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ABSTRACT 

Employee motivation has been identified as one of the most critical organizational 

phenomena in today's competitive business environment, particularly within public 

sector institutions where service delivery directly impacts community development. 

The eThekwini Municipal Academy plays a vital role in providing training to young 

people through trade programs and apprenticeships aimed at enhancing participants' 

socio-economic status. This study examined the relationship between employee 

motivation, managerial perceptions, and municipal performance within the eThekwini 

Municipal Academy.  

 

The study aimed to ascertain the role of managerial perceptions in shaping employee 

behavior and motivation, understand motivation's impact on eThekwini Municipal 

Academy performance, and determine current motivational strategies' effectiveness on 

employee performance and satisfaction. A qualitative research approach utilizing 

correlational research design was adopted to explore relationships between variables. 

The target population comprised employees including training coordinators, 

facilitators, administrative staff, and management personnel. A purposive sample of 10 

participants was selected. Primary data collection employed semi-structured interviews 

and observational methods, with interviews conducted across hierarchical levels to 

elicit experiences, perceptions, and understanding of employee motivation and 

management practices. Data analysis was conducted using NVivo software, employing 

thematic analysis grounded in Performance Management System theory. 

 

The research revealed significant correlations between managerial perceptions and 

employee motivation levels. Participants commonly reported moderate motivation 

levels, with recognition and rewards identified as primary motivational factors. Key 

challenges identified included insufficient training opportunities, poor communication 

from management, and limited career advancement prospects. Participants 

unanimously agreed that improved employee motivation would enhance service 

delivery quality. The study contributed valuable insights to existing literature on 

motivation theory within public sector contexts while providing recommendations. 

Keywords: Employee motivation, municipal performance, performance management; 

rewards system; service delivery, eThekwini Metropolitan Municipality. 
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CHAPTER ONE 

INTRODUCTION AND OVERVIEW OF THE STUDY 

1.1 Introduction 

Employee motivation remains one of the most important organisational phenomena within 

today’s demanding and highly competitive business environment. Paais and Pattiruhu (2020), 

also propose that motivated individuals are typically more efficient, involved and dedicated in 

their work, hence enhancing enterprise performance. However, Sai (2022) asserts that to 

comprehend the multifaceted correlation between employee motivation and performance, one 

must consider various factors, including elements of the work environment, forms of 

leadership, motivation through incentives and professional development. 

 

The research area of interest in this case was the eThekwini Metropolitan Municipality 

particularly the eThekwini Municipal Academy Unit, and the principal research question this 

study sought to answer was: To what extent does employee motivation and manager’s 

perception affect organizational performance? The study clarified the hypotheses with areas of 

interest; for example, the current motivational techniques, the part played by the manager’s 

perception in influencing the staff, and the general impact on the unit’s performance. These 

were the aspects the study aimed looking at in a bid to give a clear picture of the factors at work 

in the eThekwini Municipal Academy. It also assessed how various incentives and how 

managers’ attitudes do enhance or detract from organisational performance. Furthermore, the 

research will established strengths, weaknesses, opportunities, and threat analysis that gave 

recommendations on how the performance and motivation in the employees in the organisation 

can be and improved. 

 

This investigation was most suitable for the eThekwini Municipal Academy especially when it 

comes to linking the motivation of the employees with the achievement of the objectives and 

goals of the organisation to promote the delivery of improved services to the public. Zhang 

(2020) notes that organisations that prioritise employee motivation strategies demonstrate 

improved performance outcomes and goal achievement. 
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1.2 Background of the Study 

According to Varghese, Ramesh and Veeraiyan (2019), the pursuit of high performance within 

organisations is intrinsically linked to employee motivation and the perceptions of managers. 

In contemporary organisational contexts, the role of leadership in creating an environment 

wherein the employees are intrinsically motivated has become very important. One of the 

points brought out by research is that workers who have an intrinsic drive in their job and get 

along well with the activities done at the job, often tend to show higher performance levels. 

Maintaining such high performance hence becomes particularly important, as it has a direct 

effect on individual and organisational productivity. 

 

It is in this context that Sugiarti, Finatariani, and Rahman (2021) stated that the EThekwini 

Municipality Academy is an administratively intriguing Unit within the Corporate and Human 

Resources administrative cluster. This Unit provides training to young people, including an 

academy of eThekwini Metropolitan Municipality, in various trades and prepares them for the 

job market by providing access to different apprenticeships and business support. The objective 

of the training is to enhance the socio-economic status of participants to contribute to the local 

economy. Although something transpired, it seems that there is a knowledge gap concerning 

the role of employee motivation and managerial perceptions on organisational performance in 

this unit (Siswanto, Maulidiyah & Masyhuri, 2021). 

 

According to Ramhit (2024), the current situation shows that although strategies are in place 

to enhance the skills level of employees and their socio-economic conditions, evidence is 

scarce regarding how such strategies impact the overall motivation and performance of an 

organisation. This has created a gap in literature that calls for a focused study to analyse 

employee motivation and managerial perceptions in relation to their contribution towards 

organisational effectiveness and performance (Siswanto et. al, 2021). The result is an urgency 

to address this gap through tailored strategies that improve the well-being of employees yet 

stay aligned to organisational goals. According to Tahir (2023), how the interplay between 

employee motivation and managerial perception plays out will allow for the strategy for 

performance management. This may raise productivity and improve service delivery within the 

eThekwini Municipal Academy. 
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In the study conducted by Sai (2022), the ‘employee motivation’ conceptually refers to the 

inner drive that propels workers toward rendering optimum performance, while "managerial 

perceptions" refer to the views and attitudes developed by managers regarding employee 

performance and motivation. In this respect, the study shall bridge this lacuna by exploring 

these dimensions within the eThekwini Metropolitan Municipality in the eThekwini Municipal 

Academy so that there could be substantial insights that would enhance the overall performance 

of the organisation and satisfy its employees. Employee motivation is the degree of enthusiasm, 

commitment, and drive brought to work by employees. Managerial perceptions are the attitudes 

and beliefs that a manager has of the employees' capabilities and performance; organisational 

performance is the effectiveness and efficiency of an organisation in achieving its set goals and 

objectives (Zhang, 2020). 

 

Paais and Pattiruhu (2020) said that it is thus of importance to address the lacuna in 

understanding this impact of employee motivation and managerial perceptions if the eThekwini 

Municipal Academy is to enhance its performance. The following study identified and analysed 

the factors that bear on motivation and perceptions with a view to proposing actionable factors 

that may lead to improved employee engagement, higher productivity, and better service 

delivery. The findings did not only add to the academic debate but also provide a realistic 

solution for public sector managers and policymakers. 

 

1.3 Research Problem/Statement of the Problem 

This research study is aimed at examining the complex dynamics in which employee 

motivation and managers' perceptions have a bearing on the performance of the eThekwini 

Municipal Academy within the eThekwini Metropolitan Municipality. It is not a secret that a 

good relationship with the direct manager is directly correlated with higher motivation and 

performance, and a bad relationship with an immediate manager is correlated with low 

performance (Kalogiannidis, 2021). Ali and Anwar (2021) mentioned that the current 

bureaucratic management style that managers are adopting in their organisation will have an 

overall negative impact and a great level of dissatisfaction amongst the employees, since the 

management style makes the employees less productive and lowers work performance. 

Moreover, Alsuwaidi, Alshurideh, Kurdi and Salloum (2021) noted that employees’ perception 

of their relationship with managers significantly predicts job performance. This leads to such 

problems as low compensation, absence of appreciation of hard work, nepotism in the 
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workplace, and high turnover rate; all of which ultimately leads to low productivity. They 

hamper the organizational performance and reflect a serious deficiency in the present 

management practices and motivational strategies. Despite eThekwini Metropolitan 

Municipality employing more than 20 000 workers and allocating substantial financial 

resources to salaries, benefits, overtime and bonuses, persistent complaints from political 

leaders and community members indicate that employee performance does not translate into 

satisfactory service delivery outcomes (Magubane, 2022) Evidence of poor work ethic, lack of 

employee, weak management controls, frequent labour disruptions, and misalignment between 

employee benefits and actual services rendered suggests a significant disconnect between 

workforce performance and the municipality’s Integrated Development Plan (IDP) objective 

(Magubane, 2022). Although the municipality has introduced a revised Performance 

Management Policy to address identified shortcomings, concerns remain that existing 

performance standards, monitoring mechanisms and accountability systems are inadequate to 

effectively regulate employee performance and ensure value for money for residents. This 

situation raises a critical research problem regarding the effectiveness of employee motivation 

on performance management systems in aligning municipal employee performance with 

service delivery expectations, efficiency, and accountability in eThekwini Metropolitan 

Municipality Academy unit. 

It is important to address this research problem in understanding and finding actionable insights 

that might transform operational efficiency and employee satisfaction of the Unit. Such a study 

would, therefore, provide the framework for activities targeted at better matching job role skills, 

improving youth engagement, compensation, merit-based recognition, systems to prevent 

nepotism, and attracting and keeping experienced professional managers who can motivate 

employees and increase productivity. Not addressing the issues mentioned may result in 

perpetuating inefficiencies that already exist, further destroy employee morale, and lower the 

performance of the unit (Nguyen et. al, 2020). 

 

The study wanted to bring out these practical challenges and canvass practical solutions that 

would bridge the theoretical concepts with the real-world applications (Baig, Shuib, & 

Yadegaridehkordi, 2020). This research underlined the acute necessity of putting strategic 

interventions in place to create a more motivated, more effective workforce within the 

eThekwini Metropolitan Municipality in the eThekwini Municipal Academy Unit by setting 

out clearly the nature and magnitude of the problem. 
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1.4 Aim of the Study 

The aim of this study was to examine the impact of employee motivation and managerial 

perceptions on the functioning of the eThekwini Municipal Academy within the eThekwini 

Metropolitan Municipality. By analysing these dynamics, the study aimed to identify concrete 

ways to enhance operational efficiency, staff satisfaction, and overall unit performance while 

effectively addressing current issues. 

 

1.5 Research Questions 

The study attempted to answer the following key questions: 

• What role do managerial perceptions play in shaping employee behaviour and 

motivation in the eThekwini Municipal Academy? 

• How do the challenges of poor motivation affect the overall performance of the 

eThekwini Municipal Academy? 

• How do current motivational strategies of the eThekwini Metropolitan Municipality 

affect employee performance and satisfaction in the eThekwini Municipal Academy 

Unit? 

• What recommendations should the eThekwini Metropolitan managers adopt to improve 

employee motivation in the environment? 

 

1.6 Research Objectives 

The objectives of the study were: 

• To ascertain the role of managerial perceptions in shaping employee behaviour and 

motivation in the eThekwini Metropolitan Municipality within the eThekwini 

Municipal Academy Unit. 

• To understand the impact of motivation on the overall performance of the eThekwini 

Municipal Academy. 

• To determine the effectiveness of current motivational strategies on employee 

performance and satisfaction in the eThekwini Metropolitan Municipality within the 

eThekwini Municipal Academy; and 

• To suggest recommendations for the eThekwini Metropolitan management on how to 

improve employee motivation in the environment.  
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 1.7 Preliminary Literature Review 

1.7.1 Introduction 

This section reviews the literature identified with managerial perceptions, employee 

motivation, and performance in the eThekwini Municipal Academy of the eThekwini 

Metropolitan Municipality. It should help uncover the contribution, weaknesses, and gaps of 

current research in relation to the objectives of the study and its questions (Alsuwaidi, 

Alshurideh, Al Kurdi & Salloum, 2021). It is critical to place the current research correctly in 

the literature available, usually accomplished by a review, which identifies prior works, 

critiques the available studies, evaluates their contribution and weaknesses, and finally finds 

gaps in a manner that would define the present study as an addition to that available knowledge. 

 

1.7.2 Contributions, Weaknesses and Gaps 

According to Sturman and Park (2016) performance is the goal-relevant actions of an 

employee. There is a rise in employee performance when employees try to outperform the 

instructions and job profiles, hence establishing a clear point that calls for a high level of 

satisfaction among employees. Increased employee performance, according to Rehman et al. 

(2020), may result in desirable results in a working environment, including augmented 

communication, productivity, and commitment. Thus, Gentry and Shanock (2008) argue that 

performance is a function of activities done over some duration; in addition, any organisational 

strategy needs to evaluate the competence and productivity of the employees serving the 

organisation. 

 

1.7.3 Managerial Perception and Employee Drive 

Managerial perceptions primarily influence the behaviour and motivation of employees. The 

manager-employee relationship influences motivation and performance; where the relationship 

is good, then also the results are good (Huang & Van de Vliert, 2003). Both monetary and non-

monetary are vital in motivation. Financial gains increase the level of performance, but non-

financial ones like training, favourable working conditions and appreciation encourage 

employees (Davis, 2010; Morgeson and Humphrey, 2006). 

 

1.7.4 Intrinsic and Extrinsic Motivation 

According to Dubey and Kothari (2022), intrinsic motivation is driven by personal satisfaction, 

interest, and enjoyment; it thus has higher engagement and commitment. Intrinsically 
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motivated employees are those who find the work itself rewarding to perform, and thus they 

exert better performance without the help of any other reward. According to Crick (2021), 

extrinsic motivation is a result of external influence, rewards, recognition, incentives, etc. 

However, extrinsic motivators are also effective in the short term, but it works better with 

intrinsic motivators in the long-term engagement (Coy, 2019). 

 

1.7.5 Challenges of Poor Motivation 

Hatch and Zilber (2011) explained that the end-result of poor motivation is poor performance. 

Low morale, which is linked to poor motivation, is a cause of poor performance, lack of 

innovation, and avoidance of responsibility. Employees can fail to take part in performance 

processes when they lack clarity on their roles and aims (Pothos et al., 2014). The lack of 

sufficient skill may bring about poor performance, incompetence, or lack of knowledge. 

Performance inconsistencies should be detected, and managers should implement the plans 

which are appropriate to address them (Rehman et al., 2020). 

 

1.7.6 Impact of Globalisation on Employee Motivation 

Increased competition often is an effect of globalisation, and this can fuel one's drive to perform 

better in the hopes of increasing one's competitiveness against the global competition (Rana, 

2022). This drive, however, can lead to stress and burnout if it is not properly managed. Diverse 

staff are integrated as markets around the world become more integrated. This can enhance 

creativity and innovation, but at the same time, it also puts pressure on management to bring 

those from different cultures together to work as one team. The drives toward technological 

developments may make activities more efficient and productive, which can be exciting for 

those much younger employees whose motivation is to learn and use new technologies (Rana, 

2022). 

 

1.7.7 Challenges of Poor Motivation 

Poor motivation affects overall performance negatively. According to Hatch and Zilber (2011), 

low employee morale leads to poor performance, lack of innovation, and reluctance to take 

responsibility. Employees may struggle to participate in performance processes when unclear 

about their roles and goals (Pothos et al., 2014). Poor performance can also result from a lack 

of skills, incompetence, or knowledge. Managers need to detect performance inconsistencies 

and implement appropriate plans to address them (Rehman et al., 2020). 
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1.7.8 Impact of Globalisation on Employee Motivation 

Globalisation has resulted in ever-changing trends and has also changed the business 

environment, which means effective change management is essential while developing 

relationships in organisations. To achieve the goal of subordinates working more effectively 

and improved performance, managers’ competency in catalysing change and creating relations 

affects many things (Hatch & Zilber, 2011). Hence, they conclude that relationship 

management and employee performance are significantly and positively correlated. It is 

therefore believed that relationship management is linked with employee performance. 

 

1.7.9 Managerial Supervisory Functions as a Factor in Employee Performance 

Managers must understand what leads to the poor performance of its employees, so that such 

factors can be prevented. Sturman and Park (2016) have stated that low employee performance 

correlates with low employee morale. A less motivated employee has no creativity, does not 

innovate and cannot agree to take responsibility on the work done. Due to this, employee 

productivity decreases, and organisation objectives and goals cannot be met as planned. 

Moreover, employees feel pride in non-performing when they do not clearly understand their 

roles and objectives (Pothos et al., 2014). There are also cases where poor employee 

performance can be blamed on some employees’ poor skills, employee incompetence, or even 

lack of knowledge (Pothos et al., 2014). Managers should be able to notice such discrepancy 

in the performances of their employees and be able to plan to support the employee (Rehman 

et al., 2020). 

 

1.7.10 Importance of Team Building 

The lack of formation of effective teams is a precursor to the formation of ineffective groups; 

hence, employees perform poorly (Noe et al., 2017). Maddux (2016) and Raub et al. (2021) 

confirm that team building skills is one of the competencies today’s managers must have. Team 

and individual work also remain important for employees because they are directly related to 

the effectiveness of a department and the whole enterprise. The managers should ensure that 

they observe a disciplined approach to leadership and ensure that they work towards building 

a strong team of people with a positive attitude towards work. They should emphasise the 

achievement of the organisational goals and objectives. Managers who embrace these values 

will notice that the employees’ productivity will be enhanced, and that the working 

environment becomes more productive (Raub et al., 2021). 
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1.7.11 Perception of Managers and Employee Motivation 

In addition, Noe et al. (2017) noted that how employees view their manager influences several 

aspects of performance that is connected to productivity. Further to this they pointed out that 

positive interaction with the manager is a strong determinant of motivation and that negative 

interaction relates to stress. Sturman and Park (2016) found that in the first year that a 

manager/employee pair exists, the perceptions of the employees establish a key contribution to 

the relationship development and whether future performance will be built or not. The results 

also showed that attitudes that employee have towards their managers affect their level of 

performance. Therefore, the self-organised relationship employees have with the manager is 

the single most predictor of their job performance. Further, it lies in the manager’s ambit to 

guarantee that all work undertaken by employees creates efficiency, effectiveness, and value 

for the organisation. Therefore, if employees are not performing the duties expected of them, 

managers are also not performing their duties (Mtimkulu et al., 2014). 

 

1.7.12 View of Managers and the Motivation of Employees 

Sturman and Park (2016) explained that it is indicated that positive interaction with the 

manager is a powerful predictor of motivation with negative interaction being linked to stress. 

during the initial year of existence between the manager and the employees, employee 

perceptions define a significant contribution to relationship development and the ability or 

inability to build a performance going forward. The findings also indicated that the perception 

that employee hold towards their managers influences the degree of their performance. Thus, 

the self-organised relationship between the employees and the manager is the only most 

significant predictor of job performance of the employees. Moreover, the manager is within his 

or her scope of ensuring that any work done by the employees brings efficiency, effectiveness 

and value to the organization. Hence, when employees are not being as expected by the 

managers, then the managers are also not doing their job (Mtimkulu et al., 2014). 

 

1.7.13 eThekwini Municipal Academy’s new level of development. 

The eThekwini Municipal Academy has a lead responsibility in ensuring motivation of its 

employee through rewards and incentive related provisions. In total, basic management 

measures aimed at increasing motivation to work, as well as the general success of the 

organisation, are necessary. But many jobs are created in such a way that they do not allow the 

development of intrinsic motivation. Employees in the examining manufacturing service, and 

agricultural industries often lack decision latitude over tasks, decisions, methods, and time 
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(Davis, 2010; Morgeson & Humphrey, 2006) and it is most acute in the developing world 

(Huang & Van de Vliert, 2003). This destroys their self-control and, in the process, the most 

studied antecedent of intrinsic motivation, which is, autonomy, as held by a psychological 

theory like self-determination theory by Deci and Ryan (2000) and organisational research that 

includes the job characteristics model by Hackman and Oldham (1980) is destroyed. 

 

1.8 Research Methodology 

In chapter four, the researcher embarked on analysing the findings of employee motivation and 

managerial perceptions to effective performance in the eThekwini Municipal Academy. This 

line of research was informed by the following main question: To what extent does employee 

motivation and the manager’s perception impact the organisational performance? After that, 

chapter 3 will present the method used to engage this research question. 

 

1.8.1 Research Philosophy 

According to Nayak and Singh (2021), the research approach is the general strategy that gives 

the outline of how the research will be conducted, featuring qualitative and quantitative 

methods in the study. Quantitative research involves the collection of numerical data; this kind 

of research statistically analyses numerical data to identify patterns, relationships, and 

generalisations. It is mostly applied in experimental and survey research when the aim is to 

quantify the variables and test formulated hypotheses. Mbanaso, Abrahams and Okafor (2023) 

state that qualitative research deals with the exploration and description of phenomena through 

non-numerical data derived from content analysis, interviews, observations, and case studies. 

