinking [60]. Conversely, open-plan
office layouts can be a source of stress and reduce motivation
due to noise and a lack of private space [27].

H2: Employee Working Environment positively affects or-
ganizational performance among Guchi Woreda Employees.

Organizational Culture and Organizational Performance

Given the profound and pervasive influence of culture on
organizational life, it is reasonable to expect a link between
cultural elements and high organizational performance. A
common belief is that for organizational culture to positively
impact performance, it must be "strong," possessing distinc-
tive characteristics such as specific shared values, beliefs,
and behavioral patterns. Some argue that positive cultural
attributes directly enhance performance in proportion to their
intensity. This viewpoint is referred to as the "strong culture
hypothesis” [75]. Strong organizational cultures are often
presented as essential for improved performance and a key
driver of sustained business success. Companies with such
cultures are believed to generate a palpable sense of shared
energy that empowers employees and moves the organization
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toward enhanced performance. Numerous management
scholars have associated strongly shared values with in-
creased commitment, self-confidence, ethical behavior, and
reduced job stress.

A study [50] suggests that organizational culture may im-
prove organizational performance, employee job satisfaction,
and confidence in addressing issues. However, a discrepancy
between organizational culture and the changing demands of
internal and external stakeholders can reduce organizational
efficiency [26]. Therefore, the link between specific cultural
characteristics and high performance has varied over time.
Organizational culture influences employee behavior and
performance in several keyways. First, it gives employees an
understanding of organizational history along with current
operations, shaping future actions. Second, it may cultivate
dedication to the organization’s mission and values, creating
unity among those working toward shared goals. In essence,
organizational effectiveness often depends on shared em-
ployee values. Third, culture functions as a control mecha-
nism through its norms, guiding behavior toward accepted
standards. Achieving this is also possible by hiring and
keeping employees whose principles are consistent with the
organization’s. Finally, particular kinds of organizational
cultures might better facilitate efficiency and productivity
compared to others [82]. The influence of organizational
culture regarding employee conduct and output can be out-
lined in four main themes [15].

H3: Organizational culture positively affects organiza-
tional performance among Guchi Woreda Employees.

Employee Recognition and organization performance

A study [22] argues that effective appreciation leads to
improved employee performance. Recognition makes em-
ployees feel valued, boosting morale and increasing effi-
ciency. [20] suggest that well-implemented rewards and
recognition foster a positive work environment conducive to
high performance. [83] argues that recognition is the most
prevalent and impactful tool organizations use to foster em-
ployee engagement. For recognition to be effective, [83]
outlines three essential conditions: First, recognition should
be frequent, ideally weekly, so that employees perceive
themselves as consistently appreciated. Second, it ought to
be detailed, clearly defining the action or accomplishment
that is acknowledged, which adds significance and reinforces
desired actions. Finally, recognition should be timely, deliv-
ered promptly after the commendable activity.

H4: Employee Recognition positively affects organiza-
tional performance among Guchi Woreda Employees.

Job security and organization performance

Job security, as [21] argued, is a critical element of em-
ployee well-being, and in turn affects sustained productivity.
[17] also highlight the beneficial effect of job security on
workers’ mental and physical well-being. These factors then
influence overall well-being and performance. [53] posits
that worker well-being is crucial for organizational health.
Prior research has consistently shown the significance of
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taking worker well-being into account when studying the
connection between different HR strategies and their results
[48]. Moreover, [21] discovered a link between how secure
employees felt in their jobs and various aspects of their
well-being at work, such as emotional involvement, indicat-
ing that a greater sense of job security may improve personal
capabilities. Therefore, this research seeks to explore the
relationship between job security and how well people per-
form at work, with an emphasis on worker well-being.

H5: Job security positively affects organizational perfor-
mance among Guchi Woreda Employees.

2.10.2. Conceptual Framework

The conceptual framework shows how employee motiva-
tion relates to organizational performance among employees
at Guchi Woreda. Organizational performance, the depend-
ent variable, is contingent upon effective employee motiva-
tion. Several key determinants contribute to high employee
motivation, including employee incentives, organizational
culture, the work environment, recognition, and job security.
This framework, visually depicted in Figure 1, serves as the
guiding structure for this study’s investigation into these
interrelationships.

