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1.0 INTRODUCTION 

1.1 Abstract 

The study herein purposes to determine, elucidate, and analyze the fundamental 

indicators ascribed to employee motivation at Tilton Investments Limited. In so doing, 

the topical issue and organization of interest are herein justified, the research problem is 

concisely highlighted, and the project’s objectives accompanied by apt research 

questions explicated. The study consequently reviews the relevant literature allied to 

employee motivation and annotates the information collection and sampling modus 

operandi adopted. A presentation of the results and findings and its intrinsic analysis 

follows suit, after which a summative conclusion is intimated, and befitting 

recommendations meant to ameliorate emergent motivation pitfalls to human resource 

output in the organization ultimately propounded 

 

1.2 Justification of the Topic 

Motivation denotes the inspiration ascribed to the completion of a specific task. In 

essence, motivation is seen to be associated with the satisfaction that an individual 

requires to complete a highlighted task to yield the best possible output. Motivational 

requirements vary between individuals, specifically since each person has innate 

inspirational requirements.  The level of motivation to which an individual is exposed 

potentially kindles their degree of operational effort, and, consequently, their production 

capacity, which directly dictates their individual output (Shields, 2007). 

The indicators tied to employee motivation revolve around igniting commitment, 

encouraging creativity and building employee energy levels in light of their specific 

tasks. These indicators intimate the psychological tenets that govern individual effort, 

operational behavior and persistence in terms of output within an organization (Lundin 

and Christensen 2000) A considerable number of business managers are nescient of 

the potential edge that specific motivational precepts adopted to their specific 

organizations can bequeath to their businesses. That said, it imperative to develop 

managerial capacity on the factors that motivate their workforce. Irrespective of the size 
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of the business in light of the number of staff, each individual needs to be motivated 

aptly in some way or the other.  

Different motivational decrees are suited to different organizational settings. It is 

emergent that motivational integration is the responsibility of the immediate supervisory 

team. It is essential for the manager to adopt employee motivation as an exigent 

strategic guideline meant to espouse the achievement of organizational objectives by 

critically reviewing the key indicators and factors with which the employees in the 

organization associate (Lundin and Christensen 2000).   

1.3 Justification of the Organization 
Tilton Investments Limited is a private limited liability transport and logistics company 

ascribed to Uganda’s Company Act Cap 110 laws, that operates in East Africa and the 

COMESA block, mainly between Mombasa, Kenya, and Kampala, Uganda, with its 

headquarters in Kampala. The company transports disparate products, it principle 

goods being cement and ancillary commodities, grains and foodstuff, general cargo, 

chemicals and salt. The company has a fleet of trucks along with a dedicated team of 

trucking subcontractors. Its scope of customer service ranges from private entities to 

large companies that require transport and large cargo haulage. Tilton’s primary 

incumbent assets are long heavy vehicles; a fleet that carries over twenty-five trucks 

owned by the organization and thirty subsidiary trucks subcontracted from like-minded 

entities. It employs a staff of slightly above 200 personnel. As an intern placed within the 

organization’s accountancy department, it was best suited as the company on which I 

could conduct a firsthand critical review of the key employee motivational indicators 

therein, being affiliate attendant in the company.  

1.4 Tilton Investments Limited’s Mission 

The organization strives to forge partnerships that add stakeholder value that ensures 

long-term sustainability and mutual benefit in its provision of timely excellent quality of 

service with integrity while upholding safe environmental practices. 

1.5 Research Problem 

Out and out employee management targeted at a motivated workforce inspires a 

competitive edge by espousing refined operations and better output. The research 
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problem herein is ascribed to the pontification of the primal motivational factors for 

employees at Tilton Investments Limited.  

1.6 Project Objectives 
 To determine the inherent factors that motivate employees at Tilton Investments 

Limited.  

 To critically analyze how the emergent factors, motivate employees at Tilton 

Investments Limited.  

 To endorse apposite modus operandi to espouse employee motivation at Tilton 

Investments Limited.  

1.7 Research Questions 
 What inherent indicators motivate employees at Tilton investments Limited?  

 In what ways do the incipient indicators ordain employee performance? 

 What notable accomplishments manifest from the accented motivation 

initiatives? 

 What are the incumbent employee motivation gaps in Tilton Investments 

Limited?  

 What incipient recommendations would abate the output conundrums tied to 

employee motivation at Tilton Investments limited? 

1.7 Research Hypotheses 
Null Hypothesis: Motivation is not the preeminent organizational operational tenet that 

incentivizes high work output.  