This approach is useful in eliciting a deep understanding of intricate social processes and 

human behaviours (Tamminen & Poucher, 2020). 

 

Since the research in question deals with the impact of employee motivation and managerial 

perceptions contribution towards organisational effective performance within the eThekwini 

Municipal Academy, a qualitative approach will be adopted. According to Pandey and Pandey 

(2021), it is the method that allows an in-depth exploration of employees' perceptions and 

behaviours best understood by detailed analysis with a context and not numerical data. This 

can give a rich and nuanced insight into factors influencing consumer decisions. Mulisa (2022) 

and De Oliveira (2023) mentioned that participatory action research provides particularly 

useful insights into qualitative studies. 
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1.8.2 Research Design 

Huntington-Klein (2021) stipulates that some of the research designs include descriptive, 

exploratory, causal, correlation, and longitudinal research. According to Alam (2021) 

descriptive research design explains or describes a phenomenon or situation. It is a method that 

involves the gathering of data using surveys, questionnaires, interviews, and observations in 

telling an accurate story of a given group, event, or situation. According to Dannels (2018), 

exploratory research design is applied in situations where the research problem is not perfectly 

characterized. This design assists in acquiring insights and an idea of the issue and is usually 

carried out through qualitative designs, i.e. interviews or focus groups. In their view, causal 

research design is also known as the explanatory research design. Such a design investigates 

cause-effect relationships between variables. It often involves experiments where one variable 

is manipulated to observe the effect on another. According to Sugiarti, Finatariani and Rahman 

(2021), correlational research designs are designs that study the relationship between two or 

more variables without manipulating any of the variables. It helps identify patterns and predicts 

relationships. 

 

The research design that was used in this study is the correlational research design. This design 

will help this study in understanding how employee motivation and managerial perception are 

related to the organisational performance without experimental manipulation (Sitopu, Sitinjak 

& Marpaung, 2021). The finding will therefore provide insights into the possible areas where 

interventions may be most effective in enhancing performance and thus guide policy and 

practice within the eThekwini Municipal Academy. According to Mulisa (2022) correlational 

studies may employ a larger sample, and hence the findings would be generalisable to the entire 

unit or other similar organisations. 

 

1.8.3 Research Approach 

According to De Oliveira (2023), a research approach can be defined as a process that a 

researcher chooses to collect, analyse, and interpret data. These are three types of approaches: 

quantitative, qualitative, and mixed methods. Quantitative research is an investigation 

conducted in a systemic wayand has much emphasis on the quantification of relationships, 

behaviour, or phenomena. Structured tools, inclusive of surveys and experiments, which are 

backed by statistical analysis are associated with this approach. It is suitable for studies 

requiring measured and comparable data (Huntington-Klein, 2021). On the other hand, 
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qualitative research refers to an exploratory method directed towards ascertaining the 

experiences of people and their social contexts and meanings of various phenomena. It entails 

collection of non-numerical information by using the following means: interviews, focus 

groups, direct observation, and document analysis. Mixed-methods research combines both 

quantitative and qualitative in a single study, working to draw from the strengths of each 

methodology (Muzari, Shava & Shonhiwa, 2022). 

 

1.8.3.1 Advantages of Qualitative Research 

The study used a qualitative approach. The gathering of information through qualitative 

research ensures that all elements concerning issues to do with the motivation of the employees 

and the perceptions of the managers are captured in detail. Interviews and focus groups allow 

researchers to discover the ‘why’ of the situation, feelings, and intentions of the actions 

performed by employees and managerial decisions which are not always observable and 

quantifiable. As stated by Mohajan and Mohajan (2022), qualitative research is informative 

and offers deeper understanding of human actions and social processes. 

 

A qualitative approach makes it easier for the researcher to be more fluid in the method used 

to collect data since they can change strategies because of gathered information. This approach 

assists in establishing the background and setting in which individuals work; this offers a big 

picture view of the research issue. Kirongo and Odoyo (2020) posited that regarding the 

advantages to qualitative research, qualitative research is great for developing new ideas or 

hypotheses that could be examined in subsequent quantitative investigations. Exploratory 

research can discover the exact cultural, organisational or even personal parameters that shape 

motivation of employees, as well as perception of managers; it thus can explain how and to 

what extent these factors affect the performance of eThekwini Municipal Academy in the given 

setting. 

 

1.9 Target Population 

In some research, the term ‘target population’ means all the units or entities to which the 

findings of the research are meant to be extended (Thomas & Pencina, 2020). This group has 

peculiar features pertinent to the research question. The correct identification of the target 

population is important since it leads to an appropriate generalisation of the obtained results. 

As described by Schroeder et al. (2022), the target population is the pool from which a sample 
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is derived because it enables researchers to collect data on behaviours, opinions, or any other 

aspect in that group. The target population for this study are the employees at the eThekwini 

Municipal Academy based at Shell House in Durban, KwaZulu-Natal province of South Africa. 

This unit is made of training coordinators, skills development facilitators, administrative 

employees and management employees. Altogether, this team acts as a core of compromise in 

the processes of the further skills development in the given organisation. 

 

Figure 1.1: Map of eThekwini Metropolitan Municipality Shell House  

Google Map GPS 

 

 

1.10 Sample 

Schroeder et Al. (2022) stated that a sample is a limited number of cases comprising a portion 

of the entire population that is chosen in a study to be used. The rationale behind choosing a 

sample is to extend conclusions to the whole population while not having to analyse every 

member of the population. To ensure that results obtained from a sample are credible and 

accurate, they need aid from the target population. In the view of Babbie (2010) the sample 
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refers to the number of persons who are incorporated in the study and should in effect be 

scientifically arrived, usually following an outline of the objectives of the study, the variability 

of the population and the level of confidence and precision expected. 

 

1.10.1 Sample Size 

The selection of a purposeful sample of ten participants for this study was justified based on 

the concept of saturation and aims of the section. Regarding the types of research, in qualitative 

research, smaller samples are used because of the exploratory and descriptive nature of the 

research approach which allows detail and depth of data collected, which is particularly useful 

in the investigation of the examined complex phenomena (Crouch & McKenzie, 2006). In 

academic or institutional contexts, stating a sample size contributes to the study’s practicality 

and clarity to the plan of the research. The chosen number of respondents- ten in this study- 

was selected to guarantee manageability while striving for data saturation. It enables 

description of the participants’ experiences in detail that is needed in the eThekwini Municipal 

Academy for the study to achieve its objectives adequately (Thomas, & Pencina, 2020). 

1.11 Data Collection 

Mukherjee (2019) defines data collection as one of the most significant sections of the research 

process, which entails the organised and rigorous accumulation of information that relates to 

the formulated research goals. As for the quantitative approach, different methods are used to 

explore and analyse data about the studied phenomena in more detail and with greater depth. 

All of them are different and are used depending on the questions formulated in the study, the 

type of research, and the conditions in which it is carried out (Gupta, 2016). Employee 

motivation and managerial perception in the eThekwini Municipal Academy will be the search 

strategy with the data collected from the primary source using qualitative research 

methodology. Particularly, the research approaches that will be employed in the study include 

the administration of semi structured interviews and observation. 

 

Semi structured interviews are open-ended interview techniques, in which the interviewer has 

a list of questions that yet remain fairly fluid (Snyder, 2019). This viewpoint of asking 

incorporates the strength of closed-ended questions of formulating questions in a 

predetermined and precise manner, while at the same time, allows the researcher to follow 

directions in formulating the remaining questions freely like in conducting an open-ended 

interview, thus allowing the researcher to explore systematically areas of interest as they 
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emerge during the conversation. Five open interviews were carried out with field members of 

eThekwini Municipal Academy regardless of their managerial position. It was selected to elicit 

their past experiences, impressions, and understanding of the work motivation of employees 

and management’s measures. 

 

All the interviews, with the respondent’s permission, were conducted with the use of an audio 

recorder because it will assist in clear transcription and analysis of the data. Interviews were 

also followed by observations within eThekwini Municipal Academy to obtain the context of 

how and in what circumstances employees and managers interact and to reveal other factors 

that might engender or hinder motivation and performance (Creswell & Poth, 2018). Indeed, 

through the use of the aforementioned qualitative data collection techniques, the study 

endeavoured to get rich data that aid in providing a perception on how the motivation of the 

employees and the perception of the managers influence the performance of the eThekwini 

Municipal Academy. 

1.12 Data Analysis 

According to Acharyya and Bhattacharya (2019) in this qualitative study of the effects of 

employee motivation and managerial perception in relation to organisational effective 

performance, the data from the eThekwini Municipal Academy was analysed using NVivo. 

NVivo is an advanced qualitative data analysis tool to organise, analyse, and find insights into 

unstructured or qualitative data in the form of interviews, open-ended responses to survey 

questions, articles, and content from social media and the web. It is a tool that helps researchers 

in coding text data and in finding themes and patterns across the data set. With regards to 

thematic analysis of the data, transcripts from the interviews and observation notes will be 

analysed for themes as a way of identifying recurrent themes and relationships between 

different data points. Using NVivo, the research will be able to carry out rigorous and 

comprehensive analytical procedures to prove the validity and reliability of findings (Kumari 

et al., 2023). 

1.12.1 Measures of Data Collection for the Study 

1.12.1.1 Reliability 

Reliability deals with the consistency and stability of the measurement instrument or data 

collection method. According to Creswell and Creswell (2018), a reliable instrument is that 

which under constant conditions, gives similar results. Reliability in quantitative studies is 

important because it makes sure that data being collected measures exactly what is being 
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conceptualised with least effects of random errors. Probably one of the most common methods 

to check reliability is by computing Cronbach's alpha, which quantifies the internal consistency 

of a set of items in a questionnaire or survey. A widely accepted threshold for Cronbach's alpha 

is usually 0.70 or higher, which clearly demonstrates that the items satisfactorily measure the 

same underlying construct (Monoarfa et al., 2023). 

1.12.1.2 Validity 

Validity refers to the degree to which a measurement instrument truthfully measures what it is 

intended to measure. According to Babbie (2016), validity assures the conclusions to be correct 

and appropriate for generalisation on the real world. There are several types of validity 

including face validity, construct validity and criterion validity. Face validity is the degree 

which a measurement appears according to subjective judgment to measure what it is supposed 

to. Construct validity consists of convergent validity and discriminant validity. While the 

former assesses whether measures that should be related are indeed related, the latter assesses 

whether measures that must not be related are really not. Criterion validity is used to test 

whether a given measure varies with an outcome it ought to predict. 

 

According to Adelowokan, Maku, Babasanya, and Adesoye (2019) the validity in this present 

research into the effect of employee motivation and managerial perceptions on effective 

organisational performance in the eThekwini Municipal Academy was checked through a few 

ways. Muzari, Shava and Shonhiwa (2022) said that face validity will be judged by seeing the 

experts and stakeholders to ensure that the questionnaire items measure the intended construct. 

Factor analysis will also be employed to assess convergent and discriminant validity by 

demonstrating that items supposed to measure the same construct load onto the same factors 

and that different constructs are appropriately differentiated (Nayak & Singh, 2021). Factor 

analysis using statistical software - in this case, SPSS was conducted by analysing patterns of 

relationships among variables to ensure that the measurement model specifies the theoretical 

framework of the study (Dewi et al., 2019). 

 

1.13 Ethical Considerations 

According to Pietilä et al. (2020) it is through ethics that integrity is brought into the study, and 

the rights and welfare of participants are respected. Such considerations include informed 

consent, ensuring confidentiality and anonymity of information given by respondents, 

minimising possible harm to people involved, and maintenance of transparency and honesty in 
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the whole research process (Horton & Lucassen, 2023). In executing this research on the effect 

of employee motivation and managerial perceptions on organizational effective performance 

within the EThekwini Municipality Academy Unit, the following measures were taken to 

uphold the ethical principles and standards at KwaZulu-Natal University. First, informed 

consent was elicited from participants. The participants were also informed through a written 

explanation about the purpose of the study, the procedures involved, and the right to withdraw 

from the study without any penalty at any time. The participants’ confidentiality was 

maintained through anonymisation of information and appropriate storage measures. This 

study was ethically reviewed and approved by the KwaZulu-Natal University review board, 

with respect to compliance with the ethical principles. Moreover, the responsible management 

of sensitive information, the process for conducting respectful and sensitive interviews and 

observations regarding privacy and comfort, will form part of the training to researchers. 

According to Coy (2019), such measures taken together ensure ethical conduct of research, 

respect the dignity of persons, and protect all their rights. 

 

1.14 Structure of the Dissertation 

This section presented the chapters of this study 

 

Chapter One: Introduction and overview of the Study 

Chapter One presented an overview of the study. This chapter gave a detail introduction and 

the background of the study. The problem statement, focus area, research questions and 

objectives were presented in this chapter. Furthermore, this chapter was brief on the research 

design and methodology that was utilised in this study. Lastly, Chapter One addressed the 

ethical and safety concerning this study. 

 

Chapter Two: Literature Review on employee motivation and organisational 

performance  

An overview of performance management and employee motivation was presented in this 

chapter. The chapter further outlined a concise literature review on the theories and concept 

underpinning performance management. Moreover, the chapter discussed the performance 

management system as applicable in the public sector. 
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Chapter 3: Research Methodology 

A complete description of the research design, tools and processes was presented in this 

chapter. Furthermore, it outlined in detail the research methodology used in this study. Data 

sampling and data collection procedures was discussed in this chapter. This study employed 

qualitative research to collect data. 

 

Chapter Four: Data presentation and Analysis 

This chapter presented and analysed the discussions of research findings that were gathered at 

the eThekwini Municipal Academy. The data was collected through interviews. Themes were 

utilised in this chapter that drove from the study’s objectives. Conclusions and 

recommendations were drawn on this chapter. 

 

Chapter Five: Conclusion and Recommendations 

This chapter summarized the findings and offered conclusions and recommendations of the 

study. The chapter further provided a summary of the whole research. Lastly, the chapter 

offered few recommendations and suggestions for further analysis based on the research 

results. 

 

1.15 Conclusion 

In this chapter the foundation of the research study was described giving the background of the 

research study, research problem, research objectives, and methodology. The chapter laid a 

theoretical foundation and the research design that had been used to conduct the research on 

employee motivation and perceptions of the managers within the eThekwini Municipal 

Academy. The primary data was collected through semi-structured interviews and analysed 

using thematic analysis. Ethical considerations, including informed consent, confidentiality, 

and ethical approval, was strictly adhered to, ensuring the study was conducted responsibly and 

ethically. The findings from this study were expected to provide valuable insights into how 

packaging and branding strategies influence consumer behaviour, offering practical 

implications for retailers and marketer
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CHAPTER TWO 

LITERATURE REVIEW ON EMPLOYEE MOTIVATION AND 

ORGANISATIONAL PERFORMANCE 

2.1  Introduction 

Chapter One of this work proposal described the research problem in that it related the 

complexity of the process between employee motivation, managerial attitudes and their 

combined effect on the activity of the eThekwini Municipal Academy Unit of the eThekwini 

Metropolitan Municipality. It laid the groundwork to explain the impact of management style 

and employee-manager relationships on the effectiveness and happiness in the workplace. The 

chapter highlighted the significance of dealing with these challenges to improve efficiency in 

operation and to improve employees' morale, thereby also suggesting that strategic actions in 

the unit be taken. 

 

In the literature review the state-of-the-art research on managerial cognition, employee 

motivation and performance both in skills development and public sector organisations, are 

considered. The present chapter is devised to critically assess the existing literature, its 

strengths, weaknesses, and gaps that this work intends to address. Through a systematic 

synthesis of the literature, the review offers an informed perspective on the predictive and other 

influencing factors of employee motivation and performance, which proves the basis for the 

research objectives. 

 

2.2  Contextualisation 

This paper explains the perception of employee motivation and managerial attitude as among 

the most important influential determinants of organisational performance particularly in the 

context of the public sector. At the global scale, mainly the advantages of good management 

practices, regarding work engagement and performance, are realised (Mafunisa, 2019). 

Indicatively, in the participative management countries, namely, Sweden and Germany, 

empirical studies have established a stable relationship between positive attitudes towards 

managers and increased employee motivation and, consequently, higher levels of performance 

(Bakker and Demerouti, 2017). These countries encourage collaboration in groups, which has 

been linked to job satisfaction as well as reduced turnover. Benchmarking with these countries 



2 

 

is advantageous since they are amongst the developing countries just like South Africa but have 

better management of their municipalities and sustained service delivery. 

 

There is a notable difficulty in employee motivation and management attitudes in the African 

situation, especially in the Southern African Development Community (SADC). In Botswana, 

a study found that bureaucratic leadership behaviours result from grassroot interactions to 

disengagement and dissatisfaction of staff, like cases in other regions of the continent 

(Mokgothu & Thamae, 2020). For example, in Zimbabwe, the lack of policy regarding 

nepotism and a lack of reward for effort has been identified as a major challenge to employee 

motivation and performance across units of the public sector (Chikanda & Zinyama, 2019). 

Focusing on the operations of SADC countries in relation to public sector employee motivation 

is valuable to this study, as South Africa is a member of the community and shares common 

objectives and governance priorities with other SADC states. 

 

 

In South Africa, and specifically KwaZulu-Natal (KZN), the eThekwini Municipal Academy 

Unit also deals with almost the same issues. A study by means of research highlights that the 

usual hierarchical management system that is common to most public agencies is getting a bad 

rap for impeding good communication and organisational engagement (Mahlalela, 2022). Also, 

the absence of merit-based reward and the cultural presence of nepotism lead to staff morale 

being low and staff turnover rate being high in the KZN public sector (Ngubane, 2021). In this 

literature review, these themes will be explored in more detail and also categorised according 

to the objectives of the study in order to clarify the dynamics inside the eThekwini Metropolitan 

Municipality in eThekwini Municipal Academy Unit. 

 

2.3  International Perspectives on Employee Motivation 

2.3.1 Case studies from developed countries 

2.3.1.1 Sweden employee motivation 

 In the participative management approach, employees are actively involved in decision 

making processes that affect them. In Sweden, participative management is a cultural practice 

that has an influence on motivation and engagement of people in organisations. The 

management style decentralises decision making and empowers the employees to feel 

responsible for the decisions that will be implemented (Kellica, 2020). According to the 
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literature, through embracing teamwork, the organisations in Sweden have fostered employee 

innovation and improved their level of satisfaction and therefore efficiency at the workplace 

(Vingard et al., 2021). As research has shown, when employees perceive that their voices are 

being heard and valued, they will feel motivated, and so companies can avoid high turnover 

rates and instead, attain high productivity levels (Buun et al., 2021). 

 

Moreover, the Swedish firms are more likely to use cultural strategies such as, team 

communication, and correctness that help to resolve the problems of the employees too. In 

particular, employees can be more engaged through team briefings daily and periodic employee 

opinion-sharing options like suggestion boxes (Kern et al., 2021). These practices are not only 

morale boosting but they also foster a culture of trust and openness. Workers that practise 

participative management have shown more motivation and productivity (Edvardsson et al., 

2020). 

 

This paper also points to the use of leadership styles that involve the workforce as evident by 

the positive results of participative management in Sweden. Such an approach is good for 

imitation by other countries that want to enhance the level of motivation of the workforce. The 

association between participative management and employee satisfaction seems to indicate that 

comparable processes could be useful in different cultural and organisational settings, which 

emphasise the relevance of these principles in various cultures and organisations (Furunes et 

al., 2021). 

 

2.3.1.2 Germany - effects of management on employee motivation 

Plakhotnik and Thust (2021) mentioned that the concept of management in Germany integrates 

authoritative organisational structures with a significant focus on the competency of the 

subordinates. The business environment of the country is formal and businesslike and 

emphasises the importance of process and quality. This may or may not be good for workers 

motivation (Ramirez et al., 2020). On the one hand, expectancy, clarity and structured context 

provide certain level of assurance and personal responsibility among people in organisations. 

