[image: ]UNITED INTERNATIONAL UNIVERSITY
Project on
The Role of Motivation and Employee Performance of Public Sector Organizations (a case study of the central bank of Somalia in Mogadishu)
This report is submitted as part of the Master of International Human Resource Management degree requirements.
Submitted To
Piana Monsur Mindia
Assistant Professor
School of Business & Economics

Submitted By
Mohamed Ahmed Mohamed (Taagane) 
ID: 202018
[image: ]



School of Business & Economics 
United International University
Submission Date 
January, 2022



66

Letter of Transmittal
Date: January, 2022
Piana Monsur Mindia 
Assistant Professor
School of Business & Economics.
United International University.

Topic: Report on "The Role of Motivation on Employee Performance in Public Organizations (Case Study of Somalia's Central Bank in Mogadishu)"
Dear Madam,
This is my earnest effort to convince you that the paper you considered to be a useful structure on the subject was flawed. "The Role of Motivation on Employee Performance of Mogadishu's Public Organizations" is now available.
It is required for the completion of my MIHRM degree. Despite a few flaws, I feel the study has met its objectives to a large extent. Thank you for providing me with the opportunity to write a report on this topic. I gave it everything I had to deliver the report on time and at the good standard, I have set for myself. It will be my pleasure to share extra details on this research. I am confident that my study will assist you in making informed decisions and will suit your needs.
Regards, Sincerely,

……………….. 
Mohamed Ahmed Mohamed (Taagane)
ID- 202018



Acknowledgement
It brings me great pleasure to thank a significant proportion of individuals for their kind guidance and support in the creation of this report, whether directly or indirectly.
First and foremost, I want to express my gratitude to Almighty Allah for allowing me to achieve my professional goals.
Second, I'd like to thank MS. Piana Monsur Mindia, my supervisor, for her help, advice, and supervision throughout the research procedure, as well as for giving me valuable experience.
She also provides me with unfailing support and encouragement in a multitude of ways. She gave me a fresh perspective on which to build on those novel ideas. It would have been impossible to complete the report and analysis without her cooperation and assistance. She was always trying to make things as simple as possible. She inspired me to remain able to pay attention objectively, enable me to deliver the project on time.
I'd like to show my thankfulness to the Administrator and his team for their efforts on behalf of a single institution, such as the Central Bank of Somalia, for conducting the survey at their organization. Their kind hospitality provided me with first-hand experience dealing with a corporate entity. 
I want to express my gratitude for taking a moment to fill out and submit my survey questionnaire. It's a joy to have such enthusiastic collaboration from them. As a result, I would like convey my gratefulness to my mother, father, and my wife for providing me with moral support during my research and academic career. I wouldn't be able to do my project successfully without them.




Executive Summary 
This document was a report on written as part of my project course. It brings me tremendous joy that my honorable supervisor has provided me with such a good opportunity. By conducting this project report, I have learned a great deal. Because I believe that a practical approach will help us better understand our course contents and what we've learned over the course.
My project report is centered on public sector employee motivation and performance in Mogadishu, Somalia. In order to prepare for this project, I conducted a survey at one of our country's public banks, which provided me with valuable practical experience. 
It employs a sophisticated recruitment and screening procedure to find the top people. It creates a relationship between the heavy workload and the expected performance, enabling the right output growth to be monitored against the previously set performance benchmark.
Employee motivation is measured through continuing coaching and decomposition at the time of performance allocation. It also assists in the measurement of outcomes by highlighting requirements for learning and development.
It prepares for planning and execution meetings every three months, then evaluates and evaluates the performance of employees using a performance model. It gives direction so that the director may ensure that employees' performance and outcomes are in line with the organization success, allowing them in order to acquire a competitive advantage over their rivals.
A technique of required remuneration and incentive for employees who succeed at their employment by satisfying a set of performance standards that is both methodical and ethical. It helps employees grow, assist, develop, and be directed, as well as identify the source of employee dissatisfaction 
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CHAPTER 1
INTRODUCTION 
1.3 Background 
The MIHRM program's students at United International University must submit a project report as part of their graduation requirements. It is a required course that also includes a three-hour credit course. Following that, I choose the topic "The Role of Motivation on Employees Performance of Public Organizations in Mogadishu, Somalia" for the project report submission. This paper is the outcome of almost five months of dedicated work and cooperation with my supervisor, United International University Assistant Professor Piana Monsur Mindia, throughout every stage of the report's production. I am grateful for my honorable supervisor's warm support, assistance, and collaboration.
1.4 Scope of the Study
[bookmark: _Toc503008377]The research looks at how motivation affects employee performance in Mogadishu, Somalia's public sector.
 1.2.1Geographical scope
[bookmark: _Toc503008378]The study was focus on the Central Bank of Somalia in Mogadishu because it is the largest public-sector institution in the country, where the motivation plan is implemented, and it has a high level of quality performance.
1.2.2 Demographic scope
The study will focus on high-level and middle-level executives, as well as other low-level executives and HR department employees. The investigator will choose those individuals since they have relevant knowledge and experience.


1.3 OBJECTIVES OF THE STUDY
1.3.1 General 
The purpose of this study was to see how important employee motivation is in a few government agencies in Mogadishu, Somalia.
1.3.2 Specific 
I. To look into the effect of employee motivation and performance in Mogadishu, Somalia's public sector.
II.  To learn more about the motivation and attitudes of employees toward their jobs.
III. To concentrate on employee motivation and performance in Mogadishu, Somalia's public sector.
IV. To see how formal motivation affects employee performance in the public sector in Mogadishu, Somalia.
1.5 METHODOLOGY OF THE REPORT 
For this study, I used data collection techniques, including:  
Primary sources 
I went to one public company and spoke with the middle and top directors, plus various lower-level executives and HR department officials, in person. A surveying questionnaire was used to collect these types of data.
 Secondary sources 
I obtained information for the study's continued growth from the websites of those public organizations, as well as past research articles, journals, books, and lecture notes.




[bookmark: _Toc295844016]1.4.1 Data Collection 
Primary 
This information came from a reliable source. This was utilized if specialized knowledge was not accessible somewhere in another form, and whenever a topic was being researched for the first time. By visiting the field, the researcher has collected primary data.
Secondary 
Secondary data on the organization was gathered from previously used and available Information was received both from domestic and foreign sources during the study. Respondents were given a variety of options to pick from, which were provided to them by the researcher.
1.4.2 Sample Size 
The study picks 32 respondents from one institution in Mogadishu, Somalia, depending on their employment, to find the appropriate sample size for the population. Slovene's formula was used to compute the sample size for the study: n=N/ (1+ (N*e2)), wherein n means sample group, N indicates current population, and e represents a 5% margin of error. With n=35, 1+ (35*0.0025) Equals 32 participants.
	Category
	Population
	Sample Size

	The Central Bank of Somalia
	35
	32

	Total 
	35
	32


[bookmark: _Toc453266763]
1.4.3 Sample Techniques 
The sampling techniques employed in this study were probability sampling processes, specifically Sample random procedures, and every responder in this study had an equal chance of being chosen. As a result, probability sampling is the only sampling method that ensures a representative sample is chosen. 
1.4.4 Area and Time of Research
This study will be up 1st August-2021 to 11 February-2022.
1.5 Limitations of the Project Report
1. Since cross-checking is impossible, the correctness of the data is dependent on the accuracy of the sources.
2. Several vital data cannot be disclosed due to the secrecy policy of a public body.
3. A lack of data needed for the study.
4. Field practice differs from normal practice, which caused an issue.












Chapter 2
Literature Review
2.0 Review
The significance of the banking operations will be investigated in this study and the role of various motivations on employees’ employee loyalty, as well as the link between motivation, career happiness, and performance, as well as support and belief in the encourage positive process and employee performance success. It also made recommendations for how to improve performance appraisal systems.
2.1 Motivation
Motivation is a process that influenced by a variety of elements including interpersonal, societal, ethnic, and historical aspects. "A sequence of motivating influences that develop both inside and even beyond an individual's self" is how motivation is defined. These forces influence a person's conduct, which has an impact on his or her productivity (Jackson, 1995).
The force or causes that motivate desire and tenacity in following a specific path of action are referred to as motivation (Daft and Marcic, 2008). Motivation focuses on psychological goal-directed processes and is a word that comes from the Latin verb "to move" (Kreitner and Kinicki, 2007). Managers have long struggled with motivation because one person's drive may not be the same as another's. A favorable or unfavorable initial response to artifacts, people, or events is called motivation (Dessler, 2008).
One of the most essential strategies for retaining staff and increasing productivity appears to be motivation. Businesses use motivation systems to motivate people to perform to the best and to recruit top talent. Giving awards and rewards for good performance is one of several methods for encouraging employees (Memmott and Growers, 2012).

