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Abstract  

This study explores the roles of commitment and delegation authority respectively as a mediator and moderator 

to evaluate the impact of motivation on employee performance. A survey conducted with 180 employees as 

participants at OTB (Burundi Tea Office) from 4 tea factories located at Ijenda, Teza, Tora and Rwegura helped 

to assess the effect motivation has on employees’ performance. The correlation and regression analysis in SPSS 

was supported to evaluate the hypotheses of this research.  The results reveal that there is a positive significance 

correlation between motivation and performance of employees. The outcomes from regression analysis express 

that commitment and delegation authority as mediator and moderator respectively have an impact on the 

relationship between motivation and performance of employees.   
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1. Introduction 

In the work environment, employees are seen as the foundation of an organization because they contribute to the 

formation of the company’s reputation and image (Ageeva, Melewar, Foroudi, Dennis & Jin, 2018; 

Del-Castillo-Feito, Blanco-González & González-Vázquez, 2019). Thus, interaction of employees with the 

organization by maintaining the organization’s image pushes the organization to achieve its goals, which proves 

the performance of its employees. Therefore, the organization should first target its employees, once the 

organization is competent to identify and recognize its employees’ needs, then they will be encouraged to work 

effectively to accomplish the organization’s goals (Paillé, Amara & Halilem, 2018). The organizational success is 

determined mostly by the motivation of workers (Lee, Raschke & Louis, 2016). Additionally, Human resources 

are essential to the success, efficiency, and performance of an organization (Edmondson & Harvey, 2018). 

Motivation is fundamental tool to build an enabling atmosphere where ideal performance is probable, this brings 

us to the question in what way do we guarantee that the individual motivation is at its topmost inside the institute 

or workstation (Sarpong, D. and Maclean, 2016). 

Every organizations possessed their own set of motivations and individual incentives that push him or her to 

work better; some can be motivated by recognition whereas others can be motivated using monetary incentives 

(McInerney, Maehr & Dowson, 2017). Whatsoever the method of employee motivation, the basic to stimulating 

that motivation as an employer, is through understanding what type of incentives to make available the 

employees. 

Therefore, employee incentive plans must guarantee employees to feel valued, taken care of and considered 

meaningful. The ultimate thing about motivation is, it is customized as such agendas are intended to encounter 

the necessities and requirements of employees (Leischnig, Kasper-Brauer & Thornton, 2018). Motivation does 

not only inspire creative performance but also demonstrates to workers just how greatly the organization cares 

(Todericiu, Şerban & Dumitraşcu, 2013). Feasibly the most vigorous effect of operative motivation is that 

improved output or performance. Therefore, if employee motivation can be increased, efficiency will inevitably 

decrease in alignment (Taris & Schaufeli, 2014). Hence, employee motivation stimulates workstation harmony 

and employee performance hence increases. Motivated workers will bring about staff retaining and company 

loyalty, which in the short term will give birth to growth and improvement of the business (Todericiu et al., 
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2013). The above arguments strongly mention how employee’s motivation is actually essential for an 

organization’s growth, development and success regardless of the size of the institute. The greatest interest of 

any institute is to exploit its profits and most are achievable largely by depending on various resources such as 

human resources in particular.  

Motivation in previous studies has been established to be crucial to an organization’s performance but yet has 

remained a challenge (Anders Dysvik, 2011; Chatzopoulou, Vlachvei & Monovasilis, 2015; Lau & Roopnarain, 

2014; Muslim, Dean & Cohen, 2016; Syafii, Thoyib, Nimran & Djumahir, 2015; Webb, Perry & Fennelly, 2015). 

However, researchers have revealed that motivation is an essential factor that governs how an organization’s 

employee might execute tasks depending on how they are motivated. Different organizations in different 

countries adopt various methods of motivating workers to improve their performance, and then various 

organizations have adopted numerous methods of motivating their employees to perform better by using 

approaches of other successful organizations across the world but still have not generated good performance 

levels. This paper is matching the impact of motivation on employee’s performance by using delegation of 

authority as a moderator in a different environment, which linked to diverse culture to easy perceive universal 

motivation factor as no other research has been investigated on it. This outcome will provide a response with the 

question and demonstrate how delegation authority can or cannot improve motivational levels of employees 

hence an effect in performance too.  