In contrast, some organisations in Germany are too structured; an aspect that constrains their 

flexibility, and this ends up demotivating employees and ignoring their creativity (Nienhüser, 

2021). 
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Moreover, surveys show that German organisational leaders’ use of inspirational and 

supportive leadership behaviours result in more positive perceptions of job satisfaction than 

does transactional leadership behaviour that relies on tangible rewards for the employees’ 

performance (Koster & Kors, 2021). Many transformational leaders motivate people to acquire 

useful skills, learn from effective activities and gain equal motivation for personal and 

professional development. Research has now found that organisations led by transformational 

leaders witnessed a positive change in morale and engagement (García-Morales et al., 2020). 

The management lessons from Germany can be summarised as follows: flexibility with 

processes but also the implementation of strict structures. Therefore, organisations which aim 

to influence their employees may find usefulness in adopting some components of 

transformational leadership, yet, at the same time, paying attention to the processes. It can also 

engender a motivational climate that allows for motivational performance alongside 

motivational job satisfaction (Schmitt et al., 2020). 

 

2.4  Lessons Learned from International Practices 

In the study conducted by McLeod (2018), the experiences derived from Sweden and Germany 

are extremely useful in establishing the overall ways to managing employee motivation across 

diverse settings. A lesson gained is the need for employees to be involved in decision making 

plans. Research by Bakker and Demerouti (2017) and Edvardsson (2020) and others show that 

firms that adopt participative management motivate and enhance employee job satisfaction, 

since they show a preference for being heard and acknowledged. 

 

Nevertheless, it is also observed in the course of the study that traditional methods of 

management are not efficient, and transformational leadership style plays a crucial role in 

employee motivation. The initial one is that managerial styles of directive, autocratic 

management are usually demotivating and less engaging. The second one is that 

transformational leadership, which is defined by inspiration, intellectual stimulation, and 

individualised attention, is more effective to increase employee motivation and performance 

results. Thirdly the combining of improvement of structured management approaches with 

improved flexibility in work can improve the participation of workers and the achievement of 

organisational goals. 
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Lastly, the learning from these global cases suggests organisations should evaluate and 

strengthen their systems to promote employee motivation proactively. Such evidence can help 

practices on a local level, offer a blueprint for improvement of job satisfaction and 

organizational performance in the variety of settings (Vingard et al., 2021). 

 

2.5  Continental Perspectives: Employee Motivation in SADC 

2.5.1 Overview of SADC countries’ management practices 

The SADC region comprises a diverse area with a rich culture of different nations each having 

different issues and approach towards motivation to employees. Most southern African 

development community countries face some of the problems that Include: bureaucratic 

management where employees’ decision-making options are restricted (Kanyane, 2019). This 

implies that organisations continue to use of hierarchical organisational structures consequently 

results in organisational disengagement, because the employees are made to feel that their 

inputs are unappreciated. There are several ways by which bureaucratic management affects 

innovation and performance and therefore the organisation’s performance or effectiveness 

(Mokgothu & Thamae, 2020). 

 

Nevertheless, some SADC member states are gradually shifting to a more modern and liberal 

system of management. Some non-participatory approach used by countries like Botswana and 

Namibia are employee engagement and motivation (Mokgothu & Thamae, 2020). For example, 

Employee incentive programmes, and workers’ involvement in decision making were common 

and reported on how they enhance employee satisfaction and consequently the evaporate 

turnover rate (Chikanda & Zinyama, 2019). Such practices highlight a possibility of increased 

employee engagement throughout the region even though management systems that are 

presently dominant are conventional. 

 

In addition, government organisation partnerships in the SADC have created initiatives in 

which the focus is on training and development of the employee motivation. For instance, skills 

acquisition partnership has been active in capacity building to improve workforce productivity 

and employee efficiency (Oyelaran-Oyeyinka et al., 2018). They also encourage staff through 

developing their career by implementing such initiatives and benefit organisation and company 

performance as well, stressing the importance of having workable management techniques in 

the region. 
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2.5.2 Common Challenges in Employee Motivation 

2.5.2.1 Bureaucratic management styles 

The findings of the research also elaborate on the fact that the bureaucratic management styles 

still fuel the lack of employee motivation in the SADC countries. These management styles are 

pseudo-mechanistic and to a large extent bureaucratic and therefore do not offer the flexibility 

and responsiveness required to meet the demands of the modern workforce (Mokgothu & 

Thamae, 2020). Some of the human costs associated with bureaucratic organisations include 

employees often complain of job powerlessness and this has serious implications on their 

motivation (Kanyane, 2019). This disconnection not only applies to the basic unit of 

individuation, but also to larger units of collective organisational efficacy. 

 

Roberts (2019) states that extreme focus on rules and procedures established in the workplace 

threatens innovation and flexibility within the workforce. Many works suggested that in such 

conditions, employees are also less willing to provide inputs or even provide suggestions for 

the problems to be solved as their ideas are not going to be welcome (Chikanda & Zinyama, 

2019). The product is the creation of compliance over initiative, a culture which is not healthy 

for employees or organisations. 

 

To overcome the problems related to bureaucratic management, one must turn to more 

participative management that relies on the inputs from the employees. Promoting the 

opportunity for people to ask questions and to engage in effective communication with their 

peers will increase their levels of motivation as well as ensure that every worker feels like they 

belong to a team (Oyelaran-Oyeyinka et al., 2018). 

 

2.5.2.2 Nepotism and its effects on morale 

 Favouritism and nepotism continue to be a significant concern in several SADC countries, 

making the issue of employee motivation even more complex. Perceived unfairness while 

hiring or in promotions is likely to create resentment in employees. Hence, favouritism should 

be avoided at all costs (Kanyane, 2019). It usually leads to demotivated workers, dissatisfied 

employees and high turnover since talented workers are not recognised. 

 

The negative effects of nepotism are not just the unhappiness of employees involved but a real 

organisational problem that can snuff out the general organisational performance (Mokgothu 
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& Thamae, 2020). When employees get to feel that some positions are given depending on 

whom you know rather than the ability to do the job, then morale is bound to drop. As a result, 

pressure grows on organisations to build and maintain motivated and committed employees. 

 

 To ensure all employees have confidence with the hiring and promotions practices, the 

company must adopt clear and open procedures, preventing nepotism at the workplace 

(Chikanda & Zinyama, 2019). Setting merit-based criteria form a sound culture of practising 

fairness at the workplace and also significantly boosts the level of employee motivation, hence 

increasing organisational performance. 

 

2.5.3 Social Interventions within the Area 

Schmidt and Roesler (2019) suggest that some of the countries in the SADC have embarked 

on effective interventions into their efforts to eliminate the vices that stand in the way of 

motivating its employees like bureaucracies and nepotism. Participation for governance 

reforms see Botswana improved employee engagement level in different sectors based on the 

findings of Oyelaran-Oyeyinka et al. (2018). Officials also observe that the benefits of 

employee engagement and decision-making extend far beyond motivating and increasing 

satisfaction, and many specific instances have been reported by organisations. 

 

Other organisational training and development interventions are also policy measures that have 

been instrumental in promoting motivation amongst the employees in the region. Namibian 

organisations have implemented skill development programmes that enable employees with 

skills to advance in career progression (Chikanda & Zinyama, 2019). The fact is that such 

programmes do not only equip the employees with effective skills, but these programmes also 

show that the organisation is interested in the development of their careers is a huge boost in 

loyalty and morale. 

 

Also, introducing policy measures guarding against relatives’ employment has been considered 

as the major move towards improving the motivation of the employees. The places that have 

implemented laws for transparency in any policy of recruitment and promotion see the 

enhanced responsibility and credibility among employees. By embracing meritocracy, 

organisations can encourage a motivating environment that regards its employees’ striving 

efforts as essential for their capabilities (Kanyane, 2019). These interventions highlight the 
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need to embrace contingent strategies that will enhance the employee health and productivity 

in SADC region. 

 

2.6  South African Context: Public Sector Challenges 

2.6.1 The South African Public Sector 

The public sector is part of the government responsible for implementing the policies of the 

government for the people. This panoramic structure gives the public sector that relatively rigid 

hierarchical structure and makes it appear slow and ineffective in meeting new needs (Pillay, 

2020). This slowness of implementation can be blamed on the apartheid history that brought 

imbalance within the two parts in terms of service provision and resources (Van der 

Westhuizen, 2018). Hence, it continues to experience the dynamic difficulties of delivering 

quality service to its client with the additional constraints of a shrinking public budget. 

 

In addition, a large population and a highly qualified working staff characterise the South 

African public sector. However, one of the biggest ongoing challenges is the inability to adapt 

the hierarchical nature of the command structure that dominates many public organisations to 

support and encourage innovative thinking and employee participation (Mafunisa, 2019). 

Employee often complain of organisational politics or what we may term as ‘organisational 

stating’ which tends to slow down performance and distort organisational objectives. 

Consequently, its demand for reform with employee-centred and part-to-part management is 

increasing. 

 

Lastly, the public sector especially the organisations serving the public is under pressure from 

the public as well as the government hence the need to work effectively. The issue of employee 

motivation and engagement has therefore been highlighted in the challenges experienced by 

the South African public sector to show the need for systematic improvements in this area to 

improve the delivery and organisational outcomes. 

 

2.6.2 Specific Issues in KwaZulu-Natal 

Traditional vertically framed structures are evident in KwaZulu-Natal, particularly in the public 

service sector, and their capacity in conveying messages or make decision(s) are restricted 

(Harrison, 2019). These structures also limit the manager-employee interaction and therefore 

employee trust and participation are usually compromised. For example, employees may have 
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a sense of powerlessness and detachment from the decision-making process, which can lead to 

a drop in motivation and job satisfaction (Mafunisa, 2019). The rigid organisation, in turn, may 

also inhibit creativity, as employees may not feel safe to submit new and better ways to do a 

work because of being discouraged or even punished. 

 

Furthermore, a high level of traditional management styles not only prescribes but also 

encourages compliance at the cost of an enabling style of initiative and responsibility (Pillay, 

2020). Failure to encourage the employees to assume full responsibility for their duties may 

result in dull performance, dissatisfaction among the staff and reduced morale. This 

disengagement can deepen existing problems at the public sector level, including service 

delivery failures and inefficiencies, which in turn compromises public confidence in public 

sector institutions. 

 

Solutions to the problems related to hierarchical structures in KwaZulu-Natal need to be 

reworked toward a more participative management approach. Reframing open communication 

as collaborative communication can help create a feeling of inclusion among staff which, in 

turn, improves motivation and performance (Harrison, 2019). Unmaking strict hierarchies, 

public sector organisations can develop a more agile and responsive workforce. 

 

2.6.3 Lack of Merit-Based Recognition 

Another of the major problems facing the public sector in KwaZulu-Natal is the absence of 

merit-based appraisal of work performance (Nzimande, 2020). Many of the public sector 

agencies are still using systems which value seniority rather than contribution. This frustrates 

staff by neglecting their efforts and its value. The failure to recognise employee efforts can lead 

to product or perspective inaptitude since the study showed that there is an inverse relationship 

between recognition and increase in income - this can also weaken the incentive to perform 

better and to be creative (Mafunisa, 2019). 

 

Other than that, merit-based systems may lack transparency and objectivity entirely, and this 

may lead to huge resentment and sense of injustice in the workforce. The high performers who 

are always high performers are likely to be disillusioned when they realize that rewards and 

promotions are not accorded based on merit but on basis of subjectiveness or even politics 

(Harrison, 2019). This attitude can result in higher staff turnover rates, since high achievers 

look for jobs in companies that effectively acknowledge and appreciate their achievements. 
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The use of merit-based recognition mechanisms can contribute to enhancing the motivation 

and satisfaction of employees in the KwaZulu-Natal public sector. When the measures that 

must exist as the basis for assessing performance and standards for promotion are set, the 

organisation fosters the culture of excellence, openness, accountability (Nzimande, 2020). 

Such changes are not only made with the intention of enhancing the employees’ satisfaction 

but also the with an emphasis on providing efficient services to the clients and high overall 

performance of the organisation. 

 

2.6.4 Employee Turnover and Job Satisfaction Trends 

In recent years, employee turnover remains a major issue impacting the South African public 

sector, particularly in KwaZulu-Natal. Turnover rates at a high level may result from some of 

the following causes: job dissatisfaction, no career advancement opportunity, or no 

appreciation for the employee contribution (Mafunisa, 2019). Evidence shows that, if 

employees are made to feel maimed and adrift, they tend to look for employment elsewhere 

which results in a significant loss of institutional memory and higher recruitment costs 

(Nzimande, 2020). 

 

Trends in public sector job satisfaction show a worrying gulf between what employee’s value 

and what their employer can deliver. There is a high number of employees who say they are 

discontented because of lack of possibilities to further professionalise and of the lack of 

appreciation for their work (Pillay, 2020). This dissatisfaction may result in lower productivity 

and morale, thus negatively affecting the quality of services to the public. 

 

In order to reduce employee turnover and to increase job satisfaction, it is essential for the 

public sector organisations in KwaZulu-Natal to focus on programmes that promote employees' 

engagement and appreciation. By fostering an environment where employees feel valued and 

supported, organisations can reduce turnover rates and improve overall job satisfaction. By 

implementing focused training and development programmes, as well as systems that reinforce 

performance, it is possible to develop a more motivated workforce (Harrison, 2019).  
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2.7  Managerial Perceptions and Their Impact on Employee 

Performance 

2.7.1 The Role of Managerial Support in Employee Motivation 

Managerial support is one of the most important factors in influencing employee motivation 

and work performance in organisations. Studies confirm that if employees believe that their 

line managers are friendly and easy to approach, the employees are more likely to feel 

motivated and engaged in their work (Sonnentag et al., 2020). Supportive managers provide 

essential resources, guidance, and feedback, which can significantly enhance employees' 

confidence in their abilities and their commitment to organisational goals. 

 

In addition, managerial support creates a culture of trust and transparency, enabling staff to 

express their concerns and ideas openly without fear of consequences (Nielsen et al., 2019). In 

a positive work environment, employees are motivated to do what it takes to become a problem-

solver and so improved performance results are achieved. Research has demonstrated that 

organisations featuring good management styles lead to better employee satisfaction and more 

output, i.e., lower churn (Sonnentag et al., 2020). 

 

Managers are expected to be actively involved in developing a culture of support by 

participating in teams directly and by illustrating personal interest through concern over the 

well-being and professional growth of teams. These practices involve frequent one-on-one 

discussions, positive feedback, offering mentorship, and establishment of avenues of open 

communication in which the employees can feel safe to raise concerns and express their ideas. 

 

2.7.2 Effects of Negative Managerial Perceptions on Performance 

Bad management evaluations have negative repercussions on the motivation and performance 

of the employees. If employees experience an unsupportive, critical, and disengaged manager, 

this can culminate in a sense of disconnection and diminished job-related satisfaction 

(Sonnentag et al., 2020). This discrepancy can lead to reduced motivation, reduced productivity 

and higher turnover within the workforce, influencing organisational performance negatively. 

 

Moreover, negative managerial perceptions can create a toxic work environment characterised 

by fear and mistrust. Employees may stop sharing ideas or asking for help for fear of negative 

outcomes from their managers (Nielsen et al., 2019). This lack of transparency can hamper 
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creativity and impede collaboration, as people become less likely to interact with coworkers or 

contribute to group activities. 

 

To reduce the consequences of bad management perceptions, the focus of the organisation 

should be on leadership training and development. If managers are also trained to build 

harmonious team relationships, then they can help create a more supportive and positive 

working environment (Sonnentag et al., 2020). Promoting empathy, active listening, and 

constructive feedback to managers can help to dramatically boost employee morale and 

performance. 

 

2.7.3 Strategies for Improving Manager-Employee Relationships 

One of the management structuring variables that has been highlighted to contribute to 

improved motivation and performance of employees in organisations is positive management-

employee relations. It is recommended to set a frequency of one-on-one session between the 

manager and each of his or her employee. Such meetings offer a chance for frank discussion, 

where people can raise their concerns, goals and suggestions (Nielsen et al., 2019). By fostering 

a culture of communication, organisations can build trust and strengthen relationships between 

managers and employees. 

 

Another training and development plan approach is offering emotional intelligence and 

interpersonal skills training to managers. There is empirical evidence showing that the 

emotional intelligence of an executive is informative for their capability to sense, interpret and 

react to the needs of their workforce (Sonnentag et al., 2020). By enhancing managers' ability 

to connect with their teams on a personal level, organisations can create a more supportive and 

engaging work environment. 

 

When behaviour reinforcement is coupled with an enthusiastic acknowledgment of good 

managerial practices by encouraging recognition of and rewarding favourable manager-staff 

relationships, then such behaviour and the associated recognition can become ingrained. 

Companies should organise recognition schemes for managers who are outstanding in the 

process of promoting positive relations between persons as well as for the encouragement of 

their team (Nielsen et al., 2019). The advisable positive corporate culture can motivate all 

managers to put relationship building first and foremost as it will subsequently improve the 

motivation and performance of employees. 
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2.8  Current Motivational Strategies in the Public Sector 

2.8.1 Overview of Existing Motivational Programmes 

There are several motivational programmes in the South African public sector with the aim to 

improve employee engagement and performance. Such programmes tend to centre on, 

professionalism, presentation, and employee well-being (Mafunisa, 2019). There are training 

programmes that increase the scope of skills and competences and allow the participants to 

face new and additional challenges and responsibilities within their scope of work", e.g. These 

programmes go beyond the development of individuals and parallel an organisational goal of 

enhancing service delivery. 

 

 Many public sector organisations have in place awards programmes that recognise and 

incentivise employee efforts. These efforts can vary from structured awards events to ad hoc 

recognition practices, including shout-outs in team meetings (Nzimande, 2020). Celebrating 

employees' successes can promote a culture of appreciation that encourages staff to reach their 

maximum potential. 

 

Moreover, the public-sector employee wellbeing schemes include mental health, work-life 

balance, and overall health (Harrison, 2019). These programmes are for such a positive work 

environment since the welfare of the employees has a great relationship with the motivation 

and performance. The public sector organisations can enhance the levels of job satisfaction and 

turnover by fulfilling employees’ total career needs. 

 

2.8.2 Continuing Business Strategies 

The outcome of existing motivational approaches in the public sector remains promising and 

challenging at the same time since the result may be good, while implementation may be an 

issue. For instance, the training and development initiative can yield an improved skill and 

attitude in the employee which results in an improvement in performance (Mafunisa, 2019). 

However, the effectiveness of these programmes is largely determined by management’s 

willingness to encourage long-term learning solutions in the company’s setting.  

 

Recognition programmes have also emerged as a potential avenue to improve employee morale 

and motivation. Employees, for example, will be greater in their engagement and commitment 
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to work if they are perceived to be valued and appreciated (Nzimande, 2020). Yet, differences 

in the application of recognition practices have the potential to result in the perception of 

favouritism, thus dissipating the wanted positive outcomes. 

 

Health and wellbeing programmes have proved successful at improving levels of employee 

mental wellbeing and work/life balance; however, the success of these programmes is often 

restricted by lack of materials and the support from managers (Harrison, 2019). Public sector 

organisations in turn need to guarantee that their programmes are well-funded, uniformly 

implemented, and appropriate to the requirements and aims of staff. 

 

2.8.3 Gaps in Current Motivational Approaches 

Even with the introduction of several motivational interventions, there are still large gaps in 

the model of public sector motivation to achieve improved employee motivation. One notable 

gap is the lack of tailored programmes that address the unique needs and challenges faced by 

employees in different roles and departments (Mafunisa, 2019). A one-size-fits-all strategy 

cannot ensure meaningful engagement across the entire workforce; consequently, certain 

groups may experience dissatisfaction. 

 

Furthermore, there is rarely sufficient attention given to the importance of the role of 

managerial support in fostering the motivation of employees. Although training and recognition 

programmes are also important, manager-employee relationship quality is one of the significant 

determinants of motivation (Nzimande, 2020). There are efforts that should be made by 

organisations to focus on activities which deliver skills to managers through supporting and 

motivating their teams in a productive way. 

 

Sustainability of motivational programmes is an important issue at last. Several projects are set 

up as one-off interventions rather than embedded in organisational culture (Harrison, 2019). 

