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Abstract

The study explores the complex relationship between employee motivation
and performance within the context of the Pakistan’s public sector. The
primary aim is to provide insights that can assist policymakers in designing
an effective reward system, including an incentives mechanism, thereby
positively motivating public sector employees for better outcomes. A
quantitative research design was used, with a sample of 412 employees from
various departments of the Punjab government, representing diverse
functions. Stratified random sampling was employed and a structured
questionnaire was distributed to collect responses on Likert Scale. After
continuous follow-up, 265 employees provided their responses. The
estimations were done by using SmartPLS. The results reveal the critical
role of human resource management practices in shaping employee
performance. The findings indicate a significant association between
employee motivation and performance. By elucidating tangled interplay
between employee motivation and key human resource practices, this study
contributes valuable insights in the domain of public policy. The practical
implications of these findings will be particularly beneficial for public
sector policymakers, providing a foundation for the development of more
nuanced and efficient public sector compensation and incentives programs
to enhance government sector performance of employees.

Keywords: human resource management, motivation of employee,
Pakistan, performance of employee, public sector

Introduction

In recent decades, public sector employee management has faced significant
challenges, especially in developing nations like Pakistan (Ali, & Elias,
2023; Chen et al., 2023; Shi, 2023). Human resources experts, following the
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experiences of developed countries, are redesigning their human resource
practices (Alkhalailah, & Mjlae, 2023; Schnell, & Gerard, 2022). Employee
motivation, a catalyst for heightened productivity and performance, stands
as a critical factor influencing engagement, productivity, and overall
department outcome (Nguyen et al., 2023; Serhan et al., 2018). Recognizing
its pivotal role, organizations deploy incentive programs to inspire optimal
performance and attract top-tier talent (Akinyele et al., 2023; Smiley, 2023).

Pakistan, the fifth most populous country in the world, has a population
of 241.49 million with an annual growth rate of 2.55%. There are 436,243
civil servants in the country. The Pakistan State Bank annual report 2022-
2023 reveals that wage increases were 19.1% in 2023 and 14.0% in 2022.

Pakistan has undertaken many civil servant reforms to transform,
restructure and acknowledge the role of government employees; however,
these efforts could not bring the required output. The third era attempt
(2001-21) aimed to boost the motivational level of government employees
through training and development, while also reducing the divide between
generalist and technocrats. The National Commission for Government
Reforms (NCGR) proposed an ambitious plan to align public sector
employment with private sector practices. Limited progress was made in
enhancing performance of government employees due to political culture
and patronage. According to 36 administrative reform reports and the
NCGR, employee motivation very important, yet in public sector, where
pay packages are comparatively lower, motivation remains sluggish.
Therefore, it is essential to align public sector compensation with market
standards.

Employee motivation has always been the core of organizational
strategy because productivity is directly tied to employee morale (Alanizan,
2023; Leman, & Gustomo, 2023; Sherli & Mayakannan, 2023; Weiwei,
2023). Numerous theories on employee motivation suggest that motivated
employees exhibit behaviors that lead to high productivity. These theories
include goal-setting theory, Maslow’s hierarchy, expectancy theory,
Herzberg’s two factor theory, equity theory, Theory X and Theory Y, ERG
theory and acquired needs theory etc.

Previous literature highlights that employee motivation in Pakistan’s
public sector can significantly boost performance and productivity (Anwar,
& Humayun, 2023; Bashir et al., 2023; Hassan et al., 2023; Kalwar et al.,
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2023). The studies conducted by Pakistani authors have identified key
factors that hinder the public sector employees’ performance, particularly
the root cause of low motivation. Research by Mehmood and Lee (2023)
found that political patronage, absence of internal accountability
mechanism and demotivation are major contributors to the poor
performance of Provincial Management Services (PMS) Central Superior
Services (CSS). Similarly, a study on public sector library professionals
revealed that various types of motivation effect the service attitude of
employees (Shahzad et al., 2023). The study on banking sector showed that
effective commitment is affected by motivation and job satisfaction, also
the intrinsic and extrinsic rewards have a positive relationship with
productivity (Haq et al., 2023; Nizam, & Hameed, 2023). The predictors of
job satisfaction and motivation produces strong effect on productivity of
public sector’s female university teachers of Pakistan (Kazmi et al., 2023).