The purpose of this study is to enrich the existent literature on the concept of motivation in the work 

environment by considering the delegation of authority within the company as the most effective way for 

employees to feel the company as their own. Additionally, the study is directing to strive every day to build a 

favorable working environment so that workers are more authentic, innovative and above all productive. Lack of 

commitment, high employee absenteeism, low employee motivation and low employee productivity are the 

challenges this paper seeks to address within the organization. For this reason, the organization must consider the 

influence of motivation on employee performance in the organization to discover the extent to which employees 

devote time, skills, knowledge and resources to their work due to their motivation.  

This research will be useful to managers to maintain workers' social benefits, creating a supportive work 

environment, strengthening workers' economic capacity, promoting the reconciliation of public servants' 

professional responsibilities and encouraging workers' participation in decision-making. 

The following parts are; the literature review, the methodology, the results, the conclusion and limitation of this 

study.   

2. Literature Review 

2.1 Empirical Study Regarding Motivation, Commitment, and Employee Performance 

Motivation is the process that managers exerting his or her influence on employees’ behavior in order to inspire 

them to advance an assigned task (Alnasrallah, 2016). According to (Mc, Ssekakubo, Lwanga & Ndiwalana, 

2014) motivation is a setting goal directed to a certain behaviors of employee and it is a crucial factor that plays 

a central role in different manager’s tasks. Motivation is defined as a psychological process that directing and 

orienting behavior to a given purpose. It is described as an internal and external factors that empower and 

provide energy or effort to an individual in order to remain continuously focused to an organizational goal.  

The commencement of motivation raises from unsatisfied need for individual, once this persisted, it may create 

the short of tension which lead to poor performance of employees. However, employee’s performance is about 

the general belief associated with an individual’s behavior in conducting an organization at the successful level 

(Kombo & Oloko, 2014). Performance of employee is evaluated according to the strategies, knowledge and 

effort an employee exercise in order to arrive at the setting goal (Parks, 1995). Performance of employee is 

influenced by different elements in organization, it affects the effectiveness of employee in carrying out a certain 

work and lead to a desired organizational goal. It is defined as an indicator way to perform a designed task based 

on job description within a given time (Iqbal, Ijaz, Latif & Mushtaq, 2015). Motivation came in as an element to 

stimulate the performance of employee (Alnasrallah, 2016). Several types of research have been directed to find 

out further about the relationship between motivation and employee performance. According to (Manzoor 

Ahmed, 2013) in his research directed in Bahawalpur, Pakistan’s biggest city concluded that intrinsic factors: 

empowerment and recognition are of positive influence on employee motivation. The extra empowerment and 

recognition workers have in an organization is improved, the more is their motivation to work enriched. He 

further added that there is a positive relationship between employee motivation and organizational effectiveness. 

In studies conducted by (Sucksmith, 2011) said that tacit incentives like rewards and recognition reassure 

personnel to ―think smart‖ and to encourage both value and quantity in realizing objectives. According to 
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(Kuranchie-mensah & Amponsah-tawiah, 2016) argued that the success and endurance of the organizations are 

determined by how the human resource is handled. Majority of organizations have attained the gigantic growth 

by fully observing with their business plan through a well-adjusted reward and recognition agenda for 

employers. 

A study directed by (Mochiah & Osei, 2014) searches the effects motivation has on the job performance of 

employees in Ghana. The findings indicated that employees who are more motivated in their jobs are more 

contented with their performance, and less expected to leave the organization, but undesirably affects the 

performance when the workforces are de-motivated. The research discovered that training and development, the 

promotion has significance on employee performance, the researcher lastly concludes that motivation has a good 

effect and impact on the general performance of personnel in Ghana. The influence of motivation on the 

performance of teaching the staff of polytechnics in Ghana and finished that motivation is intensely and clearly 

interconnected to performance amidst teaching the staff of polytechnics in Ghana (Lipsey Samuel Appiah 

Kwapong, 2015). According to(Dar & Uju, 2013)the study targeted at investigating the motivation on workers’ 

performance at designated firms in Anambra state. This result attained from the study showed a connection 

between extrinsic motivation and performance of operatives. The research discloses that the extrinsic motivation 

given to employees has a positive influence on their performance. (Addison, Antwi-Asare, 2015) conducted a 

research on the impact of motivation on employee performance in the financial sector of Ghana, he sampled 80 

respondents using a simple sampling random technique and from his discoveries recommends that leadership 

opportunities, acknowledgment and employee assessment, meeting employee anticipations and socialization are 

crucial factors that motivate employees (T.O.Addison, Antwi-Asare E.K, 2015). 