‘ Incentives

‘ ‘Working Environment

‘ Organizational Culture

‘ Recognition

Organizational
Performance

Job Security

Figure 1. Conceptual Framework.

3. Materials and Methods

The study primarily employed a robust quantitative meth-
odology to investigate the effect of Employee Motivation on
Organizational Performance, specifically focusing on Guchi
Woreda Employees. This approach utilized a descriptive and
explanatory research design to identify associations and clar-
ify cause-and-effect relationships between variables. From a
target population of 844 Guchi Woreda employees, a repre-
sentative sample size of 272 was determined using simple
random sampling and [92]. formula, ensuring an unbiased
selection process. Data collection was facilitated through
structured, self-administered questionnaires, meticulously
designed by adapting items from previous studies and incor-
porating a five-point Likert scale for both dependent and
independent variables. To ensure the content validity of the
questionnaire, a pilot study was conducted with 30 respond-
ents, leading to essential wording adjustments and alignment
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with the study’s objectives. Furthermore, the reliability for
internal consistency was rigorously examined using
Cronbach’s alpha, with all variables successfully surpassing
the acceptable threshold of 0.7. The collected data were then
analyzed using the Statistical Package for Social Science
(SPSS) Version 26.0, employing both descriptive statistics
(frequency, mean, standard deviation) and a Multiple Linear
Regression Model to comprehensively examine how inde-
pendent variables, such as employee incentives, working
environment, organizational culture, recognition, and job
security, influence the dependent variable of organizational
performance.

Model Specification

To make the study’s goal come true, a linear regression
model was created and tested. This model looked at how
incentives, organizational culture, the working environment
for employees, employee recognition, and job security affect
organizational performance. In this regard, the following
model will be developed:

Y=g+ lel_l_ B2x2+B3x3 +B4X4+ B5x5 +|J

Where,

Y = dependent variable (organizational performance)
o = constant

B'= Independent variable coefficient
X' = Independent variable

H=Error terms

X'= Employee Incentive

X? = Employee working environment
X3= Employee Organizational Culture
X*= Employee Recognition

X°= Employee Job Security

4. Result and Analysis

4.1. Reliability Statistics

Reliability is an attribute of an instrument used indicates the
consistency among the items within each scale. This study
established the reliability of the measurement instrument. The
scale construct questions for each variable were designed to
assess the intended concept. To evaluate how effectively the
items within each scale construct consistently measured the
same underlying idea, the researcher employed [19]. The
Cronbach’s alpha results, calculated using SPSS 26, are pre-
sented in the table below, illustrating the influence of incentives,
the working environment for employees, organizational culture,
employee recognition, and job security on organizational per-
formance among Guchi Woreda employees. According to [85],
an acceptable Cronbach’s alpha level typically ranges from
0.70 to 0.95 across different studies. Alpha values below 0.70
might suggest weak inter-item correlation within the construct.
Table 1 below shows the Cronbach’s alpha values for all em-
ployed variables, ranging from 0.768 to 0.869, demonstrating


http://www.sciencepg.com/journal/sjbm

Science Journal of Business and Management

http://www.sciencepg.com/journal/sjbm

the reliability of the questionnaire and the collected data.

Table 1. Reliability Test (Cronbach 5 Alpha).

Variables

Incentives

Working Environment
Organizational Culture
Recognitions

Job Security

o o1 o1 o1 o1 O

Organizational Performance

Source: Author Own.