Public sector organisations that are to be effective in bringing about sustainable change will 

need to demonstrate a commitment to continuous assessment and development of motivational 

solutions, which are relevant to, and effective at addressing employee needs while improving 

performance. 
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2.9  Theoretical Framework 

The Performance Management System (PMS) theory, as discussed by Armstrong (1995), was 

introduced in North America during the 1700s and early 1800s in the public sector. This was 

in response to increasing calls for governments to improve accountability and demonstrate 

value for money. The PMS was designed to monitor, review, and assess performance, train and 

develop underperformers, promote a sense of responsibility among staff, and identify and 

manage underperformance (Amos, Ristow, Ristow & Pearse, 2008). 

 

The PMS theory has been widely used in both public and private sectors. Armstrong (1995) 

indicates that both sectors view PMS as a process ensuring employees know what is required 

of them and on what basis their performance and contributions will be assessed. In South 

Africa, public sector reform has been shaped by the tenets of New Public Management (NPM) 

policy (?), which includes a strong focus on decentralised management of human resources and 

finance (Polidano, 1999). These changes included the adoption of new budgetary reforms and 

the implementation of a three-year programme budgeting system that in effect was shifted from 

input and rules to output and responsibility (DPSA, 2004). 

 

The PMS theory postulates that an element of formality in dealing with performance 

management will likely help in establishing accountability, proper use of resources and an 

uplift in performance among the workers (Cassell, Buehring, Symon, & Johnson, 2006). This 

stresses accurate definition with the roles and duties of the employees, recognition and 

appreciation, and ongoing training for the personnel. Hence, in the field of the eThekwini 

Metropolitan Municipality within the eThekwini Municipal Academy, the PMS theory is highly 

relevant. It offers guidelines for explaining how structured performance management practices 

could enhance as well as affect the motivation of the employees and the performance of the 

organisation. By using this theory, the study will be able to examine the trends in the current 

performance management and the consequence of these trends to organisational performance 

as well as the employees’ motivation (Dubey & Kothari, 2022). 

 

Baig, Shuib and Yadegaridehkordi (2020) stated that the use of PMS theory is justified in this 

study because of the system’s holistic view of performance management and the facts that show 

its adaptability to both public and private organisations. The theory is consistent with the 

research goals of exploring the effects of the employee motivation and the manager’s 
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perception on organisational performance as the theory focuses on the accountability of 

employees, constant enhancement of processes, and growth of employees. Another threat 

which has been identified relating to the application of the PMS theory is that where the 

framework is tightly applied, it may erect an organisational iron cage (Coy, 2019). This 

approach may go viral with the employees and managers, potentially diminishing its 

effectiveness in motivating employees. For this reason, this study will also examine the 

flexibility of PMS practices and the relevance of organisational culture in promoting and 

supporting communication at every stage of the process. 

 

2.9.1 Motivation Theories 

Abraham Maslow's Hierarchy of Needs, proposed in 1943, is a seminal theory that categorises 

human needs into a five-tier pyramid, ranging from basic physiological needs to self-

actualization. The five states are physiological needs (e.g.- food and water, shelter) safety needs 

(security and stability) social needs (membership and love) esteem needs (recognition and 

respect), and self- actualization (personal growth and fulfilment) (Maslow, 1943; Aviles, 2020). 

This model is of desiderative value for understanding employee motivation in that it seems to 

imply that people are motivated to solve the lowest-level of needs before they seek to have 

their higher-order psychological needs met (Roberts, 2019). This sequential model argues that 

a well-satisfied lower-level need can facilitate motivation to further satisfy higher-level needs, 

thereby highlighting the need to come to a structured model of human motivation (McLeod, 

2018). 

 

The effect of the Maslow's theory lies in the potential to support managers to identify the 

different motives of their workers and to set up a working environment for satisfying them with 

suitable motivation and supportive management tools. Albeit their positive effects on safety 

and social needs are limited to sites and settings where such safe exposure is created and 

maintained, for instance, by achieving safe working conditions, and by providing opportunities 

for social interaction (Baker, 2018; Meyer, 2020). On the other hand, there are stigmas 

associated with this model, which is providing no empirical basis on the rigid, hierarchical 

order of needs (Shah, 2021) and the claim that certain people will strive for higher-order needs 

when lower-order needs are unsatisfied, illustrating individual differences in motivations and 

culture (Adams, 2018). However, Maslow's theory is still worthwhile for this research, as it 

gives an understanding for the way the eThekwini Municipal Academy Unit can adapt its 
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motivational approach to the different expectations of its staff, driving both better performance, 

job satisfaction and levels of employee retention (Roberts, 2019; Meyer, 2020). 

 

Another conclusion made by Frederick Herzberg’s research, made in 1959, is the view of new 

factors categorised as hygiene and motivators (Herzberg, 1959; Schmidt & Roesler, 2019). 

Similarly to Herzberg, hygiene factors (remuneration, job security, physical condition) exclude 

dissatisfaction but do not predict satisfaction or intrinsic motivation (Heskett et al., 2018). In 

contrast, motivators, involving, for example, recognition, opportunities to achieve success, and 

career development, are critical for building job satisfaction, performance, and intrinsic 

motivational behaviours of employees to perform well in their jobs (Higgins Judge, 2020). The 

value of this theory is not just in how it can be used by managers who aim to deliver specific 

interventions to motivate employees but also for its attention on the psychological dimensions 

of work (Meyer, 2020). 

 

For instance, main workers who have an optimistic attitude that they are appreciated by their 

employers will be better placed to take pro-active measures in their main work and engage 

themselves more in their work (Baker, 2018). However, the theory has been criticised for a 

potential of oversimplification of employees’ experiences (Schmidt & Roesler, 2019) and 

applied the risk of assuming that positivity of job satisfaction and negativity of job 

dissatisfaction are conceptually different constructs (Higgins & Judge, 2020) which might not 

be true for any nature of work. Moreover, some critics suggest that it does not consider that the 

impact of cultural differences in understanding what are motivational factors (Adams, 2020) 

should not be overlooked. However, due to these critiques, Herzberg's Two-Factor Theory is 

especially pertinent to the study's objectives as it provides a blueprint for finding factors that 

can be considered within the eThekwini Municipal Academy Unit to encourage a more 

motivated, involved, and productive workforce (Heskett et al., 2018; Schmidt Roesler, 2019). 

When targeting motivators as a primary aim and hygiene factors as a secondary one, the 

eThekwini Municipal Academy Unit can work strategically to enhance general employee 

satisfaction and effectiveness and thus will contribute to the larger organisation aims to 

optimise workforce skills and service delivery (Higgins & Judge, 2020). 

 

2.9.2 Managerial Perception Theories 

Fritz Heider, in his seminal study, The Psychology of Interpersonal Relations (1958), offered a 

theoretical underpinning to the way people interpret and explain behaviour by his attribution 
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theory. His work was later supplemented by other publications like Personality through 

perception which enhanced a better insight into the processes of attribution in the social 

psychology (Schunk & Zimmerman, 2009). The greatest value of attribution theory is its ability 

to assist managers regarding such feedback and recognition’s impact on motivation (Dweck, 

2017). Nevertheless, the critics of the theory are as follows: The theory appears to 

overemphasise the roles played by emotions and social factors influencing perceptions among 

employees (Weiner, 2010); It seems to disregard systematically the social factors around 

employees interpreting events (Higgins and Judge, 2020). 

 

All these limitations, notwithstanding, attribution theory is especially relevant to the aims of 

this research, as it can be used for eThekwini Municipal Academy Unit to create useful 

feedback processes that can boost worker motivation and job performance through a greater 

understanding of how employees experience their work achievements (Schunk & Zimmerman, 

2009; Dweck, 2017). By giving balanced feedback, managers can shape the employees' 

attributions for having achieved success and hence will be able to reinforce the employees' 

motivation to keep on getting better (Heider, 1958). 

 

Social exchange theory (SET) by George Homans, published in 1958, emphasis the role of 

reciprocal relations in the workplace and suggests that the exchanges between employees and 

superiors play a pivotal role in motivation and commitment (Homans, 1958; Cropanzano & 

Mitchell, 2005). This model holds that employees will be more motivated if they feel their 

effort is "recognized and reciprocated" by their manager (Gouldner, 1960). Social exchange 

theory is important as it turns its focus to the reciprocal gains of workplace interactions and the 

development of a more motivated and dedicated workforce (Cropanzano & Mitchell, 2005). 

However, the theory has been criticised for romanticising interpersonal process through 

emphasising exchanges (Dawes, 2018) as well as, inventing rationality in interpersonal 

relationship contexts (Blau, 1964). 

 

Regardless of these critiques, the social exchange theory is relevant to this work since it has a 

framework of how perception of a manager’s support and reward are critical in encouraging 

performance and motivation of the employee in EThekwini Municipal Academy Unit 

(Gouldner 1960; Cropanzano Mitchell 2005). When organisations foster courser and formal 

interaction, then favourable outcomes including employee involvement and commitment are 

achieved leading to the enhancement of the organisational yield (Blau,1964). 
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• Appropriateness of the Theoretical Framework to Study and Research Objectives 

The theories of motivation and of managerial perception are closely pertinent to the study of 

employee behaviour and performance in the eThekwini Municipal Academy Unit. Maslow's 

Hierarchy of Needs offers a basic framework for understanding the impact that changing 

employee needs have on motivation. Recognising that employees tend to meet their needs in a 

pyramid fashion, the eThekwini Municipal Academy Unit can formulate designed strategies to 

meet optimum levels of their workforce's requirements. This is consistent with the first measure 

of research objective, determining how managerial judgments influence employees' behaviour 

and motivation. Knowledge of these requirements enables managers to establish a culture in 

which engagement and satisfaction can thrive and as a result, achieve better performance. 

 

Also, the Two-Factor Theory of Herzberg is of great significance in assessing the performance 

of motivation influenced performance of the whole organisation in the eThekwini Municipal 

Academy Unit, the second research objective. This theory, by distinguishing between hygiene 

factors and motivators, can be used to define exactly what drives employee satisfaction and 

performance. The eThekwini Municipal Academy Unit may use this framework to evaluate the 

strengths of current motivational approaches and to guarantee that both hygiene factors (e.g., 

working environment, salary) and motivators (e.g., receiving recognition, development 

opportunities) are fully addressed. Through this integrated approach, the unit not only avoids 

the state of dissatisfaction, but also has a positive role in improving the state of employee 

engagement productivity to a higher extent. 

 

2.10 Relevance of the Theory towards study objectives. 

The attribution theory is of special interest when studies of what effect managers' feedback has 

on motivation and action of employees are considered, and thus as it relates to the first study 

objective. eThekwini Municipal Academy Unit managers, by learning the way staff will 

understand feedback and ascribes their wins or losses to and from it, can develop 

communication strategies that can help to create a more supportive working environment. This 

knowledge can foster motivation and result in better job performance, conforming to the aims 

of the study, which are to evaluate the impact of managerial attitudes on employee behaviour. 
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The social exchange theory focuses on the relevance of an exchange relationship between 

employees and management, which is important to explain the usefulness of the established 

motivational methods, which is the third research goal. Through the process of validating staff 

and their contribution, the eThekwini Municipal Academy Unit is able to build an environment 

of engagement and commitment. This theory highlights the importance of management support 

in the behavioural variance in employee motivation and job satisfaction and, thereby, serves as 

a basis for the development of good managerial practice, which improves overall performance. 

 

The incorporation of these paradigms within the research structure provides important 

information to the course dynamics of employee motivation and performance at the eThekwini 

Metropolitan Municipality in eThekwini Municipal Academy Unit. Addressing these 

theoretical perspectives, the study seeks to contribute to an accurate understanding of the 

variables shaping an employee behaviour that, in turn, should facilitate the development of 

good strategies to boost motivation and performance. 

 

2.11 Sustainable Development Goals 

2.11.1 Overview of the 2030 Agenda for Sustainable Development 

The 2030 agenda for Sustainable Development was adopted by all member states of the United 

Nations in 2015 and represents a universal call to action to eradicate poverty, protect the planet 

and ensure that all human beings live in peace and prosperity by 2030 (United Nations, 2020). 

This transformative agenda consists of 17 Sustainable Development Goals (SDGs) with 169 

specific targets, which are interrelated and indivisible in nature, and which are required to 

balance the three dimensions of sustainable development: economic, social and environmental. 

Sachs et al. (2021) emphasise that the goals provide a shared blueprint for peace and prosperity, 

recognising that the end of poverty and other deprivations must be included along with 

development strategies that improve health and education, reduce inequality, and foster 

economic growth, but which are at the same time, implementing measures to tackle climate 

change, the conservation of the oceans and forests. 

 

The agenda recognises that development must be inclusive and sustainable, leaving no one 

behind and addressing the interlinked global challenges which face all nations’ development of 

the 2030 Agenda is clearly related to the aims of this research as it recognises that there is a 

need for sustainable organisational performance and employee well-being which is a 
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prerequisite to achieve broader social aims. Kroll et al. (2019) had in mind that the outcomes 

of the SDGs provide an all-embracing framework to understand the ways in which 

organisational behaviour, particularly those which produce employee motivation and 

performance management, have a pertinent contribution to sustainable outcomes of 

development. 

 

In eThekwini Municipal Academy ensuring that the goals of the organisation are aligned with 

those of the SDGs ensures that the efforts that are being made to strengthen employee 

motivation and managerial efficiency would not only offer advantages internally, but would 

also lead to the roles in the advancement of sustainable development at local level since the 

municipality would contribute towards these SDGs. This is especially important for 

organisations in the public service, since they are the entities which are responsible to translate 

global development goals into specific outcomes at local level. (Meuleman & Niestroy, 2015). 

 

2.11.2 SDG 8: Decent Work and Economic Growth 

Among all 17 Sustainable Development Goals, SDG 8 is the one that is relevant to this section 

the most, as it implies, according to the United Nations (2015), the encouragement of inclusive 

and sustainable economic growth, full and productive employment, and decent work to all. 

This objective is focused not only on the provision of employment opportunities but also 

emphasises on the quality and work conditions. This comprehensive definition dovetails 

directly with the central themes of employee motivation and organisational performance 

explored in this research study. Schöpfer (2020) affirms that SDG 8 acknowledges that there is 

need for economically sustainable and inclusive growth within the world in order to ensure that 

all men and women are treated decently, and that accomplishment of this goal can only be 

achieved if, in the workplaces, the conditions that promote dignity and motivation are 

introduced, thus ensuring performance levels which are higher than normal in organisations. 

 

2.11.3 Focus on SDG 8: Decent Work and Economic Growth in Context of 

Employee Motivation 

 

SDG 8 consists of a number of targets which relate directly to the focus of this research, i.e. 

employee motivation and organisational performance in the eThekwini Municipal Academy. 

Target 8.5 specifically calls for the generation of full and productive employment and decent 

work for all, inclusive of equal pay for work of equal value, and target 8.8 highlights the need 
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to protect labour rights and promote safe and secure working environments for all workers 

(Elder & Robilliard, 2021). These targets highlight the paramount importance of the creation 

of working environments which not only generate work, but also motivate employees through 

values including fair treatment, safe working conditions and opportunities for growth. 

According to Mahmood (2022) the features of decent work include job security, good pay, 

skills growth prospects, and the treatment that the management has towards employees which 

is respectful, and these factors are all key drivers in organising performance among employees. 

 

In the context of the eThekwini Municipal Academy, where the investigative focus of the study 

is on how employee motivation as well as managerial perceptions have an impact on the 

effectiveness of the organisation, SDG 8 provides a normative framework from which to view 

the issue of what constitutes quality employment as well as productive working environments. 

The research quoted by Rai et al. (2019) states that where organisations align their human 

resource practices with the principles of decent work, they tend to register higher levels of 

employee engagement, lower turnover and better performance outcomes. Moreover, Boffo and 

Patalano (2020) state that in order for decent work to be promoted, it is necessary to address 

internal factors (e.g. meaningful work and opportunities for personal development) as well as 

external factors (e.g. fair pay and job security), which are directly in line with the study's aim 

to investigate the various motivational factors. This study of employee motivation from the 

perspective of SDG  8, not only contributes to the improvement of the various organisations 

examined, but also to the broader social objectives that relate to economic development and 

quality work. 

 

2.11.4 Relevance of SDG 8 to this study with a developmental perspective. 

The concept of a developmental approach within SDG 8 underlines the fact that economic 

growth and decent work must be for the entire populace, including marginalised groups, youth, 

women and the disabled (Morgado et al., 2023). This is a strong link to the mission of the 

eThekwini Municipal Academy, since it is involved in the skills development and employment 

preparedness of youth, to be embedded in an economically participative manner. Gupta and 

Vegelin (2016), argue that a developmental inclusion requires a conscious attempt by or-

ganisations to create opportunities for capacity building, skills enhancement and career 

progression of individuals, in particular those who are stopped from quality employment. 

Within the constraints of South Africa with its enlightenment inequalities, the eThekwini 
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Municipal Academy's role as provider of training and apprenticeship opportunities, is a 

concrete example of the SDG 8 objectives as regards inclusive development. 

 

The relevance of SDG 8 to this study goes beyond the provision of job opportunities; it 

advocates inclusivity and acceptance of the quality of the experiences of these jobs and the 

motivation climate in the organisation itself (United Nations, 2015). To develop inclusive 

environments, organisations must create work conditions in which each employee feels 

respected and valued, where they are equipped to learn and grow professionally and where they 

will wish to contribute their best efforts (Nilakant & Poon, 2020). This can be related to the 

extent to which the perceptions and motivational strategies of managers within the study 

enterprise reflect on employee levels of engagement and performance. It is only when these 

managers are aware of and assist in fulfilling the diverse needs and aspirations of employees 

that they can enhance organisational effectiveness and, overall, contribute to the advancement 

of the broader society in terms of inclusive economic development. 

 

This relates to the perspective of Mensah (2019), that public sector organisations including the 

eThekwini Metropolitan Municipality, have more responsibilities than just providing decent 

work opportunities and inclusive forms of employment practices. This is, as major role players 

in labour markets, they have the vantage position in setting conditions which have a say in the 

overall operational environment for both private and public enterprises for the future. It is here 

that this study will add value as it discusses motivational and performance dynamics as they 

apply to the municipal academy in order to provide insight in terms of how public sector 

institutions can serve to fulfil their dual role of providing efficient public service delivery and 

achieve sustainable inclusive development. 

 

2.11.5 Iconic Indicators and Measurements for Application in Management 

The congenital application of principles pertaining to SDG 8 must on the one hand, be linked 

to performance management indicators which can be applied to assess progress in terms of 

decent work quality and productive employment value. The United Nations provides such a 

range of indicators which can be related to SDG 8 and include such indicators which relate to 

GDP growth, employment levels, productivity, safety in the workplace and rights for labour 

(UN Statistics Division, 2024). In terms thereof, Sachs et al. (2022) state that the extension of 

such macro in character indicators into performance evaluation of the organisation will be 

better served by means of contextual awareness and the introduction of performance 
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improvement measures more relevant in assessing the quality of experience of work and well-

being of employees. Within the context of this study, relevant indicators for the measurement 

of the level of alignment of the eThekwini Municipal Academy with the meaning of decent 

work include employee satisfaction ratings, staff turnover rates, training and development 

opportunities, workplace safety indicators and organisational productivity levels. 

 

Several researchers have proposed various measurement tools to assess the organisational level 

of alignment with SDG 8 while being measured on the micro level. Tsalis et al. (2020), for 

example, propose a range of indicators to measure corporate sustainability which include 

employee motivation indices, fair wage indices, training hours per employee, diversity in the 

workplace. They argue that such indicators are an important source of information for scholars 

wishing to enhance both organisational level performance and the corresponding contributions 

made towards the various SDGs. Pizzi et al. (2020) likewise, in their investigation, point out 

that measurements should be made, as much in terms of qualitative aspects (shades of employee 

understanding in respect of fairness, the opportunity for expressing opinion and participation), 

as well as to those aspects which deal with the meaningful communication of work engagement 

like quantitative measures of productivity and efficiency. 

