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INTRODUCTION 
1. 0              BACKGROUND TO THE RESEARCH 
Motivation has been discovered in recent times to be very significant because of its impact on organisational success; this has made organisations to be able to meet up with the competitive advantage in the global market through increase in employee performance over time (Hitt et al. 2000). Chowdury (2007) describes motivation to be a way of picking out a need in employees and make it achievable in a systematic way. He went further to state that motivating employees is  very important because it opens up their skill to meet the demands of the organisation,  therefore it is important that organisations look out for the needs of their employees and marry it to the needs of the organisation. Motivation is been seen as a practice that gives rise to maintaining goal directed behaviour, it has also been noticed that both intrinsic and extrinsic motivation play vital roles in respect to work performance in organisations. Generally, it has been noticed in organisations that employees value motivation in which ever form (extrinsic or intrinsic) made available to them. This sets out as a challenge for management and staffs in the banking sector of Saudi Arabia considering the highly increasing multicultural workforce that possesses diverse views of realism, educational knowledge and experience, which are probable end results of societal norms, value and personal belief system (Hall 1995), according to Kunz and Pfaff (2002), it has also been noticed that self-motivated employees always put the organisation and its customers interest first to gain peer recognition which is in line with the organisational goals. On the other hand, extrinsic motivators have  been seen for a very long time to have an impact on employee motivation and performance at work which has made extrinsically motivated employees  to be motivated by other forces other than internal like promotions and other forms of financial rewards or incentives(Kunz and Pfaff, 2002; Pullins, 2002).  However, considering the high competitiveness in the global market, organisations have sort for motivation because of the impact it has on job performance which has made motivation very important in organisations today. 
1. 1 PROBLEM OF DISCUSSION 
In organisations today, motivating employees has become very compulsory to help enhance the actualisation of organisational goals. Organisations now prepare packages and incentives for job well done and on the other hand punishments for non-performance. For a very long time now, there have been a lot of debates on the impact of motivation on job performance but this research will be going in debt to critically evaluate the impact of motivation on job performance using the banking sector of Saudi Arabia. Motivation brings about increase in output which is necessary for the actualisation of organisational goals. This research will be looking at the motivation culture of the banking sector of Saudi Arabia which shows the existence of extrinsically based motivation like the allowances, loans, health care services and lots more. The comfort associated with jobs in this sector has made employees to do everything possible to protect their jobs which on the other hand kills employees desire to be self-motivated. It is generally argued that the tendency to work based on self-will is very important for mental, social and physical development because it is by doing what you love to do best that helps you increase your knowledge and skill in it. It is rather rational to argue that all behaviours can be influenced by motivation (reward)(Skinner 1953, cited in Ryan and Deci 2000; p4), the extrinsically based motivation style been utilised in the banking sector of Saudi Arabia is in no doubt going to kill the rate at which employees will be self-motivated because extrinsic motivations are argued to have some kind of control over employees and makes them loose that free will of choice which intrinsic motivation offers (Ryan and Deci 2000; p5). This obviously shows that employees are strongly influenced by financial rewards and loose that grip on attaining perfection through self-will because they are no more curious to learn. However, (Ryan and Deci 2000, p6), believe that employees perform better through self-actualisation and achievements rather than through external factors and this raises an issue of how long this extrinsic motivation strategy of the banking sector of Saudi Arabia will last. 
1. 2 RESEARCH QUESTIONS 
This research focuses on the impact motivation (intrinsic and extrinsic) has on job performance, the paper will be looking at motivating and demotivating factors on employees of the banking sector in Saudi Arabia and also relevant suggestions for organisations to put in place to be able to gain a competitive advantage in the global market. The researcher has raised these four questions to be able to achieve the aim of the researchRQ 1:  To understand the complexities, determinants and dynamics of, and between, intrinsic or extrinsic motivators? RQ 2:  Does employee motivation change as employee’s progress in their career? RQ 3:  How does an individual difference affect motivation in the same organization? RQ 4: How does motivation affect job performance? 
1. 3 RESEARCH PURPOSE 
The purpose of this research is to critically evaluate the impact of motivation on employee job performance in the banking sector of Saudi and also to further review into what actually motivates employees and the impact it has on their performance. This analysis would be carried out using questionnaires to get employees opinion. This research will use the results from the questionnaires to build up suggestions on strategies that will be put in place to achieve desired organisational goals with the intention of providing management with relevant instruments to motivate employees. 
1. 4 RESEARCH DESIGN 
This research work will be making use of academic literature related to motivation and job performance using key theories and terms that are relevant for this study and to business organisations such as the banking sector of Saudi Arabia to critically evaluate the impact motivation has on job performance and also to find out if the employees in this sector are really satisfied with the motivation incentives in use for them. This paper is done using primary data. The literature review chapter will review several theories of motivation and academic literature on employees performance.. The methodology chapter will present philosophy and methods of research undertaken for this study. It will also describe the sampling data collection tool and the method for data analysis. The fourth chapter will present the result of the research study. In the fifth chapter, conclusion will be made resulting from the data analysis. The research will offer recommendation to the industry with due consideration to the result of the primary data and the review of the literature. 
1. 5 RESEARCH CONTRIBUTION 
This research will critically evaluate the impact motivation has on the job performance of those in the banking sector of Saudi Arabia. The results of the research will be drawn as a suggestion for business organisations to improve their managerial competences and to help increase their level of consciousness when building up incentives, packages, and schemes in form of motivation for their employees. These results could be used as strategies for gaining competitive advantage in the global market. 
CHAPTER TWO 
LITERATURE REVIEW 
1. 0              INTRODUCTION 
Employee motivation in recent times has been noticed to be a very essential part of management which has made it really popular over the past decades both theoretically and practically. A lot of literature’s on employee motivation centres on areas like its concepts, theories, types and its impact on employee performance. This chapter will be making use of essential areas in the following subsections to prove its point. 
2. 1 CONCEPT OF MOTIVATION 
The concept of work motivation play a vital role in the field of management, as it permeates many of the different fields that compose its study including leadership, performance management, organisational change, and Human Resources. Managers see the issue of motivation as an integral part of job performance improvement, while researchers see it as a crucial step in developing useful theories for effective management. Despite its obvious importance to work and organisations, the concept is however, a difficult one to properly define due to many philosophical orientations toward the nature of human beings and what can be known about people says Pinder (1998) cited in Meyer et al. (2004), and this led Kleinginna and Kleinginna (1981) cited in Meyer et al. (2004) to identify approximately 140 attempts to define the concept of motivation. According to Steers et al (2004), the understanding of human motivation can be dated back as far as the time of the Greek  philosophers during the era when their focus was on the concept of hedonism, when it was been seen as an influencer of human behaviour based on their assumption that individuals preferred to seek pleasure and avoid pain. Motivation at some time in the nineteenth century started to move from philosophy to psychology which was newly surfacing. Furthermore, According to Steers et al.(2004), scientist in the area of behavioural science started a search at that time for more empirically based models to explain motivation. In addition, Locke and Latham (2004) stated that the instinct theory actually came up during that time and lots of others like those proposed by James, Freud and McDougall. Then the Mayo’s, Roethlisberger and Dickson’s works came in the 1930s who all had the same view that performance of employees will drop if they are not treated fairly because their moral will be low. In the 1950s, a lot of new models on work motivation came up which was generally called the content theories because their ideas were all centred on identifying factors associated with motivation like the works of Maslow, Alderfer and McClelland which  focussed on human needs with respect to motivation. The concept of motivation became really popular in the mid-1960s which brought rise to a lot of motivation concepts which were called to process theories because they viewed work motivation from a dynamic viewpoint and look for fundamental relationships across time and events as they relate to human behaviour in organisations and are also central to the process theories which is a series of cognitive theories of motivation that collectively attempt to understand the thought processes that people go through in determining how to behave in organisations. 