4.2. Demographic Result and Descriptive
Statistics

The questionnaire commenced with a section on demo-
graphic characteristics to gauge the composition of the sample
population. This initial section aimed to gather a limited set of
data pertaining to the respondents’ demographic backgrounds.
Following this, the subsequent variables of the respondents,
including gender, age, level of education, and experience of
the Guchi Woreda employees, are summarized and described
in the Table 2 below. Accordingly, gender composition shows
that both males and females participated in the study. Gender
distribution revealed a noticeable male majority of the re-
spondents, 166 (64.8%) compared to 90 females (35.2%). The
age of the respondents shows that 102 (39.9%) are under 30
years old, 76 (29.7%) are between 31 and 40, 47 (18.3%) are
between 41 and 50, and the smallest group, 31 (12.1%), is
over 50 years old. Specifically, the combined percentage of
respondents aged under 30 (39.9%) and 31-40 (29.7%) totals
69.6%. This ratio signifies that a substantial portion of the
survey participants fell within these two younger age brackets,
highlighting a clear dominance of young adults in the col-
lected data. Furthermore, educational attainment showed that

Number of items

Cronbach’s Alpha

0.869
0.768
0.822
0.816
0.837
0.788

the largest group of respondents held a bachelor’s degree. The
respondents demonstrated varying levels of educational at-
tainment, with 37 (14.4%) having completed grade 12 &
Level. Following this, 95 (37.1%) were diploma holders, and
the largest group, 109 (42.6%), held bachelor’s degrees. Fi-
nally, 15 (5.9%) possessed master’s degrees or higher. The
educational status data shows that a substantial majority have
attained a diploma or higher (79.7%), implying that the in-
sights gathered are largely from individuals with
post-secondary education. Lastly, the experience levels indi-
cate that the bulk of the respondents have between 3 and 10
years of professional experience (approximately 65.7%),
suggesting that the findings are primarily shaped by the ex-
periences of those in the early to mid-stages of their careers,
with less influence from very early careers or highly experi-
enced individuals. Regarding work experience, the data in-
dicates that the most common range among respondents was
4-6 years. The distribution shows that 64 (25%) had less than
3 years of experience. The largest group followed, with 102
(39.8%) reporting 4-6 years of experience. A substantial por-
tion also reported 7-10 years of experience, accounting for 79
(30.9%). Finally, the smallest group had above 10 years of
experience, totaling 11 (4.3%). The most prevalent experience
level within the polled group was 4 to 6 years.

Table 2. Demographic and Socio-economic Characteristics of Respondents.

Features Category
Male
Gender Female
Total
Less than 30
Age

31-40
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Frequency Percent
166 64.8
90 35.2
256 100
102 39.9
76 29.7
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Features Category

41-50
Above 50
Total

Completed grade 12 & Level

Diploma

Educational Status Degree

MSc and above
Total

Less than 3 years
4-6 years

Experience 7-10 years

Above 10 years
Total

Source: Author Own.

Table 3 presents a descriptive overview of several key vari-
ables, utilizing mean scores and standard deviations derived
from a five-point scale administered to 256 respondents. The
interpretation of these scores is facilitated by categorizing them
into low (below 2), moderate (2 to below 3), and high (3 and
above) perception levels [77]. Examining the variable of in-
centive, the mean of 3.66 signifies a high level of perceived
adequacy, with a standard deviation of 0.795 indicating a
moderate consistency in responses. Similarly, respondents
perceive the working environment as high, with a mean of 3.48
and a standard deviation of 0.815. Organizational culture fol-
lows this trend with a mean of 3.47, suggesting a high percep-
tion, although the slightly larger standard deviation of 0.876

Frequency Percent
47 18.3
31 12.1
256 100
37 14.4
95 37.1
109 42.6
15 5.9
256 100
64 25
102 39.8
79 30.9
11 4.3
256 100

points to a bit more variability in opinions. In contrast, recog-
nition stands out with a mean of 2.88, placing it in the moderate
perception category, and its higher standard deviation of 0.969
reveals the most diverse range of opinions among the assessed
variables. Once again, people perceive job security as high,
with a mean of 3.65 and a standard deviation of 0.851. Finally,
organizational performance registers a mean of 3.34, indicating
a high overall perception, with a standard deviation of 0.853
reflecting a moderate spread in responses. Overall, the data
suggests that respondents generally hold high perceptions
across most of the examined factors, with the exception of
recognition, which is perceived as moderate and exhibits the
greatest variability in responses.