Alternative Hypothesis: Motivation is the preeminent organizational tenet that 

incentivizes high work output.  
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2. 0 CONCEPTUAL FRAMEWORK  
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3.0 LITERATURE REVIEW 
Motivation connotes an exploit adopted by mangers to inspire the effectiveness of 

productive effort by their personnel. Motivating employees revolves around reaching out 

to them, which essentially necessitates holistically understanding their desideratum’s 

complexity.  Motivational efforts ought to strive at improving organizational enterprise. 

Effective motivation efforts are modelled in a manner that imbues convenience to 

employees (Lundin and Christensen 2000). As a matter of fact, motivation is best 

attained when workers appositely merge individual ambition with organizational 

objectives.   

The extant relationship between the employee and the employer should be one 

characterized by understanding so that the employee is able to identify with his work as 

well as with his affiliate business. Deficiency in motivation consequently affects 

productivity. Several indicators may point to low morale; heightened grievances, 

multiple absenteeism, an inflated tally of defective products, and accrued employee 

turnover (Bowles and Cooper 2009).  

A motivated employee is loyal, and being loyal presupposes the employee’s support of 

the firm’s actions and objectives. In fact, the job’s appearance as a whole carries a 

bearing on the willingness in addition to the quality of performance ascribed to an 

employee.  

A productive job fosters job satisfaction whereas a non-productive job that falls short of 

the requisite schedule fosters dissatisfaction across all organizational levels. 

‘Employment alone does not suffice the retention of a motivated, highly skilled and 

experienced workforce that drives business exceedance (Pinder 2008). An analysis by 

the Corporate Leadership Council on a loose 100,000 employees across the globe 

highlighted that whereas employees join organizations on rational pretexts like eclipsed 

remuneration, career opportunities and benefits; their hard work is attributed to 

emotional pretexts. Comradeship and autonomy also emerge as paramount aspects 

adding to the manner in which workers tend to be motivated about their work (Scheur, 

2000). 
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3.1 Motivational Models 
Diverse conjectures intimate the essential tenets that motivate workers. The main 

theories are herein discussed and their variations appreciated. The discussion will focus 

on the surmises of four scholars; Fredrick Taylor, Abraham Maslow, Elton Mayo and 

Fredrick Herzberg. 

3.1.1 Elton Mayo 
Mayo was of the belief that finances are not the solitary motivational object for workers; 

employees can be motivated by satisfying their social needs (Tyrer 2006). 

According to Mayo, the best motivation for workers includes:  

 Apt correspondence between workers and management 

 Working in teams  

 Enhanced management involvement in the staff’s working lives. 

Management should therefore encourage teamwork and the establishment of 

departments that foster managerial fulfillment of employees’ needs. 

3.1.2 Abraham Maslow 
Maslow introduced a school of thought centered on employees’ psychological needs. 

Maslow propounds five spheres of human needs to which employees subscribe at the 

workplace (Loh and Wrathall 2000). These needs are classified hierarchically and it is 

only pursuant to the complete satisfaction of a lower level of need that a worker derives 

the desire to satisfy the consequent need up the hierarchy. The most basic needs are 

physiological and biological, followed by safety, belongingness and love, esteem needs 

and ultimately self-actualization.  

Combatively, Maslow posits that an organization should offer numerous incentives to its 

staff to espouse the satisfaction of their needs and their progress up the hierarchy. The 

management should also offer incentive diversity from worker to worker in appreciation 

of the different manners in which their staff is motivated (Loh and Wrathall 2000). 

Limitations of Maslow’s Model 

The following are some of the limitations of Maslow’s model; 
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 Factually, people are to a smaller extent structured in light of their needs’ 

satisfaction 

 Different entities from diverse cultures and in different situations subscribe to 

distinct hierarchal needs. 

 Certain scholars propound the importance of other needs such as power and 

achievement (Loh and Wrathall 2000).  

3.1.3 Frederick Herzberg 
Herzberg subscribes to a two-factor motivation theory. His premise intimates that 

certain factors directly inspire hard work among employees (motivators). Additionally, 

the absence of certain factors potentially demotivate staff but do not necessarily inspire 

higher output (hygiene factors) (Herzberg 2008). 

Motivators primarily focus on the actual job. Hygiene factors are ‘auxiliary elements to 

the job’ as opposed to the actual job. Herzberg was of the belief that businesses ought 

to adopt a liberal managerial approach by enhancing the scope of ‘actual jobs’ through 

various ways. Among the approaches he suggested are: 

 Empowerment – this entails giving more authority to staff members to make 

independent decisions ascribed to their work lives.  

 Occupational Enlargement – this occasions the allocation of an increased 

number of tasks, which makes their jobs more interesting. This is a ‘horizontal’ 

extension of the job (Herzberg 2008). 