The above literature is an evidence that highlights a significant gap in
addressing variables of study and to launch an inquiry that suggests a reason
and logical solution of the problem. Because the public sector organizations
are being driven on public money and the expectations of masse are very
high from the personnel serving in the public sector. The rationale is also
convincing that annual cost of wages to the public sector employees is more
than 3 trillion PKR, while 1.5 trillion is being paid as pensions. Despite such
heavy spending, public sentiment remains negative, and public trust is
waning.

The study is a valuable addition because it suggests solutions to enhance
performance of public sector employees given the huge investment and
minimum return on investment (ROI) which will ultimately improve the
image of state-owned institutions. With the convalescence of government
departments, the public trust will enhance and the persona of lethargy of
government departments will be dispelled. The study recommends a
feasible course of actions and strategies to the policymakers that not only
bridge the gap between masses and government but also attract more
citizens towards public institutions. The study would be a good addition to
the body of knowledge which may be beneficial for other developing and
underdeveloped countries.
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Literature Review

Employee motivation plays a crucial role in achieving optimal performance,
especially in the public sector, where it serves as a catalyst for reaching
desired outcomes (Haider et al., 2019; Todaro, 2024; West-Barnett, 2017).
The comprehension of these two factors can help governments to develop
and implement strategies that enhance productivity and achieve state goals
and political agendas (Bisogno et al, 2024; Indrawati, & Muljaningsih,
2022). This literature review examines various theories of motivation to
make the topic more understandable for the readers and reviews the
empirical studies that explore the relationship between the two variables.

Maslow's hierarchy of needs theory posits that individuals are motivated
by series of needs, that includes self-actualization, social, esteem, safety and
physiological. Motivation begins with fulfilling basic needs and gradually
moves toward higher-level needs, which in turn drives performance
(Bordel, & Alcarria, 2024).

The theory identifies two key elements which play role in motivating
employees. These elements include motivation (e.g., recognition,
achievement) and hygiene (e.g., salary, work conditions). These factors
contribute to employee satisfaction and employee performance (Ansari,
2019).

The theory suggests that employees are motivated when they believe
their efforts will lead to desired performance and rewards. So, the theory
clearly focuses on rewards and its link with performance (Nyoni, 2024).

This theory also focuses on intrinsic and extrinsic rewards and
motivation. Employees are intrinsically motivated when they expect that
they are satisfied from inside (e.g., growth, respect, reward here or
hereafter) while extrinsically motivated when they are given true
remuneration, facilities, working environment (Kandiyali, & Gomberg,
2024).

The study by Deci et al. (2017) highlighted that intrinsic motivation
pays a crucial role for public sector employees’ performance. Employees in
the public sector were found to be more productive when their score of
motivation was higher (Khair & Baniamin, 2024).
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Research also indicates that motivation is low when the reward system
does not satisfy employees in the public sector, which in turn affects the
performance of public institutions (Alkandi et al., 2023; Vitalis, 2024).

Previous studies have also emphasized the role of engagement of
employee in the motivation-performance relationship (Amin et al., 2024;
Breaugh, 2021; Zahari, & Kaliannan, 2023). Engaged employees tend to
show higher level of motivation and better performance in the public sector
(Ding & Wang, 2023; Khusanova et al., 2021).

Furthermore, studies have shown that specific and challenging tasks
increase motivation and ultimately affect performance (Butera et al., 2024).
Clear and justified targets also serve as guiding tags and also provide a sense
of accomplishment when employees achieve their goals (Farley et al.,
2021).