Table 3. Descriptive statistics.

Variables N

Incentive 256
Working Environment 256
Organizational Culture 256
Recognition 256
Job Security 256
Organizational Performance 256

Source: Author Own.
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Mean Std. Deviation
3.66 0.795
3.48 0.815
3.47 0.876
2.88 0.969
3.65 0.851
3.34 0.853
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4.3. Test for the Linear Regression Model
Assumption

4.3.1. Linearity Test

According to [39], the linearity test for the connection
between variables is its correlation method. This relationship
can be visually represented using a scatter plot, where pairs of
values for two metric variables are mapped as individual
points, with the aim of identifying a straight-line trend in the
plotted data. [34] explains that homoscedasticity means the
amount of error is the same no matter the level of the predictor
variables. In simple terms, when looking at a dependent var-
iable, homoscedasticity means its spread of variance is the
same across all levels of the predictor variables, which can be
seen as a cloud of dots on a scatter plot. On the other hand,
non-homoscedasticity is usually seen as a funnel shape, which
shows that the error variance goes up (or down) in a regular
way as the dependent variable. Figure 2 below illustrates the
study’s linearity results. This suggests that the distribution of
organizational performance is approximately normal.

4.3.2. Normality Test

Normal Q-Q Plot of Orga.Perfomance

Expected Normal Value

1 2 3 4 S

Observed Value
Source: Author Own.

Figure 2. Linearity.

Histogram

Dependent Variable: Orga.Perfomance

a0

40

30

Frequency

20

4 2

Mean = 7 48E-15
Stel. Dev. = 0.990
M =256

0 2

Regression Standardized Residual

Source: Author Own.

Figure 3. Histogram.

The histogram shows how the regression standardized re-
siduals for organizational performance are spread out, along

with a normal distribution curve. This visual assessment helps

in evaluating whether the residuals are approximately nor-
mally distributed, a key assumption for many linear regres-
sion analyses [38]. Therefore, Figure 3 presents a histogram
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suggesting approximately normally distributed residuals.
4.3.3. Multicollinearity Test

(1). Variance Inflation Factor (VIF)

According to [39], multicollinearity occurs when one var-
iable exhibits a strong relationship with another. The more
pronounced this inter-correlation, the more challenging it
becomes to understand the individual impact of each variable
in an analysis. The researcher assessed multicollinearity using
Variance Inflation Factors (VIF) to verify its absence. Table 4
demonstrates that no significant multicollinearity issues ex-
isted among independent variables. This conclusion is evi-
denced by the VIF values, which ranged from 1.565 to 2.073,
all below the commonly accepted threshold of 5 [40].

Table 4. Multicollinearity test.

Collinearity Statistic

Model
Tolerance VIF

Constant

Incentive 0.639 1.565
Working Environment 0.504 1.983
Organizational Culture 0.607 1.647
Recognition 0.482 2.073
Job Security 0.541 1.848

Source: Author Own.

(ii). Correlation Matrix

According to [46], correlation signifies the extent to which
two or more variables are associated. The linear correlation
coefficient (r) quantifies the degree to which these variables

change together. This coefficient (r) quantifies the magnitude
and nature of a linear relationship between two variables,
specifically the dependent and independent ones. Its possible
values range from -1 to +1. A positive ‘r’ indicates a positive
association between the variables, with +1 representing a
perfect positive association. Conversely, a negative ‘r’ de-
notes a negative association, and -1 signifies a perfect nega-
tive association. An ‘r’ of zero implies no linear relationship
between the variables. Table 5 displays the Pearson correla-
tion matrix.