 

The specifics of the measurement presentation that these illustrations provide are pertinent to 

the central area of the current research, i.e. how motivation of employees and perceptions of 

management play a significant role in the changes in the outcomes of performance in 

organisations and the success of individual worker and the Municipal Academy as a unit (Mio 

et al. 2022). 

 

For the eThekwini Municipal Academy, the establishment of baseline measurements of 

employee motivation, satisfaction and performance and the tracking of these variables would 

allow for an evidence-based approach to decision-making, showing progress to SDG 

alignment. Such an approach would support not only the internal development of the 

organisation but lead to better reporting by the municipality concerning the implementation of 

these SDGA providing greater transparency to stakeholders and the general public (Manes-

Rossi et al., 2020). 

 

2.11.6 Employee Performance Management Alignment with SDG 8 

Implementation 
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The integration of SDG 8 factors into performance management within organisations is an 

approach that promotes internal efficacy and external sustainability. Latapì et al. (2019) argue 

that for performance management to be in alignment with the SDGs, organisations must 

broaden their paradigm of performance metrics beyond financial and efficiency metrics to 

include social and development outcomes, employee well-being, skills development and equal 

treatment. This integration for the eThekwini Municipal Academy would involve the 

development of motivational strategies and managerial practices that realistically embrace their 

contribution to decent work outcomes. For example, to ensure that performance management 

systems reward not only productivity but also employee development, reward systems should 

promote equity and fairness, and that management be trained in leadership styles that 

emphasise supportiveness and inclusivity. 

 

Research shows that organisations that are able to integrate the principles of SDGs into an 

efficient working of their organisation reap multiple rewards from this integration of greater 

employee motivation, better attraction and retention of employee talent, and a better reputation 

(Rosati & Faria, 2019). Heras-Saizarbitoria et al. (2022) found that when employees realise 

that their organisation is contributing to meaningful social goals, this SDG, they are prone to 

greater work engagement and commitment. This is particularly relevant to public sector 

organisations like the eThekwini Metropolitan Municipality where employees are motivated to 

a large extent by the idea of public service and contributing to community development. The 

Municipal Academy, in establishing these links for employees' job function and organisational 

performance to SDG 8, can create work that makes sense, therefore enhancing intrinsic 

motivation and tending to foster an organisational climate of excellence. The development of 

such links also assures that the organisation efforts to improve employee motivation and 

organisational performance are not individual initiatives that may be unsupported but are built 

into a general programmatic approach that develops institutional efficacy and at the same time 

improves sustainable development outcomes (Van Zanten & Van Tulder, 2021). 

  

2.12 Conclusion 

Some of the major challenges experienced by the South African public service, especially in 

KwaZulu-Natal at eThekwini Municipal Academy. The traditional top-down structures and 

promotions not according to merit are discussed in this study. These challenges   affect the 

inspiration and performance of employees. Managerial perceptions significantly impact 
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employee engagement, with supportive management fostering motivation while negative 

perceptions can lead to disengagement and high turnover rates. The study of the present 

motivational solutions shows strengths as well as weaknesses, and it highlights the need for 

customised solutions, which should take the individual needs of employees into consideration. 

To improve employee satisfaction and organisational performance, public sector organisations 

must give high priority to managerial support, regularise reward systems and guarantee the 

viability of motivating actions. Ultimately, addressing these issues is essential for improving 

service delivery and public trust in governmental institutions. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

The previous chapter focused on multifaceted correlation between motivation and performance 

of employees together with municipal organisation at eThekwini Municipal Academy. This 

chapter focused on the methods, which helped accomplish the study's research objectives. The 

study analysed the research paradigms while identifying the chosen paradigms suitable for 

guiding implementation of the research that follows the study's objectives. The following 

section evaluated the logical approach to pick a research design and examined the target 

population alongside sampling approaches and data collection procedures. The next section of 

this document explored both data collection methods as well as research analysis approaches. 

The chapter's conclusion will examine ethical concerns within the study together with the 

identified research restrictions. 

 

3.2 Research Paradigm 

The research methodology used in academic studies is closely tied to philosophical ideologies 

regarding knowledge acquisition and management, as well as the processes involved in these 

activities. These ideological perspectives are referred to as research paradigms (Davies & 

Fisher, 2018). Research paradigms can also be described as "a means of exploring social 

phenomena that allows for specific understandings and explanations" (Rehman & Alharthi, 

2016: 51). Kivunja and Kuyini (2017: 26) define a paradigm as "a framework or model for 

observation that influences what we perceive and how we interpret it."  A common theme is 

that paradigms play a crucial role in guiding research decisions. 

 

Three dominant research paradigms exist which include the positivism paradigm alongside 

interpretivism paradigm and pragmatism (Park et.al., 2020). This research adopted 

interpretivism paradigm as its guiding framework. Research under the positivist paradigm 

relies on systematic and scientific natural science processes for obtaining objective "universal 

truth" according to Kaboub, (2008: 343). The positivist paradigm functions deductively but the 

interpretivist paradigm operates inductively according to Aliyu and colleagues (2014). The 

researcher adopts Interpretivists approach because the researcher believes that reality is 

subjective and multiple, and that people's experiences shape their understanding of it. The 
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research approach chosen is Interpretivism because people's knowledge of reality is socially 

constructed, and that it is influenced by their culture and history (Cresswell, 2014). 

 

An inductive approach works perfectly well within interpretivist research because it enables 

researchers to develop theoretical frameworks with data collected from participants' 

perspectives. Researchers follow a methodological process of data collection to find patterns 

together with themes and meanings. The research process starts with particular situations; then 

it builds up to more generalised theories through qualitative data points. An inductive approach 

delivers specific knowledge about individual experiences during research investigations of 

employee motivation along with managerial practices because it creates deeper motivational 

understanding and reveals unknown details. The research adopts inductive principles for 

interpretation that assist researchers in developing theories based on participant-expressed 

perspectives. The exploratory character of the study calls for interpretivist research methods so 

researchers can successfully conduct analyses about employee motivation and managerial 

performance and managerial viewpoints. The research method enables scholars to discover 

essential employee perspectives regarding their managers as well as the factors that drive them. 

 

3.2.1 Essential Elements of Pragmatism 

Brewer and DeLeon (1983) identified epistemology along with ontology and methodology and 

axiology as four essential components within research paradigms. Research users benefit from 

these elements because they reveal the core assumptions and beliefs together with norms and 

values found within the research paradigm. 

 

3.2.1.1 Epistemology of Pragmatism 

Raddon and Harrison (2015) state that epistemology serves as the scientific discipline 

dedicated to studying knowledge. Creswell et al. (2007) extend this definition to demonstrate 

how investigators discover knowledge elements and their acquisition processes and verification 

approaches while addressing knowledge learning thresholds. The discipline of epistemology 

determines how knowledge becomes legitimate and how research subjects attain their findings. 

The main responsibility of epistemology, based on Crotty & Epstein's (2008) statement, entails 

identifying knowledge from ignorance. The concept functions in research that aligns with 

quantitative positivist as well as qualitative phenomenological research paradigms. Through 

epistemology, researchers can explore objective truths using positivist methods at the same 

time they can explore multiple realities through interpretivist perspectives. The pragmatic 
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research approach supports joint development of ontology and epistemology in its framework. 

As this research examined internal and external factors that influence leadership effectiveness, 

it combined philosophies through epistemological and ontological methods between positivist 

and interpretivist knowledge acquisition approaches. The research philosophy, according to 

pragmatism, needs to integrate statistical positivism with interpretive approaches to gain 

authentic information about research topics. 

 

3.2.1.2 Ontology of Pragmatism 

According to Vanson (2014), ontology is the science which studies being. An individual reveals 

their perception of factual elements through their beliefs thus prompting contemplation about 

reality's true nature. The study of ontology examines how reality builds itself and seeks proof 

regarding both the nature of existence and the operational aspects of reality. The belief system 

represents how an individual examines reality and factual occurrences (Easterby-Smith et al., 

2012). Ontology works toward discovering the authentic truth (Easterby-Smith et al., 2012) 

that researchers can use with both positivist and interpretivist research philosophies. Research 

measuring internal and external environmental elements on leadership effectiveness can 

produce either unique objective facts (positivist view) or various interpretive findings 

(interpretivist view). Through ontology, researchers can identify genuine factors from inside 

organisational systems that has an impact on leadership effectiveness. Through pragmatic 

ontology, researchers create their own realities and study complex leadership aspects by using 

two forms of measurement: quantitative and qualitative methods. Research questions can be 

investigated for objective truth using deductive methods and mathematical and statistical 

techniques to establish facts according to this approach. The research techniques usually 

include surveying, questionnaire distribution, and random sampling to collect data about 

leadership effectiveness challenges. 

 

3.2.1.3 Axiology of Pragmatism 

According to Mertens (2014:29) axiology signifies "the study of the origin and nature of 

philosophical values" as well as "the specific theory of values associated with a philosopher's 

school of thought." The assessment of axiology proves necessary because researchers need 

direction for identifying good versus bad conditions even though these values remain uncertain. 

Values in pragmatic research evolve through combined group reasoning instead of individual 

mental processes. The investigation starts from the understanding that group values change 

gradually according to temporal conditions. The framework states that values do not exist in a 
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static state because human relationships inside specific environmental circumstances create 

their form. 

 

3.3 The Research Design 

Research design functions as a strategic document to acquire data while measuring and 

analysing it specifically with regard to the research queries (Dannels, 2018). Multiple research 

design types operate for particular objectives among exploratory design along with descriptive 

design and explanatory research designs (Sileyew, 2019). The research design functions as a 

structured framework that details the study approach according to Myers et al. (2013). The 

research design clarifies the relationships between samples and groups along with their 

measurements and interventions to identify answers for research questions. According to Leavy 

(2017), research design functions as an architectural plan which structures a rationale system 

to improve the data validity and credibility after collection. 

 

3.3.1 Exploratory Research 

According to Swedberg (2020), exploratory research serves in knowledge-deficient 

environments because previous research investigated only several related problems. The main 

objective of exploratory research is to uncover profound ideas about the chosen subject. The 

research method suits cases where information already exists, yet researchers need further data 

points to enhance and clarify their conceptual framework (Silverman, 2016). These studies 

provide valuable assistance to researchers who want to establish new theories and build 

substantial conceptual frameworks (Cooper and Schindler, 2014). 

 

3.3.2 Explanatory Research 

According to Hunt et al. (2019), research explanations exist at different levels of complexity. 

The objective of exploratory research types is to establish connections between multiple 

elements or structural variables that pertain to research topics. The research method aligns with 

positivism to answer ’why’ questions. Explanatory research provides more depth than basic 

analysis.  For instance, it explores how crime rates stand at high levels and why particular 

offenses increase while evaluating how different locations deal with different rates of crime 

(Carvalho et al., 2005). Research design development depends on whether a study targets 

description or explanation because this choice controls what type of data researchers needs to 
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gather (Mason et al., 2010). The adoption of causal approaches requires researchers to establish 

how phenomena relate to each other by describing events like Y result from X factors.  

 

3.3.3 Correlational Research 

Through correlational research methods, investigators quantify the mathematical link between 

two elements although they usually abstain from adjusting external factors (Welman & Kruger, 

2014). The reason the researcher chooses correlational studies instead of experimental designs 

arises from two main possibilities: firstly, the variables lack causal relationships yet are 

interrelated and secondly, the necessary variables require a non-manipulable status. When 

evaluating the measurement strength of a short extraversion scale, a researcher will compare 

participant results from this abbreviated assessment against established scores from an 

established long scale. This scenario represents an example where one test score remains 

unaffected by the other score; therefore, no independent variable requires changing according 

to Yilmaz (2012). 

 

3.3.4 Causal-Comparative Research 

The research method of causal-comparative studies or ex post facto research evaluates 

dependent-independent variables relationships that emerge after events take place (McMillan 

& Schumacher, 2011). The research objective evaluates independent variable influence on 

dependent variables through comparison of multiple group outcomes. According to Rasinger 

(2013), the design shows parallels to correlational and experimental research yet maintains 

unique characteristics. 

 

3.3.5 Exploratory Research 

The main function of exploratory research involves obtaining basic information about 

particular issues or phenomena when little evidence exists. The research methodology enables 

open discovery of new outcomes because it preserves an unrestricted flexible design instead of 

proving existing hypotheses (Cooper & Schindler, 2014). Exploratory research investigates 

human emotions by using several qualitative methodology approaches to reveal important 

mental processes toward present matters (Hardy & Bryman, 2009). The method pursues 

comprehensive examination of subject matters while developing research questions for 

potential future analysis (Terre Blanche et al., 2016). Exploratory research served as an 

appropriate method since it allowed effective acquisition of different viewpoints from study 

participants. 
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Keeping the study participants while developing survey instruments that increased participant 

response proved to be major obstacles. The research process took longer than planned but its 

outcomes were beneficial. The data collection instruments conducted well-based on research 

objectives to obtain rich qualitative information for the research questions. The researcher 

studied motivation-based performance changes amongst employees who work in the 

eThekwini Municipal Academy Unit of the eThekwini Metropolitan Municipality specifically. 

Open-ended questions and semi-structured interviews were the chosen methods to obtain 

significant data related to the study aims. 

 

3.4 Study Population 

Academic literature states that study population identified the larger group that provides the 

sampling basis (Creswell & Creswell, 2003). The definition of research population in certain 

situations includes all elements to which researchers seek to generalise their study results 

(Thomas & Pencina, 2020). Research findings require an accurate identification of the study 

population because this group possesses characteristics crucial for appropriate generalisation. 

Schroeder et al. (2022) define the target population as the specific group whose chosen sample 

enables researchers to study behaviours and opinions which exist within that group. 

 

This research analysed employees from the eThekwini Municipal Academy Unit as they 

transition from Shell House to their new location at Old Standard Bank Building, 4th Floor, 26 

Mathews Meyiwa Road, Durban, 4001 in the KwaZulu-Natal, South Africa. The research 

survey involved 10 participants who include employees from the roles of training coordinators 

and skills development facilitators and administrative staff along with management. The group 

serves as the main organisational segment which strongly supports new skills development 

programmes through their essential work. 

 

The geographical context of the study site is illustrated in Figure 3.1 below, which shows the 

location of the eThekwini Municipal Academy within the broader Durban metropolitan area. 
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Figure 3.1: Map of Durban Station 

 

Source: https://maps.app.goo.gl/rrTCPmVR9kqxNzMo9  

 

3.5 Sample Size 

In research, a sample consists of individuals selected from the general population who share 

similar traits. For exploratory analysis, a sample size of fewer than thirty participants is 

recommended (Creswell & Creswell, 2003). This study's sample included ten individuals with 

significant experience in municipal training and management, specifically within the 

eThekwini Metropolitan Municipality of South Africa. Likewise, a sample size of fewer than 

thirty subjects is also necessary for descriptive analysis (Creswell & Creswell, 2003). 

 

3.6 Sampling technique 

Census sampling, also known as complete enumeration, involves collecting data from every 

member of a population without excluding anyone (Kumar, 2014). Unlike sampling techniques 

that select a subset of individuals, a census aims for complete coverage, offering a 

comprehensive understanding of the phenomena being studied (Creswell & Creswell, 2018). 

In this methodology, information was gathered from all individuals to ensure that the data 

reflects the entire population accurately, including training coordinators and skills development 

facilitators and administrative staff and managers. This approach is particularly useful in 

studies with a small population size, where the cost and time of collecting data from every 

individual may be manageable (Fowler, 2013). A census not only provides exhaustive data but 
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also helps eliminate sampling bias that might occur if only a subset is selected, ensuring better 

reliability and validity of the findings (Babbie, 2016). Consequently, census sampling can result 

in higher precision and a more nuanced understanding of the research topic, especially in 

qualitative studies (Patton, 2015). 

 

3.6.1 Rationale for Choosing Census in the Study 

The study opted for census sampling because the organisation contained a total staff of fifteen 

employees. A census technique enabled the researcher to survey the entire composition of 

municipal training and management experts and enhance the collected data quality according 

to Creswell (2014). Through a census design, the study successfully comprehended a wide 

spectrum of viewpoints and operational understanding among eThekwini Municipal staff 

members, which enhanced the research outcomes (Hancock et al., 2016). The small sample 

size enabled census sampling because it eliminated major concerns about neither response rates 

nor sampling errors affecting study validity according to Creswell and Poth (2018). The 

detailed input obtained from each employee helps qualify the analysis while revealing intricate 

dimensions of leadership effectiveness according to Ritchie et al. (2014). The research goals 

aim to obtain detailed insights from all stakeholders, so census sampling proves suitable for 

achieving these objectives. 

 

3.6.2 Benefits of Census Sampling 

Census sampling used in this study has a number of advantages. This strategy will guarantee 

extensive involvement of employees, which will result in an in-depth perception of the 

pertinent concerns when all stakeholders are captured. Census method removes sampling error 

and offers a complete data to be analysed thus increasing the validity and reliability of the 

research (Bertram, 2016). The understanding of different experiences among research 

participants serves as an essential requirement, which qualifies qualitative research data 

collection (Patton, 2015). A study that uses complete census methodology avoids missing 

essential information by considering the full population, which guarantees that essential trends 

will emerge during the assessment period (Creswell & Creswell, 2018). Systematic assessment 

enabled by this method allows researchers to uncover leadership effectiveness determining 

factors through various perspectives, which produces balanced recommendations (McNabb, 

2015). The use of census sampling allows both data quality enhancement and stronger ability 

of research findings to guide policy decisions and practice improvements throughout the 

municipality. 
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3.7 Data Collection Methods 

The study made use of three data collection methods: semi-structured interviews for the 

qualitative aspect of the study, survey questionnaires for the quantitative approach, and 

document review for the gathering of secondary data. 

 

3.7.1 Semi-Structured Interview 

Participants undergo semi-structured interviews to provide their views about subjects. The 

main benefit of this method enables participants to deliver comprehensive and thorough 

assessments about experiencing the phenomenon through personal perspective (Knox & 

Burkard, 2009; Babbie, 2010). The method gives researchers the chance to study problems 

which standard research methods fail to observe or validate (Agarwal & Buzzanell, 2015). 

Semi-structured interviews follow an adaptable format which facilitates new discoveries via 

personalised responses of interviewees (Cleland et al., 2007). Research participants benefit 

from this method because it lets them share their unfiltered opinions that spawn detailed 

information about investigated subjects (Creswell et al., 2007). The researcher used a draft 

guide to develop the interview questions which supported both research objectives and 

questions before recording responses with a tape recorder for accurate data collection purposes. 

 

3.7.2 Documents Review. 

Documentary review is a common method of collecting both qualitative and quantitative 

information from already existing written sources, that are published articles, journals, 

organisational records, programme or project records and databases (Cohen et al., 2002). 

Documentary review has its shortcomings in research. For example, it is time-consuming to 

analyse all the documents. Sometimes, the published material can be subjective. In this study, 

the element of subjectivity was minimised by consulting as many sources as possible and 

identifying areas of convergence and divergence. Notwithstanding the disadvantages of 

documentary review, this method of inquiry was chosen for several reasons. One of the key 

advantages of conducting documentary research is that one can get access to information that 

would be difficult to get from any other source. The other benefit of the documentary review 

is that they represent a less expensive means of accessing detailed information about all subject 

areas. The researcher reviewed articles, other pieces of legislation including the Constitution, 

Municipal Structures Act, Municipal Systems Act, newspaper articles, published articles, 
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books, and journals regarding the effectiveness of an adaptive complex leadership style in 

attaining a perfect performance. 

 

3.8 Data quality control 

The diversity of quality control measures between studies specifically affects semi-structured 

interview research due to its impact on case processing and interviewer behaviour and other 

quality features that influence both data quality and research outcomes. Rubin and Rubin 

(2012) state that reliable and valid data verification plays an essential role in quality control 

because it demonstrates that measurement methods track the planned data points accurately. 

Quality evaluation requires assessment of data depth, richness and relevance if it sufficiently 

addresses the research question. This researcher established high data quality standards by 

involving an independent observer throughout the complete process for consistent application 

of interview guidelines to the interviewees. 