Steers et al. (2004), after thus dubbed the theories generated on the concept of motivation during the 1960s and 1970s as something akin to the ‘‘ golden age’’ of work motivation theories. They further added that this is made much so as judging from the decline of interest in the theory or concept of motivation since the 1990s going by the precipitously low journal publications on the topic since then, implying that while other fields of management research continue to develop conceptually, substantive theoretical developments focusing on work motivations have not kept pace. This view is based on reliance more on the theories developed in the 1960s and 1970s than on the 1990s. However, going by available literature the concept of motivation according to Locke and Latham (2004) refers to internal factors that impel action and external factors that can act as inducements action. They further added that the three aspects of action that motivation can affect are direction (choice), intensity (effort) and duration (persistence). This will not only affect the achievement of necessary skills and ability but also affect the rate at which they utilise their skills and abilities (Wynn 1980; Locke and Latham 2004). Therefore it is defined as a self-built force in individuals that makes them focussed , determined and persistent towards attaining certain set heights not as a result of just their own ability or environmental factors. (Hittet al. 2009: 187), furthermore Currie (1997: 45) described it as the preparedness to put in ones best towards attaining certain heights and also satisfying Individual needs. Michaelson (2005) suggest that motivating managers brings about increased individual and group performance in organisations while motivating researchers is for support for theories of effective management. (Currie 1997: 45; Hittet al. 2009: 187) went further to say that its theories are actually divided into two parts which are the content and process theories. 
2. 2 THEORIES OF MOTIVATION 
Motivation theories have over time been divided into two parts with most of the theories from the 1950s to the 70s all falling into the two distinct parts. Researchers within these decades have produced at least two elementary motivational concepts. The first part advocates what the content theory is and the second part what the process theory is. The Content theories are all about the environmental factors that bring about that flare in individuals and they tend to describe and categorise the environment factors that generate ‘ arousal’ in individuals, and they attempt to identify those specific needs that must be met to lead to individual satisfaction in the work place as stated these four. Maslow’s needs hierarchy and Herzberg’s two-factor, while there is also the Alderfer’s ERG theory and McClellands need theory. The Process  theories are generally concerned with how these factors get to produce motivation even with the complexities of human motivation and it generally focuses on the cognitive processes in which people engage to influence that focus, passion and determination of their behaviours. They are of three types namely: Expectancy theory, Equity Theory and Goal-setting theory (Currie 1997: 46; Udechukwu 2009; Hittet al. 2009: 187-196). 
2. 2. 1 MASLOW NEEDS HIEARCHY 
In 1954, after the Second World War Abraham Maslow came out with a theory of growth motivation of people within organisations and in the larger society after studying several organisations. Maslow stated that individuals are all motivated by the desire to satisfy specific needs which are arranged in a scale of preference (Hittet al. 2009: 188). The theory states that we are motivated by Physiological needs like those basic needs which affect our day to day activities like shelter, food, water. When all these needs are met , our attention is now diverted into other needs like social, security etc and later goes beyond that to esteem needs. The desire for recognition, achievement, status, and power fits in this category. according to Hittset al. (2009: 188) Money and financial rewards they also added may also help satisfy esteem needs, because they provide signals of people’s ‘ worth’ to the organisation. Finally, we try to satisfy our need for self-actualisation equated with self-fulfilment. According to Hittset al. (2009: 188) self-actualisation needs represents the need for people at this Maslow’s hierarchical level of need to maximise their skills and abilities to the fullest. They accept their own successes and sort for new avenues to utilise their skills and talents. They are usually highly motivated by organisational task because it sets out as a challenge for them and they might even reject monetary rewards so it doesn’t distract them from utilising their skills to the fullest (Currie 1997: 47-48). Thus Maslow’s theory can be summarised thus for an employee in an organisation as starting off with motivation with pay, once that is satisfied substantially, worker requires a level of safety, then they need a sense of belonging and connection within the organisation, they then need to feel valued by the organisation to fulfil their esteem needs. Once all these needs are met, organisations then need to add incentives that lead to satisfaction of the highest need on Maslow’s hierarchy, the need for self-actualisation (Sadri and Bowen 2011). The theory has however been criticised by several academicians. Currie (1997: 148) states based on the arguments against the theory that it didn’t put individual’s perception of what is satisfying or not into consideration, and also the individual differences in terms of satisfaction because they have got different needs. Iguisi (2009) and Hitts et al. (2009: 191) also argued that researchers generally haven’t accepted the theory; Maslow also went further to say that the theory didn’t provide enough empirical substance and moreover latter studies which sought to validate it found no support. Sledge et al. (2008) also explained why the theory is useful in other contexts; it is not geared really towards job-related motivation. 
2. 2. 2 HERZBERG’S TWO-FACTOR THEORY 
This theory is called the content theory which was developed in 1962 by Fredrick Herzberg and it focuses on the differences between the hygiene and motivating factors. Its focus is basically on job satisfaction (Currie, 1997: 49). In his theory, he categorised motivator’s to be factors that bring about satisfaction and hygiene dissatisfaction. According to (Hittset al. 2009: 194), It is actually similar to that of the need theories proposed by Maslow and Alderfer , but  the focus in this one is on motivations or performance outcomes that meets the needs of individuals.. Hygiene factors have to do with the environment in which employees are placed like the salaries, policies and administration, relationships within organisation, job security, working environment and conditions while they further stated  the  Motivator factors to be nature of the job itself, acknowledgement, achievements, and accountability  Herzberg  in his theory also went further to argue that people get more motivated by  self-achievements rather than that of Maslow’s hierarchy of needs, which relies more on self-actualisation opportunities for workers (Currie 1997: 49-50; Fisher 2009). In addition, Sledge et al. (2008) supported Herzberg’s theory when they said that the theory carried different categories of analysis that makes cultural evaluation easy and it was fashioned basically for the workplace and it puts into consideration both individual and group motivation but they also confirmed that not all the test of the theory has been confirmed. However results gotten from the test done by Timmreck (2001) using samples in America showed mixed results while Ruthankoon and Ogulana (2003) in their evaluation of the Thai construction industry using Herzberg’s theory found partial support for the theory. Hitts et al. (2009: 195) stated that Herzberg’s two-factor theory was not generally accepted and they went further to state that the  key reason for this is that  the theory is kind of ethnocentric in nature because support can only be gotten when Herzberg’s methodology is in use and other researchers that used other methods to test the theory did not find support as well. Furthermore, the theory was also criticised that it raise some confusion between job satisfaction and motivation. Iguisi (2009) in his own criticism of the theory says an organisation may have a good working condition, with adequate provision of hygiene factors, which are only job context, and workers may not be motivated. However if adequate attention are paid to the motivators, which are job content related, workers may be motivated to work harder and produce more. 
2. 2. 3 ALDERFER’S ERG THEORY 
This is another form of content theory and this one was proposed in 1960 by Clayton Alderfer which is kind of similar to that of maslow’s hierarchy of needs but in this one he was trying to resolve the issues in maslow’s own as it proposes need categories. Furthermore he tried to align needs hierarchy with empirical research when he stated that human beings are been motivated by these three major needs which are  Existence, Relatedness and Growth needs which brought about the name ERG theory (Hittset al. 2009: 190; Arnolds and Boschoff 2002). The existence needs comprises of human necessities for existence which according to Maslow are the psychological and safety while the relatedness needs can be described as the desire by human beings to refer to sustain important interpersonal relationships which are social acceptance, belongingness and status desires. Then lastly the growth needs which are human’s desires for self-growth, fulfilment and actualisation like maslow’s hierarchy of needs.. This theory assumes that employees are motivated to improve their job performance by their individual striving to satisfy some needs. According to Hittset al. (2009: 190) the theory though similar to Maslow’s hierarchy of needs still hits back on it in two ways, considering the view of prepotency not being fixed, it says that existence needs do not really need to be met before one can apply or utilise his/her capabilities or relate with people around. Then secondly, it contrasts to that of Maslow as to when a need is considered as satisfied, it may remain the dominant motivator if the next need in the hierarchy cannot be satisfied. For example consider someone who has satisfied his relatedness needs but is unfulfilled in terms of trying to satisfy his growth needs, his desire for relatedness needs again becomes stronger. The ERG theory according to Hittset al. (2009: 191) has more research support than Maslow’s hierarchy of needs as research has found proof of the relevance of the three categories of needs. Alderfer’s basic propositions was also admired and supported like that of the concept that a satisfied need may remain a motivator but they also went further to advice that the validity of the ERG theory should also be tested under different conditions Sledge et al. (2008) also supported the theory for not being as rigid as that of Maslow but however still criticised the wide categories which will lead to a generalised assessment of motivation, while Arnolds and Boschoff (2002) though commended the theory for  how specific and focused it is but still criticised it for its lack of conclusive evidence with regards the impact of motivation on job performance. 