 Occupational Enrichment – the staff are herein given substantial comfort levels 

accompanied by challenging tasks; a dual carriage that targets greater output.  

 

3.1.4 Frederick Taylor 
Taylor promoted the notion that the essential motivation for workers is pay (Whitely 

2002). The premises of his theory include: 

 Workers require close control and supervision.  

 Workers should be trained sufficiently to perform one task. 

 Encouraging workers aggrandizes their productive levels.  
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The popularity of Taylor’s modus operandi was derived from its merits of lower costs 

and heightened productivity.  

The Limitation to Taylor’s Model 

 His approach became unpopular amongst workers because they were simply 

subjected to mundane, repetitive enterprises and were conditioned to operate 

like machines. It inspired strikes and ancillary configurations of industrial action 

by discontent workers. 

 

4. 0 ETHICAL ISSUES  
1. Information Confidentiality  

Many respondents expressed a high level of concern in as far as the confidentiality of 

the personal information they accentuated was concerned. To avert any respondent 

skepticism that would affect the quality of data collected, I guaranteed the non-

disclosure of their responses and the sole use of the information acquired for the 

research herein.  

2. Opinion Bias 

Certain respondents subscribed to some perspectives because of their positions within 

the firm. My resolution to this conundrum revolved around a preliminary statement 

reiterating the essence of objective opinions; a gambit that espoused more accurate 

responses.  

 

5.0 RESEARCH METHODOLOGY                                                                                           
 

 5.1 Primary Data Sources 
 

    5.1.1 The Questionnaire 
To conduct this study, a questionnaire containing questions designed in such a manner 

as to aptly attain my objectives for the study was employed. The study was herein 

conducted to establish primal motivation indicators for employees at Tilton Investments 
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Limited in light of their satisfaction as well as impact on the organization’s ultimate 

productivity in line with sustained business and revenue. The emergent results are 

intended to be put forward for consideration by the organization’s overall management 

to enhance employee output.  

    5.1.2 Sampling procedure 
Stratified sampling was adopted for each organizational division. The study’s target 

populace was derived from the organizational wings in entirety in a bid to cover the 

summative scope of human resource. The respective departments’ sample widths were 

derived from the formula featured below:  

n= 

 N÷ [1+N(e)(2)] 

Here: 

n = the requisite sample width 

N = size of the population 

e = precision level 

The study’s established interval of confidence stands at 90% with a precision level of 

10%.  

In the study herein, the aggregate population for the Finance and accounting wing is 9, 

Human resource 12, Research and Development 12, Purchasing and supplies 40, Sales 

and Marketing 44, Transport and logistics 70, and other undefined employees under 

different sectorial divisions 50.  

Consequently, rounded up, the sequent departmental sample widths include: 

 

Human resource 

12÷ [1+2.4] 

 4 

Purchasing and supplies 

40÷ [1+0.8]  

4 
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Transport and logistics 

70÷ [1+14]  

5 

Finance and Accounting 

20÷ [1+4] 

4 

Sales and Marketing 

44÷ [1+8.8] 

4 

Research and Development 

n=12÷ [1+2.4] 

4 

Other employees 

n=50÷ [1+7] 

5 

Summative representatives = 30 

 

Reliability and Scale Validity 

The numerical scale is exercised for purposes of measuring variables derived from the 

questionnaire.  

 

5.1.3. Data Collection Procedure 
Physical administration was chosen for the distribution of questionnaires owing majorly 

to the fact that information is obtained instantaneously and the respondents do not have 

to handle the research tool; as opposed to mailing them where respondents can choose 

to ignore or misplace them. Additionally, the costs ascribed to physical administration are 

minimal and efficiency in light of time is procured (Philips and Stawarsky 2000).  

 

 Merits of the questionnaire: 

1. They are quite practical 

2. They can be conducted by the researcher as well as any number of individuals and 



Tilton Investments Limited 13 

 

have limited effects on reliability and validity. 

3. Results from the questionnaire can be easily and quickly quantified through a 

software package 

4. Copious amounts of information can be obtained from a huge population within a 

short time frame in a cost-effective manner. 

5. The questionnaire can be analyzed in a more objective and scientific manner 

compared to other avenues of research (Albrecht 2010). 

. 

 

  Demerits of the questionnaire: 

1. The questionnaire is inadequate in capturing some form of information such as 

behavior, emotion and feeling. 

2. It carries restrictive informational dispensation without further explication.  

3. There is some imposition by the researcher in designing the questionnaire by 

assuming what is important and what is not (Albrecht 2010). 