Many different definitions of motivation have been proposed, many of which are contradictory. According to Bindra, the underlying thread that distinguishes motivated employee behavior from other activity appears to be that it is goal-directed behavior (2000).
One of the most significant jobs that any organization with high performance goals should do is the function of motivation. Instilling a drive to work in his or her subordinates is a difficult task for any boss. Employees must be motivated to work for the company; else, the work quality, or all labor would be misdirected in general. (Mbogo,2013).
Employee performance is influenced by employee motivation. People will not put out the commitment needed to perform properly if they do never feel willing to participate in work activity. A person's job performance is influenced by a variety of elements, including personal skills, sense of achievement, role perception, and resources, in addition to motivation (Cristea & Schulz, 2016).
Motivation should be considered as a constant and dynamic process for motivating and growing an institution's personnel. The cornerstone of this chapter is the meaning and definition of motivation, often known as conceptual definitions of motivation. In addition, the part presents a theoretical underpinning for motivation as well as an overview of numerous distinct motivational tactics (Investigation et al., 2013).
Employee motivation surveys have been done in a variety of job settings, with a variety of employee groups, using a variety of research methods and applications. Industrial employees were the subject of one of the first surveys (Hershey & Blanchard, 1969).
Motivating factors are all Security, fascinating work, opportunities for promotion, admiration, organization and management, and the profession's inherent features Second set of criteria underpin Hertzberg's theory: sanitary aspects like wages, organizations, policies, and the work environment, and motivational factors like recognition, promotion, and performance. Managers can discover what types of motivation factors should be supplied to employees based on the intrinsic nature of the work (Charles and Marshall, 2012).
Motivation is largely concerned with the activation and maintenance of behavior. However, in the absence of external stimulus, a substantial deal of human drive is initiated and sustained for lengthy periods of time. One cognitively based source of motivation is the ability to depict future consequences in mind. Many of the things we do are intended to obtain advantages and avoid future problems. Goal setting and self-regulating reinforcement, which are intervening factors, are a second 10 cognitively based source of motivation (Bandura, 2005).
One of the most essential factors in determining an organization's efficiency and effectiveness is motivation. Every management must encourage his people in order to instill a desire to work in them, and motivation is a crucial component of the management process (Sandhya and Kumar, 2011).
Exogenous motivation and external incentives are also possibilities. Intrinsically Motivated (IM) seems to be the process of an employee being driven by profession in the understanding that it meets their personal needs. People are said to select careers that best suit their needs because of intrinsic desire (Salanova and Kirmanen, 2010).
2.1.1 Goal Setting
Setting goals is a common motivating tactic used in organizations to keep the workers motivated at work to give a baseline against what performance can be measured (Lunenberg, 2011). A goal is the expected outcome of a staged operation that a person would like to accomplish (Locke and Latham, 2002).
Humans have desires that can be regarded as achievement set targets that they desire to achieve, according to goal setting, a psychology theory of motivation (Locke and Latham, 1990). The primary developer of the notion, which began in the 1960s with Kurt Lewin's previous stuff on degrees of ambition and was further refined by Dr. Edwin Locke in the 1970s (Redmond, 2015).
Over a 25-year span, goal-setting theory was created inductively within the field of industrial psychology, based on 400 research studies in the lab and in the field (Locke and Latham, 2002; 2006).
Goal-setting method focuses the need of clearly stated, demanding performance requirements, and also workers' dedication to those objectives, as vital motivators (Newstrom, 2011). Goal setting is a psychological prime motivator based on the notion that people have desires that may be converted into rewards or objectives they want to achieve (Locke and Latham, 1990).
Setting goals has indeed been mentioned as one of the most effective approaches to impact workplace behavior (Skinner, 2010). Goal-setting theory has facilitated the development of much organizational quality research, and it became the most widely used framework in the field (Kurose, 2013).
The goal system is a concept that examines the relationship between incentive, behavior, and performance (Kurose, 2013). Goal setting is typically viewed by managers as a strategy to improve and acquire control of a situation (Dubrin, 2012).
2.1.2 Financial Incentives/ Monetary Factors
Employees do not want to work for nothing, and they expect to be paid for their efforts. Employees will be motivated by suitable incentive schemes and incentive remuneration, which will surely inspire them to be proactive and approach their duties with the right mindset, resulting in enhanced organization performance (Armstrong, 2007).
As a result, businesses have adopted different approaches that also include financial rewards and incentives, such as bonus payments, bonus payments, employee compensation or developed a good understanding, and workplace ownership concentration, among other things, to improve the same employment relationship while also laying the groundwork for increased levels of responsibility (Ismail, Guatleng, Chhekiong, and Ibrahim, 2009).
At any level, financial incentives and rewards are a natural way to motivate people linking pay to performance boosts the money's motivational effectiveness (Kinicki and Kreitner, 2016).

Many employees are motivated by money and advantages, while others are motivated by intrinsic factors such as incentives and appreciation, as well as better health advantages (Giancola, 2011). Research which incentives are attractive to individuals and groups when utilizing financial incentives to inspire employees at every level (Denisi and Pritchard, 2016).
Employees must understand that performance is linked to compensation, and that unethical activity in the pursuit of a performance measure will not be accepted (Steers and Porter, 2011). Many corporate initiatives are being bolstered by a determined push by leaders and compensation professionals to link pay to performance. Employees are compensated financially for contributing to the company's goals (Aguinis, 2012).
Financial incentives are often regarded to be a good approach to inspire employees and improve their performance. Compensation is one of the bodily requirements that drives motivation and determines job performance (Hersberg, 2009). Employee recruitment, engagement, productivity, and attrition are all influenced by compensation (Steers and Porter, 2011).
2.1.3 Recognition and Reward
Employees should be praised for their hard work and dedication, as well as their accomplishments. Employee appreciation programs may boost morale in any firm, big or small. Worker creativity, productivity, and job satisfaction may all benefit from a well-designed assistance programmed (Beer and Walton, 2014).
Reward and recognition programs can range from basic Certificates of Appreciation for Job well done to division and corporate honors. Those who surpass expectations and win the reward should be congratulated (Steers and Porter, 2011). One of the most powerful motivators is recognition; when employees are commended and acknowledged, they feel completely comfortable (Armstrong, 2007).


Rewards reflect human and corporate goals, allowing for a better understanding of what motivates personal involvement and professional traits, Allen and Helms, (2011). Rewards are a reflection of the objectives of both the professional and personal orientations, permitting for an assessment of how well they are aligned (Judge and Ferris, 2013).
Employees are praised for their dedication and contributions to the company, and also their performance. Employee appreciation programs may boost morale in any firm, big or small. An effective performance appraisal program may enhance employee innovation, performance, and work satisfaction (Beer and Walton, 2014).
Reward and recognition programs can range from a basic Letter of Recognition to a job well done, as well as departmental and company-wide honors. Those who surpass expectations and win the reward should be congratulated (Steers and Porter, 2011).
2.2 Employee performance
Employee performance is the measure used frequently in the HR industry to describe an employee's abilities to fulfill organizational objectives efficiently and effectively. It encompasses all factors that have an impact on and are linked to the employees' work, whether directly or indirectly. According to Koontz, H., employees' perceptions of their employees' basic desires and expectations. Employers must be informed of their workers' fundamental desires and regulations in order to function well (1988).
Employee performance is a term used frequently in the HR business to describe an employee's ability to meet and exceed corporate objectives. It encompasses all variables that influence and are linked to the employees' work. Supervisors must understand their employees' basic desires and expectations in order for their performance to be productive. Job satisfaction can be judged in several ways.


