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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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Abstract

Motivating employees is a crucial managerial task as it significantly impacts 
their contribution to organizational goals. This study aims to measure, evaluate, 
and compare the levels of motivation and performance between employees of 
Conventional and Islamic commercial banks in Bangladesh. Utilizing primary 
data from a survey of 443 employees across seven banks, the research reveals that 
Islamic bank employees exhibit significantly higher motivation and performance 
levels compared to their Conventional bank counterparts. A notable positive 
correlation exists between motivation and performance for both Conventional 
and Islamic bank employees. The study suggests implementing strategies to 
alleviate external pressures and enhance employee motivation and recommends 
both financial and non-financial rewards to recognize and incentivize high 
performance. These findings underscore the importance of tailored motivational 
approaches in enhancing employee effectiveness within the banking sector.

The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 
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motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.
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Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.
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Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey
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The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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Organization Category 

Number of 
Respondents 

(N) 

Mean 
Motivation 

Score of 
Employees’  

 
Std. 

Deviation 

Sub-stratum of 
Conventional 
Banks 

Public Conventional Banks 140 51.81 24.21 

Private Conventional Banks 160 58.54 25.69 

Sub-total of All Conventional Banks 300 55.4 25.2 
All Islamic Banks 143 70.26 22.98 
Total of All Surveyed Banks 443 60.2 25.45 



Keywords: Employee Motivation, Performance, Commercial Bank, Conventional Banks, 
Islamic Banks.

1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1
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Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey
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Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

190 Dr. Mohamad Ashrafur Rashid
Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).
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Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey
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It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction
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7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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Hypothesis -1 

Employees’ Mean 

Motivation scores and 

their t-tests 

(Table-1, 2 & 3) 

t-tests were 

significant at 1% 

level of significance 

Null hypothesis 

(H0-1) rejected and 

alternative 

hypothesis (H1-1) 

accepted 

 

 

Hypothesis -2 

Employees’ Mean 

Performance scores and 

their t-tests  

(Table 4, 5 & 6) 

t-tests were 

significant at 1% 

level of significance 

Null hypothesis 

(H0-2) rejected and 

alternative 

hypothesis (H1-2) 

accepted 

 

 

Hypothesis-3 

Correlation between 

Employees’ Motivation 

and Performance of the 

Conventional and Islamic 

Banks (Table-7, 8 & 9) 

Variables were 

highly correlated 

and highly 

significant at 1% 

level of significance 

Null hypothesis 

(H0-3) rejected and 

alternative 

hypothesis (H1-3) 

accepted 
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.
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8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.

10. References
Ahmed, S., Khan, M., & Latif, A. (2023). Cultural influences on employee motivation in 

the banking sector: A comparative study of Islamic and Conventional banks in 
Pakistan. Journal of Organizational Behavior, 44(3), 346-365.

Ahmad, N., & Tahriri, H. (2022). The impact of values-based motivation on employee 
performance in Islamic organizations: A case study of Islamic banks in the Middle 
East. International Journal of Business & Management, 12(2), 112-129. 

Anyim, C. F., Chidi, O. C., & Badejo, A. E. (2012). Motivation and employees’ perfor-
mance in the public and private sectors in Nigeria. International Journal of Business 
Administration, 3(1), 31-40.

Bangladesh Bank. (2023). Annual Report (p. 33).

Bandura, A., & Cervone, D. (1986). Differential engagement in self-reactive influences in 
cognitively-based motivation. Organizational Behavior and Human Decision Process-
es, 38(1), 92–113.

Bangladesh Bank. (2023). Financial Activity.

Bateman, T. S., & Snell, S. A. (1996). Management: Building competitive advantage (3rd 
ed., 575 pp.). Burr Ridge, IL: Irwin.

Bhola, S. S., & Raskar, S. S. (2013). A comparative assessment of employee’s perception 
towards motivational practices of Engineering Industry in Satara. Golden Research 
Thoughts, 2(10), 1-9.