2. 2. 4 McCLELLAND’S NEEDS THEORY 
David McClelland  in the 1940s through the 60s also proposed another type of content theory and also recognised three sets of needs for humans in an organisational context which he called the theory of affiliation, power and achievement. In this theory, he assumed that humans are motivated by three needs for the purpose of power, affiliation and achievements.  He went further to say that employees are usually constrained to one of any of the three needs. For instance employees who are crazy about power will get motivated if given leadership role while the ones who like to be appreciated will be easily motivated when they feel accepted and recognised and they are usually very friendly and unassuming and always appreciate been included in social functions. These sets of workers with affiliation needs are usually motivated by prospects of success and always fear to fail (Fisher 2009). 
Sledge et al. (2008) after accepting and recognising the three needs of McClelland’s theory for job performance, consequently relating employee motivation with job outcomes still criticised the theory laying focus on just individual levels and forgetting the group level of motivation 
2. 2. 5 EXPECTANCY THEORY 
Victor Vroom in his expectancy theory defined the root of motivation through the expectancy of the effort or behaviour an individual puts in for a desired result. According to Chun-Fang et al. (2008) suggest that the motivation that drives a behaviour, action or task is a function of three distinct perceptions: expectancy, instrumentality and valence. Expectancy can be explained to be the likelihood that determination will yield a favourable performance, instrumentality is possibility of good performance yielding an anticipated result while valence can be described as the importance the employee attaches to rewards. The theory according to Chen and Lou (2002) provides a general framework for assessing, interpreting, and evaluating employee behaviour in learning, decision-making, attitude formation, and motivation. Central to the whole theory is individual’s selective perception of the relationship between his or her own effort, performance and rewards. Employees vary in the kinds of things that motivate them because of their differences in terms of needs (Currie 1997: 56). 
Hitts et al. (2009: 198) agree that research generally supported it but also went further to criticise the way the components of the expectancy theory was measured and how they ought to be combined and the impact of individual differences. 
2. 2. 6 EQUITY-INEQUITY THEORY 
This theory was proposed by Adams Stacey, the theory tries to link individual motivations to the rate of work employed compared to the associated outcome gained. According to Fisher (2009) equity theory states that employees always tend to compare themselves with others to derive motivation, they will always want to find out about the performance and reward of others to find out if it equals theirs and if it doesn’t it might demotivate them (Hitts et al. 2009: 198). Currie (1997: 58-59) went further to explain that the theory tends to see employees wanting to get rewards they think is measureable to their performance or position at work and in a case where the motivation is more than their performance or position at work it will motivate them to match the inequity, then if it is the other way round they will be demotivated and even be willing to resign from the job. Hitts et al. (2009: 199) further classified them into Sensitives, benevolents and entitleds. Sensitives are those who are more concerned or rather motivated by the input-output ratio and always try to make sure that there is a balance while the Benevolents are those who actually manage the inequity in as much as they are not comfortable with it then finally the entitleds are the set of employees will not tolerate unfavourable inequity but are fine if it’s to their favour at the expense of some others. Sledge et al. (2008) also criticised the theory that it didn’t lay emphasis on the actual motivators that cause individuals to act the way they do in their organisations. 
2. 2. 7 GOAL-SETTING THEORY 
This theory was developed by Edwin Locke and its focus is on the relationship between the conscious goals and task performance and it has become very popular in recent years because it has become one of most widely used motivational tool in organisational behaviour and managerial tools like Management By Objectives (MBO). According to Latham and Yukl (1975) the basis of this theory is that an employee’s conscious intentions determine his/her actions. Hittset al. (2009: 201) went further to say that challenges and set goals tend to increase employee performance because of the way its impact on attention, effort, and persistence. Due to how employees can be seen, they went further to say that employees are probably going to be motivated only when goals have already been set and that will now push them to put in the desired effort. Seijts (2001) states that goals can affect employee job performance through these three motivational tools: choice, effort and persistence. When you aim at a desired goal it motivates you to make the right choices that are geared towards achieving the set goal they also tend to effortlessly carry on until they have achieved it and it also influences A specific goal when set facilitates choice by encouraging activities that are relevant to achieving a goal and by discouraging those that are not goal-relevant. When individuals set a specific goal according to the theory they tend to persist in their efforts until they reach their goal. Goal-setting theory also influences cognitive processing in that having a goal stimulates the development of specific strategies to attain it. 
In addition, Schweitzer et al. (2002) however criticised the theory by saying that setting of goals would not only bring about desired behaviour but also unethical behaviours as well. They found out that employees who have goals might end up losing grip of every other thing because their focus is just on the goal that was set and this is likely to affect their performance on other organisational task. The Alderfer’s ERG theory will fit better into motivational tools than can be used to increase employee performance in organisations due to their job-related specificity and content in understanding employee’s needs and process of understanding their cognitive behaviour towards motivating factors. 
2. 3 INDIVIDUAL DIFFERENCES 
The notion accepts that every individual is special and unique in their own way and for this reason it isn’t possible for a particular motivational tool to suit everyone because they all have different needs and so is the motivation tool that will work for them (Fincham and Rhodes 1992: 58; Armstrong 2009: 300).  For this reason, according to Greenberg and Baron (2008: 134) because of the way individuals vary in terms of their needs and desires, these differences make up their personality and goes further to affect how they think and behave. This can actually be evidenced in terms of personality, interaction perspective, abilities and skills. Greenberg and Baron (2008: 135) explains the interactionist to be a case were the situational factors of an individual affects his/her behaviours The Person-job fit is the extent to which the traits and abilities of individuals match in the requirements of the jobs they perform (Greenberg and Baron 2008: 136). Moreover, in recent years, lots of focus has been put on personality because of the way personality tends to affect the way people think and interact. Greenberg and Baron (2008: 135) defined it as the unique and relatively stable patterns of behaviour, thoughts and emotions exhibited by individuals which can be evidenced to why some people tolerate some working conditions and others can’t. Stable individual differences like people with personality traits like being optimistic, confident, and friendly play an important role in job satisfaction. Griffin (2001), attempts to study in what manner an individual’s personality could predict his performance at work. This can be demonstrated based on individual level that can affect work negatively, job satisfaction were all significantly predicted by neuroticism and extraversion; furthering the belief that personality traits can affect performance at work seriously (Delcampo 2007; Dunkel and Weber (2010) went on to mention the three ‘ Big Five’ personality traits as: Openness to experience; Conscientiousness; Extraversion; Agreeableness; and Emotional stability. Funder (1999) cited in Christiansen et al. (2005) proposed that individuals vary in terms of the way they see social information and motivation. In addition, some seek out social interactions, why others prefer to spend their time alone. Furthermore, Christiansen et al. (2005) went further to say that people who have this interactive way of life are the ones who get to enjoy social gatherings and interactions while the more agreeable ones tend to be concerned about others but on the other hand are more concerned about their own feelings. Conscientiousness can be associated to motivation in a lot of ways and this can be justified with the way people tend to succeed in significant social relationships. They are known for greater attention to detail and tend to have an orientation centred on others. Individuals low in emotional stability is less self-conscious and is more likely to see out social relationships (Christiansen et al. 2005). This therefore makes it really necessary to always consider individual differences when preparing motivation packages in organisations 
2. 4 IMPACT OF CULTURE ON MOTIVATION 
Boltanski and The’venot (1999) describes culture to be the norms and values that affect the choices of individuals. Sekar and Narayanan (2007) however, noted that though many authors have quoted the part culture plays in deciding motivation level of employees in an organisation, a few have done empirical work and established the link between culture and motivation.  This thus signifies that the cultural understanding of the topic with regards to National and Regional level culture is important in the course of motivation research. As mentioned by Iguisi (2009) everyone belongs to a number of different groups and categories at the same time, corresponding to different levels of culture. He went on to list the levels as: national, regional and/or ethnic and/or religious and/or linguistic, gender, social class, and generational level. Brislinet al. (2005) also went further to say that culture is one of the several components that is capable of influencing motivation at work and they further argue that organisations should try and study the culture and psychology of their employees because it will have an impact on the motivational strategy. A trichotomous model called the dynamic triangle of motivation which was developed by Ostertaker (1999) says that culture is a foundational component dynamically relating to both organisational culture and individual tendencies in building up employees perspective on aspects of motivation. 