Salaries, refunds, overtime, incentives, and earnings are financial incentives, whereas bonuses, healthcare expenses, training, transportation, housing assistance, and meals are non-financial incentives. This should of been done after determining how many of workers' aims and aspirations could be met, resulting in higher performance (Koontz, H. 1988).
You should ensure that you and your staff have the ability, incentive, and resources to attain high levels of performance as a person in the company. When productivity isn't up to par, you must determine which aspect of performance needs improvement and work on it (Lussier, 2005).
Performance is described as the ability to exert effort in accordance with organizational standards in order to achieve specific goals. What matters in terms of results is employee conduct, not what they create or the outcomes of their labor. According to Aguinis (2009).
Performance is a phrase that can really refer to "behavior." It is something for which the employee is accountable. This notion divides performance from results. The outcomes of an individual’s work performance are a consequence of their efforts, but they are also influenced by external factors. Campbell is a fictional character created by the author (1990).
2.4 The Link between Employee Motivation and Performance
Professional motivation is the practice of allowing or encouraging someone to think in a different way, act, or visualize anything they want and make their own decisions. Several research have looked at the connections between motivation and performance, suggesting that while motivation is required to begin actions, performance is primarily as the result of a driven behavior (Koestner 1999).


People, like machines, need to be motivated. This is necessary to keep them in good functioning order at all times. As a result, the highest level of efficiency will almost likely be achieved. One of an organization's most significant assets is its employees. They have an inexhaustible capability to participate to the accomplishment of goals. The company's operations are propelled by their combined productivity. It has an impact on overall performance and helps to foster a pleasant work environment (Posti, C. 2005).
Managers are concerned about the value of human resource productivity. The traditional approach to this problem is employee incentive. Many diverse entities, both small and large-scale businesses, have used this for a long time. In an employer-employee relationship, it promotes reciprocal progress. Motivation does indeed boost productivity (Dems, K. 2010).
Motivation has an effect on performance; for instance, when employees receive feedback or their work is recognized, their output seems likely to increase. People are motivated to accomplish higher results by the appeal of certain forms of rewards (Miner, 1980).
Employee motivation and aptitude are critical to a company's success. Despite the fact that ownership, managers, and directors understand that employee reinforcement contributes to increased effectiveness and results, they may use inefficient approaches, leading in low job satisfaction and bad performance. Employee motivation improves their desire to work, which improves the company's productivity. The organization's purpose is to create engaged personnel who, by raising their morale, will increase their success in various industries (Shadare et al., 2009).
Employees who believe they are underappreciated will perform at a lower level, leading to a net loss of production and widespread unhappiness. As just a consequence, managers should strive to respect all employees equally. This belief is supported by studies that shows that people's perceptions of workplace fairness extend beyond their awareness of how they were decided, i.e., their understanding of operational justice conceptions of the fairness employed to evaluate performance. Osei is a character from Japan (2011).

This is the most powerful, least expensive and most straightforward incentive method, yet it is also the least used. Goals should be challenging yet reachable, quantifiable and specific, and backed up by a strategy, participative developed where applicable, and supported by employees to drive people to achieve high levels of performance. Workers who meet their objectives should be recognized with rewards, wage raises, and promotion, among other things. Many businesses are now connecting compensation to the achievement of goals (Lussier, 2005).
Thinking about the work environment is first stage in the organizational design process, which is really the method by which management decide how to split work into specialized jobs, such as Modernization (Jones et al, 2000).












Chapter Three
Organizational Profile
3.0 Background
The Somali Central Bank is in charge of monetary policy development in order to establish and sustain price stability. The Monetary Authority also promotes financial stability and efficient and effective payment, trying to clear, and settlement system; formulates and enforces foreign currency policies; holds and maintains foreign currency reserves; issues currency; and acts as the banker, advisor, and fiscal agent for the government.
Somalia's monetary authority is the Central Bank of Somalia and it has also endeavored to rebuild a functioning state. In the real world, Somalia has been offered as a precedent for an anarchist fair society with no established legal system.
Somalia's central administration was recognized as the Temporary Federal Administering, which was founded in 2004. It is in responsibility of maintaining monetary stability as well as the local currency's domestic and foreign worth and maintaining lending and monetary system exchange circumstances that encourage the country's sustained development, among other things. It also helps within its sphere of influence.
As the reconstructed Reserve Bank of Somalia assumes responsibility for fiscal policy, certain present payment service companies are expected to apply for licenses towards becoming full-fledged financial intermediaries in the near future. This will improve fiscal policy efficiency in national macroeconomic management by expanding the federal payment network's coverage to include formal cheques.



3.1 History of the Central Bank of Somalia
Decree No. 3 of June 30, 1960, established the CBS, which was substantially obtained by Law No. 2 on January 13, 1961. The Bank's activities will be affected by the goals of macroeconomic stability and sustaining the Somali Shilling's internal and foreign value and helping to promote finance and transfer circumstances that are favorable to the Nation's equal and fair growth in the economy, and it will contribute to the State's fiscal and operational policies to the extent that it is able.
On April 8, 1950, the U.s Provision relating Administration "A.F.I.S." established the "Cassa per la circolazione monetaria Della Somalia," a new financial institution regulator with headquarters in Rome (Italy).
As independence loomed in the 1950s, the Head Quarter was shifted to Mogadishu on April 6, 1959, taking over many of the funds, responsibilities, and Banca d'Italia's operations in Mogadishu. It ceased to exist on June 3, 1960, and its functions were passed to the newly founded Somali National Bank.
The National Bank of India was the colonial government's banker until 1960, whenever the State of Somaliland merged with the Area Now known of Somalia (formerly British Somaliland) to become the Somali Republic.
A branch was established in Mogadishu on November 15, 1920. This was Italian Somaliland's first banking institution. A branch was created in Mogadishu in 1938. (Cassa di Risparmio di Torino, which must have started operating in Mogadishu in 1932, was replaced by Banco di Napoli.).
In 1940, Italian Somalia had five bank branches. Mogadishu, Kismayo, and Merca were all served by Banca d'Italia. Mogadishu has a branch of the Banco di Napoli. Both Banco di Roma and Banco di Napoli had branches in Eritrea and Ethiopia, as well as other parts of the region.

The gaining independence Somali Republic established the National Bank of Somalia on July 1, 1960, to take over all of the activities of the Cassa per la circolazione Monetaria Della Somali and the Banca d'Italia office in Mogadishu. The activities of the new institution included both fractional reserve banking and financial services. The United Kingdom granted Somalia independence.
3.2 Central Bank of Somalia's Vision and Mission 
The Monetary Authority of Somalia's objective is to become one of the country's most important federal reserve’s, founded on its independence, robust organizational structure, high-quality workers, technological supremacy, and ability to produce positive results.
The objective of the Central Bank is to ensure price stability as well as the development of an effective, stable, current, and financially sound system. All aspects of the company's operations, as well as the completion of all bank responsibilities, represent the CBS's core values.
3. 3 Structure of central Bank of Somalia
The Governor is also the Executive chairman of Directors and the Bank's Chief Executive Officer. The Governor is a board member of Directors who belongs to the Directors. The Governor is assisted by the Deputy Governor, who also serves as the Bank's Chief operating Officer.
[image: C:\Users\Taagane\OneDrive\Desktop\motivation employee\project\Structure-CBS-e1600524975341.png]
3.4 The Monetary, Financial and Regulatory Policy Group
The Monetary, Financial, and Regulatory Policy Group supports the CBS's macroeconomic and financial stabilization goals by providing timely and comprehensive statistical, explanatory, and research papers and It is responsible for overseeing the stability of financial institutions as well as non-bank financial enterprises, such as payment processing business owners, the national payment system, and the domestic economic system in general.
The Group is responsible for providing all necessary information and recommendations for the establishment and allocation of financial resources as well as the preservation of stability of the financial system. It conducts basic research on the goals and methods of fiscal policy, as well as the domestic economy.