NurunNabi’s self-administered research on the impact of motivation on performance: a case study of 

Karmasangsthan bank limited, Bangladesh sampled individuals who were designated and interviewed with a 

self-administered questionnaire to acquire primary data. The data was analyzed using descriptive statistical 

analysis methods. The results attained indicated that if staffs are positively motivated, it develops both their 

effectiveness and efficiency for accomplishing the organization’s objectives (Nurun Nabi, 2017).  Alnasrallah 

demonstrates in his study that employee motivation has a positive effect on employee performance. Higher 

employee motivation increases both productivity and employee retention for an organization. Various methods 

may be implemented by organizations to intensify employee motivation like training and development, social 

involvement and leadership (Alnasrallah, 2016). In research conducted by (Stella, 2008) focusing on 

motivational methods and improving workers performance in Kitgum district in Uganda. She found that 

employees were not performing well in Kitgum district because salaries and allowances at the district were very 

insufficient and not capable to meet people’s basic needs. Teamwork was not there between managers and 

assistants which was also hindering good performance. The study, however, showed that intrinsic motivators 

such as achievement, advancement, responsibility, and recognition were lacking in the district.  

According to researcher (Mc et al., 2014)conducted a research on a palm oil project in Uganda where he 

examined the relationship between employee motivation and organizational performance using a quantitative 

research design integrated into a qualitative method such as questionnaires, surveys used to gather data. The data 

were analyzed by factor analysis, correlation and regression analysis, the findings show a positive relationship 

and indicate that if employees were well motivated through for example fair promotion, admissible salary 

differences, they would work better towards greater performance. 

H1: There is a significant and positive relationship between motivation and employee performance. 

2.2 The Effect of Commitment as Mediator in the Relationship Between Motivation and Performance 

According to (Peters, Tom, 1982) regards the commitment of employees to organizational principles and beliefs 

the organizational culture as a crucial factor in the success of a company. Commitment to the organization is 

positively connected to such anticipated outcomes as motivation (Gharakhani & Davood, 2012)and attendance 

(Tumpa Dey, Ashok Kumar, 2014) and is negatively connected to the outcome as absenteeism and turnover 

(Clegg, 1983). Horton too indicated that organization commitment might lead to less turnover absenteeism, 

hence growth in organization productivity (Jackson, 2012). Employees with great echelons of organizational 

commitment deliver a confident and steady workforce (Lamastro, 1999) and hence delivering a competitive 

advantage to the organization. 

In research conducted by (Meyer, J. & Allen, 1991) in the previous studies of the concept of commitment have 

demonstrated that employee commitment to the organization has a positive influence on job performance. In the 

study of (Darulehsan, Muthuveloo & Rose, 2005) in their study discovered that organizational commitment leads 

to positive organizational outcomes. (Cistulli, Snyder & Jacobs, 2012)Studied facts of a positive correlation 
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between organizational commitment and job performance, the Low commitment has also been connected to low 

levels of morale (Chughtai & Zafar, 2006). Non-committed employees may portray the organization in negative 

terms to outcasts thereby hindering the organization’s capability to hire first-class employees (Irefin & Mechanic, 

2014). 

Employee commitment is crucial because extraordinary levels of commitment end up into numerous satisfactory 

organizational outcomes. It replicates the grade to which employees classify themselves with the organization 

and is committed to its objectives. (Đorđević, 2004) Specified that the commitment of employees is an essential 

concern because it may be used to foresee employee’s performance, absenteeism, and other conducts. 

(Darulehsan et al., 2005) opined that the organizational commitment is the subset of employee commitment, 

which included to work commitment, career commitment and organizational commitment and furthermore 

supplemented that organizational commitment, can encourage high levels of productivity. According to (Liu, 

2018)discovered a positive affiliation between commitment and job performance. Employees that are committed 

to their particular organization are more expected not only to go on with the organization but are also expected to 

exercise more efforts on the organization’s behalf and cooperate in the direction of its success and therefore are 

also likely to display better performance than the uncommitted employees.  

The committed employee has proved to be more inventive; they are less likely to depart from an organization 

than individuals who are uncommitted (Irefin & Mechanic, 2014). (Steers, 1977)Realized that more committed 

employees desire to dismiss from the organization at low rates. There is the advanced purpose of these workers 

that are committed to their organization, to go on with the organization and they work harder in fulfilling their 

tasks that will increase their positive approach towards the organization and that will eventually increase the 

yield of the organization. This will bring about higher employee performance. 