2. 5 INTRINSIC AND EXTRINSIC MOTIVATION 
Motivations can be classified into two types which is intrinsic and extrinsic motivation, researches which have been done over the past decades are evidence to the fact that the type of motivation that motivates an employee is what tends to affect his/or her performance at work which makes it very important to study the type of motivational behaviours in employees in organisations. Prendergast (2008) is of the view that employees are actually constrained to the goals of their organisations for a lot of reasons, either for financial or non-financial reasons maybe just for the love for what they are doing. According to Ryan and Deci (2000) the main things that helps in distinguishing what motivates workers behaviour is between intrinsic and extrinsic motivation. They went further to define intrinsic motivation to be the pleasure derived from doing something that interest you and extrinsic motivation to be the joy derived from doing something because it leads to a separable outcome like money, promotion, or some other incentives. People who are intrinsically motivated tend to act more on challenges and self-achievements rather than for some other reasons as stated earlier, this kind of motivation actually come from the inside and it lasts longer (Ryan and Deci 2000b). Extrinsic motivation according to Ryan and Deci (2000a) is a case were tasks are been carried out because of the benefits to be achieved on completion of the task and this kind of motivation wouldn’t last mostly in a case when those benefits are not attached to it. Mundhra (2010) went further to add that motivating people is not constant because it varies with respect to age, education, experience, aspirations, background of people, and position in an organisation. Therefore it is very necessary for organisations to try and find out what intrinsically motivates its employees and if it does, is it to all of them. It is always an issue in making up your mind on what motivation approach to follow. That’s why Decktopet al. (1999) suggests that extrinsic motivation, intrinsic motivation motivates employees to improve their performance to a large extent. Biswas and Verma (2007) are of the view that organisations should count it necessary to use both motivations as they state that extrinsic factors as level of pay and job security are fundamentally critical for an employee to perform well at work. However, organisations must create an environment whereby employees derive intrinsic and social satisfaction to extract optimal performance from their employees. 
2. 6 PERFORMANCE MANAGEMENT 
Performance management has turned out to be a very important part of organisations today because of the impact it has had on production and this is why organisations find one way or the other to build up systems to manage the performance of their employees Armstrong (2009: 618) describes performance management as a systematic process for improving organisational performance by developing the performance of individuals and teams. It can be seen to be a way of producing better results in the work place today.  Performance management is a process of continuously identifying, measuring, and developing the performance of employees and bringing together performance with the strategic goals of the organisation (Aguinis 2009: 2; Armstrong 2009: 618; Aguiniset al. 2011). The major aim of this is to align employee performance with organisational performance which actually raises different types of perceptions from employees. In organisations, a process like this starts from top management and it involves them developing performance management policies which managers will use in controlling performance through feedbacks provided from outputs.  According to Seiden and Sowa (2011) performance management can be described to be a set of activities been used by an organisation to increase the performance of its employees. In addition they said they stated that organisations usually build these processes to help motivate staffs by building up expectations and providing feedback on an employee’s progress geared towards actualising the desired goals. Seiden and Sowa (2011) conclude that the management of performance in organisations results in increased employee satisfaction which also increases output. 
2. 7 IMPACT OF MOTIVATION ON JOB PERFORMANCE 
Due to the fact that individuals vary in thoughts, needs, behaviours and lots more, it is therefore very necessary to find out the various ways that can motivate them so as to increase their performance at work.  Hogan and Shelton (1998) are of the view that these differences are tied to their various interest and needs for example some employees are more interested in been appreciated by their boss so whenever they appreciated it motivates them to do more while some others are quite different in the sense that they can only be motivated by monetary rewards, promotion, incentives and lots more, it is going to be very hard to motivate this kind of people with verbal praise because it might not work. According to Manolopoulos (2008) lots of empirical studies done in the past raised a lot of support for the view that relevant self-motivation and increase in employees job satisfaction will bring about increased performance. Bono and Judge (2003) in their work studied impact of motivation on job performance along personality traits of self-esteem, locus of control, neuroticism, and generalised self-efficacy which they tagged core-self evaluations in explaining the motivation’s impact on job performance. They argued that people who rate themselves really high in terms of competence tend to be highly motivated when doing their jobs.. Bono and Judge (2003) are of the view that motivation has a greater role to play in terms of impacting on job performance.. Erez and Judge (2001) cited in Bono and Judge (2003) conclude that in both laboratory and field studies they carried out- core self-evaluations were linked to motivation and that motivation mediated much of the relationship between core self-evaluations and job performance. 
CHAPTER THREE 
METHODOLOGY 
This paper in this chapter would be looking thoroughly at the research methodology which is used in carrying out this study including the research design and the philosophy approach. It will go further to look at the method used in data collection, the sample size strategy, the ethical considerations and the procedure used in analysing the data gathered. 
3. 0 RESEARCH PHILOSOPHY 
According to Walliman (2006: 188), a researcher needs to be very sensitive mostly when it comes to critical evaluation of philosophical issues, it is always very important to is necessary to determine the relevant possible methods to be used and also the validity of the conclusion gotten. According to Saunders et al. (2009: 107) Philosophical approaches can either be epistemological or ontological. The ontological approach is basically all about the nature of reality and it produces questions for researchers relating to the way things are in the world and the commitment put on some particular views, this research will be making use of this approach, this approach can be divided into two parts which are objectivism and subjectivism. Objectivism rest on the belief that social entities exist in reality external to social actors concerned with their existence while subjectivism which is in use for this research is of the view that the social phenomenon are created from the perceptions and actions of social actors (Saunders et al. 2009: 110). In addition, the fact that through the process of social interaction these social phenomena are in constant state of revision , it can also be said to be a continuous process. Subjectivism is often associated with social constructionism which the research followed as it is a philosophical approach that tends to investigate subjective meanings motivating the actions of social actors to give the researcher a proper understanding of these actions (Saunders et al. 2009: 111; Easterby-Smith et al. 2008: 55). The social constructionism approach will be used to investigate the subjective meanings of how motivation impacts on employees job performance in the banking sector of Saudi Arabia and valid conclusions will be drawn from it. The researcher will be making use of questionnaires as a quantitative technique which is further justified as it is an explanatory one which seeks to find the causal relationship between variables and also the see the impact an independent variable such as motivation can have on employee performance. 
3. 1 RESEARCH DESIGN 
There is the need for a very effective and comprehensive methodology for any research to be successful, the researcher is exposed to different types of methodology but has to pick the one that is most appropriate for the research process to be successful. Saunders et al. (2007: 130) argues that the research question raised in the research work is what determines the strategy, data gathering techniques and subsequent empirical analysis. This research work will be making use of the quantitative technique using primary source of data in trying to find out the impact of motivation on the job performance of the banking sector of Saudi Arabia. Walliman (2006: 242) describes it as processes were you collect data with the use of questionnaires to get the views and perceptions of the people in question. Ghauri and Gronhaug (2010: 172) went further to explain primary data to be sets of data which is giving out and collected by the researcher. Furthermore, Saunders et al. (2009: 151) describe it as data collection techniques that make use of questionnaires to generate numeric data necessary for the research. The primary source of data for this research was collected using questionnaires, which was answered by a sample size drawn from the banking sector of Saudi Arabia. The single case-study was picked by the researcher because of easy access to the staffs in the sector. In addition, Yin (2009: 18) describes a case study to be the empirical inquiry that investigates a contemporary phenomenon in-depth and within its real-life context, especially when the boundaries between phenomenon and context are not clearly evident. 