3.5 Currency and banking operations
The Currency Department's mandate is derived from both the Republic's Constitution and the Central Bank Act. The department's two main functions (issuing currency and keeping track of the nature reserve) are part of the authority granted to CBS by the constitution and bill of rights   gives the Bank sole authority to issue notes and coins, effectively making CBS the only legal tender in Somalia.
Its main purpose is to increase and maintain public confidence in the currency. Following that, the Currency Department has the responsibility of creating and distributing paper currency to meet the country's needs, which include.
Currently, the Department manages client accounts using Temenos (T24), which is externally connected with the Ministry of Finance's SFMIS. Temenos T24-SFIMS integrations receive payment instructions, which are subsequently processed to the corresponding clients' accounts at Commercial Banks, or CBS. Temenos is also integrated to the Oracle ERP systems used by the departments of Finance and Human Resources.
To maximize performance, The National Payment Service (NPS) is set to become live in the near future in 2020, with installation as well as operationalization of its components (ACH and RTGS) as well as interaction with existing Temenos functions via additional T24 modules.
The accounts sector is in charge of maintaining track on accounts opened for various entities, such as financial institutions, FGS finance ministry accounts, regional countries, and other FGS department of finance accounts The section is also in charge of maintaining records and providing reports for administration and other CBS clients.
Finance is in charge of the timeliness and quality of treasury services. This includes the command and oversight of money held by CBS on behalf of the entire country (including on-budget and off-budget monies). It's also in aim of safeguarding that these payments go to the right people, avoiding the risk of Deception, laundering, and criminal gangs are all issues that need to be addressed.
The division is primarily responsible for fund transfer activities, which are carried out through an infrastructure that includes: the Seriously Gross Settlers (RTGS) processes for interbank transfers, ii) digital and done by machines money handling functionality, as well as an Automated Clearing (ACH), and iii) the Securities Trading Depository (CSD) for government investment issuance and settlement.
In order to ensure the integrity and full equality for all participants and clients, the division also shows a strong dedication to servicing all clearing and settlement participants. The Financial Services Division is responsible for receiving ministerial revenue.
3.6 Financial administrative & support services
The Financial Administration and Support Programs Group assist the Central Bank of Somalia with a number of activities, including providing support services. The bank's effective internal demands are handled by the Financial Affairs Department.
Budget & Planning, Corporate Accounting, Managerial Accounting, and the Back Office are all housed in one department. The Personal Finances Department is responsible for providing information on all bank activities, the majority of which are financial in nature, in order to assist management in making educated economic decisions concerning the Bank's future.
The CBS's internal financial and budgetary systems are included in this. This department is in charge of the Ledger Accounts, Chart of Account, Accounts Payable, Accounts Receivable, and Fixed Asset Accounting. The Budgeting and Planning Division, which gathers annual project goals and financial needs from each department/function and provides them towards the Board for prioritization and approval, aids the CBS's overall planning.


It also assists with the evaluation of final budget performance by submitting monthly progress reports against budget/program objectives. Manages the budget and reconciles internal and external finances. 
The Department is directed by a Director who provides strategic organizational leadership to ensure that department's objectives are realized, and it is divided into four divisions that reflect the CBS's overall strategic plan for 2020-2024.


















Chapter 4
HR function of the organization
4.0 History of HR Department

The Human Resources department is in responsibility of organization planning and management, as well as Board resource management. In this capacity, it develops and maintains policies in the areas of basic administrative support, human resources, and finance.
Other tasks of an HR department include enhancing employee productivity and safeguarding a firm against workplace issues. Compensation and bonuses, recruitment, firing, and staying current on any rules that may affect the organization and its personnel are all tasks of HR.
The goal of the Human Resources department in the Finance Administrative & Support Services segment is to make sure that there is enough skilled personnel to carry out the Bank's responsibilities and duties to an acceptable standard; design and maintain human resource policies, practices, and procedures that will plan for, receive compensation, select, and develop personnel resources; and collaborate with and advise delegated authorities.
The Central Bank of Somalia performed (1)Implementing and implementing proper human social personnel policies that support industry standards from other modern central banks in order to promote employees' performance, retention, and development. (2) Establishes and executes a high-quality bank internal recruiting program. (3) Uses cutting-edge training methods to develop and deliver high-quality basic skills and professional training to CBS employees. (4) Looks for ways to increase administrative productivity by better utilizing technology and information.


The Department is directed by a Director who provides strategic organizational leadership to ensure the department's goals are realized in line with CBS's organization ’s strategic for 2020-2024. CBS has adopted a human resources policy, which is currently in the initial stage of implementation and will have a substantial impact on staff and culture, after 43 years.
According to the IMF, HR policy encourages employee retention and reduces turnover. Payroll, Core HR, and SSHR modules are currently operational and in the Complete stage, with significant modules such as Process Improvement and Learning and Development to be added soon.
By correctly administering any institution's most precious resource, its workers, a well-run hrm department may provide discipline and the ability to meet business demands. HR activities or participation in a professional organization group can help organizations without a dedicated HR staff produce similar levels of efficiency and human management. Regardless of the various Reinforcing, each discipline's HR practitioners may conduct and oversee one of the five main roles stated below.
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4.1.1 HR Policy and Planning Function
The Planning and Policy department is responsible for administering and coordinating the Bank's achievement management strategy in place, as well as ensuring a great employee designated social and offering learning vehicles for employee communication. In addition, the Division plans and counsels on management issues as they emerge, as well as guaranteeing that the bank's HR activities are conducted competently, successfully, and ethically.
Policies aid organizations in achieving their aims more quickly. HR rules serve as the foundation for effective HRM practices. Moreover, laws serve as a yardstick by which the success of a program can be measured. Employee management policies are broad norms agreed upon by all members of a corporation in order to control the performance of individuals and their directors or administrators.
HR's main job is to figure out what the company's future demands are. What types of staff does the company require, and how many of each? Recruiting, selection, performance evaluation, development and educational and this knowledge will influence all other compensation management..
Workforce planning is comparable to human resource planning. Both are concerned with the current state of the company and also what it would need to do to surely enhance.
Planning is the ongoing process of preparing alternatives in the case that key individuals depart the company. If a key former executive leaves, for example, having a successor on hand maintains consistency and can save a great deal of money.





4.1.2 Recruitment and selection Function 
The Somali Central Bank has issued a statement emphasizing the importance of attracting and retaining outstanding talent. The HRM director is vital because the control the recruitment and hiring process, which is crucial to the institution's future success. To start, HR may speak with an executive officer or supervisory to discover more about the requirements for an open position and the attributes of a potential candidate.
A recruitment strategy can then be developed by the human resources department. Posting job positions both internally and externally, evaluating prospective applicants' résumé and other aim is to apply, and performing preliminary interviews are all examples of this. HR may also be responsible for recognizing and background checks.
HR's role includes recruiting candidates and picking the best ones that work for the organization. Because employees are the heart of the organization, finding the right match is crucial. When a new role is created or an established job becomes available, a demand for gainful jobs is often made.
The director then submits the job requirements to HR, who then begin looking for candidates. In this procedure, CBS's HR department might use a range of selection tools to find the best candidate for the job. Among these are interviews, numerous examinations, reference checks, and other hiring process.
HR may employ reselection strategies when there are a significant number of candidates. These approaches can help you separate the gold from the chaff when it came to discovering qualified candidates. Successful candidates move on to the next round, where they will be questioned and evaluated more thoroughly.
4.1.3 HR Training and Development Function
The section in charge of training and development is in responsibility of enhancing employee productivity. It creates, coordinates, and implements effective development programs for all employees; analyses bank-wide training needs to drive training activities; and locates and organizes relevant training solutions for employees.
This section is constantly on the lookout for, developing, and implementing innovative educational, results, and performance-recognition strategies.
The hiring of qualified personnel is one aspect of an HR agency's work. In order to maintain talent and remain competitive, the Top management may also be in charge of establishing staff development initiatives. This section could include additional on-the-job retraining, skills training, or training programs that help personnel develop and grow in their existing positions or prepares them for advancement within the company.
Human resources departments recognize the value of investment in learning and development for both employers and employees. Greater employee productivity and decreased turnover rates may benefit employers. Employees are motivated when they see their company invest in their growth.
People are a combination of your life circumstances, the country and generation in which they grew up, and a variety of cultural influences. Employees will be able to respond to new in operations, technological, and societal or policy action thanks to hrm learning and development.
Human resources is in charge of learning and development, and good policies can assist the bank to achieve its long-term goals. Learning and development funding have been set aside by many organizations.
Following that, the budget is distributed among employees, with learners, potential leaders, and other elevated acquiring more development than others. Individuals with vastly different backgrounds and experiences may join a company.
Learning and development can help employee’s bridge skill gaps and evolve into leaders. The 9-Box grid is a very well system for integrating T&D operations with performance evaluation. Depending on people’s choices performance and potential ratings, HR and management may offer various growth plans.
Employers must provide workers with the skills needed to succeed, which frequently includes lengthy introduction training to help new employees acclimatize to a new organizational culture. 
Many HR departments also provide training to new employees. Newly hired or promoted employees may be required to complete leadership training on issues such as performance. evaluation as well as how to handle workplace relationships at the department level.
Employees pursuing promotions or personal goals such as earning a college diploma should take full advantage of professional development opportunities.
4.1.4 HR Payroll and Benefits Function
The HR Operation division is in charge of Payroll and Benefits, as well as supervising and coordinating the Bank's Hr activities in the fields of rewards, Personnel policies, and personnel data. Maintains a fully automated human resource information system (HRIS) (HR Information System). In addition, it develops and implements performance appraisal, employee engagement, and internal communications plan.
Pay and benefits are another important HR component at Somalia's central bank. Fair salaries help to keep employees motivated and loyal. Encouraging justice and fairness in remuneration is one of the principles of management of human resources.
The HR department's ability to make the appropriate salary offer is critical to attracting top talent. The organization's budget and performance margins must be balanced. Compensation rises should be closely monitored by HR, and merit-based pay standards should be established. HR may conduct a compensation audit under exceptional circumstances.
In the Somali Central Bank's HR department, there are two types of compensation: main and secondary compensation. Primary compensation is money that is immediately paid for the work, such as a quarterly wage or performance-based pay.
Non-monetary benefits are all regarded as supplementary benefits. Additional vacation days, flexible work hours, daycare, retirement, a car allowance and laptop, and other perks may be available. The goal is to incentivize people by rewarding them.
In succession planning, performance ratings are widely employed. As either a result, a pipeline of talent has been developed. This is a collection of qualified individuals who are able to fill (senior) roles if one becomes available. This pipeline must be created and nurtured for good people management.
A single Hrm department with dual specialization is frequently in charge of employee relations, salary, and benefits. HR's responsibilities in terms of compensation include developing compensation strategies and evaluating competitive pay practices.
A pay and benefits consultant may also coordinate with the pension savings servicer and work with providers to lower group health insurance rates. Despite the fact that payment might be included with the HR's compensation section, many companies outsource administrative duties like payroll.
4.1.5 HR Rewards function
It is impossible to overestimate the importance of rewarding workers for their achievements at Somalia's central bank. Compensation and perks play a critical role in attracting the best candidates for the job and for the organization. 
One of the most important elements to consider is salary, but other important aspects include advancement and career opportunities, but also status, reputation, a favorable business culture, and a decent work-life balance. Employees, for example, are paid for having wonderful teammates and completing important work. Financial remuneration and supplemental (secondary) benefits make up the financial compensation for the job.
The Employee’s Perception encapsulates all of these criteria (EVP). It is the image that a company displays to its employees. As a consequence, the benefits go far beyond monetary compensation. The following is a list of total awards that is not exhaustive: Compensation that is based on performance is referred to as base wage, achievement pay, or incentive pay.
Bonuses, the social context, Job security, status, and a change of pace are all factors to consider. Autonomy, Opportunities for advancement, Input and feedback Opportunities for formal and informal learning
CHAPTER FIVE
ANALYSIS AND FINDIGIS
5.0 Introduction
The responses from respondents are presented, analyzed, and conclusions are drawn in this chapter. And the influence of motivation on the performance was investigated in this study at a single Somali Central Bank in Mogadishu, Somalia. The data was processed and presented in accordance with the study's research objectives.
5.1 Demographic Data
5.1.1 Gender 
Table 5.1.1 Gender of the Respondents
	Gender of respondent