 

5.2 Focus Group Discussion (FGD) 
Eight employees were engaged in a participatory focus group forum that debated 

five established topical cues ascribed to the key motivational indicators in their 

organizational ambience.  

 

Merits of the FGD: 

1. They are relatively quick and easy to institute 

2. This tool is effective in its encapsulation of a social environment’s real life data  

3. The group zest enables the elicitation of much more information than would 

have been realized from an individual.  

(Neumann 2009). 

 

 Demerits of the FGD: 

1. It is prone to bias by the facilitator; the discourse can potentially be dominated or 

side-tracked by certain individuals   
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2. Data analysis can be time-consuming and necessitates planning in advance.  

 

5.3 Secondary Sources of Data 

The study conferred secondary data sources to supplement the intel gathered from 

primary data:  

 Books and book chapters: the significance of textbook citations on business 

models, principles and hypotheses cannot be overstated.  

 Compiled bibliographies on specific subjects were instrumental to building the 

scope of the research.   

 Articles: research journals, magazines and newspapers from the undergraduate 

athenaeum’s premier search database were an essential resource for reference 

material; a vital analysis asset.  

 Referenced works: functional reference works are also explored in concordance 

with specific topics. Multiple free web reference works like the encyclopedia 

Britannica were used.  

 

Merits of Secondary sources: 

1. Vast volumes of information are instantaneously available. 

2. Minimal expenses are incurred when accessing intel.  

3. Relative ease of information access is enjoyed.  

Bottlenecks of Secondary sources: 

1. Certain pieces of information are potentially outdated.  

2. They are potentially time-consuming; a point in case is attempting to gather 

information when experiencing slow internet connectivity.  

3. Majority of authors prepare journal and magazine reports with substantive brevity 

and subjectivity, a feature that potentially limits the scope of access to information 

(Neumann, 2009). 
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6.0 PRESENTATION, DESCRIPTION, AND CRITICAL ANALYSIS OF RESULTS   

   

6.1 Introduction 

Following the collection of data from Tilton Investments Limited’s staff using two primal 

research tools namely the questionnaire and a focused group discussion, the 

consequent data is herein presented, described, and analyzed. Apt conclusions from 

the analysis are intimated, with resolute recommendations projected in light of 

espousing better motivation and overall output associated with the company’s affiliate 

staff. Consequently, I was able to sufficiently answer my research questions and 

conclusively meet my research objectives. 

 An analytical presentation of the accrued information from the research is herein 

incisively expressed and looks to explicate the motivational indicators prevalent within 

the organization, and the employees’ perspectives based on these respective 

indicators. From the data set amassed, it is emergent that the key indicators in the 

motivation of employees at Tilton Investments Limited include: monetary enkindling, 

recognition, job satisfaction, supervisor attention and support, apt training and 

development, as well as communication with management. These indicators are 

concisely presented and analyzed below. 

Table 1.0-Duration of affiliation with the organization 
 

Time threshold Frequency Valid Percent Accumulative Percent 

 

Below 1 year 5 16.7 16.7 

One to Three 

years 
10 33.3 50.0 

Three to Five 

years 
8 26.7 76.7 

Five to Ten 

years 
7 23.3 100.0 

Total 30 100.0  
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Majority of employees within the sample size (ten) in Tilton Investments have been in 

the company over a period of one to three years. Consequently, eight have been there 

for three to five years, seven of them for five to ten years with the minority of five serving 

less than a yea in the firm. 

 

                         

 

6.2 Job Satisfaction  

 
 
 

Table 3.0- organizational job satisfaction 
 

Level of satisfaction Frequency Valid Percent Accumulative 

Percent 

 

Very 

satisfied 
5 16.7 16.7 

Satisfied 9 30.0 46.7 

Impartial 2 6.7 53.3 

Dissatisfied 10 33.3 86.7 

Very 

dissatisfied 
4 13.3 100.0 

Total 30 100.0  
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The descriptive statistics highlighted by the collected data connotes a majority of ten in 

the sample size being dissatisfied with their job description. Satisfied entities followed 

suit closely, enumerated at nine, with individuals who cited that they were highly 

satisfied standing at five. Four employees expressed a high level of dissatisfaction, with 

two choosing to remain neutral in opinion.  