3. 1. 1 QUESTIONNAIRE DESIGN 
The research design is made to find out the impact motivation has on job performance of the banking sector of Saudi Arabia using the questionnaire approach, and the questionnaire had questions adapted from the reviewed literature in the study to help measure the impact motivation has on employee’s job performance during their work-life in the studied organisation. In this chapter we will therefore be relating the questionnaire questions to the literature review. Question 1.     Do you agree that employees are more motivated by what they enjoy doing (intrinsic motivation) and not by monetary reward alone (extrinsic motivation)? According to Hittset al. (2009: 188) self-actualisation needs represents the need for people at this Maslow’s hierarchical level of need to maximise their skills and abilities to the fullest. They accept their own successes and sort for new avenues to utilise their skills and talents. They are usually highly motivated by organisational task because it sets out as a challenge for them and they might even reject monetary rewards so it doesn’t distract them from utilising their skills to the fullest (Currie 1997: 47-48). Question 2.       As an employee in your organisation, to what extent do you agree you are intrinsically motivated (motivation from within and also long lasting) or extrinsically motivated (which is from without and tied to rewards). According to Ryan and Deci (2000) the main things that helps in distinguishing what motivates workers behaviour is between intrinsic and extrinsic motivation. It is always an issue in making up your mind on what motivation approach to follow. That’s why Decktopet al. (1999) suggests that extrinsic motivation, intrinsic motivation motivates employees to improve their performance to a large extent. Question 3.  Do you agree that organisations should use both intrinsic and extrinsic motivational factors to motivate employees to improve their performance? According to Mundhra (2010), they argued that motivating people is not constant because it varies with respect to age, education, experience, aspirations, background of people, and position in an organisation. Therefore it is very necessary for organisations to try and find out what motivates its employees. It is always an issue in making up your mind on what motivation approach to follow. That’s why Decktopet al. (1999) suggests that both extrinsic motivation, intrinsic motivation motivates employees to improve their performance to a large extent. Biswas and Verma (2007) are of the view that organisations should count it necessary to use both motivations as they state extrinsic factors as level of pay and job security are fundamentally critical for an employee to perform well at work. However, organisations must create an environment whereby employees derive intrinsic and social satisfaction to extract optimal performance from their employees. Question 4.  As an experienced staff in your organisation, do you agree that your level of motivation has changed over the course of your career in the organisation? According to Manolopoulos (2008) lots of empirical studies done in the past raised a lot of support for the view that relevant self-motivation and increase in employees job satisfaction will bring about increased performance. This question aims at identifying the rate at which motivation grows in the course of one’s career. Question 5.       During the course of your career within your organisation, to what extent do you agree that your organisation has varied their motivational tools to suit all level of employees’ motivation? This can be evidenced to the kind of motivation packages that exist within an organisation. For example, an organisation giving out cards and company branded cigarette packs over Christmas period as gifts, this definitely isn’t ideal for everybody because not all of them are smokers. Therefore this question tries to find out if the organisation takes time to find out what motivates its employees over time because employee needs and aspirations change over time for example the needs of an ageing staff close to retirement will definitely be different from that of a young employee who has worked for just 4 years. This has brought about performance management. Performance management is a process of continuously identifying, measuring, and developing the performance of employees and bringing together performance with the strategic goals of the organisation (Aguinis 2009: 2; Armstrong 2009: 618; Aguiniset al. 2011). The major aim of this is to align employee performance with organisational performance which actually raises different types of perceptions from employees. In organisations, a process like this starts from top management and it involves them developing performance management policies which managers will use in controlling performance through feedbacks provided from outputs. 
Question 6.     Do you agree that your needs in starting out your career with your organisation has changed over time? Considering the fact that at different stages in life individuals are tied to some particular needs associated with that age and that stage, for example a young employee without a wife and kids certainly wouldn’t have the same needs as the one that has a wife and kids so it is for employees who just came in cause they have so much as stake cause they want to impress their bosses while some others who have been in the system for a longer time have even more as stake because they might be struggling for power, promotions, position and so on that’s why Maslow stated that individuals are all motivated by the desire to satisfy specific needs which are arranged in a scale of preference (Hittet al. 2009: 188). The theory states that we are motivated by Physiological needs like those basic needs which affect our day to day activities like shelter, food, water. When all these needs are met , our attention is now diverted into other needs like social, security etc and later goes beyond that to esteem needs. The desire for recognition, achievement, status, and power fits in this category. This question aims at finding out the changes in employee needs as they grow in their organisations. Question 7.       Do you agree that how individuals differ should determine the motivational tool organisations should apply to them? The notion accepts that every individual is special and unique in his/her own way, and for this reason it isn’t possible for a particular motivational tool to suit everyone because they all have different needs and so is the motivation tool that will work for them (Fincham and Rhodes 1992: 58; Armstrong 2009: 300).  For this reason, according to Greenberg and Baron (2008: 134) because of the way individuals vary in terms of their needs and desires, these differences make up their personality and goes further to affect how they think and behave. This therefore makes it really necessary to always consider individual differences when preparing motivation packages in organisations. Question 8.       To what extent would you agree that your organisation has in place a system that understands the individual differences of employees in terms of their social relationships within the organisation? According to Funder (1999) cited in Christiansen et al. (2005) they proposed that individuals vary in terms of the way they see social information and motivation. In addition, some seek out social interactions, why others prefer to spend their time alone. Furthermore, Christiansen et al. (2005) went further to say that people who have this interactive way of life are the ones who get to enjoy social gatherings and interactions while the more agreeable ones tend to be concerned about others but on the other hand are more concerned about their own feelings. Conscientiousness can be associated to motivation in a lot of ways and this can be justified with the way people tend to succeed in significant social relationships. They are known for greater attention to detail and tend to have an orientation centred on others. Individuals low in emotional stability is less self-conscious and is more likely to see out social relationships (Christiansen et al. 2005). This therefore makes it really necessary to always consider individual differences when preparing motivation packages in organisations. Therefore this can be evidenced to the kind of motivation package put in place by an organisation. Question 9.       Do you agree that personality traits and individual disposition could predict work outcomes and also show an effect on work performance? According to Greenberg and Baron (2008: 134) because of the way individuals vary in terms of their needs and desires, these differences make up their personality and goes further to affect how they think and behave. This can actually be evidenced in terms of personality, interaction perspective, abilities and skills. Greenberg and Baron (2008: 135) from the literature review under individual differences explains the interactionist to be a case were the situational factors of an individual affects his/her behaviours The Person-job fit is the extent to which the traits and abilities of individuals match in the requirements of the jobs they perform (Greenberg and Baron 2008: 136). This uestion tries to find out how these will be able to predict work outcomes and also affect performance at work. Question 10.   Do you agree that an increase in motivation of employees by your organisation has an impact on your job performance? Considering the fact that employees vary in needs, culture and so on, this puts them in several positions on how they view motivation and what motivates them. Hogan and Shelton (1998) are of the view that these differences are tied to their various interest and needs for example some employees are more interested in been appreciated by their boss so whenever they appreciated it motivates them to do more while some others are quite different in the sense that they can only be motivated by monetary rewards, promotion, incentives and lots more, it is going to be very hard to motivate this kind of people with verbal praise because it might not work. According to Manolopoulos (2008) lots of empirical studies done in the past raised a lot of support for the view that relevant self-motivation and increase in employees job satisfaction will bring about increased performance. Question 11.   To what extent do you agree that your self- esteem, locus of control, thinking ability and self –efficiency has a motivational impact on your job performance? Considering Bono and Judge (2003) in their work, they studied impact of motivation on job performance along personality traits of self-esteem, locus of control, neuroticism, and generalised self-efficacy which they tagged core-self evaluations in explaining the motivation’s impact on job performance. They argued that people who rate themselves really high in terms of competence tend to be highly motivated when doing their jobs.. Bono and Judge (2003) are of the view that motivation has a greater role to play in terms of impacting on job performance. This question tries to find out how far these personal attributes can go to affect performance or maybe it just has been destroyed by financial motivations. Question 12.   To what extent do you agree that your organisation’s motivational strategy which impacts on job performance is shaped by the culture and psychology of its workforce? This question tries to find out how much of employee interest is put in consideration by the organisation. Due to the fact that individuals vary in thoughts, needs, behaviours and lots more, it is therefore very necessary to find out the various ways that can motivate them so as to increase their performance at work.  Hogan and Shelton (1998) are of the view that these differences are tied to their various interest and needs for example some employees are more interested in been appreciated by their boss so whenever they are appreciated it motivates them to do more while some others are quite different in the sense that they can only be motivated by monetary rewards, promotion, incentives and lots more, it is going to be very hard to motivate this kind of people with verbal praise because it might not work. 
Question 13.   Do you agree that culture is a major determinant factor for employees’ perception on various aspects of motivation? This question tries to find out the rate at which culture affects the views of employees with regards to motivation. Boltanski and The’venot (1999) describes culture to be the norms and values that affect the choices of individuals. Furthermore, A trichotomous model called the dynamic triangle of motivation which was developed by Ostertaker (1999) says that culture is a foundational component dynamically relating to both organisational culture and individual tendencies in building up employees perspective on aspects of motivation, this therefore is a clear indication that culture is a major determinant factor that affects employees perception on motivation. The questions were made very straight forward so it wouldn’t confuse them and we also used the likert scale which has the five point rating scale for those filling the questionnaires to just mark their opinions (White 2000: 48; Saunders et al. 2009: 378). The questionnaires were self-administered and were giving out to different hierarchy in the banking sector of Saudi Arabia with the help of her elder brother who works in the same sector. 30 copies of the questionnaires were issued out and 24 were fully completed. 