 

The process of validation focuses on evaluating how well research instruments perform to 

deliver needed data according to Creswell (2014). Selection of the most appropriate 

methodology and target population and sample size together with evaluation tool ensured 

validity in this study. The research design included a well-structured interview format which 

enabled the analyst to witness department officials' interactions to understand their conceptual 

and behavioural patterns. The interview method adopted presented a research flexibility that 

allowed the researcher to conduct deep analysis by creating probe questions and 

interparticipant responses. 

 

The implementation of quality control measures exhibits substantial variations between studies 

which specifically affects semi-structured interview research through its influence on data 

processing work methods and interviewer conduct and resultant research outcomes. According 

to Rubin and Rubin (2012) quality control must encompass data reliability and validity because 

it validates measurement methods to mirror their intended data specifics. Data quality 

evaluation centres on assessing both the depth and richness and relevance of implemented data 

in order to confirm its ability to address the research question. Maintaining high-quality data 

standards involved a researcher-appointed independent observer who monitored guidelines 

adherence throughout all interviews. 
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3.9 Data analysis and presentation 

Data analysis requires the combination of data examination and cleaning followed by data 

transformation and final data presentation for the purpose of discovering valuable insights that 

lead to better results and enhanced decision-making. Qualitative data collection involves two 

steps open-ended data gathering through common question exploration and analysis through 

participant evidence (Creswell, 2009). 

 

Multiple analytical systems exist for conducting qualitative research data collection. A 

successful strategy to reduce mistakes during data collection involves proper recording along 

with interview transcription. Recording, either audio or visual, stands as an ideal technique for 

conducting interviews and focus groups because it enables free respondent expression, which 

makes it the best approach to collect feedback and analyse data. The researcher needs to 

establish a trustworthy recording system that includes either individual conversations or phone 

calls or video communication. Research formats determine whether video records or audio-

only recordings are selected for capture. 

 

A perception enhancement was achieved through conducting focus group interviews alongside 

individual interviews regarding the topic. The research methodology section in in this chapter 

describes the evaluation techniques while separating participant types into individual and focus 

group categories. Group and individual face-to-face interviews took place while researchers 

recorded the discussions through their cell phone. The participant who was away was 

interviewed telephonically 

 

Responses from respondents who were questioned formed the focal point of this study's 

analysis and interpretation. The significance of the relationship between motivation and 

performance was determined through regression analysis which can be defined as a consistent 

process for determining which variables have an influence on a specified topic 

(Alchemer,2021). The whole procedure permitted the researcher to confidently outline factors 

that were imperative, or overlooked, and how these features linked with one another. 

 

3.10 Limitations of the study 

The impact caused by limited resources and small sample sizes and inconsistent methodologies 

make up study limitations. The research design, together with its systems, will encounter 
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limitations that influence result interpretation along with application decisions. Study 

limitations both reduce the ability to generalise findings and decrease their effectiveness 

through the way researchers create the design structure and perform testing methods for internal 

and external validity. 

 

The researcher had several challenges. The first problem that the researcher encountered was a 

wait of two months to get consent of the head of the Municipal Academy Unit to carry out the 

research due to concern about the amount of information to be gathered. The interviews carried 

out during the research were difficult because they take a long time. It was also difficult to 

locate suitable interview scheduling time with the subjects, and the translation of the interview 

data was a time-consuming task. The researcher had to commit more time to the process of 

analysis to derive findings that were related to the study. 

 

The research design covered solely one public department of a specific region, thus making it 

impossible to apply findings to public departments throughout the entire nation. The unique 

combination of work conditions found in the eThekwini Municipal Academy Unit might 

promote either flexible open-mindedness or substantiate alternative workplace challenges. 

Additional research should include data collection from multiple departments in different 

regions using larger participant groups to enhance research diversity. 

 

3.11 Ethical considerations 

Research ethics provide standard operating systems for researchers to observe ethical conduct 

when obtaining data from study participants (Bandari, 2021). The development along with 

execution of research studies depends heavily on these ethical standards. Research 

investigators need to understand ethical guidelines and operational procedures to stop mistakes 

and represent their study involvement (Johnson & Christensen, 2012). The ethical standards in 

qualitative research demand researchers to receive approval from ethics committees or obtain 

waivers before proceeding with their research. Informed consent together with participant 

identity protection stands as fundamental requirements while researchers need to assess 

carefully for potential coercion among those who are in their power position. 

 

The participants received clear instructions about their rights and duties which specified that 

participation was optional and that the researchers used completed questionnaires exclusively. 
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The participants had to consent to the provided informed consent document. All participants 

confirmed that they were over 18 years of age before receiving full disclosure about their ability 

to cease participation at any time. The researchers presented the questions in a manner that 

made them accessible to all employees, especially the entry-level team members. All 

interviewees received notice that the procedure would proceed only after providing full 

cooperation without pressuring anyone to join. Complete privacy protection applied to every 

interview participant. 

 

3.12 Conclusion 

The dissertation's essential section explains data generation through different instruments for 

the study. The research methodology account presents the full study approach while 

documenting the research questions and justifying the selection of qualitative research 

methods. The chapter introduces the research design which determined the data acquisition 

methods while demonstrating that interviews provided the best approach to data gathering. 

Evaluative measures covered the entire process of identifying research subjects. The research 

process gets detailed explanation along with credibility measures that appear alongside 

affirmations about understanding flexible working arrangements. This chapter explores ethical 

aspects while presenting important ethical concerns together with a list of recognised study 

constraints. 
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Phase 3: Thematic Development 

This echoed the first codes, after re-visiting the first codes, and reading them and tabulating 

them into thematics, this echoed the research objectives which developed coding into five 

primary thematics, with several sub-themes as outlined in the coding framework shown above. 

The developed coding system is described in Table 3.2 which provides the hierarchical 

organization of the themes and sub-themes and the codes related to them that appeared after 

analysis of the data. 

 

Phase 4: Data Saturation and Validating Coding 

Data saturation was determined to be achieved when no new significant themes were identified 

with any further coding iterations. The final thematic coding framework was member checked 

with three participants to verify that their experiences were accurately represented. 

 

4.3 Research Findings by Research Objectives 

4.3.1 Research Objective 1: Role of Managerial Perceptions in Shaping Employee     

Behaviour and Motivation 

Research Question: What role do managerial perceptions play in shaping employee behaviour 

and motivation in the eThekwini Municipal Academy Unit? 

The analysis indicated managerial perspectives can significantly affect employee motivation in 

many different ways. Three key themes were discovered through the data analysis process: 

 

4.3.1.1 Leadership Recognition and Performance Feedback Systems 

The findings shows that recognition acts as a fundamental motivational factor, supporting the 

theoretical frameworks posited by Paais and Pattiruhu (2020:57) who argue that individuals 

who are motivated tend to be more effective, engaged and committed to their work, and thus 

improve enterprise performance. The theme had 45 coded references in the interview data, 

indicating its importance to participants. 

 

Recognition as a Primary Motivator 

Eighty per cent of the participants (eight out of ten) identified recognition as vital to their 

continued motivation. This finding is consistent with Ali and Anwar's (2021) findings regarding 

the empirical connection between employee motivation and employee job satisfaction. The 

response of Training Coordinator 1 is captured below:  
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Personal recognition for strategic initiatives, successful programme start-

ups, or organisational improvements is motivation to keep striving for 

personal excellence. But I am just as motivated by seeing my teams achieve 

recognition for their accomplishments. (M1) 

 

This finding supports current motivation theory, and particularly Herzberg's theory of 

motivation and hygiene factors, where recognition is a motivator and not simply a hygiene 

factor (Paais & Pattiruhu, 2020). 

 

4.3.1.2 Communication Styles and Trust Building 

Effective communication emerged as a basic need for positive relationships with managers, as 

38 references were coded across participants. Research conducted by Noe et al. (2017), as 

referred to in the theoretical framework, found positive interaction with managers to be a strong 

predictor of motivation, while negative interaction had a significant correlation with stress and 

lower performance. 

 

Training Coordinator 1 expressed how they felt effective communication related to 

management:  

I try to have one-on-one conversations where I try and understand where they 

are coming from and their concerns. More often than not, especially with a 

resistance to working collaboratively, there are certain triggers or previous 

experiences that they are drawing from. I am looking for ways to utilise their 

expertise but help them develop their collaborative skills slowly. (TC1) 

 

The Administrative Staff member with student services continued:  

Working at the college I also think that the opportunities to receive regular 

performance feedback and to pursue professional development are strong 

motivators as well. Sometimes even just being recognised by students or 

peers for supporting their needs which are really problem-solving scenarios 

gives me a lot of motivation. (AS1) 

 

It is based on this that Mtimkulu et al. (2014) note that an organisation and its management 

have a responsibility of empowering employees to produce work that is efficient, effective, and 
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valuable to the organisation. This responsibility is directly connected with the motivational 

issues noted in the present research since it is shown in the discussion below. 

 

Communication Quality Analysis: 

• Transparent Communication: 23 references across 7 participants 

• Active Listening: 15 references across 6 participants 

• Constructive Feedback: 28 references across 8 participants 

• Trust Building: 29 references across 7 participants 

 

4.3.1.3 Performance Management Effectiveness 

The data indicated complexity in approaches to performance management that balance 

individual development with organisational perspectives. The theme was generated from 52 

coded references from participants suggesting its critical importance. Cassell, Buehring, 

Symon and Johnson (2006) state formal performance management elements enhance 

accountability and, ultimately, individual performance. 

 

Training Coordinator 3 offered an example of comprehensive performance management,  

I was working with a colleague who was really good at providing content, 

but she consistently received poor feedback on engagement skills and 

facilitation skills. The participants felt lectured and not developed. We went 

through Performance Management and created a performance development 

plan which included observation of a couple of senior facilitators, a train-

the-trainer programme and practice sessions with feedback. (TC3) 

 

This method is aligned with theorists of Performance Management Systems (PMS) theory.  

Armstrong (1995:422) states that through monitoring, reviewing, and assessing performance, 

poor performers can be developed, and this promotes accountability by staff.  

 

The manager gave the organisational view of systematic performance management: 

 

It requires systematic approaches and romantic resistance to bias to be an 

impartial, fair evaluator. I have instituted performance assessment systems 

that are uniformed in approach, and the focus is on objective criteria - 
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4.3.2.1 Quality and Consistency Standards 

Participants clearly associated levels of motivation with work quality outcomes, with 47 coded 

references relating to quality concerns. Sturman and Park (2016) state that performance is goal-

relevant actions taken by employees, so the employee performance is increased when they 

surpass requirements laid out in instructions and job profiles. Below are the responses of some 

of the participants to the issue of quality outcomes. 

 

Training Coordinator 1:  

Most of our colleagues have naturally high standards for quality - whether it 

is curriculum development or how they engage with learners. I have observed 

some inconsistency with this across different departments; some teams have 

exactly high standards you can see visible evidence in their training 

materials, preparation and engagements with learners, while there are 

pockets of quality that need work, especially in areas with profoundly 

overloaded and overworked staff. (TC1) 

 

 

There is evidence from Rehman et al. (2020) which indicated that increased employee 

performance has preferred outcomes, improved communication, productivity and commitment, 

enhancing the quality-motivation connections observed in this study. 

 

From the Manager, a strategic perspective:  

Quality does vary across departments. There are different levels of 

experience, levels of resources and levels of lead ability provided by 

department heads. In professional development, departments have generally 

high quality and consistency you expect to see across the board, especially 

when those programmes are well established in our training delivery model. 

Quality problems in training delivery mostly come out in the busiest and most 

limited resource peaks. (M1) 

 

According to Hatch and Zilber (2011), poor motivation leads to poor performance, lack of 

innovation, and reluctance to take responsibility. This theoretical framework explains the 

quality variations observed across different departments in the eThekwini Municipal Academy 

Unit. 
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Quality Impact Analysis: 

• Programme Consistency: Varied significantly across departments 

• Learner Satisfaction: Directly correlated with staff motivation levels 

• Innovation: Higher in motivated teams with adequate resources 

 

4.3.2.2 Efficiency and Resource Utilisation 

The quantitative analysis illustrated strong relationships between motivational constraints and 

operational effectiveness in relation to use of resources and the efficiencies of these processes. 

This theme resulted in 35 coded references for the different types of participants. For instance, 

there is research that employees’ engagement and motivation are a mediating variable between 

an organisation’s rewards and performance by employees (Siswanto, Maulidiyah and 

Masyhuri, 2021). 

 

Training Coordinator 3 illustrated efficiency issues:  

So, efficiency in our technical training sector has increased quite a bit since 

I have started working as a training coordinator. There have needed to be 

complete innovations to make our use of resources as efficient as possible 

such as modular training designs, synchronised equipment calendars, and 

team presenting or cross-training of instructors, etc. Many of the 

inefficiencies we still experience in our training environment require 

updating of our administrative processes as booking equipment, or locations, 

or [obtaining] approvals we can [do it] better. (TC3) 

 

This observation is consistent with research published by Sugiarti, Finatariani and Rahman, 

(2021) on learning cultural values as strategic steps to enhance employee performance. 

Administrative Staff 1 provided an operational perspective regarding the challenges of 

efficiency: 

 

Most departments achieve their quantitative targets - the number of courses 

delivered, the number of students, number of certifications processed, etc., 

but the difference for us is that the administrative burden has grown larger 

each year and without a proportionate increase in staff! We are processing 
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of services. This perspective is also consistent with the studies conducted by Rivaldo and 

Nabella (2023) on education, training, and experience concerning employee performance and, 

consequently, the impact of employee performance on the results of service delivery. The 

interrelation between poor training (as listed by TC2) and low quality of service delivery proves 

the impact cascading quality as explained in the theoretical framework. This viewpoint aligns 

with the research by Rivaldo and Nabella (2023) regarding education, training, and experience 

related to employee performance and, in turn, employee performance affects service delivery. 

Training Coordinator 2 gave strategic context: 

 

Leadership development is at the structural level of organisational success; 

therefore, I feel that my capacity for impact is significant. Every manager 

that we train has potential to impact dozens of staff and thousands of 

members of the community. Increasing leadership capacity in waste 

management, housing, or social services has multiplier effects throughout the 

system. (TC2) 

 

According to Kuswati (2020), motivated employees demonstrate higher performance levels 

that directly impact organisational outcomes, supporting the service delivery connections 

identified in this study. 

 

Service Delivery Impact Chain: 

1. Internal Motivation → Program Quality → Learner Outcomes → Community 

Impact 

2. Staff Engagement → Innovation → Service Enhancement → Stakeholder 

Satisfaction 

 

4.3.3 Research Objective 3: Effectiveness of Current Motivational Strategies 

Research Question: How do current motivational strategies within the eThekwini 

Municipality eThekwini Municipal Academy Unit affect employee performance and 

satisfaction? 

The third objective of the study looks at the current motivation strategies that are being used, 

and their implications on employee performance and satisfaction within the EThekwini 

Municipal Academy Unit. To examine the effectiveness of motivation, Dubey and Kothari 

(2022) indicate that both intrinsic and extrinsic motivational factors must be analysed. 
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Sense of Purpose 41 references High High 

 

4.3.3.2 Extrinsic Motivation Systems 

The analysis has established that various systems of extrinsic motivation operate at different 

levels of effectiveness in the organisation with numerous underlying factors. The analysis 

identified a total of 34 separate coded references related to the theme. Crick (2021) explains 

that extrinsic motivation comes from external factors of rewards, recognition, and incentives 

and used appropriately in conjunction with intrinsic motivation, can work well for improved 

performance. 

 

Training Coordinator 1 talked about recognition systems:  

We had a quarterly review that recognized my innovative e-learning 

[module] as best practice, and I was motivated to develop three more. I think 

public recognition within the organisation and opportunities to professional 

development are strong motivating factors for most of us. (TC1) 

 

This finding supported research by Alsuwaidi et al. (2021:681-693) in that performance 

appraisal and recognition were significant predictors of job performance outcomes. Skills 

Development Facilitator 2 recognised career advancement motives: 

 

I am motivated by being able to represent the Academy at conferences, or 

being able to lead special projects. Opportunities for professional growth and 

opportunities to lead technology initiatives are strongly motivating for me to 

continue to be excellent. (SDF2) 

 

The research of Siswanto et al. (2021) shows that reward systems are important in motivating 

employee’s behaviours and performance in the workplace, which is similar to the trends found 

in this study. 

 

Current Extrinsic Systems Analysis: 

• Recognition Programmes: Inconsistently applied across departments 

• Career Development: Available but limited by organisational structure 

• Resource Support: Adequate for basic functions, limited for innovation 

• Training Opportunities: Valued highly but access varies by role 
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4.3.3.3 Organisational Culture and Values Integration 

The data showed a clear cultural alignment as a strong motivator, indicating participants were 

able to connect organisational and personal values. Of the recurring trends, this theme had 35 

coded references. Sugiarti, Finatariani & Rahman (2021) state that deliberate learning of 

cultural values can be critical and represent strategic steps to boost employee performance in 

an organisational context. 

 

Administrative Staff 1 shared values fit:  

I believe strongly in public service and the importance of accessible 

education and training. The Academy's mission to build municipal capacity 

and respond to community development needs aligns directly with my values 

regarding increasing access to quality education to all members of the 

community. (AS1) 

 

This rationale is consistent with public service motivation theory. Public sector organisations 

may employ and benefit from volunteerism in order to provide public good, even if not funded 

for the expressed aim of providing charitable or public good services. Kyriakopoulos (2021) 

insists that many individuals who work for public sector organisations justify their roles as 

valuable if they can see opportunities to serve community interests. 

 

The manager indicated the strategic perspective:  

The alignment is very strong, which is why I have dedicated myself to this 

organisation for over a decade. I believe strongly in public service, 

community development, and the ability of education and skills training to 

shape lives. When bureaucratic factors have me frustrated, knowing that at 

the core, I am improving lives through learning, is what keeps my passion 

alive for this work. (M1) 

 

Baig, Shuib and Yadegaridehkordi (2020) indicated that organisational mission alignment has 

a strong influence on employee engagement and performance, particularly in education, and so 

highlights the data. 
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Cultural Alignment Indicators: 

• Public Service Orientation: Common among participants 

• Community Development Focus: Strong alignment reported 

• Educational Mission: Deeply valued across all roles 

• Social Impact Motivation: Primary driver for most participants 

 

 

4.4 Cross-Cutting Themes and System-Level Issues 

4.4.1 Resource Constraints and Infrastructure Challenges 

A consistent cross-cutting theme involved resource limitations affecting both motivation and 

performance, generating 46 coded references across all participant categories. Evidence is 

frequently lacking with respect to how organisational or institutional strategies or policies 

impact total motivation and performance (or the motivation hierarchy of competence, 

autonomy and relatedness), leaving gaps that need to be specifically studied (Ramhit, 2024). 

 

Training Coordinator 1 said  

Simple procurement of training materials can take weeks, which means we 

are planning for our next workshop having either little available, or without 

thinking it through. The problem arises when we are told to do more with the 

same resources. (TC1) 

 

This observation highlights wider concerns in managing public sector resources mentioned by 

Baker and Phillips (2019) in their analysis of constraints to public service delivery in South 

Africa. Training Coordinator 3 said:  

When tools fail or supplies are delayed, it becomes a problem for the entire 

training schedule. Equipment maintenance, and procurement inefficiencies 

interrupt our effectiveness sometimes. (TC3) 

 

Huang and Van de Vliert (2003) found that in many jobs in developing countries, including 

South Africa, workers have little control over what tasks they do, how they do them or when 

they do them. This lack of  autonomy reduces  motivation and reflects the challenges of not 

having sufficient  resources . 
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4.4.2 Continuous Improvement Culture 

Even with resource challenges, participants demonstrated great commitment to improvement 

with 28 coded references for improvement initiatives. Raub et al. (2021) assert team building 

and continuous improvement are two key managerial competencies to enhance performance 

for an organisation. 

 

Training Coordinator 2 illustrated commitment to this approach:  

I practice an improvement process that uses data. I collect learner feedback 

regularly; I analyse the data I collect, including metrics of training 

effectiveness, and I investigate what is occurring in the industry as it relates 

to best practices. A section of our monthly team meetings is devoted to 

sharing what we have learned and how we could improve the process. (TC2) 

 

This resonates with the recommendations by Maddux (2016) and Raub et al. (2021) who state 

that managers must use a disciplined approach to create strong social teams. Through discipline 

and focusing on the organisational goals and objectives, they should guide their team towards 

achieving the goals and objectives. 