 

 

It is emergent that job satisfaction cogently promulgates that the higher the level of 

satisfaction an employee expresses with their job, the better their performance. With 

reference to Tilton Investments ltd, majority of the interviewed personnel stood between 

being very satisfied and just satisfied-totaling fourteen individuals. Another ten were 

dissatisfied with their job status. The focus group discussion highlighted several 

strengths in the organization that functioned to espouse high satisfaction levels, which is 

backed by the fact that a considerable proportion of the sampled employees have been 

in the organization for a period of between 5 and 10 years. First, flexible schedules are 

permitted to the employees. Non-conformist schedules that are not adherent to the 

conventional 8am-5pm workday have been embraced. Additionally, job sharing along 

with part-time schedules espouse job satisfaction. Job security as a pressing issue also 

promotes satisfaction levels within the organization, mainly because positive feedbacks 

from employee performance reviews commensurate to job retention.  
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The organization therefore performs well and this satisfies the employees. This is in 

accordance with Herzberg’s motivational theory (Herzberg 2008); in this case, the 

motivators are recognition and achievement that fulfill individual need for growth. 

Disenchanted employees on the other hand expressed of dissatisfaction because they 

feel that their concerns and suggestions are not aptly considered by management. They 

also felt that they were bored mainly because of routine tasks and since they are not 

encouraged to undertake new responsibilities. Finally, there is an impersonal office 

environment on their part that limits the social discharge within the organization’s 

environ. An imminent threat to the employees’ job satisfaction is ascribed to the feeling 

that employees are stuck in particular job positions and potentially relate with limited 

potential to advance.  

 

 

6.3 Supervisor Attention and Support 

 

Table 5.0-supervisor knowledge about employee job description 

 

Response Frequency Valid Percent Accumulative 

Percent 

 

Agree 

strongly 
16 53.3 53.3 

Somewhat 

agree 
8 26.7 80.0 

Impartial 4 13.3 93.3 

Disagree 2 6.7 100.0 

Total 30 100.0  

     

    

 

Most of the respondents hosted a strongly agreeable opinion that their supervisor has a 

good understanding of their work requirement. Eight of them consequently agreed that 

their supervisor somewhat comprehends their job responsibilities. 
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Four were neutral and two disagreed. 

 

 

It is emergent that a vast proportion of employees hold that they are not accorded 

satisfactory hearing in light of grievances. They however highly agree that their 

supervisors are knowledgeable about their work description and support personal 

development. The strengths associated with the supervisory roles in Tilton Investments 

ltd are varied. They encourage the employees to strive for individual excellence and 

take up ownership of their jobs.  

 

The supervisors are knowledgeable, going to the extent of sharing referrals and 

resources. They also act in such a manner as to discuss essential skills that need to be 

adopted for employees to be successful in their jobs. Tilton Investments affords 

opportunities for elevated career and responsibility advancement. Maslow’s motivational 

theory based on the ladder of needs captures esteem needs such as status, 

achievement and responsibility, as well as self-actualization that entails growth as well 

as personal fulfillment (Loh and Wrathall, 2000).  
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The organization therefore offers development support through a supervisor and peer 

coaching program. Discontent is however prevalent against the supervisors owing to 

conflicts majorly attributed to work distribution. Some employees cite that workload 

levels are in some occasions extremely high, and it is in such instances that supervisors 

fail to listen to them with regard to voicing a criterion that can be taken up to deliver 

output while ameliorating the workload. 

 

 A prolific threat linked to the supervisors is that meetings that look to address issues 

defining personnel are also often cancelled and on many occasions not rescheduled, 

hence employees harbor the opinion that they are not valued, and may ultimately be 

demotivated from yielding desirable outputs.  

 

 

6.4 Satisfaction with Training and Development 

Table 6.0    Supervisor support of personal development 

 

Response Frequency Valid Percent Accumulative 

Percent 

 

Agree 

strongly 
10 33.3 33.3 

Somewhat 

agree 
7 23.3 56.7 

Impartial 3 10.0 66.7 

Disagree 10 33.3 100.0 

Total 30 100.0  

     

    

 

A third of the respondents projected that their supervisor had a keen interest in their 

personal development. However, an equal proportion of the respondents were not 

content with their supervisor with regard to personal development. Seven somewhat 

agreed and three were impartial. 
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Employees in Tilton Investment ltd appreciate the opportunity accorded to them to 

develop skills and knowledge at the convenience of their workplace. Seventeen of the 

sampled respondents agree that the organization supports development initiatives for 

employees. Frederick Taylor’s model of motivation reiterates the need for sufficient 

training of workers to perform one task (Thomas 2000).  