The Pearson correlation analysis reveals in the table 5
shows that there is a significant positive relationship between
several factors and organizational performance within the
study’s sample of 256 Guchi Woreda Employees participants.
The statistical analysis reveals that all correlations are sig-
nificant at the 0.01 level (p < 0.01), suggesting a low proba-
bility of these relationships being due to random chance.
Notably, incentive demonstrates the strongest positive corre-
lation with organizational performance (r =.698), suggesting a
strong association between higher incentives and better or-
ganizational outcomes. Job security (r =.627) and working
environment (r =.605) also exhibit strong positive correlations
with organizational performance, implying that increased job
security and a more positive work environment are signifi-
cantly linked to improved organizational performance. Or-
ganizational culture (r =.551) and recognition (r =.504) show
moderate positive correlations, indicating that a favorable
organizational culture and higher levels of employee recog-
nition are also significantly associated with better organiza-
tional performance. Furthermore, the analysis reveals inter-
correlations among the independent variables themselves,
suggesting that these factors are interrelated to varying de-
grees. For instance, the working environment and recognition
show a strong positive correlation (r =.620). In conclusion, the
findings strongly suggest that improvements in incentives, job
security, working environment, organizational culture, and
recognition are all associated with enhanced organizational
performance within this specific context. However, it is cru-
cial to remember that correlation does not establish causation.

Table 5. Pearson Correlation.

Incentive  Org. Culture Working. Evt  Recognition Job. Security Orga. Performance
Pearson Correlation 1 424" 556" 485" 436" 698"
Incentive  Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256
Pearson Correlation 424" 1 476" 5377 551" 551"
Org. Culture  Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256
Pearson Correlation 556" 4767 1 620" 535" 605"

Working.
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Incentive  Org. Culture Working. Evt Recognition Job. Security Orga. Performance
Evt Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256
Pearson Correlation 485" 537" 6207 1 598" 504"
Recognition  Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256
Pearson Correlation 436" 551" 5357 598" 1 627"
Job. Security Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256
Pearson Correlation 698" 551" 605" 504 627" 1
]%frgn?é:ceg' Sig. (2-tailed) .000 .000 .000 .000 .000
N 256 256 256 256 256 256

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Author Own.

4.3.4. Homoscedasticity Test

In this regression model examining organizational perfor-
mance, homoscedasticity implies that the variance of the error
terms is the same across all predicted levels of organizational
performance. Figure 4 (the scatterplot) allows us to visually
check this assumption. If the spread of the points (represent-
ing the errors) is roughly the same across the entire range of
predicted values, then homoscedasticity is likely present. In
Figure 4, the points appear randomly scattered without

forming a distinct pattern like a funnel or a widen-
ing/narrowing band. This evidence suggests that the error
variance is relatively constant across the predicted values of
organizational performance. So, looking at Figure 4, it seems
that the assumption of homoscedasticity is satisfied, which
means our regression analysis is likely reliable [29, 35]. If
homoscedasticity is violated (heteroscedasticity), meaning the
error variance changes with different predicted values, it can
impact how accurate our predictions are and how valid our
statistical tests are.

Scatterplot
Dependent Variable: Orga.Perfomance
®
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T
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g @ ® W 4% ®» °
c @ @ %.. ®s %
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Regression Standardized Predicted Value
Source: Author Own.

Figure 4. Homoscedasticity.
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The researcher constructed the following linear regression
model with the included variables.

OP=B0 + BIX1 +B2X2 + B3X3+ P4X4 + B5X5 + U

The coefficient of determination (R shows well the re-
gression model accounts for changes in the dependent varia-
bles, and the beta value can be either negative or positive,
indicating how much each variable affects the dependent

variables. The beta coefficient indicates each variable’s level
of influence on the dependent variables. The P-value indicates
the probability that the observed results are due to chance.
This following table 6 shows an adjusted R=value of 64.3%,
meaning that the independent variables (incentive, organiza-
tional culture, working environment, recognition, and job
security) together account for that percentage of the depend-
ent variable (organizational performance). Another variable
explains the remaining 35.7% of performance.

Table 6. Model summary.

Model R R Square Adjusted R Square

1 .806° .650 .643

Std. Error of the Estimate

.51032

a. Predictors: (Constant), Incentive, Org. Culture, Working. Env, Recognition, Job. Security

b. Dependent Variable: Org. Performance

Source: Author Own.

Table 7. ANOVA test.

ANOVA?