	Description
	Frequency
	Percent
	Cumulative Percent

	
	Male
	26
	81.3
	81.3

	
	Female
	6
	18.8
	100.0

	
	Total
	32
	100.0
	


Source: Primary Data

Table 5.1.1 The majority of the responders were male, with 26 (81.3%) being male and 6 (18.8%) being female. According to the findings, the majority of the responders were men.

	
Marital Status 

	
	Frequency
	Percent
	Cumulative Percent

	
	Single
	10
	31.3
	31.3

	
	Married
	21
	65.6
	96.9

	
	Divorced
	1
	3.1
	100.0

	
	Total
	32
	100.0
	


The figure 5.1.1below shows the above information graphically.
5.1.2 Marital Status of respondents
Source: primary data, 2022
Table 5.1.2 According to the data, 21 (65.6%) of the respondents at the specified Central Bank of Somali in Mogadishu were marriage, 10 (31.3%) were single, and 1 (3.1%) of the respondents at the identified Central Bank of Somalia in Mogadishu were divorced and the majority of participants at Somalia's designated central bank in Mogadishu were married, according to the data obtained.

The figure 5.1.2below shows the above information graphically.


5.1.3 Department of Respondents

	Departments

	
	Frequency
	Percent
	Cumulative Percent

	
	Procurement Department.
	2
	6.3
	6.3

	
	HR Department
	2
	6.3
	12.5

	
	Banking Operation Department
	7
	21.9
	34.4

	
	Finance Department
	8
	25.0
	59.4

	
	Others
	13
	40.6
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table 5.1.3 shows that Other employees in the institution accounted for 13 (40.6 percent) of survey respondents at the preferred Central bank of Somalia in Mogadishu, Finance Department accounted for 8 (25.0 percent), Banking Operation Department accounted for 7 (21.9 percent), and HR D accounted for 2 (6.3 percent) of respondents at the selected CBS  in Mogadishu. According to the data gathered, the majority of the respondents to the specified CBS  in Mogadishu were other institutional staff.

The figure 5.1.3 below shows the above information graphically.
5.1.4 Education Level of Respondents

	Education Level 

	
	Frequency
	Percent
	Cumulative Percent

	
	Secondary Certificate
	2
	6.3
	6.3

	
	Bachelor
	8
	25.0
	31.3

	
	Masters
	22
	68.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
As the table 5.1.4 As shown above, the majority of the participants 22 (68.8%) were Masters Degree, 8 (25.0%) were bachelor Degree, and 2 (6.3%) were secondary thus that the researcher reveals that the most respondents 22 respondents (68.8%) were Masters Degree.


The figure 5.1.4 below shows the above information graphically.



5.1.5 Experience Level of Respondents

	Experience Level 

	
	Frequency
	Percent
	Cumulative Percent

	
	Less Than 1 Year
	6
	18.8
	18.8

	
	2 Years
	3
	9.4
	28.1

	
	2_3 Years
	4
	12.5
	40.6

	
	3_4 Years
	5
	15.6
	56.3

	
	5 Years and above
	14
	43.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022	
As the table 5.1.5 As seen above, the majority of the respondents 14 (43.8%) were 5 Years and above, 6 (18.8%) were Less Than 1 Year, 5 (15.6%) were 3_4 Years, 4 (12.5%) were 2_3 Years and 3 (9.4%) 2 Years. Thus according to the answer provided by target people, So that the researcher realized that the most respondents of 14 (43.8%) were 5 Years.

The figure 5.1.5 below shows the above information graphically.
5.2 General information of the study
5.2.1 Level of motivation
The level of motivation was the independent variable in this study, and the researcher wanted to know how high it was. On a scale of one to four, respondents were asked to evaluate their motivation and confidence on a scale of one to ten, with one indicating severe disagreement, two suggesting disagreement, three indicating agreement, and four indicating strongly agreement. SPSS was used to evaluate their responses, and single means were used to summarize them.
5.2.1.1 Role of Motivational Goal-setting on Performance
5.2.1.1 I recognize the significance of my goals or targets in connection to the organization's overall goal.
	    Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	2
	6.3
	6.3

	
	Disagree
	1
	3.1
	9.4

	
	Neutral
	2
	6.3
	15.6

	
	Agree
	9
	28.1
	43.8

	
	Strongly Agree
	18
	56.3
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 18 (56.3%) of those responded said agree. Another 9 (28.1%) strongly agreed with the assertion in perspective of the institution's ultimate goal, I recognize the significance of my goals/targets, while 2 (6.3%) strongly disagreed, 1 (3.1%) disagreed, and 2 (6.3%) were Neutral, indicating that the majority of participants strongly agreed with the statement.

The figure 5.2.1.1.1 below shows the above information graphically
Table 5.2.1.1. 2 In my employment, I have definite, measurable goals.

	    Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	1
	3.1
	3.1

	
	Disagree
	1
	3.1
	6.3

	
	Neutral
	1
	3.1
	9.4

	
	Agree
	11
	34.4
	43.8

	
	Strongly Agree
	18
	56.3
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 18 (56.3%) of those polled said yes. In my profession, I have defined, due to its great, another 11 (34.4%) agreed, 1 (3.1%) disagreed strongly, 1 (3.1%) disagreed, and 1 (3.1%) of answers were indifferent, showing that the majority of participants strongly agreed with the statement.


The figure 5.2.1.1.2 below shows the above information graphically
Table 5.2.1.1 3 As a worker, I enjoy the difficulties that my job provides.