Employees in the public sector tend to show better performance when
they are more engaged, committed and properly rewarded (Khan & Burdey,
2021). Motivated employees are more productive and often go beyond the
traditional mechanism to extend their roles (Bashir et al., 2023). When
employees are satisfied, their commitment with the public sector
strengthens, leading to reduce turn over and improved performance (Saha
& Kumar, 2018). Moreover, motivated public sector employees exhibit
positive and supportive attitudes, such as teamwork, collaboration and
readiness to serve the public (Zahari, 2023). A strong correlation has been
found between performance and motivation in public sector in the study by
Malik and Danish (2010). The public sector leaders who give priority to
employee motivation and lead by example tend to see higher performance
in their departments, with employees respecting and remembering such
leaders (Ali et al., 2017). There is strong impact of recognition, rewards,
training, and a positive work environment are likely to see improvements in
employee performance and ultimately achieve their organizational goals
more effectively (Raziq & Maulabakhsh, 2015). The motivated employees
tend to be more engaged, high performer and loyal to the organization
results in quality work and extended output (Liu, & Liu, 2022). The public
sector employees are more proactive, take the ownership of their tasks and
strive for excellence in their tasks only when they are motivated (Vivona et
al., 2020). Motivated employees are more inclined to collaborate with
colleagues, contribute innovative ideas, and adapt positively to changes
within the organization (Hernandez-Espallardo et al., 2018). Organizations
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of public sector give it priority to motivate their employees through
recognition, training, promotions, extra rewards etc. Public sector
organizations foster the culture of motivation to enhance service delivery,

promote efficiency for better outcome of their department (Edet et al.,
2023).

The summary of the previous studies highlights a direct relationship
between performance of employee and motivation of employee in the public
sector of Pakistan (Zahra, & Jadoon, 2016). From this discussion, it is clear
that motivation not only leads to enhanced performance but also fosters the
development of better skillset with positive attitude among public sector
employees. The correlation test in the study also confirms that motivated
employees are more productive as it has been mentioned in expectancy
theory, Self-Determination Theory, two factor theory etc.

Objectives of the Study

1) To examine the association between employee motivation and
employee performance in Pakistan’s public sector.

2) To explore the moderating effect of education level, gender and cadre
on the relationship between employee motivation and performance in
Pakistan’s public sector.

Hypotheses

H;: There is a significant association between employee motivation and
employee performance in Pakistan’s public sector.

H>: Education level, gender and cadre have a moderating effect on the
association between employee motivation and employee performance in the
Pakistan’s public sector.

Methodology
Research Design

The quantitative study approach has been adopted for the investigation
of the effect of employee motivation on employee performance in the
Pakistani public sector. The objective was to measure and test the
relationships between these variables to determine the impact of motivation
on performance.

118 o b Journal of Public Policy Practitioners
E Volume 3 Issue 2, Fall 2024



Bhutta et al.

Population and Sampling

This study involved participants from the Punjab government, with
employees from various departments included due to their diverse roles in
the public sector. The study adopted a stratified random sampling technique
so as to ensure that all the employee strata were well represented in the
study. The initial sample size as estimated from the population was 412
employees. However, after subsequent follow-ups, 265 employees
completed the survey, yielding an overall response rate of 64.32%.

Data Collection

Data were collected using a structured questionnaire designed to capture
information on both employee motivation and performance. The items in
the questionnaire were measured using a Likert scale 5-point, with
responses ranging from 1 (strongly disagree) to 5 (strongly agree). The
questionnaire was emailed to all the selected employees thereby covering a
wide cross section of departments.

The questionnaire was divided in to two parts: 1) Employee Motivation:
This section consisted of items concerning the basic and organizational
motive, proposed reward, expectation, satisfaction, and promotion. 2)
Employee Performance: This section assessed employees’ performance
based on how they met the requirements of their roles, applied their skills,
responded to constructive criticism, and participated in decision-making
processes.

Data Analysis

Further, Structural Equation Modeling (SEM) was developed and used
with Smart PLS software to measure the level and direction of the six
hypothesized relationship. It enabled us assess the impact of other
motivational factors on employee performance, in detail as the employees
were always presenting their performance levels. For testing of the internal
consistency of the variables that are used in the questionnaire, the
Cronbach’s alpha is used whose value 0.70 or higher is considered as
acceptable for this study. Moreover, the factor analysis is used to check the
construct validity.