Model Sum of Squares Df
Regression 120.660 5

1 Residual 65.107 250
Total 185.767 255

a. Dependent Variable: Org. Performance

Mean Square F Sig.
24.132 92.663 .000°
260

b. Predictors: (Constant), Incentive, Org. Culture, Working. Env, Recognition, Job. Security

Source: Author Own.

As shown in Table 7, the regression model demonstrates a
significant ability to predict the dependent variable. This is
supported by the statistical significance of the model (p < 0.05).
In summary, the regression model significantly predicts the
outcome variable, suggesting a good fit for the observed data.

Table 8 displays the results of the model’s prediction of

performance based on incentive, working environment, or-
ganizational culture, recognition, and job security. With a 95%
confidence level, all variables show a positive and significant
impact, except for recognition. The unstandardized coefficient
(beta value) reflects the relative importance of each independ-
ent variable in influencing the dependent variable.

Table 8. Regression result.

Unstandardized Coefficients
Model
B Std. Error

1 (Constant) .268 A71

Standardized Coefficients
T Sig.
Beta

1.563 119
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Unstandardized Coefficients

Model
B Std. Error
Incentive .390 .041
Working. Env 181 .055
Org. Culture 155 .047
Recognition -.092 .058
Job. Security .306 .051

a. Dependent Variable: Org. Performance

Source: Author Own.

Regression Model Equation results presented as follows:

Organizational Performance = 0.268 + 0.390 Incentive +
0.181 Working Env. + 0.155 Org. Culture - 0.092 Recognition
+0.306 Job Security + 1

4.4. Discussion

4.4.1. Employees Incentive and Organizational
Performance

Financial incentives are monetary compensation offered to
employees to motivate them toward higher performance lev-
els. Typically, these incentives are linked to performance
goals, with salary being the primary monetary incentive.
Proper implementation can enhance individual effort and
performance. The results of this study in Table 8 revealed
that employees’ incentive variables have a significant posi-
tive influence on organizational performance, with a B esti-
mate value of 0.390 and a p-value of 0.00. This evidence
implies that a one-unit increase in the incentive package for
employees results in a 39% unit increase in organizational
performance among Guchi Woreda employees. Consequent-
ly, the researcher does not reject the revealed hypothesis (H1)
regarding this variable. This implies that investing in and
optimizing employee incentive structures can yield tangible
improvements in overall organizational performance. It high-
lights the direct link between motivating employees through
financial rewards and achieving higher operational efficiency
and output. This study’s finding aligns with [36], who de-
termined a significant positive relationship between motiva-
tion and the performance of organizations through financial
incentives. Financial rewards are the primary motivator for
employees. Leaders must understand which incentives are
most appealing to individuals and groups to effectively mo-
tivate employees and foster organizational performance.
Similarly, [5] confirms that financial incentives, such as
competitive salaries, are crucial for attracting and retaining
employees, while inadequate compensation can lead to de-
creased productivity. Furthermore, [63] suggests that per-
formance-based financial incentives are effective when lead-
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Standardized Coefficients

T Sig.
Beta
443 9.449 .000
173 3.284 .001
159 3.316 .001
-.086 -1.592 113
.305 5.998 .000

ers link pay to performance and promote positive attitudes
toward goal achievement. [91] concluded that the incentives
used by employer trigger and influence employee motivation,
and that monetary incentives have an impact on job perfor-
mance.