3. 1. 2 INTERNAL VALIDITY 
Internal validity with respect to the questionnaires been used refers to how suitable the questionnaires tend to produce the desired results which means in essence that the researcher is more interested in making sure that the desired results of the questionnaires is gotten (Saunders et al. 2009: 372-373; Ghauri and Gronhaug 2010: 83). In addition it also refers to the extent to which we can infer that a causal relationship exists between two or more variables (Ghauri and Gronhaug 2010: 83). It can come in three types namely: A)Content ValidityB)Predictive ValidityC)Construct ValidityFor the purpose of the research, the content validity will apply more even as the questions raised in the questionnaire will try to bring out sufficient desired results. Judgement of what is adequate coverage can be made in a number of ways in content validity and it can come through the literature reviewed and where appropriate, prior discussion with others to determine if each measurement question in the questionnaire is ‘ essential’, ‘ useful but not essential’, or ‘ not necessary’ (Saunders et al. 2009: 372-373). The questionnaire was done from the literature review in this research and there was also consultation from the researcher’s brother who works in the banking sector of Saudi Arabia as well as well as course mates and friends in the business school to ascertain if the measurement questions in the questionnaire is necessary which is construct validity. According to Saunders et al. (2009: 372-373), construct validity is the rate at which the measurement questions actually measure the existence of constructs like behaviour and attitude like employee motivation behaviour and its impact on their performance at work. 
3. 1. 3 RELIABILITY 
This is has to do with the strength of the questionnaires whether it will produce reliable results under different times and conditions even when conducted by different researchers on same research work. (Saunders et al. 2009: 372-373; Maylor and Blackman 2005: 159). Amongst ways to run this measurement are the test re-tests, internal consistency which involves correlating the responses to each question in the questionnaire with those to other questions in the questionnaire and it therefore measures the consistency of responses in the questions or a subgroup of the questions from the questionnaire. For this study, the test re-test was used in the measurement of reliability to make sure that it will produce same results at all times, this measurement was done in every stage when the researcher was raising the research questions and she was always keeping in contact with her brother who works and understands the motivation tools and perceptions within the sector to make sure that the right questions were in the questionnaire, questions the will actually be able to measure the motivation attitude and job performance behaviours to be measured. This helped in making sure of how reliable the questions in the questionnaire were before giving them out. 
3. 1. 4 PILOTING 
Bryman and Bell (2007: 273) argues that piloting helps in clearing up any confusion that may arise from completing the questions in the questionnaires by the respondents and also helps to reduce wastages that may occur by having to do and send out any new questionnaires prior to any problems in them becoming apparent once they got to the respondents. Bryman and Bell (2007: 274) thus defines piloting as a process of making sure that the questionnaires made sense to those that will be filling them and also make it easier to record the data gotten from the answered questionnaires. according to Ghauri and Gronhaug (2010: 81) this shows us the rate at which the measurement in use can be counted as ideal in terms of producing the desired results. 
3. 1. 5 SAMPLING STRATEGY 
The Purposive sampling strategy was used in the course of this research, Brewerton and Millward (2003: 117) in their argument, say that individuals selected from a population according to an underlying interest in particular groups and thus a sample consisting of 30 staffs of the banking sector of Saudi Arabia that were selected purposively. The strategy in use for the sampling was adequate because the questionnaires were given to different hierarchy of staff within the sector so that we can have different views and responses. The researcher used this strategy because she had someone in that sector which will make it easy for her to reach out to people in that sector. All the researcher’s brother did was to give out the questionnaires to he’s colleagues within that sample size to produce the best information’s in order to satisfy the research aims and objectives (White 2000: 63; Saunders et al. 2009: 237). The sample size was homogenous and this made the researcher search out samples that are more or less the same in order to examine the issues in detail (White 2000: 63), hence they need to have all of the sample size coming from within the banking sector of Saudi Arabia. 
3. 2 ETHICAL CONSIDERATION 
In the cause of doing any research there need to be ethical considerations which can be divided into three which are harm to participants, lack of informed consent, invasion of privacy, deception involved (Diener and Crandall (1978) in Bryman and Bell (2007: 132-133), furthermore, a lot of things will have to be considered during the course of the research to avoid harm to the participants both physically and mentally. In addition it should also be noted that it is the duty of the researcher to carefully assess the possibility of harm to research participants in any form or way in the AoM code of ethical conduct. The researcher should try as much as possible to reduce it to the merest minimum because sometimes it is inevitable. Brewerton and Millward (2003: 61) are of the view that researchers should always try as much as possible to always put probable ethical considerations into consideration. Most professional bodies representing the social sciences publish specific codes of practice and ethics for the treatment of those participating in the research. Creswell (2009: 89) also mentions that dishonesty has been an ethical problem in most research today because in most cases the results from participants might just be different from the researchers anticipated result so he then chooses to forge something else but which is quite different from this one because the questionnaires didn’t need to have their names on it so it made it easier and better for them to err their own views without fear of any sort from higher authorities around them (Bryman and Bell , 2007: 132-133). the researcher tried as much as possible to make sure that the results gotten from the questionnaires wouldn’t yield anything negative both to the participants and the organisation. (Creswell 2009: 89). 
3. 3 ANALYSING OF DATA 
This research made use of primary data using questionnaires in getting its results, the questionnaires were designed using the five-point Likert scale to try and gauge perception and attitude of the sample size on the impact of motivation on employee’s job performance which will then be measured as a Ranked or Ordinal data as a result of them being a more specific type of categorical data (Saunders et al. 2009: 418) which were analysed using Statistical Package for Social Sciences (SPSS 19), they were inputted and some form of descriptive statistics such as frequency count which is the total for each individual response to a question (Maylor and Blackmon 2005: 307) were used to analyse each sections of the questionnaire that measured attitudes like motivation, as well as behaviour like employee’s job performance in the banking sector of Saudi Arabia. The analysis were all done using bar and pie chart because it’s easy to understand and interpret (Bryman and Bell 2007: 358). 
CHAPTER FOUR 
RESULTS, ANALYSIS AND FINDINGS 
This chapter will be making use of the results from the questionnaires which were given out to address the research questions raised. 
INTRODUCTION 
The filled questionnaires which carried the employee perceptions was analysed and used to give the researcher an understanding of the pool of employees in the organisationPart of the data from section 2 of the survey made use of the likert scale to ascertain the degree to which the respondents agree or disagree, while some of the data just needed a ‘ yes’ or ‘ no’ answer, each section consist of both open and closed ended questions which required the respondents to put in their opinionSome data from Section 2 of the survey used a Licker scale to describe how well the respondents agree or disagree to an aspect of the implementation process. Some of the data required a " yes" or " no" response, while a large number of responses from each sub-section are open-ended, whereby the respondents give their opinions. For the purpose of the SPSS analysis the percentages will be approximated to the nearest percent and the responses will be tabulated in descending order and the data will be presented using charts and lastly the results would be discussed in relation to the key objectives of the research work. Please see appendix 1 and 2 for questionnaire samples respectively. This chapter will be laying emphasis on presentation, analysis and interpretation of primary data which were collected through close ended questionnaires with the use of likert scale for its measurement. The analysis was done using the SPSS version 19 which produced the correct analysis from the answered questionnaires to aid in raising answers to the research questions of the complexities, determinants and dynamics of, and between, intrinsic or extrinsic motivators. The table below shows the rate of participation of the respondents. Table 1: Respondents’ Response RateResponseNumber of RespondentsPercentage (%) 
Returned 
2480% 
Not Returned 
620% 
Total Distributed 
30100%Source: Field Survey, 2011This shows that 30 copies of the questionnaires were given out to the employees of the banking sector of Saudi Arabia and 24 copies were recovered which is about 80% of the total while 6 copies did not come back which is about 20 % of the total given out. This was actually achieved through the help of the researcher’s brother who works in the sector. SECTION AIn this section, three questions were asked for the purpose of answering the research question on the complexities and dynamics between extrinsic and intrinsic motivation in an organisation. 
4. 1 TO UNDERSTAND THE COMPLEXITIES, DETERMINANTS AND DYNAMICS OF, AND BETWEEN INTRINSIC AND EXTRINSIC MOTIVATORS? 
Table 2: Do you agree that employees are more motivated by what they enjoy doing (intrinsic motivation) and not by monetary reward alone (extrinsic motivation)? 
Section A 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1033. 341. 741. 7Agree1343. 354. 295. 8Undecided13. 34. 2100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 2 The table shows that the responses with regards to the research question asked, which showed that 33% of the employees strongly agreed while 33% agreed and 3% were undecided. Table 3: As an employee in your organisation, to what extent do you agree you are intrinsically motivated (motivation from within and also long lasting) or extrinsically motivated (which is from without and tied to rewards)? 