Ethical Considerations

The study adhered to ethical guidelines, ensuring that participation was
voluntary, respondents’ identities were protected and the report was
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anonymized. Each participant provided written consent after they had been
given a brief of the study and the questionnaire that they had to fill out. The
collected data was not used for any other purposes other than research
purposes and the data collected was also well secure to avoid any one’s
intervention.

Results

The Smart-PLS 4. 0 statistical tool was utilized in this study to evaluate the
validity of the measurement model and test the hypotheses. To ensure that
the validity and reliability of the chosen measures meet the required
standards, the data was analyzed using a rigorous statistical approach. For
every construct Cronbachs Alpha Composite Reliability (CR) convergent
(Outer Loading and AVE) and discriminant validity (HTMT ratio) were
computed. The PLS Algorithm was calculated to obtain these psychometric
properties. Each constructs composite reliability is measured which aids in
confirming the survey instruments internal consistency and dependability.
Table 1 presents the findings.

Table 1
Reliability and Validity of the Measurement Instruments

Ttem k Loading CR AVE HTMT<0.9
Range
Motivation 13%(16) 041-0.67 081 0.82  0.67 Yes
Employee 122(14) 0.52-0.77 0.86 0.88  0.62 Yes
Performance

Note. k =number of items, 1= Number of items retained, 2=total number of
items, CR=Composite Reliability, AVE=Average Variance Extracted

Upon initial calculation of psychometric properties, it was found that
the AVE value for both of the constructs was less than 0.3. In this case, Hair
et al. (2023) suggests to remove items with item loading less than 0.4.
Guided by initial analysis, items number 8, 10 and 15 from employee
motivation and item number 3 and 10 from employee performance
questionnaire were removed from the model. After removing the indicators
with loading less than 0.2, All constructs had AVE values above the Opoint
6 cutoff indicating satisfactory convergent validity. (Hair et al., 2014).
Furthermore, following the suggestions by Henseler et al. (2015) the
researchers also conducted the Heterotrait-Monotrait (HTMT) ratio test. It
is recommended that all construct pairs have HTMT values below 0. 9 to
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prove robustness of model. The data reported in Table 1 meets this
threshold, and further establishes the discriminant validity of this variables
of this study.

Table 2
Collinearity Statistic (VIF) — Inner Model

VIF
Educational Level -> Employee Performance 1.452
Employee Motivation -> Employee Performance 1.834
Gender -> Employee Performance 1.509
Grade -> Employee Performance 1.078

The inner model is used to analyze the VIF values. This tool refers to
quantify the variance of the coefficients in the regression that will
considered as the term multicollinearity. In this study the data set range is
1.07 to 2.22 showing that the impact of multicollinearity is low to moderate
and the instrument variables do not significantly increase the variance. It
was therefore concluded that there was a respectable level of independence
between the constructs in the data set. Their intercorrelations are minimal.

Testing the Study’s Hypotheses

H1: There is a significant association between employee motivation and
employee performance in Pakistan’s public sector.

H2: Education level, gender, and cadre have a moderating effect on the
association between employee motivation and employee performance in
Pakistan’s public sector.

Table 3
Direct & Indirect Effects
Path B SE t p
Employee Motivation —Employee Performance 0.70 0.07 0.61 0.00
Educational Level —Employee Performance 0.05 0.10 0.51 0.61
Gender — Employee Performance 0.01 0.10 0.13 0.90
Grade — Employee Performance -0.02 0.08 0.22 0.83

Educational Level*Employee Motivation —
Employee Performance
Gender*Employee Motivation — Employee

022 0.15 142 0.16

-0.18 0.15 1.19 0.24

Performance
Grade*Empl Motivati Empl
rade”cmployee otivation — bmployee 0.08 0.09 094 034
Performance
School of Governance and Society i n q:l:
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The direct and interaction effects between the study’s variables are
shown in Table 3. A bootstrapping approach was used for this (using 5000
resamples). Employee motivation has a strong positive impact on employee
performance according to findings in Table 3 (B = 0. 70 p = 0. 000).
However, there is no significant difference in employee motivation and
performance between education level gender and grade (B = 0.057 p =
0.611, B = 0.007 p = 0.896, and B = -0.023 p = 0.830 respectively).
Additionally, the interaction between employee motivation and education
level gender and grade is not significant for employee performance (f = -0.
211 p=0.156,B=-0.171 p=0.235,and B =0. 086 p = 0. 345). One could
argue that grades gender and educational attainment have no bearing on the
relationship between employee motivation and performance. Thus, while
the results of this study do not support hypothesis 2, they do support
hypothesis 1.