4.4.2. Employees’ Working Environment and
Organizational Performance

A productive work environment with efficient processes,
suitable arrangements, and accessible resources significantly
boosts organizational performance by enabling employee
success. A peaceful, quiet atmosphere fosters focused work,
maximizing output through minimized interruptions. Addi-
tionally, a stress-free environment enhances cognitive func-
tion and well-being, improving efficiency and work quality.
Ultimately, this environment supports individual and organ-
izational growth, reinforces core values, and precisely con-
tributes to enhanced organizational performance [55, 68]. The
results of this study in Table 8 show that the working envi-
ronment has a significant influence on organizational per-
formance, with a  estimate of 0.181 and a p-value of 0.001.
This evidence indicates that a one-unit increase in the working
environment results in an 18.1% increase in organizational
performance in Guchi Woreda employees. Therefore, the
researcher does not reject the stated hypothesis (H2) regarding
this variable. This implies that strategic investments in fos-
tering an efficient, peaceful, and stress-free work atmosphere
are not merely beneficial for employee well-being but are
direct drivers of enhanced productivity and overall organiza-
tional outcomes. This study’s findings align with [71] who
highlighted the significant influence of the work environ-
ment upon employee well-being and productivity. Specifi-
cally, factors such as comfort, safety, positive relationships,
and recognition directly boost employee morale, engagement,
and productivity. Similarly, [79] depicted that a better work-
ing environment motivates employees to perform better and
positively affects organizational success. In addition to the
above, [59] found that a comfortable employee working en-
vironment, encompassing aspects like office location and
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design, as well as the policies and procedures formulated to
boost employee motivation, significantly and positively in-
fluenced organizational performance by encouraging em-
ployees to fulfill their working responsibilities properly.

4.4.3. Employees Organizational Culture and
Organizational Performance

Organizational culture significantly influences perfor-
mance. It is widely believed that strong, shared values, beliefs,
and behavioral patterns enhance performance. Positive cul-
tural attributes directly improve performance in proportion to
their intensity. Over the past decade, organizational culture
has become a crucial aspect of daily functioning, as perfor-
mance is increasingly understood depending on it. The results
of this study in Table 8 show that organizational culture has a
significant positive influence on organizational performance,
with a B estimate of 0.155 and a p-value of 0.001. This evi-
dence indicates that a one-unit increase in organizational
culture leads to a 15.5% increase in organizational perfor-
mance in Guchi Woreda employees. Therefore, the researcher
does not reject the stated hypothesis (H3) regarding this var-
iable. This implies that cultivating a strong culture with shared
values, beliefs, and positive behavioral patterns isn’t just
about fostering a good work environment; it’s a direct strategy
for boosting productivity and achieving organizational goals.
This study’s findings align with [50] assertion that organiza-
tional culture influences organizational performance. [82]
discussed how organizational culture shapes employee be-
havior and performance by providing a sense of history, fos-
tering commitment to mission and values, acting as a control
mechanism, and influencing employee recruitment and re-
tention. Certain types of organizational culture can be more
conducive to efficiency and productivity. Additionally, [3]
concluded that when organizations’ employees have clearly
outlined work ethics, share common beliefs and values, and
are guided by the principle of uniformity, flexibility, and an
effective communication network, they develop a sense of
belonging, which increases their commitment to work and
ultimately foster better performance. Similarly, [15] con-
cluded that understanding an organization’s culture helps
employees comprehend its history, operations, and values,
guiding future behaviors and promoting shared goals. It also
acts as a control mechanism, potentially leading to increased
effectiveness and productivity. [33] demonstrated that or-
ganizations can foster a workplace culture that cultivates
intrinsic motivation in employees, which, through various
micro-factors, significantly influences their performance.

4.4.4. Employees Recognition and Organizational
Performance

Employee recognition is vital as it gives employees purpose
by highlighting their value to organizational goals, making the
connection between recognition and effective leadership
crucial for success [14]. Both colleague and superior recog-
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nition strongly motivate employees, and even simple expres-
sions of gratitude, especially in remote settings, can signifi-
cantly improve morale [51]. Well-executed rewards and
recognition programs also cultivate a positive and
high-performing work environment [20]. The finding in Table
8 of this study, indicating an insignificant effect of employee
recognition on organizational performance among Guchi
Woreda employees (B = -0.092, p = 0.113), contrasts with
numerous prior studies. For instance, [41] demonstrated a
strong and significant positive link between recognition and
performance, suggesting that recognized employees experi-
ence increased motivation to perform their duties, ultimately
leading to higher performance through goal achievement.
Similarly, [47] confirmed that employee recognition enhances
performance within Kenyan commercial banks. Recognition
from colleagues and supervisors validates an individual’s hard
work, thereby increasing employee motivation and subse-
quently improving performance. However, some studies
present contrasting results with no significant impact. This
implies that organizations in Guchi Woreda might need to
re-evaluate their current recognition strategies. For example,
[16] revealed that recognition and performance had no sig-
nificant relationship. Likewise, increasing individual accom-
plishments in recognition systems can hinder teamwork and
organizational success. If employees perceive recognition to
be unfair or lack clear criteria, it can lead to reduced morale,
negatively impacting team cohesion and productivity, and
reducing the potential benefits of recognition for a select few.