	   Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	3
	9.4
	9.4

	
	Disagree
	2
	6.3
	15.6

	
	Neutral
	10
	31.3
	46.9

	
	Agree
	6
	18.8
	65.6

	
	Strongly Agree
	11
	34.4
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows the statement is strongly agreed upon by 11 (34.4%) of the respondents. as a worker, I enjoy the difficulties that my job provides, another 6 (18.8%) agreed, 3 (9.4%) disagreed strongly, 2 (6.3%) disagreed, while 10 (31.3%) of the respondents were Neutral so majority of respondents strongly agreed with statement.


The figure 5.2.1.1.3 below shows the above information graphically

Table 5.2.1.1 4 I have been allocated a mentor within the organization to assist me in accomplishing my objectives.

	   Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	6
	18.8
	18.8

	
	Disagree
	6
	18.8
	37.5

	
	Neutral
	7
	21.9
	59.4

	
	Agree
	7
	21.9
	81.3

	
	Strongly Agree
	6
	18.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 6 (18.8%) of the respondents Strongly Agree with the statement, I have been allocated a mentor within the organization to assist me in accomplishing my objectives, another 7 (21.9%) agreed, 6 (18.8%) disagreed strongly, 6 (18.8%) disagreed, while 7 (21.9%) of respondents were neutral, indicating that the majority of participants strongly agreed with the statement.

The figure 5.2.1.1.4 below shows the above information graphically

Table 5.2.1.1 I receive fair and constructive input on my aims and objectives on a regular basis.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	6
	18.8
	18.8

	
	Disagree
	2
	6.3
	25.0

	
	Neutral
	7
	21.9
	46.9

	
	Agree
	8
	25.0
	71.9

	
	Strongly Agree
	9
	28.1
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 6 (18.8%) of the respondents Strongly Agree with the statement, I receive fair and constructive input on my aims and objectives on a routine basis, another 8 (25.0%) agreed, 6 (18.8%) disagreed strongly, 2 (6.3%) disagreed, while 7 (21.9%) of the respondents were Neutral so majority of respondents strongly agreed with statement.

The figure 5.2.1.1.5 below shows the above information graphically

	Descriptive Statistics
	

	Indicators
	Mean
	Std. Deviation
	Interpretation

	I recognize the significance of my goals/targets in relation to the organization's overall goal.
	4.25
	1.135
	Very good

	In my employment, I have definite, measurable objectives.
	4.37
	.941
	Very good

	As an employee, I enjoy the difficulties that my job provides.
	3.62
	1.288
	Very good

	I've been allocated a mentor within the organization to help me in accomplishing my objectives.
	3.03
	1.402
	Very good

	I receive fair and constructive input on my aims and objectives on a regular basis.
	3.37
	1.453
	Very good

	Total Average 
	    3.72
	
	       Very good


Source: primary data, 2022
Results in table 5.2.1.1.6 indicate that the Role of Motivational Target on Performance is generally greater, as demonstrated by the average total 3.72, the highest-rated rated aspect of I understand how important my goals/targets are in terms of the organization's broader goal (Mean=4.25), and I have definite, measurable objectives in my employment (Mean=4.37). As an employee, I love the challenges that come with working for (mean=3.62), within the workplace, I have a supervisor who aids me in achieving my goals and objectives (mean=3.33), and I regularly receive fair and evaluation and feedback on my goals/targets (mean=3.37).

5.2.2.1 Role of Financial/Monetary Incentives on Employee Performance

Table 5.2.2.1.1 I am happy with the amount of money I receive.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	6
	18.8
	18.8

	
	Disagree
	8
	25.0
	43.8

	
	Neutral
	7
	21.9
	65.6

	
	Agree
	6
	18.8
	84.4

	
	Strongly Agree
	5
	15.6
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Above shows 8 (25.0%) of respondents disagree with the proposition, "I am content with the level of payment I receive," while 6 (18.8%) strongly disagree, 6 (18.8%) agree, 5 (15.6%) strongly agree, and 7 (21.9%) of participants are neutral, the majority of responders disagree with the assertion, indicating that the statement is untrue.

The figure 5.2.2.1.1   below shows the above information graphically

Table 5.2.2.1.2 In comparison to other public sector companies, the salary supplied by the organization is quite competitive.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	3
	9.4
	9.4

	
	Disagree
	4
	12.5
	21.9

	
	Neutral
	11
	34.4
	56.3

	
	Agree
	8
	25.0
	81.3

	
	Strongly Agree
	6
	18.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows In comparison to other public sector companies, the salary supplied by the organization is quite competitive, according to 11 (34.4%) of the respondents; another 8 (25.0%) agreed, 6 (18.8%) strongly agreed, 4 (12.5%) disagreed, and 3 (9.4%) strongly disagreed, indicating that the majority of people were indifferent to the remark.

The figure 5.2.2.1.2   below shows the above information graphically

Table 5.2.2.1.3 Our wage policy aids in attracting and retaining high-performing individuals.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	6
	18.8
	18.8

	
	Disagree
	3
	9.4
	28.1

	
	Neutral
	10
	31.3
	59.4

	
	Agree
	6
	18.8
	78.1

	
	Strongly Agree
	7
	21.9
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 10 (31.3 percent) of respondents our company's wage policy aids in attracting and retaining high-performing individuals, another 7 (21.9 percent) strongly agreed, 6 (18.8%) strongly disagreed, and 3 (9.4%) disagreed, suggesting that the majority of participants were Neutral with the statement.

The figure 5.2.2.1.3   below shows the above information graphically
Table 5.2.2.1.4 My income and other hygienic aspects have contributed to my job contentment.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	3
	9.4
	9.4

	
	Disagree
	8
	25.0
	34.4

	
	Neutral
	9
	28.1
	62.5

	
	Agree
	6
	18.8
	81.3

	
	Strongly Agree
	6
	18.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 9 (28.1%) of the participants were Neutral with the statement, "My income and other hygiene elements have led to a contentment of my employment," whereas 6 (18.8%) Strongly agreed, 6 (18.8%) Agree, 6 (18.8%) Strongly Disagree, and 3 (9.4%) of the respondents disagreed.

The figure 5.2.2.1.4   below shows the above information graphically

Table 5.2.2.1.5 I think the money I get paid is a good deal.
	
	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	8
	25.0
	25.0

	
	Disagree
	5
	15.6
	40.6

	
	Neutral
	8
	25.0
	65.6

	
	Agree
	7
	21.9
	87.5

	
	Strongly Agree
	4
	12.5
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 8 (25.0 percent) of respondents were Neutral about the statement, "I believe the money I am paid is a strong," while 4 (12.5 percent) strongly agreed, 7 (21.9 percent) agreed, 8 (25.0 percent) strongly disagreed, and 5 (15.6 percent) disagreed.

The figure 5.2.2.1.5   below shows the above information graphically

	Descriptive Statistics
	Mean
	Std. Deviation
	Interpretation

	I'm satisfied with the value of currency I get..
	2.87
	1.361
	Very good

	In comparison to other public-sector organizations, the organization's salary is relatively competitive.
	3.31
	1.203
	Very good

	Our wage policy aids in attracting and retaining high-performing individuals.
	3.15
	1.393
	Very good

	My income and other hygienic aspects have contributed to my job contentment.
	3.12
	1.263
	Very good

	I think the money I get paid is a good deal.
	2.81
	1.378
	Very good

	Total Average 
	3.11
	
	       Very good


Source: primary data, 2022
The table above shows the results that the role of financial/monetary incentives on employee performance is generally high, as evidenced by the total average 3.11, the highest rated aspect being that The quantity of money I receive is satisfactory to me (Mean=2.87), In comparison to certain other public sector organizations, the salary supplied by the institution is quite competitive (Mean=3.31), our wage policy aids in attracting and retaining high-performing individuals (mean=3.31). My income and other hygienic considerations have resulted in me being satisfied with my job (mean=3.12), and I believe I am getting a decent bargain with the money I have been provided. (mean=2.81).
5.2.3.1. Role of Recognition and Reward Programs on Performance
Table 5.2.3.1 Non-monetary motivations such as appreciation, inclusive decision-making and flexible working hours are used in our organization to motivate us.
	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	5
	15.6
	15.6

	
	Disagree
	5
	15.6
	31.3

	
	Neutral
	8
	25.0
	56.3

	
	Agree
	7
	21.9
	78.1

	
	Strongly Agree
	7
	21.9
	100.0

	
	Total
	32
	100.0
	



Source: primary data, 2022
Table above shows 8 (25.0%) of the respondents were neutral on the statement, "In our organization, we use non-monetary incentives like recognition, inclusive decision-making, and flexible working hours to motivate us," while another 7 (25.0%) were positive (21.9 percent ) Strongly agreed, 7 (21.9%) Agree, 5 (15.6%) Strongly Disagree, and 5 (15.6%) Disagree, indicating that the majority of respondents were Neutral on the issue.