In a study directed by (Irefin & Mechanic, 2014) inspected the impact of employee commitment (Affective 

commitment, Continuance commitment, and Normative commitment) on employee job performance with a 

tester sampling of 153 private and public sector workers of oil and gas in Pakistan. The results discovered a 

positive association between employee commitment and employees’ job performance. Therefore, it appeared that 

when employees are committed to working they would perform better. (Khan & Jam, 2010)Further advised 

managers to pay special attention to antecedents of worker commitment and all the factors that foster employee 

commitment in order to escalate worker performance and successively create a rise in organizational 

productivity.  

In findings of (Ahmad & Ahmad, 2010) investigated the interdependency of job satisfaction and work 

performance, the influence of employee commitment and approach towards work on performance by means of a 

survey data gathered from 310 employees of 15 advertising agencies of Islamabad (Pakistan). They concluded 

that employees having better worker commitment accomplish tasks well and employees with a good attitude 

concerning work are highly contented as compared to employees who are less motivated towards their work. 

According to (Halim & Rahayu, 2016)observed that there is a positive correlation between business social 

responsibility and employee commitment the same as between employee commitment and organizational 

performance. They for that reason concluded that organizations could upsurge their performance through 

employees’ commitment by participating in community activities since such activities also comprise of the 

welfare of employees and their families. 

H2: Commitment has a mediating effect on the relationship between motivation and performance. 

2.3 Effect of Delegation of Authority as a Moderator in the Connection Between Motivation and Employee 

Performance 

A delegation of authority makes an employee feel appreciated as part of the organization and want to be 

operative in carrying out the authority consult with him. Thus, workers might try to defend the authority 

delegated to them by displaying a positive attitude in the accomplishment of the responsibilities and functions 

via effective utilization of the available resources in the organization. (Kombo & Oloko, 2014) opined that 

delegation of authority improves performance in an organization. In studies of (Al-Jammal, I., Al-Khasawneh, 

J.A & Hamadat, 2015)examined the impact of the delegation of authority on employees’ performance at great 

Irbid municipality. They measured employee performance via efficiency, effectiveness, and empowerment. 

However, the data attained were analyzed via mean, standard deviation, and T-test statistic. Their results showed 

that efficiency, effectiveness as well as empowerment of employees is statistically significant to a delegation of 

authority in Irbid municipality. 

The study of (Al-Jammal, I., Al-Khasawneh, J.A & Hamadat, 2015) investigated the relationship between 

delegation authority process and rate of effectiveness: case study municipality regions of Mashhad. A delegation 
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of authority was measured by preparation, appreciation stage, and effectiveness. Correlation analysis was 

employed as a technique of data analysis. Conclusions of their analysis discovered a significant correlation 

between the delegation authority process and rate of effectiveness. Thus, appreciation and preparation stage has a 

greater effect on the rate of effectiveness. 

Research conducted at the School of Finance and Banking in Kigali, Rwanda investigated an empirical study on 

delegation and staff commitment. An Empirical Study a cross-sectional survey design was employed with a 

sample size of 97. Stratified sampling and random sampling were used as sampling techniques. Descriptive 

analysis and Pearson Product Moment Correlation Coefficient were the two adopted method of data analysis to 

analyze the data attained from the respondents. The results specified that staff commitment is positively 

interrelated with a delegation of authority (Kiiza & Picho, 2015). 

Some researchers discovered that excessive delegation of authority has a negative impact on junior staff 

performance and job satisfaction. Therefore, a delegation of authority might be an administrative tool of the 

supervisors to motivate their employees, to enhance self-competence, as well as being a tool for the managers to 

loaf at work. For example (Salter & Harris, 2014) asserts that transformational leaders may use delegation of 

authority to develop their subordinates. However, a laissez-faire leader may delegate to prevent liability for 

probable failure. A study pointed out that authority is delegated as the employees perform the tasks well; 

however, this situation can be observed as a greater workload and even as a method of punishment that the 

managers have the employees perform the tasks belonging to them (Weiss & Fershtman, 1998). 

H3: Delegation of authority has a moderating effect on the relationship between motivation and employee 

performance. 

 

Figure 1. Conceptual Model 

 

3. Methodology 

In this party, a general view of the methodology is provided. As for this particular study, it focused on data 

collection methods, sampling techniques, population, and data analysis methods. 