4.4.5. Employees Job Security and Organizational
Performance

Job security means having a stable job without the worry of
unexpected job loss [84]. When employees lack this security,
it can harm their performance and overall well-being. Or-
ganizations need to look into how well they support em-
ployees who are concerned about their job security [6]. This
study’s results, with a 3 coefficient of 0.306 and a p-value of
0.001, significantly indicate a positive influence of employees’
job security on organizational performance. Specifically, a
one-unit rise in job security is associated with a 30.6% im-
provement in organizational performance among Guchi
Woreda employees. Consequently, the hypothesis (H5) con-
cerning this variable is not rejected. Previous research This
implies that fostering a perception of job security is a pow-
erful strategy to enhance employee performance and overall
organizational outcomes. supports these findings. For exam-
ple, [44] identified a strong positive effect of genuine job
security on organizational performance. Similarly, [88] con-
firmed a substantial positive influence of job security on the
organizational performance of hospital physicians. Further-
more, [21] discovered that job security enhances employee
well-being, and this in turn positively and significantly affects
long-term performance. In contrast, [1] illustrates that em-
ployees experiencing job insecurity, who are preoccupied
with the threat of job loss and actively seeking new employ-
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ment, tend to perform less efficiently, consequently nega-
tively affecting organizational performance.

5. Conclusion

In conclusion, the study indicates that incentives, working
environment, organizational culture, and job security sig-
nificantly and positively influence the organizational per-
formance of Guchi Woreda employees. As these factors
increase, organizational outcomes improve. On the other
hand, employee recognition did not show a statistically
significant impact on organizational performance in this
specific context. This finding contrasts with some previous
research, suggesting the importance of considering the spe-
cific organizational and cultural context. The strong positive
relationship between incentives and organizational perfor-
mance highlights the importance of well-designed com-
pensation and reward systems. Moreover, a positive work
environment, a supportive organizational culture, and
guaranteed job security are essential for boosting employee
productivity and achieving overall organizational success
among employees in Guchi Woreda.

6. Policy Recommendations

The study was conducted in Guchi Woreda Employees.
Considering the results above, the following recommenda-
tions are suggested for the organizations of Guchi Woreda.

1) Organizations of Guchi Woreda should review and en-
hance their incentive programs to ensure they are compet-
itive, aligned with performance goals, and effectively
motivate employees. Exploring a variety of financial and
non-financial incentives tailored to employee needs and
preferences could further boost performance.

Efforts should be made to continuously improve the
working environment by addressing factors such as
workplace comfort, safety, resources, and interpersonal
relationships. Creating a supportive and stress-free at-
mosphere will likely lead to increased employee
well-being and productivity.

Organizations of Guchi Woreda should actively pro-
mote a positive organizational culture characterized by
clearly defined work ethics, shared values, adaptability,
and effective communication. This can foster a sense of
identity and commitment among employees, ultimately
enhancing organizational performance.

Management of Guchi Woreda Organizations should
prioritize creating and maintaining a sense of job secu-
rity among employees. Transparent communication
about organizational stability and fair employment
practices can reduce anxiety and improve employee
focus and long-term commitment, positively impacting
performance.

5) Given the insignificant findings regarding employee

2)

3)

4)
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recognition, organizations of Guchi Woreda should
critically examine their current recognition programs.
It’s recommended to understand if the current forms of
recognition are valued, perceived as fair, or effectively
communicated. Tailoring recognition programs to bet-
ter align with employee expectations and organizational
goals may yield different results in the future.
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