The figure 5.2.3.1 below shows the above information graphically
Table 5.2.3. It is vital for me to be properly recognized for a job well done by management/supervisor.
	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	2
	6.3
	6.3

	
	Disagree
	3
	9.4
	15.6

	
	Neutral
	7
	21.9
	37.5

	
	Agree
	9
	28.1
	65.6

	
	Strongly Agree
	11
	34.4
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 7 (21.9%) of respondents were Neutral on the statement, It is essential for me to receive legal recognition from managerial for a job well done, while 11 (34.4%) strongly agreed, 9 (28.1%) agreed, 2 (6.3%) strongly disagreed, and 3 (9.4%) strongly disagreed, indicating that the majority of participants strongly agree with the statement.

The figure 5.2.3.2 below shows the above information graphically

Table 5.2.3.3 Training and development (e.g., seminars, scholarships) are used by our organization to keep us motivated.

	  Description
	Frequency
	Percent
	Cumulative Percent

	







	Strongly Disagree
	2
	6.3
	6.3

	
	Disagree
	4
	12.5
	18.8

	
	Neutral
	5
	15.6
	34.4

	
	Agree
	9
	28.1
	62.5

	
	Strongly Agree
	12
	37.5
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 12 (37.5%) of those polled said yes. 9 (28.1%) strongly agree with this statement, our organization utilizes training programs (such as a workshop or a scholarship) to inspire us, while 4 (12.5%) disagreed, 2 (6.3%) definitely happen to disagree, and 5 (15.6%) were Neutral.

The figure 5.2.3.3 below shows the above information graphically

Table 5.2.3.4 Our organization has a reward system that is both fair and balanced.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	7
	21.9
	21.9

	
	Disagree
	8
	25.0
	46.9

	
	Neutral
	10
	31.3
	78.1

	
	Agree
	3
	9.4
	87.5

	
	Strongly Agree
	4
	12.5
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows our organization offers a compensation plan that is both fair and equitable, according to 10 (31.3 percent) of respondents; another 8 (25.0 percent) Disagree, 7 (21.9 percent) Strongly Disagree, 4 (12.5 percent) strongly Agree, and 3 (9.4 percent) Agree, indicating that the majority of respondents were Neutral with the statement.

The figure 5.2.3.4 below shows the above information graphically
Table 5.2.3.5 Our present recognition and incentive scheme encourages me to work more.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	7
	21.9
	21.9

	
	Disagree
	7
	21.9
	43.8

	
	Neutral
	6
	18.8
	62.5

	
	Agree
	7
	21.9
	84.4

	
	Strongly Agree
	5
	15.6
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
According to the table above, 7 (21.9%) of participants find it hard to believe "Our current acknowledgment and incentive program drives me to work better," while the other 7 (21.9%) disagrees, 7 (21.9%) agree, 5 (15.6%) agree strongly, and 6 (18.8%) are Neutral.

The figure 5.2.3.5 below shows the above information graphically

	Descriptive Statistics
	Mean
	Std. Deviation
	Interpretation

	Non-monetary motivations such as promotion, inclusive decision-making and flexible working hours are used in our organization to motivate us.
	3.18
	1.378
	Very good

	It is critical for me to be officially recognized by supervision for a job well done.
	3.75
	1.218
	Very good

	Training and development (e.g., seminars, scholarships) are used by our organization to keep us motivated.
	3.78
	1.263
	Very good

	Our organization has a reward system that is both fair and balanced.
	2.65
	1.285
	Very good

	Our present recognition and incentive scheme encourages me to work more.
	2.87
	1.408
	Very good

	Total Average 
	3.24
	
	Very good



Source: primary data, 2022
As indicated in the table, the overall average of 3.24, which is the highest score I have, indicating that the Role of Recognition and Incentive Schemes on Performance is typically positive. In our organization, non-monetary advantages such as recognition, to keep us motivated, we use participative decision and flexible hours. It is critical for me to be publicly recognized by government for good work. (Mean=3.75), our company uses development and training to keep us motivated. (e.g., seminars, scholarships). With (Mean=2.87), Our company's fair and equal incentive system drives me to do greater, and our existing incentive and compensation process encourages me to do better with (mean=2.65).
5.3.1.3 Employee performance
Table 5.3.1 Employees' performance improves when their goals are clear.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	2
	6.3
	6.3

	
	Neutral
	3
	9.4
	15.6

	
	Agree
	13
	40.6
	56.3

	
	Strongly Agree
	14
	43.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
13 (43.8%) of responses are shown in the table above. Another 13 (40.6 percent) Agree, 3 (9.4 percent) Neutral, and 2 (6.3 percent) strongly Disagree with the assertion that achievement motivation among employees helps to improve their performance, suggesting that the majority of participants strongly accept the argument.

The figure 5.3.1 below shows the above information graphically

Table 5.3.2 Employee growth and organizational progress are among the objectives of employee performance.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Disagree
	2
	6.3
	6.3

	
	Strongly Disagree
	1
	3.1
	100.0

	
	Neutral
	5
	15.6
	21.9

	
	Agree
	12
	37.5
	59.4

	
	Strongly Agree
	12
	37.5
	96.9

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 12 (37.5 percent) of responders Definitely Believe that performance evaluations goals include employee growth and organizational progress, while another 12 (37.5 percent) Agree, 2 (6.3 percent) Disagree, 3 (3.1 percent) completely Disagree, and 5 (15.6 percent) Neutral.

The figure 5.3.2 below shows the above information graphically
Table 5.3.3 the employee's performance may improve if he or she feels accepted.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Neutral
	7
	21.9
	21.9

	
	Agree
	11
	34.4
	56.3

	
	Strongly Agree
	14
	43.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows the majority of participants highly agree with the assertion that a worker's sense of acceptable may increase his or her output, with 14 (43.8%) highly agreeing, 11 (34.4%) agreeing, and 7 (21.9%) neutral.

The figure 5.3.3 below shows the above information graphically
	
Table 5.3.4 Motivation is the most important factor in employee performance

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	1
	3.1
	3.1

	
	Agree
	9
	28.1
	31.3

	
	Strongly Agree
	22
	68.8
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 22 (68.8%) of participants, motivation is the key aspect of employee performance, while 9 (28.1%) accept and 1 (3.1%) completely disagree, indicating that the majority of participants highly agree with the assertion.

The figure 5.3.4 below shows the above information graphically

Table 5.3.5 Employee motivation and performance have a close relationship.

	  Description
	Frequency
	Percent
	Cumulative Percent

	
	Strongly Disagree
	1
	3.1
	3.1

	
	Disagree
	1
	3.1
	6.3

	
	Neutral
	1
	3.1
	9.4

	
	Agree
	9
	28.1
	37.5

	
	Strongly Agree
	20
	62.5
	100.0

	
	Total
	32
	100.0
	


Source: primary data, 2022
Table above shows 20 (62.5%) people strongly agree that there is a considerable connection among motivation and job satisfaction, while 9 (28.1%) disagreed, 1 (3.1%) strongly disagrees, and 1 (3.1%) is neutral. This indicates that the majority of responders agree with the statement strongly.

The figure 5.3.4 below shows the above information graphically

	Descriptive Statistics
	Mean
	Std. Deviation
	Interpretation

	Employees' performance improves when their goals are clear.
	4.15
	1.050
	Very good

	Employee growth and organizational progress are among the objectives of employee performance.
	5.65
	8.866
	Very good

	The employee's performance may improve if he or she feels accepted.
	4.21
	.7924
	Very good

	The most significant component in employee success is motivation.
	4.59
	.7975
	Very good

	Employee motivation and performance have a close relationship.
	4.43
	.9482
	Very good

	Total Average
	4.60
	
	Very good


Source: primary data, 2022


The total average 4.60 indicates that the role of recognition and reward programs on performance is generally high, as evidenced by the highest rated aspect; Employees have a clear understanding of their objectives, which helps them perform better. (Mean=4.15), and employee performance objectives, such as employee growth and organization enhancement (Mean=5.65), the employee's sense of acceptability may increase his or her performance by (mean=4.21) Employee motivation is the most significant component in employee performance (mean=4.59), and employee performance and motivation have a strong link (Mean=4.43).
5.4.1 The link between employee motivation and performance
	Table 5.4.1 Correlations between Motivation and Employee performance

	
	Motivation
	Employee performance

	Motivation
	Pearson Correlation
	1
	.478

	
	Sig. (2-tailed)
	
	.006

	
	N
	32
	32

	Employee performance
	Pearson Correlation
	.478
	1

	
	Sig. (2-tailed)
	.006
	

	
	N
	32
	32

	


Source: primary data, 2022
As the table above shows Employee performance and motivation are related. The correlation between Motivations was studied using Pearson product movement correlation based on the results of the table above. The data demonstrated a substantial positive association between the variables. There is a positive relationship between both the role of motivation and employee performance, as indicated in the table, with a coefficient of correlation (r.478) at the level of employee performance (a 0.05).