Sample and Procedure. The respondents come from Burundi Tea Company, a public company that work in 

collaboration with 60000 tea formers. A questionnaire was distributed to 180 selected randomly employees using 

survey monkey software, resulting in 168 responses which gives a response rate of 93 percent, by sending the 

survey throughout company’s e mail, the participants were assured that their feedback would be treated 

confidentially, in order to avoid the distortion of response that could occur. Of the respondents, 64 were women 

and 104 men. Their average working experience was between 4 and 9years, and 60 percent of the respondents 

were of the age between 25 and 34. This showed that from the chosen sample, a large number of the employees 

were young and the employees above the age 50 were few. 

Measures. All items are measured on a 5-point Likert response scale ordered from 1 = (strongly disagree) to 5 = 

(strongly agree) and are arranged operationally in one way in order to respond the research question and also had 

been validated in prior studies. The items used are found in Appendix A. Motivation was evaluated by 24 items 

validated by (Bao & Nizam, 2015; Nyambegera & Gicheru, 2016), organization commitment was assessed by 19 

items validated by (Irefin & Mechanic, 2014; Tolentino & Ng Lungsod Ng Maynila, 2013), delegation authority 

was measured by 16 items validated by (Al-Jammal, I., Al-Khasawneh, J.A & Hamadat, 2015), employees’ 

performance was assessed by 15 items validated by (Gohari, Ahmadloo, Boroujeni & Hosseinipour, 2013). 
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Nevertheless, items related to the performance were addressed more to the cadres of the company because the 

researcher suspected them to be the company’s information holders of employees. 

Validity and Reliability of Data. The researcher adopted content validity to prove validity of the questionnaire 

by finding evidence constructed on the content which included assessing if the items represented the construct of 

what the research is trying to measure, if any essential content parts or themes have been excluded, and lastly if 

there are any unrelated items included that might be out of the construct. Reliability of the questionnaire was 

measured using internal consistency reliability, which focused on the items being used to measure the construct. 

The Cronbach’s coefficient alpha was used to measure the reliability of the items which in overall was.870 

 

Cronbach's Alpha Cronbach’s Alpha Based on Standardized Items Number of Items 

0.867 0.881 74 

 

The Cronbach' s alpha value 0.867 and the Cronbach' s based on the standardized item alpha value is 0.881, the 

two coefficients are between 0.85 - 0.9 which shows that the internal consistency of the scale is high, so the 

reliability is strong. 

Variables  Cronbach’s   Alpha  Number of Items  

Motivation  0.703 24 
Organizational commitment  0.789 19 
Delegation of Authority 0.876 16 
Performance  0.721 15 

 

The validity condition state that the Cronbach' s alpha of each variable is greater than 0.6 which indicates that the 

total reliability of each variable is high and has passed the test. 

Analysis. We supported by Pearson correlation analysis and hierarchical moderated regression using SPSS 

Software to test the hypothesizes of this study (Cohen, 1990).  

4. Results 

 

Table 4 1. Pearson Correlation between variable 

 Mean Std. Deviation 1 2 3 4 

1.      Motivation 84.47 9.306 1 
   

2.   Organizational Commitment   64.73 7.128 .204** 1 
  

3.      Delegation of Authority 59.57 8.911 .571** .045 1 
 

4.      Performance 55.71 6.716 .537** .408** .502** 1 

**. Correlation is significant at the 0.01 level (2-tailed). N=168 

 

The correlation analysis shows that the correlation between motivation, organizational commitment, and 

delegation of authority is positively significant with the intensity of the dependent variable performance. There is 

a significant positive correlation between employee motivation and performance (r=0.537, p<0.000). The 

correlation coefficient between employee motivation and performance is 0.537 indicating a strong relationship 

meaning as employee motivation grows, so does a performance at the same time. The results from the Pearson 

correlation coefficient support or show evidence of hypothesis (H1) which stated that there is a significant 

positive relationship between employee motivation and performance. 

Regression analysis for mediating effect of variables: Regression analysis was adopted to measure the 

relationship between a dependent variable and multiple independent variables and in this case, we shall test 

dependent variable performance with motivation and organizational commitment to assert their effect on one 

another. 
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Table 4 2. Standardized betas and degree of significance of variables from the regression analysis. 