 

Workers should therefore be encouraged to maximize their productivity, as is the case 

in Tilton Investments. employees are enabled to attend internally-offered training 

sessions by other workers who have amassed considerable expertise, as well as 

outside trainers. Employees are then given an avenue to perform listed activities prior 

to, during, and following training sessions, to make sure that the accrued learning is 

transferred to the employee’s job. Tilton Investments ltd has adopted on-the job training 

where new associates train directly next to an associate who has accrued experience 

within the organization and exudes a titanic command of expertise. This typology of 

employee training enables new associates to experience first-hand, the distinct 

operational facets ascribed to their positions. On-the job training also affords the newly 

hired staff an opportunity to create a working relationship with existing associates. It 

also reinforces the concepts acquired during initial training. Employees are therefore 

highly motivated to perform definitive work tasks based on the development support 

accorded to them. There is, however, an organizational deficit in the blending of 

personal development with technical training.  

 

6.5 Right use of Talent 

Tilton Investments thrives on the talent and competence of its staff. Recruiting qualified 

personnel and maintaining the capacity to ensure that they are happy is an investment 

of time and resource. The primary approach to acknowledging talent is ensuring that the 

managers have the requisite capacity to lead the organization in such a manner that 

inspires employee confidence; Tilton Investments boasts of a stable and effective 

management. The business offers training packages to the managers and they 

therefore are invested in the company. The attitude developed is therefore that of 

valuing staff falling under their supervision. 
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Through fine managers, Tilton ltd motivates its workers to perform proactively. As is 

concisely asserted by Elton Mayo’s motivation model, better correspondence between 

workers and management is one of the three best ways of motivating employees 

(Bowles & Cooper, 2009). Consequently, Tilton investments ensures that only qualified 

and befitting employees are assigned to the corresponding departments. The result is 

organizational measurement and accountability, which results from tracking personal 

progress. Such accountability inspires elevated performance among workers and 

nurtures talent.  

 

 

6.6 Realistic Expectations about Employee Work 

 

Table 7.0-Realistic expectations about employees’ work 

Response Percentage Viable 

Percentage 

Accumulative 

Percentage 

 

Strongly 

concur 
12 40.0 40.0 

Somewhat 

concur 
5 16.7 56.7 

Impartial 4 13.3 70.0 

Disapprove 9 30.0 100.0 

Total 30 100.0  

     

    

 
Regarding tacit expectations about employee performance on the supervisor’s part, 

most of the respondents were of a strongly concordant opinion, standing at twelve; nine 

disagreed, with five somewhat agreeing that their supervisors had realistic expectations. 

Four were of neutral opinion.   

 

In as much as employees require a job description to be privy of what their role is, they 

may also need expectations of achievement meant to sharpen their focus. Extracting 
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optimum work output from employees necessitates knowledge of individual employee 

strength as well as techniques that work to motivate them.  

 

Employees at Tilton Investments ltd on an average platform cite that the company sets 

job-specific goals which are tailored to the respective positions and the employees 

themselves. The organization has specific achievement levels, which based on 

employee portfolios are adjusted to match skill sets as well as experiences of persons 

within their positions. As such, the most demanding tasks are delineated to the most 

experienced members of the workforce, depending on how well they have performed in 

the past to eschew tacit results. With regard to expectations from newly recruited staff, 

the employees cited that they were allowed time to settle in their respective positions, 

and were often motivated by senior co-workers.  

 

The new employees are given achievable early targets in a realistic manner, with an 

expectation of meeting several key objectives within the first three months. Being as it 

is, management cites that newly hired employees have a tendency of not being likely to 

ask many questions up to such a point that they are comfortable in their jobs, and it is 

therefore imperative to be realistic in setting a list of productivity targets. 

Communication with management 

6.7 Communication with Management 

Table 4.0-my supervisor listens to me 
 

Response Frequency Valid Percent Accumulative 

Percent 

 

Agree 

strongly 
5 16.7 16.7 

Somewhat 

agree 
10 33.3 50.0 

Impartial 4 13.3 63.3 

disagree 11 36.7 100.0 

Total 30 100.0  
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Most employees disagreed with the opinion that their supervisor listens to them, 

standing at eleven respondents. Half of the respondent in the sample size somewhat 

agree, five of them held a strongly agreeable opinion with a minority of four being 

neutral.  

 
Correspondence and coordination between the staff and management is important in all 

organizations. This ensures that there is cohesion in all activities being carried out and 

enables easy achievement of organizational goals. 

In Tilton limited, there is a concerted level of communication between the staff and 

management although it is not at a desirable (high) level, which would ensure maximum 

efficiency in the company’s activities. Eleven out of thirty staff in the sample size 

expressed their view on communication between their supervisors and them, stating 

that it was non-existent at most times. Fifteen stated that there was communication but 

it did not fulfill most of their needs and it was mostly one-way (from the ‘boss’) 

downwards. They additionally stated that the communication was in most cases written 

and formal. When we discussed employees’ attitudes toward communication with 
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overall management, fifteen of the sample size agreed that communication was not 

ubiquitous in the organization; certain departments had commendable communication 

whereas in other departments communication was poor. 