Figure 1
Moderation Model with Path Coefficient’s and P-Values
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Discussion

Employee motivation is an important element in organizational settings,
especially in the public sector, to govern the affairs of state in the country
like Pakistan (Saher et al., 2020). The public sector mainly provides services
and enforcing the rule of law through the public sector workforce that needs
a motivation to draw a best outcome in the form of performance and
satisfaction of general public (Rosenbloom et al., 2022). The public sector
of Pakistan usually faces unique challenges as compared to the private
sector organizations due bureaucratic systems, limited resources, and rigid
hierarchical structures (Amber et al., 2019).

Employee motivation has a strong, significant and positive effect on
Pakistan’s public sector (Khalid et al., 2016). The uniqueness of each
employee's motivating factors necessitates a nuanced understanding by
organizations. Some thrive on acknowledgment and praise, while others are
fueled by financial incentives (Honore, 2009). Acknowledging these
individual variances is imperative, as it directly impacts the quality of work
and the overall work ethic within an organization. The public sector
employees are supposed to serve public but unfortunately seen as a missing
element which can only be changed through employee motivation and
adding value in the society and raising the standard of living of humans
without ignoring the ethical canons. Instead, a mix of intrinsic and extrinsic
factors comes into play, including job security, a sense of duty to the public,
and opportunities for career progression. Public sector’s motivation often
differs from that of private sector’s as drivers are not solely financial. The
phenomenon of Pakistan’s public sector motivation is a complex one due to
the factors like bureaucracy, limited career growth, political interference,
rigid rules and procedures etc (Kjeldsen & Hansen, 2018).

The performance of public sector employees is directly influenced by
authority, culture of organization, motivation, and external environmental
factors. In Pakistan, the performance of public sector employees has been a
matter of concern, with reports of inefficiency, delays in service delivery,
and lack of accountability. Improving motivation and performance in public
sector of Pakistan requires a merit-based evaluations, rather than seniority
and political connections. There is a dire need to introduce key performance
indicators (KPIs) along with accountability for their deeds (Shah et al.,
2015).
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Limitations

Despite the strengths of current research to establish the correlation
between motivation of employee and performance of employee in the
Pakistan public sector, this study is not without its limitations. The study is
cross-sectional, and therefore, may not allow for causal relationships to be
concluded. Furthermore, subjectivity arises from the use of self-generated
information such that the levels of motivation and performance identified
may not reflect accurate realities. Future research may overcome these
limitations by using longitudinal research designs and including objective
measures of organizational performance.

Conclusion

Numerous challenges are faced by motivation of employee and
performance of the employee in Pakistan’s public sector, including
burecaucratic inefficiencies, limited financial incentives, and a lack of
performance accountability. However, by implementing reforms such as
improved performance measurement systems, leadership training, and
recognition programs, the public sector can enhance both motivation and
performance. Addressing these concerns is essential for improving service
delivery and achieving broader development goals.

The core target of this study is to empirically determine the basic
features of human resource management; hiring, training, evaluation,
promotion and employee behavior that will impact employee performance.
The results suggested that hiring has significant effect on performance of
the employee. Although using cognitive tests to select employee has grown
in popularity, it has positive impact on performance of the employee.

Promotion has significant but negative impact on performance of the
employee, sometimes it happens when employee promoting in term of job
enlargement. Both groups of the components for the expansion of jobs are
supported by the empirical analysis. That is why results suggested the effect
of such promotion has adverse impact on performance of employee,
particularly in Pakistan’s public and private sectors. Moreover, in
government departments there are predefined succession criteria, so
performance of employee is not affected by promotion. Additionally,
protection motivation and employee behavior were found to have a
significant impact on performance.
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