Relations  β t p 

Motivation→ Performance 0.537 8.208 0.000 

Motivation → Organizational Commitment 0.204 2.689 0.008 

Organizational Commitment→ Performance 0.408 5.766 0.000 

Motivation& Organizational Commitment →Performance        0.474 7.575 0.000 

Motivation→ Organizational Commitment→ Performance 0.312 4.986 0.000 

Note n=168 

    

Table 4 3. The results from the hierarchical regression analysis of Commitment 

 
   Model1 Model2 Model3 Model4 

Motivation 
 

0.537 0.204 
 

0.474 
Performance 

     Commitment 
   

0.408 0.312 
Motivation * Commitment 

     Adjusted R2 
 

0.284 0.360 0.162 0.374 
∆R2 

 
0.289 0.420 0.167 0.382 

F 
 

67.378 7.229 33.248 50.960 
∆F   67.378 7.229 33.248 50.960 

 

R2=38.2% taken as a set, the predicators Organizational commitment and motivation account for 38.2% of the 

variance in Performance. In reference to the results, the regression analysis was applied to establish a 

relationship between independent variable motivation and dependent variable performance, which showed as 

significant with a (β=0.537, p<0.000). The coefficient shows that employee motivation explains a significant 

amount of unique variance in Performance. In other words, the amount of variance that employee motivation 

accounts for, explains in Performance unique to itself is significant. The second step in the regression analysis 

was to create a relationship between independent variable motivation and dependent variable organizational 

commitment. This relationship was significant too with a (β=0.204, p<0.008), meaning that the more motivated 

employees are, the more committed they will be to the organization. The third step is to establish a relationship 

between organizational commitment and dependent variable performance, which had a strong significant 

relationship of (β=0.408, p<0.000), the meaning is an increase in organizational commitment, will also see an 

increase in performance too. The final step is to establish a relationship between independent variables 

motivation and organizational commitment and dependent variable performance. This analysis will create a 

mediating effect where organizational commitment will be a mediator between motivation and performance. 

With (β=0.474, p<0.000) and (β= 0.312, p<0.000) showed a strong significance for motivation and 

organizational commitment respectively with performance as it was statistically found. This supports the 

hypothesis (H2) proving that organizational commitment has a mediating effect on the relationship between 

motivation and performance. 

 

Regression analysis for moderation effect between the variables 

Table 4 4. Standardized betas and degree of significance from regression analysis 

Relations      β t P 

Motivation→ Performance 0.54 8.423 0.000 
Delegation Authority (Moderator) -0.184 -2.868 0.005 

 

The table demonstrates that motivation has a (β=0.540, p<0.000) which is statistically significant to performance 

and moderator (delegation of authority) had a (β= -0.184, p<0.005) which indicated a negative significance to 

performance. From the above analysis, hypothesis (H3) is supported implying that delegation of authority does 

have a moderating effect between employee motivation and performance. This means that when a delegation of 

authority is high, performance to increases as illustrated in a graph of the figure below. 
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Figure 2. The moderation role of delegation authority in the relationship between motivation and employees’ 

performance 

 

Figure 3. Hypothesized Model with results 

 

5. Discussion 

This research is conducted in Burundi Tea company, noted that Tea is one of the products that Burundi exports in 

large quantity and generates income to the country.  

From the analysis, the validation of hypothesis (H1) implies that as motivation increases, performance to 

increases: when an employee is highly motivated it will result in high performance at the organization. 

Management of Burundi Tea  Company is more requested to concentrate and consider on how its employees are 

motivated because motivation has been proved as an essential tool towards achieving high levels of performance 

from this study and other previous studies (Clegg, 1983; Dar & Uju, 2013; Elnaga & Imran, 2013; Irefin & 

Mechanic, 2014; Saari, 2012; Taylor, 2007). The company can put to use both intrinsic and extrinsic 

motivational packages as earlier studies have suggested too, Burundi Tea Company’s employees have been 

found to be motivated and their performance is influenced to their level of motivation.  

Similarly, organizational commitment and motivation had a positive and significant relationship. Thus, the 
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findings show the mediating effect of organizational commitment between motivation and performance of the 

employee. Therefore, organizational commitment is crucial and very important in working place which increases 

the performance of workers because it is vital for an organization to have complete levels of employee 

commitment in order to have an exceptional performance on a long term basis (Sutton & Griffin, 2004). As 

levels of organizational commitment increase in the company, performance levels of employees ultimately 

increase too. According to(Khan & Jam, 2010) research of organization commitment, an employee feels chilling 

in terms of job environment and this lead to increase organizational commitment which implied high job 

performance. The results give insights into Burundi Tea Office, the managers are intended to mobilize the 

employee to be committed in their job in order to increase the performance (Khan & Jam, 2010). Together 

organizational commitment and employee motivation lead to better performance of employees. Managers are 

called to make attention to the commitment of employees by considering their motivation. As Burundi Tea Office 

is special company for Burundi economical sustainability, its employees are core elements in productivity 

growth of the company. So, the company has to put policies which foster the capability of employees to remain 

committed to their job based on their motivation. Stimulation of employee remaining committed drives the 

company to perform better by increasing its productivity (Mc et al., 2014). 