Chapter 6
Recommendation and Conclusion
Recommendation
The following recommendations were made for increasing staff engagement and performance in Somalia's banking sector.
1) According to the findings and analysis of the research, top Somali executives are plainly dissatisfied with the current motivation and performance structure. 
2) It is self-evident that motivation serves as a tool for improving employee performance in the workplace. Employee performance is favorably associated to employee motivation, work happiness, performance, and loyalty, according to the project. As a result, the administration of Somalia's central bank should use a variety of motivational tactics and provide financial and non-financial rewards to staff based on their success. This will increase staff loyalty and the institution's overall performance.
3) Management should inform employees about the many ways of employee motivation. Employee performance tools should be straightforward and properly defined. As a result, employees will be able to understand the criteria for the employee performance system, will have a better understanding of it, and will be better prepared for the employee performance system.
4) As a result, there is a high degree of satisfaction among bankers. In our country, certain central banks appropriately analyze employee performance, thank them for their contributions, and communicate and inform employees about the results of their work. However, the majority of public banks do not follow the identical procedure outlined above. As a result, it is recommended that performance systems be based solely on job-related parameters.
5) In the majority of Somali banks, the supervision is the single judge of an employee's performance. However, this is not a good technique to achieve precise results. As a result, the banking industry should implement a 360-degree performance review system. Because this is a comprehensive assessment of the performance of the employee that includes feedback from their boss, coworkers, colleagues, suppliers, and customers. Employees should be able to better identify their strengths and limitations as a result of this.
6)  Banking executives should focus on establishing and maintaining employee happiness during the performance review process by balancing effort, time, commitment, and loyalty.
Conclusion
All managerial efforts are built on the foundation of inspiration. Motivation is crucial to an organization's success. In this competitive age, it is necessary to employ appropriate motivational tools in order to get the desired results. Somalia's financial sector is becoming more developed as time goes on.
Employee performance is favorably related to employee motivation and performance, according to the study; furthermore, the formal motivation process benefits in boosting employee performance.
As a result, performance evaluation is undeniably a tool for aligning company and effectiveness and employee. This aids management in understanding the meaning of effectively addressing the issue, dismissal, compensation, learning, advancement, transmit, recognition programs, and pay hikes. By having a proper performance system, the banking sector can increase its performance.
Suggestions for further research 
Despite the fact that monetary incentives are extremely motivating, employers demand other incentives such as training, parties, and team building. According to the paper, further research is needed to determine what drives employees.
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QUESTIONNAIRE
APPENDIX 1: 
LETTER OF INTRODUCTION
TOPIC: 
THE ROLE OF MOTIVATION AND EMPLOYEE PERFORMANCE
(To be filled in by the employees of Central Bank of Somalia, Mogadishu)
Dear Respondent, 
I am a Somali student at United International University (UIU) in Bangladesh, where I am pursuing a master's in international human resource management. I'm conducting research on the effects of motivation on performance as part of my Masters's program, to use the Central Bank of Somalia in Mogadishu as a study case.
Please take a few moments to complete the following survey. Your responses and recommendations will be kept completely confidential, and the study team's names will not appear in the full report. Your participation and assistance are much appreciated.
Yours Sincerely, 



Mohamed Ahmed Mohamed (Taagane)



APPENDIX 2:
QUESTIONNAIRE
The overall goal of this research is how employee motivation influences government employees. The examination will concentrate on Somalia's Central Bank, which is based in Mogadishu. The complete interpretation was intended to aid the researcher in collecting the information needed to evaluate the study's research questions. Feel free to fill it out as completely as possible.
PART A: Demographics
Gender: 
1) Male                2) Female 
Marital status:
1) Single              2) Married             3) Divorced             4)Widow(er)  
Age Group:
Below 25              26-30             31-35             36-40             41 and above 
Department:
Procurement Dept.           HR Dept.         Banking Operation Dept.           Finance Dept.       others (please state)…………………….
Highest level of education attained:
Secondary certificate             Bachelor             Masters             PHD 
Level of Experience:
Tenure: How long have you worked at Central Bank of Somalia?
Less than 1 Yr        1-  2 Yrs             2-3 Yrs             3-4 Yrs             5 Years and above     

PART B: Role of Motivational Goal-setting on Performance? 
1. The questions in this section are about characteristics related to the job's goals and objectives. Please use the key below to mark how much you agree with each statement.
1= Strongly Disagree 
2=Disagree 
3=Neutral 
4=Agree 
5= Strongly Agree
	No
	Goal- Setting
	1
	2
	3
	4
	5

	1
	I understand the importance of my goals in relation to the organization's overarching goal.
	
	
	
	
	

	2
	In my employment, I have definite, measurable objectives.
	
	
	
	
	

	3
	As an employee, I enjoy the difficulties that my job provides.
	
	
	
	
	

	4
	I've been allocated a mentor within in the organization to help me in accomplishing my objectives.
	
	
	
	
	

	5
	I receive fair and constructive input on my aims and objectives on a regular basis.
	
	
	
	
	



PART C: Role of Financial/Monetary Incentives on Employee Performance 
1. The inquiries in this part are on characteristics relating to monetary incentives and their impact on employee performance. Using the key below, please indicate the extent to which you agree with each statement. 
1= Strongly Disagree 
2=Disagree 
3=Neutral
 4=Agree 
5= Strongly Agree
	No
	Financial Incentives/ Monetary Factors
	1
	2
	3
	4
	5

	1
	The amount of currency I receive is satisfactory to me.
	
	
	
	
	

	2
	The organization's remuneration is competitive when compared to comparable public-sector organizations.
	
	
	
	
	

	3
	Our wage policy aids in attracting and retaining high-performing individuals.
	
	
	
	
	

	4
	My income and other hygienic aspects have contributed to my job contentment.
	
	
	
	
	

	5
	The sum of money I get paid, I believe, reflects the company's importance of my work.
	
	
	
	
	



PART D: Role of Recognition and Reward Programs on Performance?
2. The parts of the questionnaire are about recognizing features and reward programs, and their role on employee performance. Using the key below, please indicate the extent to which you agree with each statement.
1= Strongly Disagree
2=Disagree
3=Neutral
4=Agree
5= Strongly Agree








	No
	Recognition and Reward
	1
	2
	3
	4
	5

	1
	In our organization, non-monetary incentives such as development, inclusive decision-making, and flexible hours are employed to keep us motivated.
	
	
	
	
	

	2
	It is vital for me to have official managerial recognition for a job well done.
	
	
	
	
	

	3
	Training and development (e.g., seminars, scholarships) are used by our organization to keep us motivated.
	
	
	
	
	

	4
	Our organization has a reward system that is both fair and balanced.
	
	
	
	
	

	5
	Our present recognition and incentive scheme encourages me to work more.
	
	
	
	
	



SECTION F: Relationship between motivation and employee performance
The questions in this section are on the qualities of motivating programs and their effect on employee performance. Please use the key below to determine how much you trust each statement.
1= Strongly Disagree
2=Disagree
3=Neutral
4=Agree
5= Strongly Agree







	No
	Motivation and employee performance
	1
	2
	3
	4
	5

	1
	Employees' performance improves when their goals are clear.
	
	
	
	
	

	2
	Employee growth and organizational progress are among the objectives of employee performance.
	
	
	
	
	

	3
	The employee's performance may improve if he or she feels accepted.
	
	
	
	
	

	4
	The most significant component in employee success is motivation.
	
	
	
	
	

	5
	Employee motivation and performance have a close relationship.
	
	
	
	
	



                               
                               Thank you for completing the survey!
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