 

4.5 Challenges of Poor Motivation: Theoretical Linkages 

The study findings connected to the theoretical frameworks which described the obstacles to 

motivation as outlined in the literature review. Poor motivation leads to poor performance, lack 

of innovation, and unwillingness to take responsibility (Hatch & Zilber, 2011). Several 

participants mentioned these patterns in their organisational experience. 

 

4.5.1 Motivational Challenge Trajectories 

Skills Development Facilitator 1 reflected on motivation - performance connections: 

Quality can vary depending on how much pressure was involved and whether 

they have been resourced properly. When we are working with the right 

preparation time and resource, the work is excellent. When it is peak time or 

dealing with being short on equipment, it can be a mixed bag. (SDF1) 

 

There has been research which indicates that employees perform poorly in performance 

processes when they are unclear as to their roles and goals (Pothos et al, 2014), and this has 
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4.7 Conclusion 

This chapter reported rich findings of the qualitative analysis about employee motivation and 

managerial perceptions at the eThekwini Municipal Academy Unit. The methodical use of 

NVivo software provided a way to conduct rigorously thematic analysis with the data, which 

uncovered complex links between managers' approaches, motivational drivers, and 

performance. 

 

The findings have demonstrated that while the organisation enjoys strong intrinsic motivation 

and cultural fit among staff, there are still many opportunities to improve the extrinsic 

motivation systems, and to deal with constraints on resources which prevents them from being 

able to perform at their optimal levels. The next chapter discussed the findings and link the 

findings to the existing theoretical frameworks and provide suggestions for improvement in 

motivational practices within the organisation. 

  

This study added to the understanding of how motivation works within public sector 

educational institutions, especially in the South African municipal context, where there are 

strong pressures to balance the public service mission and service delivery, with the associated 

need for economic sustainability. The detailed NVivo analysis framework that emerged from 

conducting this research will provide a methodological contribution to help others in the public 

sector context studies about similar organisations. 
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CHAPTER 5 

CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This final chapter brought the research to a conclusion by providing a conclusion and 

answering the research questions posed for the research. The limitations of the study, 

recommendations to the upper management, the ordinary employees, the government and 

future research possibilities were discussed. This research was done to investigate the effect of 

employee motivation and the perceptions of management on organisational performance at the 

eThekwini Metropolitan Municipality within eThekwini Municipal Academy. Through 

qualitative research, semi- structured interviews were conducted with the ten interviewees. The 

purpose of the study was to better understand the complex relationship that exists between 

management perceptions, employee motivation and organisational performance. The results, 

which were discussed in Chapter Four, indicated that there were some valuable insights relating 

to leadership recognition, communication styles, the effectiveness of performance 

management, and motivational techniques which influence employee behaviour and 

organisational outcomes. This chapter examines the results to determine the present state of 

employee motivation of the unit and recommends the practical ways for improvement. 

 

5.2 Summary of Chapters 

This section summarised all the chapters of this study. 

 

Chapter One: Introduction and Background of the Study 

Chapter One gave a brief overview of the study. This chapter presented an introduction and the 

background of the study. The problem statement, focus area, research questions and objectives 

were introduced in this chapter. Furthermore, this chapter outlined the research design and 

methodology utilised in this study. Lastly, Chapter One addressed the ethical and safety 

concerns as they applied to the study. 

 

Chapter Two: Literature Review on Employee Motivation and Organisational 

Performance 

An overview of performance management and employee motivation was presented in this 

chapter. The chapter further reviewed concisely literature on the theories and concepts 
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underpinning performance management. The chapter also presented and discussed the 

performance management system as applicable in the public sector. 

 

Chapter 3: Research Methodology 

A complete description of the research design, tools and processes was presented in this 

chapter. The research methodology utilised in this study was explained in detail . Data sampling 

and data collection procedures were discussed. This study employed qualitative research to 

collect data. 

 

Chapter Four: Data presentation and Analysis 

This chapter presented and analysed the data that were collected at the eThekwini Municipal 

Academy and discussed the research findings. The data was collected through interviews. 

Themes derived from the study’s objectives were identified. Finally, the conclusions and 

recommendations were drawn. 

 

Chapter Five: Conclusion and Recommendations 

This chapter summarised the findings and arrived at certain conclusions and suggested 

recommendations. This chapter further provides a summary of the whole research. Lastly, the 

chapter discussed a few recommendations and suggestions for further analysis based on the 

research results in some detail. 

 

5.3 Research Questions 

The study attempted to answer the following key questions: 

• What role do managerial perceptions play in shaping employee behaviour and 

motivation in the eThekwini Municipal Academy? 

• How do the challenges of poor motivation affect the overall performance of the 

eThekwini Municipal Academy? 

• How do current motivational strategies within the eThekwini Metropolitan 

Municipality in eThekwini Municipal Academy affect employee performance and 

satisfaction? 

• What recommendations should the eThekwini Metropolitan Municipality managers 

adopt to improve employee motivation in the environment? 
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5.4 Research Objectives 

The objectives of the study were: 

• To ascertain the role of managerial perceptions in shaping employee behaviour and 

motivation in the eThekwini Metropolitan Municipality within the eThekwini 

Municipal Academy. 

• To understand the impact of motivation on the overall performance of the eThekwini 

Municipal Academy. 

• To determine the effectiveness of current motivational strategies on employee 

performance and satisfaction within the eThekwini Municipal Academy. 

• To suggest recommendations for the eThekwini Metropolitan Municipality on how to 

improve employee motivation in the environment.  

 

5.4.1 Research Question 1 

What role do managerial perceptions play in shaping employee behaviour and motivation 

in the eThekwini Municipal Academy? 

The outcomes of this research indicated that one of the factors in directing employee behaviour 

and motivation in the eThekwini Municipal Academy is the managerial perceptions. It was 

revealed in the analysis that three areas of communication modes (formal communication 

channel (performance review, team meetings), informal communication channel (day-to-day 

feedback and a casual conversation), and non-verbal communication (body language, tone, and 

managerial presence) are the areas where the managerial perceptions play a key role in 

motivation (Paais & Pattiruhu, 2020). The analysis also revealed positive communication to be 

a prerequisite to ensure good relationships between managers and employees, with 38 

references coded across all responses. 

 

These aspects were in consonance with the work of Noe et al. (2017) where it was shown that 

positive interactions with managers were a strong predictor of motivation, and negative 

interactions have a meaningful correlation to stress and low performance. The manager /r 

employee relationship defines the motivational processes.   It has been established that a good 

relationship with the immediate managers was closely related to increased motivation and 

performance (Kalogiannidis, 2021). This investigation revealed that managerial perceptions 

have a prominent influence over performance management effectiveness, with 52 coded 

references from respondents to indicate their crucial nature. The systematic approaches to 
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performance management revealed in the responses of respondents confirmed the PMS 

principles being implemented throughout the eThekwini Municipal Academy. 

 

Armstrong (1995) is supportive of this aspect when he indicates that PMS will guarantee that 

an understanding is obtained by the employees regarding the requirements and assessment 

criteria for their performance and contributions. In this investigation it was seen that the 

bureaucratic management types adopted can have a negative influence on the satisfaction of 

the employees and their productivity, and it confirms the findings of Ali and Anwar (2021) who 

established that in general adverse effects develop and great levels of dissatisfaction are 

encountered by the employees. The data indicates further that managers who introduce open 

communication, listening, constructive feedback processes and trust development are creating 

an environment conducive to greater motivation and performance. This finding confirms the 

work of Mtimkulu et al. (2014) where attention is drawn to the fact that managers have 

accountability to enable employees to perform work, which is efficient, effective and of value 

to the organisation, and when the employee is not performing it reveals problems in managerial 

performance. 

 

5.4.2 Research Question 2 

How do the challenges of poor motivation affect the overall performance of the eThekwini 

Municipal Academy? 

The implication of poor motivation affects the overall performance of the eThekwini Municipal 

Academy in various areas concerning quality and consistency standards, effectiveness, 

resource use and service delivery results. The analysis determined that motivational 

implications have a direct impact on work outcomes as the researcher has 47 coded references 

regarding quality implications, across all participants. Participants directly linked the levels of 

motivation with the outcome of work quality, saying that the work quality, depending on the 

availability of resources and the workload of the department, varies substantially in the 

different departments. 

 

These findings correlate with Hatch and Zilber, (2011) who maintains that poor motivation 

results in poor performance, lack of innovation and unwillingness to accept responsibility. The 

study also showed that poor motivation and insufficient resources have negative implications 

on operational effectiveness and with 35 coded references regarding effectiveness. This finding 

is supported by the research of Siswanto, Maulidiyah and Masyhuri, (2021) who established 
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that employee involvement and motivation serve as bridging variables between organisations 

rewards and employee performance. In addition, the study determined that clear interrelations 

exist between internal motivational constraints and external service delivery quality with 44 

coded references regarding stakeholder considerations. Participants explained how their levels 

of motivation affected their ability gain economic opportunities and uplift their communities 

through skills building initiatives. 

 

This is in alignment with the findings of Nguyen et al, (2020) who showed that organisational 

commitment significantly influences employee motivation which in turn has direct bearing on 

the quality-of-service delivery results in the public sector. The study also showed that poor 

motivation manifests in performance inconsistencies, particularly during times of peak 

demands and with the lack of resources. This confirms the findings of Pothos et al, (2014) that 

employees find it difficult to participate effectively in performance processes when they are 

unclear as to their role and objectives. Furthermore, the cross-cutting theme of resource 

constraints and infrastructure shortcomings generated 46 coded references across all participant 

categorisations. This indicated the way insufficient resources impacts both motivation and 

performance. These findings support Huang and Van de Vliert, 2003, who established that lack 

of being involved in decision-making regarding tasks, methods of work and timing resulted in 

loss of autonomy. Being involved in the decision-making process is important motivational 

factor, especially in developing scenarios in South Africa. 

 

5.4.3 Research Question 3 

How do current motivational strategies in the eThekwini Metropolitan Municipality 

within eThekwini Municipal Academy affect employee performance and satisfaction? 

The current motivational methods implemented in the eThekwini Metropolitan Municipality 

within the eThekwini Municipal Academy Unit showed a complicated interaction between 

intrinsic and extrinsic motivational causes. This has divergent effects upon employee’s 

performance and satisfaction. The investigation showed the existence of strong areas of 

intrinsic motivation existing in all cases involved in the research, particularly in areas of 

mission contentment and professional and career development, which resulted in 48 coded 

references relating to this theme. Employees showed a clear area of content with relation to the 

equilibrium between the mission of the organisation: developing organisational capability and 

their ambitions with regards to social needs and community development area. This is 
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consistent with Crick (2021) who found that intrinsic motivation, satisfied by personal 

gratification, interest and fun, produces higher levels of involvement and commitment. 

 

Furthermore, the research showed that employees who, even in the absence of external rewards, 

but who are intrinsically motivated are satisfied by the work itself and therefore are to higher 

levels of performance Coy (2019:71) stated that ‘employees showing intrinsic motivation 

perform better work without needing external reward systems.’ The high measure of the 

intrinsic motivational element in the current study underlines the high set of levels of 

performance that employees sustained amidst the resource issues inherent in the organisation 

and circumstances in the organisation. Concerning extrinsic motivational systems, the study 

revealed that various systems are present in the existing operational effective application, and 

the systems have varying effectiveness degrees, approximately 34 coded references in relation 

to this field. Although they had rewards that are recognition programmes, career development 

opportunities, resources at their disposal, training opportunities, which were channels of 

encouragement, they remained effective depending on how they are used throughout the 

various departments of the organisation. 

 

This finding corresponded well with the findings of Alsuwaidi, et al. (2021:681) who stated 

that “performance appraisal and recognition had a substantial effect on predicted job 

performance outcomes.” However, the research indicated gaps that exist in current extrinsic 

motivational systems, about unevenness of use. regarding the application of recognition 

programmes, opportunities available for career path development limited by the organisational 

structure of the municipality, and unevenness of access to training opportunities geared to job 

classifications indicated for employees. These findings tally with the findings of Crick (2021), 

who stated that extrinsic motivation for example rewards, recognition and incentives give 

short-term benefits; they work best together with intrinsic motivation for long term sustained 

motivation.  

 

Furthermore, the studies showed that the motivating aspect of strong cultural correspondence 

is seen as important with 35 coded references showing the way the organisation was able to 

marry their own internal and personal values. These findings authenticate the findings of Baig, 

Shuib, and Yadegaridehkordi (2020) who state that the alignment of the organisational mission 

has a significant influence on employee performance levels.  Their levels of engagement and 

commitment to areas of performance and productivity, especially in relation to educational 
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contexts where the public service orientation, community development focus, and social impact 

aspect were seen as major webinar areas for most of those interviewees. 

 

5.4.4 Research Question 4 

What are the recommendations that the eThekwini Metropolitan managers can embrace 

in order to enhance motivation among the employees in the work environment? 

The managers of the eThekwini Municipal Academy should focus on creating open and 

enabling communication channels with the employees to create intrinsic motivation and 

commitment to the organisation. The key point of managerial leadership is not just to focus on 

the expectations and organisational targets, but also to listen to the employee concerns and 

feedback. Paais and Pattiruhu (2020) also explain that motivated people are highly efficient, 

engaged, and committed to work, thus improving organisational performance. In their work, 

Ali and Anwar (2021) argue that an inclusive and participatory managerial style, as opposed to 

bureaucratic ones, would remarkably lower the levels of employees’ dissatisfaction and 

increase their productivity. Managers are advised to establish psychological safety among their 

employees to make ideas and risks calculated and learn from failures without fear of reprisal. 

This will help in the organisation becoming innovative and will enhance the employee - 

manager relationship which is the key to maintaining the motivation and performance within 

the municipal academy set up. 

 

Recognition and appreciation programmes should be key motivational drivers that managers 

should apply and maintain within the organisation. The study by Coy (2019) shows that 

extrinsic motivators (reward and recognition) are good in the short term but work best when 

integrated with intrinsic motivators.  Managers ought to produce formal and informal systems 

of recognition that not only reward individuals but also teams so that the recognition process 

is timely, specific and meaningful to the recipients. In their study, Alsuwaidi, Alshurideh, Kurdi 

and Salloum (2021) established that the perception of positive relation with managers is a 

significant predictor of job performance and organisational outcomes. Moreover, managers 

should support professional development, mentorship, and career pathway discussions, 

demonstrating that they are interested in the development of employees and their future 

perspectives. These interventions provide signals to the employees that they are valued in the 

company and that their growth and well-being are considered organisational priorities, hence, 

enhancing intrinsic motivation and organisational loyalty. 
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Also, the managers need to deal with contextual and environmental aspects that influence the 

motivation and performance of employees in the eThekwini Municipal Academy. Rehman et 

al. (2020) note that the inconsistencies in performance must be identified early, and the 

managers ought to put in place corrective measures to eliminate the root causes. This entails 

lobbying proper resource distribution, creating comfortable working conditions, and 

eliminating unnecessary bureaucracies, all of which impair the employee output.  

 

According to Sai (2022), to comprehend the multifaceted relationship between the motivation 

and performance of employees, it is necessary to consider factors of work environment, 

leadership style, incentives and professional growth opportunities. Managers are advised to 

evaluate organisational culture and climate on a regular basis and to seek feedback about 

employees in the form of surveys and focus groups and introduce specific interventions based 

on the gaps detected. To further, the managers are advised to proactively cooperate with top 

management and the government stakeholders to enact policies and resources that facilitate the 

establishment of motivating workplaces in line with the Sustainable Development Goal 8 

principles of decent work. Through these systemic elements, managers can provide the 

conditions under which both intrinsic and extrinsic motivation can be effective which would 

result in long-term employee motivation and better organisation performance. 

 

5.5 Recommendations based on findings 

Based on the research findings, the following recommendations are proposed for stakeholders 

to enhance employee motivation, improve managerial effectiveness, and strengthen 

organisational performance at the eThekwini Municipal Academy. These recommendations are 

structured to address the key themes that emerged from the data analysis and are aligned with 

both theoretical frameworks and practical implementation considerations. 

 

5.5.1 Recommendations for Management 

The management of the eThekwini Municipal Academy should prioritise the establishment of 

a standardised and systematic recognition and feedback system across all departments. The 

research revealed that recognition is a critical driver of employee motivation, with 80 per cent 

of responses emphasising its importance and 45 coded references highlighting its impact. 

Management should implement formal monthly recognition programmes that acknowledge 

both individual and team achievements, ensuring consistency in application across all units. 
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This system should include both monetary and non-monetary forms of recognition, certificates 

of excellence, public acknowledgment in staff meetings, performance bonuses, and 

opportunities for professional development. Paais and Pattiruhu (2020) emphasise that 

motivated employees are more efficient and dedicated to their work, and systematic recognition 

reinforces this motivation. Furthermore, managers should be trained in providing constructive 

and timely feedback that focuses on both accomplishments and areas for improvement, thereby 

creating a culture of continuous learning and development. 

 

Management should also invest significantly in developing effective communication channels 

and building trust-based relationships with employees. The study identified communication 

and trust-building as critical factors influencing employee motivation, with 38 coded references 

across all responses. Regular departmental meetings, open-door policies, and transparent 

communication regarding organisational decisions and changes should be institutionalised. 

Managers should undergo communication skills training that emphasises active listening, 

empathy, and clear articulation of expectations and organisational goals. Noe et al. (2017) 

described that positive connections with the managers are robust indicators of motivation, and 

negative connections are associated with stress and low performance. The management should 

also put in place feedback systems like anonymous suggestion box, survey of employee 

satisfaction, and frequent one-on-one meetings so that the concerns of the employees can be 

heard and responded to immediately. This approach will help reduce the bureaucratic 

management style that participants identified as demotivating and will foster a more inclusive 

and participatory organisational culture. 

 

The research revealed significant performance management effectiveness with 52 coded 

references, indicating both its importance and areas requiring improvement. Management 

should refine the Performance Management System (PMS) to ensure it is implemented 

consistently across all departments, with clear role definitions, measurable performance 

indicators, and regular performance reviews. Armstrong (1995) notes that PMS ensures 

employees understand what is required of them and how their performance will be assessed. 

The system should be flexible enough to accommodate the diverse roles within the Academy 

while maintaining standardised principles of fairness and transparency. Performance 

evaluations should be conducted quarterly rather than annually to provide more frequent 

opportunities for feedback and course correction. Additionally, performance discussions should 

focus not only on accountability but also on employee development, skill enhancement, and 
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career progression opportunities. The management needs to associate both intrinsic and 

extrinsic rewards in performance outcomes including extra duties and difficult assignments and 

the increment in salaries as well as promotion prospects. 

Given the study's finding of 46 coded references relating to resource constraints and 

infrastructure challenges, management should develop a comprehensive resource allocation 

strategy that prioritises essential tools, equipment, and materials needed for effective job 

performance. While acknowledging budgetary limitations inherent in public sector 

organisations, management should engage in strategic planning to secure additional funding 

through grants, partnerships with private sector organisations, and improved budget advocacy 

with municipal authorities. Huang and Van de Vliert (2003) established that the lack of 

resources and not being involved in decision-making result in loss of autonomy and employees 

feeling demotivated. Other novel management solutions that the management should consider 

include resource sharing to interdepartmental, digital transformation programs to enhance 

efficiency, and preventive maintenance programs to lengthen the life of the available 

infrastructure. Regular needs assessments should be conducted to identify critical resource gaps 

and prioritise their resolution based on impact on service delivery and employee motivation. 

 

Management should establish comprehensive and equitable professional development 

programmes that provide all employees with access to training, skills enhancement, and career 

advancement opportunities. The research revealed strong intrinsic motivation related to 

professional growth, with 48 coded references highlighting the importance of mission 

satisfaction and career development. An annual training calendar is to be created, including the 

technical skills that are applicable to the particular job position and soft ones like 

communication and leadership as well as problem-solving. Crick (2021) notes that intrinsically 

motivated employees who find work rewarding perform at higher levels, and professional 

development opportunities enhance their intrinsic motivation. Management should also 

implement mentorship programmes pairing experienced staff with newer employees to 

facilitate knowledge transfer and create a supportive learning environment. Career pathing 

initiatives should be established to help employees visualise progression opportunities within 

the organisation and understand the competencies required for advancement. Additionally, 

management should allocate budget specifically for employee training and development, 

recognising it as an investment in organisational capacity rather than an operational expense. 
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5.5.2 Recommendations for Employees 

Employees should take personal responsibility for their professional development by actively 

seeking learning opportunities, participating in available training programmes, and pursuing 

self-directed learning initiatives. This research has found out that highly intrinsically motivated 

employees were able to sustain high levels of performance in spite of organisational pressures. 