Tilton Limited’s structure of communication ensures the optimal understanding of the 

organization’s strategies by the employees and that the transition of information is 

seamless from the top to the bottom. There are, however a few pitfalls to Tilton’s 

communication system:  

 The company insists on formal communication; the resultant expression is 

impersonal.   

 At times employees feel undervalued and neglected.  

 Management is aloof in the sense that it distances itself by not establishing 

forums through which they potentially communicate with their staff. . 

As stated by Elton Mayo, workers are best motivated through certain tenets, amongst 

them better correspondence between management and them (Tyrer, 2006). Another 

scholar, Frederick Herzberg also affirms Mayo’s opinion by stressing the importance of 

interpersonal relations in the workplace to motivate staff and ultimately increase 

productivity. If Tilton fails to implement changes in its communication system, the result 

will be the consistent fading away of staff morale, high staff turnover and a reduction in 

the company’s output.  

The communication regime in Tilton Investment Limited is discriminative and has to be 

restructured to correct the faults to which it subscribes and improve it. This affects the 

motivation of staff as it deprives them of a sense of belonging and creates a ‘cold’ 

atmosphere in the work environment. It is imperative that management learns how to 

communicate with employees effectively to increase their morale and productivity. 

6.8 Incentives and Employee Recognition 
 

6.8.1 Incentives  
Incentive programs for employees are essential to the motivation of the workers within 

any firm. The results of the discussion with staff members elucidates the incentive 



Tilton Investments Limited 26 

 

platform at Tilton Investments limited. The company’s main incentive tool is monetary 

enkindling. Their major focus is performance-related pay; employee remuneration is 

directly apportioned to their performance. Some of the merits that employees employ 

from these modus operandi as echoed by staff members include:  

 The general stimulation for employees to work harder 

 The sense of control over personal income. 

 Employees develop the feeling of the ownership of their job. 

However, there were some concerns which were raised; 

 Employees were concerned about the likelihood of earning their incentives after 

doing their jobs. 

 Employees were concerned about the criteria used to measure their performance 

From the above, we can clearly identify that Tilton limited has adopted an incentive 

approach which is monetary in nature. 

6.8.2 Employee Recognition 
This is the formal or informal acknowledgement of exemplary staff effort.  The 

management of Tilton Investments limited has an effective recognition process that is 

respected and admired by the employees. 

The company’s recognition system is simple, immediate and equitable. Employees from 

the six departments all agreed with and were appreciative of the recognition system. 

The recognition is done in public by the relevant departmental head usually during 

departmental briefs or meetings. The verbal recognition is usually accompanied by a 

personal note to the employee and a gift. Employees stated that this ‘pat on the back’ is 

helping to instill confidence and loyalty in them. 

This is in line with Abraham Maslow’s hierarchy of needs as recognizing and 

appreciating an employee’s performance goes a long way towards uplifting his/her self-

esteem. The employee attains a sense of achievement and additionally grows their 
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reputation (Lundin and Christensen, 2000). Appreciation is a fundamental human need 

and its implementation at Tilton has created a solid base to push for greater 

performance and productivity. 

Tilton Investments limited has embraced the importance of the positive psychological 

effect on employees of praising them for their good work and is sure to reap the benefits 

as more value is added to the organization by employees who are highly motivated. 

6.8.3 Pay Level 
The level of pay is a matter of great interest to both the management and staff of most 

companies and Tilton Investments is no exception. Pay is a critical factor in the 

motivation of employees although at times good pay alone is not adequate to satisfy 

staff needs. 

The situation in the company as depicted by staff in our discussions is ‘greener’ 

compared to the market rates. Staff in the company expressed their satisfaction with the 

pay they received although there were a few who were not content with their earnings. 

The management at Tilton Investments limited has employed a flexible pay system 

which is forged in accordance with the changing economic situations this assures it 

accommodates the changing requirements of their workforce. The only potential 

downside to this arrangement is a potential escalation in costs for the company. 

Complacency may also grow in the employees as they are assured of adequate levels 

of remuneration. The management at Tilton must also appreciate the fact that pay must 

be noticeably contingent on performance as discussed in the above section (incentives). 

The pay regime in the company is consistent with the ideologies of Frederick Herzberg 

who stated that pay is a factor which although may not directly motivate employees to 

work harder if absent it may cause rampant dissatisfaction and restrict output. Adequate 

pay also enables members of staff to cater for their basic needs it additionally improves 

the self-esteem of workers. 