Section A 
FrequencyPercentValid PercentCumulative PercentValidAgree1653. 366. 766. 7Undecided310. 012. 579. 2Disagree516. 720. 8100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 3 The table shows the results given in respect to the research question asked above which showed that showed that 53 percent of the respondents agreed that they were more intrinsically motivated, while 16% disagreed which meant they were more of intrinsically motivated employees and 10% were undecided which showed that a greater part of them are motivated intrinsically which points to Maslows theory of needs which says that individuals are motivated more after they have satisfied their basic needs which means in essence that they are motivated based on the achievement of set goals and utilisation of their potentials (curry, 1997), which was strongly criticised by (Mullins, 2007) on the grounds that it was static and merely descriptive and relates more to job satisfaction than to work effort. Table 4: Do you agree that organisations should use both intrinsic and extrinsic motivation factors to motivate employees to improve their performance? FrequencyPercentValid PercentCumulative PercentValidStrongly agree2170. 087. 587. 5Agree13. 34. 291. 7Undecided26. 78. 3100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011Table 4 The table shows the results given in respect to the research question asked above which showed that 70% of the respondents strongly agreed while 3% agreed which show that a total of 73% agreed and 6% were undecided with none of the disagreeing which meant in essence that they preferred both been used for them at the same time. Which is why Biswas and Verma (2007), agreed to the fact that both intrinsic and extrinsic motivations be used as they both motivate. However they further stated that the extrinsic factors are the most essential for job performance. SECTION BIn this section, 3 questions were asked to try and answer the research question and to ascertain to what extent employee motivation change as they progress in their career. 
4. 2 TO WHAT EXTENT DOES EMPLOYEE MOTIVATION CHANGE AS THEY PROGRESS IN THEIR CAREER? 
Table 5: As an experienced staff within your organisation, do you agree that your level of motivation as changed over the course of your career in the organisation? 
Section B 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1240. 050. 050. 0Agree1240. 050. 0100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 5 The table shows the results given in respect to the research question asked above which showed that 40% of the respondents strongly agreed and another 40% agreed which made a total of 80% agreed which is in line with Mundra (2010) who stated that individual motivation isn’t constant ( it is subject to change) with respect to the variations in age, education level, background and positions in the organisation which in essence means that as they grow in their organisation what motivates them change which can be seen in the chat below. Table 6: During the course of your career within your organisation, to what extent do you agree that your organisation has varied their motivational tools to suit all level of employees’ motivation? FrequencyPercentValid PercentCumulative PercentValidAgree826. 733. 333. 3Undecided723. 329. 262. 5Disagree930. 037. 5100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 6 The table shows the results given in respect to the research question asked above which showed that 30% of the respondents disagreed while 26% agreed and another 23% are undecided which means that the sector doesn’t vary its motivational tools to accommodate the different hierarchy and classes of employees which Mundra (2010) talked about when he said organisations should use both motivations as they are both vital to the success of the organisation because of the variance in individual needs. This is shown in the chart belowTable 7: Do you agree that your needs in starting out your career with your organisation has changed over time? 
Section B 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1860. 075. 075. 0Agree620. 025. 0100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011In Table 7 The table shows the results given in respect to the research question asked above which showed that 60% of the respondents strongly agreed while another 20% just agreed which is in line with Maslows theory of needs which ascertains individual needs in different hierarchal levelsSECTION CIn this section, 3 questions were asked to try and answer the research question and to ascertain to what extent does individual differences influence motivation in the same organisation. 
4. 3 TO WHAT EXTENT DO INDIVIDUAL DIFFERENCES INFLUENCE MOTIVATION IN THE SAME ORGANIZATION? 
Table 8: Do you agree that how individuals differ should determine the motivational tool organisations should apply to them? 
Section C 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1343. 354. 254. 2Agree723. 329. 283. 3Undecided310. 012. 595. 8Disagree13. 34. 2100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 8 The table shows the results given in respect to the research question asked above which showed that 43% of the respondents strongly agreed while another 23% just agreed and 3% disagreed which points to Funder (1999) cited in Christiansen et al (2005) suggestion that the way individuals differ so the motivational tool for them differ as wellTable 9: To what extent would you agree that your organisation has in place a system that understands the individual differences of employees in terms of their social relationships within the organisation? 
Section C 
FrequencyPercentValid PercentCumulative PercentValidAgree826. 733. 333. 3Undecided1136. 745. 879. 2Disagree26. 78. 387. 5Strongly disagree310. 012. 5100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 9 The table shows the results given in respect to the research question asked above which showed that 26% of the respondents agreed while 365 were undecided and 6% disagreed which shows that the sector doesn’t put into consideration the individual differences which was actually pointed out by Delcampo (2007), in the ‘ Big Five’ personality traits of openness to experience; conscientiousness; extraversion; agreeableness; and emotional stability. This can be shown in the chart belowTable 10: Do you agree that personality traits and individual disposition could predict work outcomes and also show an effect on work performance? 
Section C 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree723. 329. 229. 2Agree1240. 050. 079. 2Undecided26. 78. 387. 5Disagree310. 012. 5100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 10 The table shows the results given in respect to the research question asked above which showed that 23% of the respondents strongly agreed while 40% agreed and 10% disagreed with 6% undecided which is in line with Greenberg and Baron (2008) definition of personality- which they defined to be a unique and relatively stable patterns of behaviour, thoughts and emotions exhibited by individuals. This is represented in the chart below. SECTION DIn this section, 4 questions were asked to try and answer the research question and to ascertain to what extent does motivation impact on job performance. 
4. 4 TO WHAT EXTENT DOES MOTIVATION IMPACT ON JOB PERFORMANCE? 
Table 11: Do you agree that an increase in motivation of employees by your organisation has an impact on your job performance? 
Section D 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1136. 745. 845. 8Agree1343. 354. 2100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 11 The table shows the results given in respect to the research question asked above which showed that 43% of the respondents agreed and another 36% strongly agreed and none of them disagreed which is in line with Herzberg two-factor theory which suggests a balance and increase in both job content which comprises of the working condition of the employee, his pay, the policies and administration will improve performance. This is shown in the chart belowTable 12: To what extent do you agree that your self-esteem, locus of control, thinking ability and self-efficiency has a motivational impact on your job performance? 
Section D 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree1343. 354. 254. 2Agree826. 733. 387. 5Undecided310. 012. 5100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 12 The table shows the results given in respect to the research question asked above which showed that 43% of the respondents strongly agreed and another 26% just agreed while 10% were undecided which is why individual differences in job performance are related to individual interest in strategies for getting along and ahead (Hogan and Shelton, 1998) which is shown in the chart belowTable 13: To what extent do you agree that your organisation’s motivational strategy which impacts on job performance is shaped by the culture and psychology of the workforce? 
Section D 
FrequencyPercentValid PercentCumulative PercentValidAgree1136. 745. 845. 8Undecided1240. 050. 095. 8Disagree13. 34. 2100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 13 The table shows the results given in respect to the research question asked above which showed that 36% of the respondents agreed while 40% were undecided and another 3% disagreed which is why Iguisi (2009), argued that everyone belongs to a number of different groups and categories according to their culture which may be gender, social or religious and as such organisations should mould their strategies around the culture and psychology of its workforce. This is shown in the chart below. Table 14: Do you agree that culture is a major determinant factor for employee's perception on various aspects of motivation? 
Section D 
FrequencyPercentValid PercentCumulative PercentValidStrongly agree826. 733. 333. 3Agree1240. 050. 083. 3Undecided413. 316. 7100. 0Total2480. 0100. 0MissingSystem620. 0Total30100. 0Source: Field Survey, 2011From Table 14 The table shows the results given in respect to the research question asked above which showed that 40% of the respondents agreed while another 26% strongly agreed with 13% being undecided which means in essence that culture is a major determinant in employees views of various aspects of motivation (Boltanski and The’venot (1999). This is shown in the chart below. 
CHAPTER FIVE 
DISCUSSIONS AND CONCLUSIONS 
5. 0 INTRODUCTION 
In this chapter, we will be discussing on the significant effects for theory for managers gotten from the results of this study and also make recommendations and suggestions to the banking sector of Saudi Arabia, the research will also be looking at the limitations during the course of the research and further suggestions for future research. 