The employees are expected to realize any skill deficiencies in their present positions and take 

initiative to train or be mentored to fill the skills gap. Also, the employees ought to participate 

positively in the performance management activities by preparing performance discussions, 

giving honest self-performance and setting attainable yet challenging personal development 

objectives. Dubey and Kothari (2022) emphasise that intrinsic motivation driven by personal 

satisfaction leads to higher engagement and commitment. Employees should also cultivate a 

growth mindset that views challenges as opportunities for learning rather than obstacles, 

thereby maintaining motivation even in difficult circumstances. 

 

Employees should actively contribute to building a positive organizational culture by 

supporting colleagues, participating in team-building activities, and maintaining professional 

conduct in all interactions. The research identified strong mission alignment and cultural 

correspondence as motivational factors, with 35 coded references. Employees can reinforce 

this positive culture by recognising peers' achievements, offering assistance when colleagues 

face challenges, and maintaining open and respectful communication. Baig, Shuib, and 

Yadegaridehkordi (2020) demonstrate that organisational mission alignment significantly 

influences employee performance and engagement. Employees should also utilise established 

communication channels to provide constructive feedback to management regarding 

workplace conditions, policy implementation, and suggestions for improvement. By taking 

ownership of their role in organisational success, employees contribute to creating a motivating 

work environment that benefits all stakeholders. 

 

Given the finding that intrinsic motivation related to social impact and community 

development is a significant driver of performance, employees should maintain focus on the 

broader mission of the eThekwini Municipal Academy in contributing to youth development 

and community capacity building. Coy (2019) notes that intrinsically motivated employees 

perform better without needing external reward systems. Employees should regularly reflect 

on how their work contributes to these larger societal goals, drawing motivation from the 

meaningful impact of their roles. This mission-focused orientation can help sustain motivation 
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during periods when extrinsic rewards may be limited due to organisational constraints. 

Employees should also seek opportunities to engage directly with programme beneficiaries and 

community stakeholders to strengthen their connection to the eThekwini Municipal Academy's 

developmental mission. 

 

5.5.3 Recommendations for Government and Policy Makers 

The eThekwini Metropolitan Municipality and broader government structures should recognise 

the critical role of adequate resource allocation in enabling effective performance of training 

and skills development institutions. The research identified resource constraints as a major 

impediment to both employee motivation and organisational performance, with 46 coded 

references. Government should prioritise funding for municipal training academies, 

recognising their strategic importance in addressing youth unemployment and skills 

development, which are national priorities aligned with SDG 8 objectives. Mensah (2019) 

emphasises that public sector organisations have a responsibility to model decent work 

practices, which requires adequate resourcing. Budget allocations should account for not only 

operational expenses but also infrastructure development, technology upgrading, staff 

development, and programme expansion. Government should also establish multi-year funding 

commitments to enable long-term planning and sustainability of training programmes. 

 

Government should review and revise public sector human resource policies to provide greater 

flexibility and autonomy to municipal training institutions in managing their workforce. The 

research revealed that bureaucratic management styles negatively impact employee satisfaction 

and productivity as confirmed by Ali and Anwar (2021) who found that bureaucratic 

management approaches result in dissatisfaction and reduced performance. Policy reforms 

should allow for performance-based reward systems, streamlined recruitment processes to 

attract skilled professionals, and decentralised decision-making authority that enables 

managers to respond quickly to organisational needs. Government should also establish clear 

performance frameworks for municipal training institutions that balance accountability with 

operational flexibility, allowing for innovation and adaptation to local contexts. 

 

Government should facilitate partnerships between municipal training academies and private 

sector organisations, industry associations, and educational institutions to enhance resource 

availability, to expand training opportunities, and to improve programme relevance to labour 

market needs. Such partnerships can provide access to equipment, industry expertise, 
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workplace learning opportunities, and potential employment pathways for programme 

graduates. Rana (2022) notes that globalisation and technological developments create 

opportunities for innovation and learning. Government must come up with policy frameworks, 

incentive structures that will attract the involvement of the private sector in the public training 

institutions like tax incentives to companies that may give equipment donations or workplace 

training opportunities, partnership excellence recognition programmes, and co-design 

opportunities to develop curriculum that will be in line with the industry demands. 

 

Instead of adopting superficial approaches to monitoring and evaluation, government ought to 

adopt more detailed models to monitor and evaluate not just outputs like number of trainees, 

programme completions but also output like employment rates, earnings progression and 

prolonged career paths of graduates. The research emphasised the importance of measuring 

progress through appropriate indicators, aligned with SDG 8 benchmarks for decent work and 

economic growth. Mio et al. (2022) suggest that organisations should regularly assess their 

performance against decent work indicators. Government should establish a national database 

for tracking municipal training academy performance, facilitating benchmarking, identifying 

best practices, and enabling evidence-based policy development. Regular evaluation reports 

should be published to ensure transparency and accountability while providing valuable 

learning for continuous improvement across the sector. 

 

5.6 Significance of the Study 

The South African municipalities are often faced with challenges in providing quality services, 

which is mainly due to inadequate administration of operations and performance management 

by the leadership. Such shortcomings lead to inefficiencies and consequent reduction in service 

quality which eventually acts negatively in the local communities. The variables such as 

employee motivation and organisational performance are of importance in the sense that they 

allow organisations in South Africa to identify the determinants that influence the productivity 

of employees, their job satisfaction, and retention. When important motivators are identified, 

organisations can develop specific approaches that will help increase efficiency, lessen turnover 

expenses and improve overall performance. 

 

The current research supplements the current body of research on motivation theories and 

provides context-specific information that is relevant to the municipal environment. The 
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obtained findings would be useful in informing human resource policies, leadership 

development programs and organisational policy making therefore providing organisations 

with an edge in marketplaces. In addition, the empirical findings of the study can have a direct 

practical consequence on the managers and the leaders and that is why the importance of 

acknowledging and rewarding employee contributions cannot be emphasized. Focusing on 

employee motivation, organisations will be able to support a positive working atmosphere, 

encourage creativity, and enhance the overall health. 

 

5.7 Recommendations for Future Research 

For future studies it is suggested that mixed-methods approaches be employed to be able to 

clear different perspectives of employee motivation and management's perceptions about 

public sector organisations. The employing of some quantitative survey data together with 

qualitative interview data would enable researchers to be able to statistically determine the 

strength of the relationships that exist between certain relating variables but also be able to gain 

subjective insights from the intensive analyses. This would facilitate a higher degree of 

generalisability of the findings together with the contextual richness of the qualitative research 

data. A longitudinal study of the data would also be useful in addressing the dynamic nature of 

employee motivation and how this affects organisational performance in a changing 

environment. 

 

This would allow tracking the employees on a multi-annual basis to disclose how motivational 

factors change, how employees react to changes instituted by the organisation, and whether 

any interventions instituted to improve motivational levels have any lasting effect on 

performance. The longitudinal designs would also enable researchers to specify a temporal 

antecedence and thus enhance causal conclusions that could be drawn as concerns the 

relationships between managerial perceptions, employee motivation, and organisational 

outcomes. A useful investigation would be the scope of units under investigation to forward to 

other academies in other provinces where differing levels of economy, differing politically 

operating systems and differing resources are available. Comparative studies across 

municipalities would also be informative in assessing what are the best practice that transcends 

the organisations’ thoughts on how motivational performance relationships are affected by local 

conditions. 
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Incoming of perceptions of numerous stakeholders including learners, community members, 

partnerships with the private sector and with the augmentative municipal departments would 

then provide a more comprehensive perspective on how motivation in eThekwini Municipal 

Academy translates into service delivery external outcomes. Investigation conducted into the 

area which has largely been neglected would determine how the relations would affect 

motivation and performance and is thus of value, particularly in determining whether the 

relations have differentiated enduring effect on the employee motivation - performance 

relationship, whether capital constraints, technological constraints or human constraints for 

instance would affect the instrumental conditions of motivation and performance. 

 

Another area for research could be whether specific interventions or the attitudes of structured 

motivational performance enhancement schemes would be valuable as it could shape policy. It 

would also be useful to investigate whether structured programmes of recognition for 

employees, leadership performance enhancing programmes or the instituting and re-evaluating 

performance measuring systems would be more effective. The area of study, too, that 

investigates the understanding of and relationship of the organisational culture, employee 

motivation and thus how we may put into place the cultural change mechanism which would 

induce the necessary motivational dynamics would be of value to public sector organisations. 

Investigation into the above areas of study would thus result in a more theoretically valid and 

practically useful knowledge of the mentioned constructs, namely employee motivation with 

reference to the eThekwini Metropolitan Municipality in particular and public sector 

organisations in general. 

 

Future research should expand the geographical scope of investigation to include multiple 

municipal training institutions across different provinces in South Africa. The current study's 

limitation to the eThekwini Metropolitan Municipality context restricts generalisability of 

findings. A comparative study examining employee motivation and organisational performance 

across municipalities with varying economic conditions, resource availability, and 

organisational cultures would provide broader insights into factors that influence effectiveness 

in different contexts. Such research could identify universal principles as well as context-

specific factors that require tailored approaches. In conducting any research in the areas 

mentioned, researchers should consider employing mixed methods approaches that combine 

qualitative depth with quantitative analysis of performance metrics, employee satisfaction 

scores, and organisational outcomes across multiple sites. 
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While this study provided valuable insights through qualitative inquiry, future research should 

adopt longitudinal designs that track changes in employee motivation, managerial perceptions, 

and organisational performance over extended periods. Longitudinal studies would enable 

researchers to examine the long-term effects of specific interventions, identify trends and 

patterns over time, and assess the sustainability of motivational strategies. Such research could 

follow cohorts of employees from initial employment through career progression, documenting 

how motivational factors evolve with experience and organisational changes. Additionally, 

longitudinal research could evaluate the impact of policy reforms, management training 

initiatives, or resource investments on sustained organisational performance, providing 

evidence of what works overtime rather than at single points in time. 

 

Future research should also investigate the differential effects of various motivational strategies 

on diverse employee groups within municipal training institutions. This research provided 

intrinsic and extrinsic motivational variables, although further studies are required to 

comprehend their difference on the basis of employee demographics in terms of age, gender, 

education, job level and tenure of service. Crick (2021) notes that intrinsic and extrinsic 

motivators can work differently for different individuals. Understanding these variations would 

enable development of more nuanced and targeted motivational strategies that address the 

specific needs and preferences of different employee segments. Research should also examine 

generational differences in motivation, given the changing workforce demographics and the 

entrance of younger generations with potentially different work values and expectations. 

 

Researchers should conduct detailed economic analyses examining the return on investment of 

different motivational interventions and performance management strategies in public sector 

training institutions. This kind of research would be useful in the allocation of resources and 

policy making. Research might map in the costs and benefits of different strategies like 

recognition programmes, investment in professional development, infrastructure 

improvements and remuneration changes and assess the results on the basis of employee 

retention, productivity gains, training quality and graduate employment results.. Cost-benefit 

analyses aligned with SDG 8 indicators would provide evidence to support advocacy for 

increased investment in municipal training institutions and demonstrate their value in 

addressing national development priorities. 
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Future research should explore the integration of technology and digital tools in enhancing 

employee motivation and organisational performance in municipal training contexts. With 

rapid technological advancement, there are opportunities to leverage digital platforms for 

performance management, professional development, communication, and programme 

delivery. Research could examine how technology adoption affects employee motivation, the 

skills and support required for successful digital transformation, and the potential of technology 

to address resource constraints through innovative solutions. Additionally, research should 

investigate how training institutions can prepare employees to effectively utilise emerging 

technologies while maintaining the human-centred approaches that support intrinsic motivation 

and meaningful work experiences. 

 

Finally, future research should specifically investigate the implementation and impact of SDG-

aligned performance management systems in South African municipalities. The current study 

established theoretical connections between organisational practices and SDG 8 objectives, but 

empirical research is needed to examine practical implementation challenges, measurement 

approaches, and the effects of explicit SDG alignment on both organisational effectiveness and 

broader developmental outcomes. Latapí et al. (2019) argue that integrating SDG principles 

into organisational operations requires expanding focus beyond financial metrics. Research 

should document case studies of municipalities that have successfully integrated SDG 

frameworks into their operations, identify success factors and obstacles, and evaluate whether 

SDG alignment enhances employee motivation by strengthening the sense of meaningful 

contribution to societal goals. 

 

5.8 Conclusion of the study 

The complexities surrounding employee motivation, management perceptions and 

organisational performance in the eThekwini Metropolitan Municipality within the eThekwini 

Municipal Academy were successfully examined. The research found that the management 

perceptions of workers influence their attitude, motivation, and behaviour through three major 

areas: recognition and feedback systems, communication and trust-building styles and 

performance management. The research established that the intrinsic motivation and 

influencing factors that are very strong in the organisation and identified as incentives like 

recognition, working in a well performing unit, with similar mission values and involvement 

in activities that assist in community service. However, consistently using options for extrinsic 
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motivation as well as management of the funders’ limited resources remained problematic. 

Indications are that poor motivation has serious effects on organisational and service delivery. 

 

In addition, the research confirmed that motivated employees are the most effective means of 

helping the organisation to effectively realise its stated objectives.  The mission of eThekwini 

Municipal Academy it is of such vital importance as it lies within the ambit of national 

economic and social development. The research makes a strong contribution to the theoretical 

and the practical understanding of employee motivation pertinent to the South African 

conditions regarding given municipal contexts. Theoretically, the research confirmed the 

theory of Performance Management System application in a public sector educational 

institution but placed emphasis on performance evaluation systems, role definition, focus on 

development and motivation and employee growth as collective determinants of the 

motivational process. 

 

The research identified certain practical areas where improvements could be made, namely the 

need for uniformity of recognition and feedback systems, need for improvements in 

management channels of communication, appropriate attention to be paid to proper and 

systematic monitoring of performance. Furthermore, factors that concern managers being the 

development of it with accountability for results and finally constraints regarding funders 

restricted resource availability which should be monitored as improvements in resource 

availability should facilitate better performance management. Results of the research has 

serious implications for municipal skills development activities throughout South Africa. This 

is on how motivation systems can better align their motivating influences with the objectives 

of their organisations, especially where gaps in the exposed areas of extrinsic motivational 

systems can be supplied and lifted to new heights and levels of expected use. The eThekwini 

Municipal Academy now has an opportunity to use the strong intrinsic motivation of its 

motivated workforce to enhance satisfaction levels amongst its workers and performance levels 

in the organisation as well as becoming a catalyst in upgrading service delivery to the 

community in various formats. 

 

5.9 Limitations 

The most obvious limitation of this study was the lack of financial resources which compelled 

the researcher to visit only one geographical area when conducting the interviews. Time 
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constraints also contributed to the researcher selecting one geographical area to do some 

research in. Doing research in one city restricts the generalisability of the findings to other 

municipalities which have different economic circumstances, different types of organisations 

and different availability of resources. The findings are thus restricted to the eThekwini 

Metropolitan Municipality context and may not have any relevant applicability to the 

eThekwini Municipal Academy in other South African municipalities or public sector 

organisations. The use of non-probability sampling technique, namely purposive sampling, 

may create a problem for the generalisability of the findings of the study in that the participants 

selected were not selected on a random basis. Although the sample of ten participants was 

sufficient to get data saturation in qualitative research, it is a small proportion of the entire staff 

complement in the eThekwini Municipal Academy which may deny the researcher the 

advantages of Teddlie and Yu's (2007:81) assertion that it is essential to capture as many 

dimensions of the particular phenomenon under study as possible. 

 

The diversity of opinion may have not been adequately captured from employees who were 

not representative of the participant group. The qualitative nature of the research did not give 

the researcher the advantage of applying simple statistical generalisation or quantifying on a 

graph the relationships between variables. The only form of data collection utilised was self-

reported data given by the respondents to the semi-structured interviews, which were 

administered by the researcher. This form of data collection method may enable a situation in 

which social desirability bias takes place. Persons tend to tailor their answers which they 

consider will elicit a favourable response by the researcher thus denying the researcher the 

opportunity of finding out the reality of circumstances prevailing. 

 

The other drawback of such research of cross-sectional nature as that done in this study in 

which data were only collected at a single time, is that it does not give the researcher any idea 

on how motivation and performance could have varied with time or to determine the causal 

relationship conclusively. The study has not considered the perceptions of other groups that are 

interested in the excellence of the eThekwini Municipal Academy like the learners, the 

members of the community and or the employees of other departments that are in regular 

contact with the people working in the eThekwini Municipal Academy (employees working at 

that unit). Such perceptions would have provided interesting data regarding the effects of 

delivery of service rendered on the satisfaction and performance of users of training. Such 
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perceptions would also have provided for enriching of perspectives and ways of interpreting 

such information if it had been gathered. 

 

The research was also conducted over a certain period, which may have been affected by certain 

group arrangements, certain organisational arrangements of which budgetary cycles and 

external environmental influences may have played a role. The effect of the presence of the 

researcher and the setting in which the interviews were conducted may also have exerted a very 

strong influence on the way in which participants responded to questions asked, what perhaps 

may have been the so-called Hawthorne effect – changes in behaviour or responses due to the 

phenomenon being tested. While great advantage was taken of the NVivo software which 

provided data collection and analysis in a systematic way, the collection and interpretation of 

qualitative data inevitably depend on subjective judgement by the researcher in interpreting the 

data in that the themes of the research should be filtered as far as it is practicable through the 

personal philosophy of the researcher. Efforts were made to promote objectivity of 

interpretation of the data by conducting a process of inter-coder reliability checks, as well as 

getting member validation on the raw data collected, but its human nature to be affected in 

judgement calls. 

 

5.10 Conclusion 

The research study has logically examined the association relationships among employee 

motivation levels, level of perceptions among the managers and organisational performance at 

the eThekwini Municipal Academy. The results indicate that the styles of leadership by 

managers play a big role in employee motivation and organisational performance. 

Psychological safety that is built through transparency in communication and supportive 

management practices promotes employee engagement and commitment. Recognition 

programmes and career development opportunities are important sources of motivation which 

maintain long term organisational commitment. This is a deep-seated influence of the 

environment including resource allocation and the working environment on the ability of both 

the employees and the managers to achieve organisational goals. The overlapping of intrinsic 

and extrinsic motivations leads to complicated processes, which need delicate insights and 

specific interventions. The key to sustainable organisational performance is the establishment 

of working conditions that would make employees feel dignified, respected, and able to grow. 
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As a governmental agency involved in the development of youth, eThekwini Municipal 

Academy needs to make employee motivation the core of its mission performance. 

 

The suggestions given in this chapter are practical and are strategic guidelines to those 

managers and organisational leaders who are interested in motivating and improving the 

performance of their employees. Introduction of clear communication channels, rewards and 

training initiatives are also a viable course that can lead to greater organisational performance. 

To overcome the systemic issues like resource limitation and bureaucracy demands the 

cooperation upper management and the interaction with the government stakeholders and 

policymakers. The fact that eThekwini Municipal Academy practices are aligned with the 

principles of the Sustainable Development Goal 8 enhances the role of the organisation in the 

wider societal goals of decent work and inclusive economic progress. The managerial practice 

should be effective enough to meet the needs of individuals, the needs of the organization and 

the needs of the society at the same time. This employee motivation investment has a payoff, 

which goes beyond the immediate output gains, to encompass decreased turn over, improved 

service delivery, and improved relationship with the community. The future organisational 

success of eThekwini Municipal Academy lies in continuous dedication to the efforts of 

developing motivating working conditions that can help managers and employees to develop. 

The combination of evidence-based solutions and local contextual knowledge offers the 

principles of creating a motivated, productive, and resilient organisation. 
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