The results indicated that motivation was significant to performance and when it came to the moderating effect, a 

delegation of authority showed a negative significance in the relationship to performance. Considered the 

research carried by (Anders Dysvik, 2011) states that intrinsic motivation moderates the linkage of perceived job 

autonomy and work quality. the results from that study demonstrated that employee with high intrinsic 

motivation tend to be more responsible in job attributed finally ends up by performing better, in another hand the 

employee with low intrinsic motivation is less engaged to the job.  This explains that at Burundi Tea Company, 

employees perceive delegation of authority has a significant effect on their levels of performance. For that, 

employee delegated for being in charge of any level of the company or get any responsibility for others seem to 

be more motivated and strive to increase the performance of the company.  In that case, managers and 

supervisors should not misuse delegation of authority for their own benefits, they should take it as an advantage 

to motivate enough employees though attributing them some responsibility by assigning tasks that employees 

comprehend and are capable to execute well without seeking guidance from them. Supervisors and managers, 

however, have to entrust their employees to execute certain tasks by delegating more tasks and responsibilities to 

them that helps to enforce high levels of confidence in employees and a good sense of belonging to the 

employees with the organization, hence reproducing high-performance levels in the long run. 

6. Implication 

This paper has a big significant implication for the country and managers. Based on the results found for 

organizational commitment and delegation authority playing their roles of moderation and mediation 

respectively in the connection between motivation and performance. A country should impose rules and 

regulation, which favor employee working environmental such as cut personal income tax, provision of 

insurance, to boost their well-being in order to stimulate the productivity growth, as Burundi Tea Company is a 

public company. Managers are advised to make employees remaining committed to their tasks and rotating them 

in commandment position as being a part of delegation authority to perform certain tasks, this will drive them to 

be intrinsically motivated then will lead the company to the preferred performance. 

This study met some limitations, firstly data collection, the sample size was too small regarding the total number 

of employees. Since we have a small sample size, this study cannot be generalized based on the results gotten. 

Secondly, this study had a financial problem because we collected data from different tea company located in 

different provinces, we faced some barriers such as transportation cost, accommodation, and time which was not 

enough for distribution and collection the questionnaire  

We recommend future research with the inclusion of an additional qualitative data and depth information (i.e. 

from tea plantation field, production, and commercialization areas) for all employees working Burundi Tea 

Company in order to come up with précised information and capture enough respondents from a different area of 

the company.  
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Appendix A: Study Questionnaire 

SECTION I: Background Information  

Please kindly tick where it applies to you 

1. What is your gender? 

Male   [     ]     Female [     ] 

2. What is your marital status? 

Single [ ]                      Married    [       ] 

Divorced   [      ]             other     [       ] 

3. What is your age group? 

Below 18 [     ]          18-30 [     ]           31-40 [      ]           41-50 [      ]         

above 50   [    ] 

4. Which is your highest level of education? 

Certificate [     ]        diploma [      ]        Graduate [     ]         Post graduate [     ] 

Other [     ] 

5. For how long have you worked the project? 

Less than 1 year [    ]            1-4years [    ]          5-9 years [    ]   more than 10years [   ] 

With Respect To Section Ii, Iii, Iv And V Please Indicate The Level Of Agreement With Each Statement: 

 

Levels Of Agreement 

STRONGLY 

DISAGREE 

DISAGREE NEITHER AGREE NOR 

DISAGREE 

AGREE STRONGLY 

AGREE 

(1) (2) (3) (4) (5) 

 

Section Ii: Motivation  

Level of Agreement                                                               

   1         2        3       4       5 

6. I am paid a salary that is enough to cater for my basic needs       

7. My company provides me free accommodation/housing       

8. Free meals are provided at the company       

9. Salary payments are prompt       

10. The level at which employees are satisfied with their job can be attributed to their levels of motivation.      

11. The type of relationship between me and my managers of the organization has an impact on my 

motivation. 