7.0 LIMITATIONS OF THE STUDY                                                                                   

1. The questionnaire was lengthy and respondents had to take quite some time to 

respond 
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2. The questionnaire’s title (on motivation) led respondents to think that they ought 

to be affected by the system of motivation before filling questionnaires 

 

8.0 CONCLUSION                                                                                                          

 
Based on the business models of motivation held by Maslow, Mayo, Herzberg, and 

Taylor, Tilton Investments limited takes up several facets in bid to espouse the 

satisfactory motivation of its employees. On a reflective keel, motivation levels of 

employees within the organization are upholstered by job satisfaction, supervisor 

relations with employees in terms of knowledge on specific job descriptions, support of 

personal development and realistic expectations from the employees, in addition to 

monetary incentives and employee recognition.  

There is however discord on the part of communication with management which proves 

elusive within the organization, and employees feel that hey are not accorded effable 

hearing in light of propounded opinions. In the event that Tilton Investments fails to 

implement changes in its communication system, the eventuality looks to be consistent 

fading away of staff morale, high staff turnover and a reduction in the company’s output. 

Employees also feel limited to specific job positions, thus a perception of incongruence 

in advancement.  

There is also rigidity in terms of the work environ that does not replicate a social 

ambience that livens up the scope of work at Tilton Investments. Maslow’s hierarchy of 

needs suggests that every level of need is dominant prior to satisfaction. Only after 

satisfaction does the consequent level of need emerge as a motivational factor. There is 

therefore an unlikelihood that an employee will worry about respect if they are starving.  

With reference to my project findings, pay level in conjunction with training and 

development are the primal motivating factors owing to the fact that the employees can 

secure their basic needs once these are facilitated. Recognition from the employer in 

regard of performance motivates the employees to be satisfied with their jobs and in 

turn brings about crystal quality in work output that elevates organizational performance, 

thus the proponent of proximal affiliation to the organization.  
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9.0 RECOMMENDATIONS                                                                                              s 

 

Owing to the management’s motivation by the maximization of the wealth of 

stakeholders and the utmost reduction of costs, they exude a tendency to 

underestimate some factors, a fete that may be catapulted by high costs that may in 

turn cut profits. These factors may, however, function to facilitate the company’s long-

term success even though short-term cost will be incurred. I hereby recommend the 

following tenets for adoption by Tilton Investments in light of employee motivation: 

 In light of job satisfaction, the management should work to portray an open-door 

policy in which employees are at ease when it comes to sharing their grievances 

and opinions that may prove elemental to the organization’s success. 

Management should stress that employees can move up and are not necessarily 

subjected to specific work positions. This will be instrumental to motivating 

employees to give sufficient work output with the incentive of ascending in their 

job description (Thomas 2009).  They should work to encourage socialization to 

create an amiable work environment and break monotony and boredom.  

 With reference to supervisor support and attention, employees should be given 

more opportunities to learn, practice and perform. By delegating challenging 

duties that are marked by rewards in the event of remarkable output, the 

supervisors will ultimately experience a fired-up workforce festooned with 

fortitude to succeed and manifest in better overall performance from the 

employees (Khoshaba 2003). Special projects should be assigned to employees 

that exhibit exemplary performance, and these special projects should carry 

attractive pay packages. Employees are therefore bound to inject their best 

efforts into securing the special projects, and this will have a ripple effect on the 

organization’s optimal performance. Mentoring is another motivation cue that 

supervisors should take up, where they implicitly coach other employees based 

on their quintessential professional backgrounds (Khoshaba 2003).  

 

   In accordance with realistic expectations from employees, management can 

take up a role model behavior performance paradigm. In this respect, they can 

set goals for individual performance and share these goals with the employees 
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(Bowles and Cooper 2009). As such, the employees at Tilton Investments will be 

able to relate their performance with that of management, and in that line be able 

to pick up the trend of attaining targets right from the organization’s top. It is 

therefore bound to be a prerogative for them to work hand in hand with the 

management as a co-existent entity in meeting organizational targets.  

  
 The management at Tilton should vouch for non-monetary incentives to 

supplement the incentives they have in place. This will ensure that their 

incentives are fresh, attractive, and sustainable. 

 

 The supervisors at Tilton ltd need to develop an operational approach that will 

create an appropriate platform for employee recognition during work. This will 

ensure that employees are highly motivated. 

 

 Tilton Investments should assess their measures of performance to ensure they 

are flexible and are agreeable with incumbent market conditions to minimize 

cases of employee dissatisfaction with the instituted measures.   
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