5. 1 DISCUSSIONS 
This research was done to find out the impact of motivation on employee job performance in the banking sector of Saudi Arabia. Its aim is to find out the impact and factors (intrinsic and extrinsic) that motivate employees to increase their performance and also what motivation instruments suit them as not the same motivation can suit all. The results of the research showed that more of the employees were more motivated intrinsically than extrinsically but still preferred that both types of motivations be used for them. The research also showed that there is some kind of change for what motivates the employees during the course of their career because their needs change over time which means they will be better motivated based on their individual differences. This part of the research further debates the implications of the results of the research on theory as well as on managers in the sector and elao made significant recommendations in the sub-sections below. 
5. 1. 1 IMPLICATIONS FOR THEORY 
The field of management has been found out to have benefited a lot from the presence of motivation. Results from the research showed that more of the employees in this sector were more motivated intrinsically than extrinsically which means that they enjoyed the work they do which is in line with Prendergast (2008) who stated that employees act in the interest of their employer for lots of reasons, maybe for the pay or just for the love of the job which is why Ryan and Deci (2000b) argued that intrinsically motivated employees are more about a long lasting motivation than for the extrinsic (financial) which doesn’t last. This also is in line with Biswas and Verma (2007) argument which supports that both forms of motivation be used for employees in organisations in as much as they rate the intrinsic type more than the extrinsic but employee motivations vary and change during the course of their career which is why Mundhra (2010) state that motivation of people is not constant as it varies with age, education, experience, aspirations, background of people, and level in an organisation. This is why it is very important for organisations to study what motivates their employees. Considering the fact that there is change in what motivates employees during the course of their career, Maslow’s Hierarchy of needs cited in according to Sadri and Bowen (2011) states that when employees newly start their jobs most of them are more motivated by the pay but after some time it changes and they now start looking for more like job safety and security, before the need for sense of belonging and connections within the sector, and that stage they now want to feel valued by their organisations to satisfy their esteem needs before finally reaching for the need for self actualisation. This theory was however criticise by several academics like Currie (1997) who argued that the theory does not take cognisance of individual perceptions of what satisfies them and what doesn’t and also to what extent does it. Furthermore, Iguisi (2009) and Hitts et al. (2009: 191) also argued that the research does not generally validate the theory; they also stated that Maslow did not provide empirical substantiation for the theory and several other studies latter which sought to validate it found no support. Armstrong (2009: 300) also argued that the concept of individual differences assumes that every individual is unique in their own way and that it is impossible to have a one cap fit all motivational tool that would apply to every individual in an organisation is supported by findings in the study which shows that employees within the studied organisation agree that their individual differences should be considered by the organisation in the motivational tool they apply to each and every staff of the organisation as they believe individuals do differ in what motivates them. The research further showed that most of the respondents strongly agreed that motivation impacts on job performance which means in essence that an increase in any type of motivation will reflect positively on their job performance which according to Manolopoulos (2008) past empirical studies have provided support for the assertion that appropriate internal motivation and increases in employees’ job satisfaction lead to higher performance. 
5. 1. 2 IMPLICATIONS FOR MANAGERS 
The results from the research showed that the employees strongly disagreed that as they go on in their organisation that their organisations introduce motivational tools that will suit all hierarchy and levels of employees in the organisation which gives rise to an implication for the managers in this sector as they need to know that motivation levels of employees change over the course of their careers due to age, education, level within the organisation etc. This makes it very necessary for them to introduce motivational tools that would suit all levels of employees. It also showed that individual differences exist and should be considered when introducing a motivational tool because most of the respondents agreed that they differ as to what motivates them. The organisational culture also influences the kind of motivation adopted by the organisation which respondents sampled agreed and which means that organisations should be aware and put in the right culture because the impact of motivation on job performance is very vital as respondents mostly agreed, hence there is the need to have the organisation’s management take the issue of staff motivation of paramount importance. 
5. 1. 3 RECOMMENDATIONS 
The research recommends these to the banking sector of Saudi Arabia whose employees were anonymously sampled. The sector should put into consideration the working environment of their employees and also manage a high and effective motivational system as a better part of their employees agreed that they rather be motivated by the work they do rather by the reward they may get. The sector should always put into consideration the existence of individual differences when formulating any motivation strategy due to the fact that employees motivational needs differ. The sector should consider the fact that as motivational levels and needs of employees change over the course of their career, they should make sure that they vary their motivational tools to suit the different hierarchy, classes and levels of their employees. The sector should also take issues of motivation of paramount importance because of the important role it plays in increasing the performance of its employees 
5. 2 CONCLUSION 
This study investigated the impact of motivation on employee job performance using the banking sector of Saudi Arabia as a case study. It made use of self completing questionnaires with purposive sampling strategy which enabled the researcher through the help of her brother who works in the sector choose the eventual sampled respondents that they felt were suitable in answering the questions in the questionnaire to help meet the aims and objectives of the research. The questionnaires were returned and computed into the quantitative analysis software (SPSS) and subsequent analysis carried out on it with results in the research revealing facts which led to the conclusion of the research. A major fact from the research was that an increase in the motivation of employees would give rise to an improvement in employee job performance and invariably their satisfaction with the job and thus motivation is a strong organisational strategy that should always be counted as important in organisation today. The research showed that employees in this sector were more motivated by the love for their jobs rather than reward type of motivation but they however agreed that it is better for their sector to adopt both motivation types. The research also showed that the employers are aware of the presence of individual differences and how it affects what motivates them and will be happier if their sector puts into consideration these individual differences in adopting motivational strategies. Efforts should however also be made by the studied sector to vary the motivational tools they use on every employee as their levels of motivation and needs change and vary over time during the course of their career within the sector as this will ensure that employees stay motivated. The fact that an increase in any of the types of motivation will increase employee performance then organisations should count it as important.. 
5. 3 LIMITATIONS OF THE RESEARCH 
This research was carried out taking into considerations likely problems involved with research of this type and efforts were made to ensure validity and reliability of the data obtained particularly the primary data. The research was however kept to one sector (the banking sector of Saudi Arabia) which makes it uneasy to ascertain if the conditions apply to every other sector or organisation in Saudi Arabia. The confidence of the researcher however lies in the reliability of the findings from the single sector used in ensuring that the results can be tested by any other researcher should they choose to do so as the results also aligned with reviewed literature in the research and the recommendations given would surely benefit any other organisations that are interested in such issues and not just the sector used in the research. The sampling strategy is employed for this research which is the purposive sampling strategy could also be considered a limitation for the research, due to the fact that it was open bias as to the respondents chosen for it by the researchers’’ contacts in Saudi Arabia who is also an employee in the sector. This meant that the sampling strategy was non-probability based and thus was not scientific in its choice of respondents opening it up for the problem of bias and also making the study almost difficult to generalise its results. 
5. 4 AREA OF FURTHER RESEARCH 
This research covered only the banking sector of Saudi Arabia and there is adequate opportunity for any future research wanting to be done in this regard to expand its scope of study and increase the area to be covered to many organisations within Saudi Arabia or it could be narrowed down to more sectors within the country. This also is an opportunity for further research to be done on how motivation can be used as an effective organisational strategy to aid performance as this research has shown that an increase in motivation would improve job performance but the research did not look into how organisations can use it as an effective organisational strategic tool to aid its performance. 
Appendix 
Do you agree that employees are more motivated by what they enjoy doing (intrinsic motivation) and not by monetary reward alone (extrinsic motivation)? Figure 1As an employee in your organisation, to what extent do you agree you are intrinsically motivated (motivation from within and also long lasting) or extrinsically motivated (which is from without and tied to rewards)? Figure 2Do you agree that organisations should use both intrinsic and extrinsic motivation factors to motivate employees to improve their performance? Figure 3As an experienced staff within your organisation, do you agree that your level of motivation as changed over the course of your career in the organisation? Figure 4During the course of your career within your organisation, to what extent do you agree that your organisation has varied their motivational tools to suit all level of employees’ motivation? Figure 5Do you agree that your needs in starting out your career with your organisation has changed over time? Figure 6Do you agree that how individuals differ should determine the motivational tool organisations should apply to them? Figure 7To what extent would you agree that your organisation has in place a system that understands the individual differences of employees in terms of their social relationships within the organisation? Figure 8Do you agree that personality traits and individual disposition could predict work outcomes and also show an effect on work performance? Figure 9Do you agree that an increase in motivation of employees by your organisation has an impact on your job performance? Figure 10To what extent do you agree that your self-esteem, locus of control, thinking ability and self-efficiency has a motivational impact on your job performance? Figure 11To what extent do you agree that your organisation’s motivational strategy which impacts on job performance is shaped by the culture and psychology of the workforce? Figure 12Do you agree that culture is a major determinant factor for employee's perception on various aspects of motivation? Figure 13 
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