     

12. The degree to which I believe promotion opportunities exist in the organization has an impact on my 

motivation.   

     

13. All employees in my company have opportunity for promotion         

14. Am always given paid leave of absence        

15.  My company gives me bonuses for extra time worked       

16. My company provides me medical allowance       
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17. 

The degree to which employees in the organization exhibit levels of stress is as result of their levels of 

motivation. 

     

18. The monetary salary structure has an impact on my motivation level      

19. The company has created many opportunities for me to learn and improve      

20. My company provides me the opportunity to improve my skills.      

21. I believe the level of motivation in my organization has a direct impact of absenteeism levels.      

22. The degree to which I believe promotion opportunities exist in the organization has an impact on my 

motivation.   

     

23. I am more motivated to do my job when I feel recognized and appreciated for my contribution to the 

organization. 

     

24. My company frequently arranges training programs for the employees. 

 

     

25. I believe the level of motivation in my organization has a direct impact on my ability to meet personal 

goals. 

     

26. The rate at which employees learn new job tasks can be attributed to their levels of motivation.      

27. The responsibilities I perform in the organization give a sense of control over others. 

  

     

28. The degree to which I believe promotion opportunities exist in the organization has an impact on my 

motivation.   

     

29. I have prospects for career development in this organization       

30. What are the other motivational packages for employees in your company?  

………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………… 

Section Iii: Organizational Commitment  

Level of Agreement                                                                 

1        2        3        4       5 

31. I feel myself to be part of this organization      

32. I would recommend a close friend to join this company       

33. I feel very little loyalty to this organization       

34. I find that my values and the organization’s values very similar.       

35. I understand how my job contributes to the organization’s goals and objectives.      

36. I have a good understanding of where the organization is going.      

37. I am willing to put in a great deal of effort to help this organization become successful.      

38. I am not willing to do more than my job description requires just to help the organization.      

39. I would be just as happy working for different organization if the work was similar.      

40. The offer of a little more money with another company would make think of changing jobs      
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Section Iv: Delegation of Authority 

Level Of Agreement                                                                  

1        2        3        4       5 

50. Delegation of authority increases my level of positive relations among different jobs.      

51. Delegation of authority upgrades my level of job performance      

52. Delegation instills loyalty and belonging to the organization.      

53. Authorization accelerates decision making process.      

54. Delegation creates principle of entrepreneurship in employees’ performance.      

55 Delegation of authority makes me accept overtime positively.      

56. Delegation raises amount of work achieved.      

57. Delegation gives me a chance to adopt to different situations at the organization.       

58. Delegation of authority makes me aware all the time of work in the organization.      

59. Authorization improves the perspective of employer to employee.       

60. Delegation helps me to achieve my work in a limited time.      

61. Delegation gives me a chance to depend on myself in achieving work.      

62. Delegation increases degree of interest and effort in achieving the objectives of the organization.      

63. Delegation increases principality and initiative to prove oneself and excellence in performance.      

64. Delegation strengthens self-confidence of subordinates      

65. Delegation increases degree of satisfaction on job needs.      

 

Section V: Performance 

Levels Of Agreement                                                                 

1         2        3        4      5 

41. I am extremely glad that I chose to work here rather than one of the other jobs I was considering at the 

time I joined. 

     

42. There’s not much to be gained by staying with this organization indefinitely.      

43. Often, I find it difficult to agree with the organization’s policies on important matters relating to its 

employees. 

     

44. I really care about the fate of this organization.      

45. I think this is a good place to work.      

46. I am proud to be part of my section/ department/ service.      

47. I frequently think of quitting this company        

48. Even if the company were not doing well financially, I would be reluctant to change to another 

company 

     

49. I know that working hard for this organization leading to good performance       
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66. I feel am doing a good job      

67. My superiors appreciate the work I am doing in the organization.      

68. I have a clear understanding of what I need to do to meet my expectations.      

69. I have all the support and resources I need from the organization to do my job well.      

70. I work collaboratively with my supervisor to set challenging goals.      

71. Still comply with regulations and procedures of the organization in case of difficulty or inconvenient                                                                    

72. I use my personal time to improve professional skills                                            

73. I accept work-related training with a positive attitude                                      

74. I maintain adequate confidence in the new mission                                          

79. There is good communication between the supervisor and our team.      

80. I enjoy working with my coworkers.      

81. My supervisor creates a motivating working environment      
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