Campbell, J. P., McHenry, J. J., & Wigr, L. L. (1990). Modeling job performance in a popu-
lation of jobs. Personnel Psychology, 43, 313-333.

Farwa, U., & Niazi, G. S. K. (2013). Impact of intrinsic motivation on organizational 
commitment: An Islamic banking perspective. Journal of Asian Development Studies, 
2(2), 85-94.

Furnham, A. (2021). Psychology of motivation at work: Theory, research, and practice. 
Routledge. 15-30.

Gagné, M., & Deci, E. L. (2021). Self-determination theory and work motivation: A review 
of the literature. In M. Gagné (Ed.), Motivation in work organizations (pp. 147-173). 
Academic Press.

Hassan, A., & Latif, A. (2021). Values-based motivation in Islamic banks: An empirical 
examination of employee engagement. Journal of Islamic Marketing, 12(5), 938-953.

Hoque, M. E., & Jahan, S. (1996). Work motivation and job performance of employees of 
commercial banks. Journal of Business Administration, 22(1-2).

Hossain, M. M. (1995). Job Satisfaction of Commercial Bank Employees in Bangladesh 
(PhD). University of Dhaka. 23-36.

Hossain, M. M., & Ali, M. A. (1995). A comparative study of motivation and performance 
of the public and private sector banks’ employees in Bangladesh. The Islamic Univer-
sity Studies, 4(1), 1-41.

Kamali, S., Khan, B., Khan, M., & Khan, A. (2007). Motivation and its impact on perfor-
mance. Naylor: Department of Business Administration, Gomal University. 41-48.

Khan, A., & Ali, S. (2023). Exploring the relationship between motivation and employee 
performance in banks: A comparative study of Islamic and Conventional banks in 
Bangladesh. International Journal of Economics & Business, 14(4), 299-312.

Kuvaas, B. (2022). Performance appraisal and motivation: The influence of feedback on 
work outcomes. Journal of Management, 48(5), 1143-1159.

Latham, G., & Pinder, C. (2004). Work motivation theory and research at the dawn of the 
twenty-first century. Annual Review of Psychology, 56, 485-516.

Moorhead, G., & Griffin, R. W. (1989). Organizational Behavior. Houghton Mifflin Com-
pany. 251-278.

Mubarak, S., & Zubair, S. (2020). Motivation strategies and performance in financial 
institutions: A case study of Islamic versus Conventional banks in Pakistan. Journal of 
Business Research, 123, 295-307.

Muneer, S., & Raza, S. A. (2022). Impact of work environment on employee motivation in 
the banking sector: Evidence from Bangladesh. Asian Journal of Business and 
Management, 11(6), 55-68.

Petcharak, P. (2004). A comparative analysis of factors determining motivational level of 
employees working in commercial banks in Kohat. International Journal of Business 
and Management, 5(12), 180.

Rahman, M. A. (2000). Socio-economic Background, Job Satisfaction and Job Behavior of 
Garment Employees in Bangladesh (Unpublished Ph.D Thesis). Islamic University.

Vroom, V. H. (1964). Work and motivation. New York, NY: Wiley.

Yousaf, S. (2023). External motivators and employee performance in Conventional banks: 
A study of the banking sector in the Middle East. Journal of Financial Services 
Marketing, 28(1), 48-59. 



Keywords: Employee Motivation, Performance, Commercial Bank, Conventional Banks, 
Islamic Banks.

1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.
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vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).
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Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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1. Introduction
Motivating the employees of an organization is probably the most fundamental task of 
management, because it helps the employees to work more effectively towards the organi-
zation’s goals. “Motivation is the force that energizes, direct and sustains a person’s effort 
towards the achievement of a goal” (Bateman and Snell, 1996). An individual who is 
highly motivated will put up significant effort to accomplish the organizational goal. 
Therefore, the problem facing management today is to implement motivational programs 
that will inspire people to increase their output and performance at work.

The efficiency and performance of any organization greatly depend upon the performance of 
the employees. Performance refers to goal-relevant action. “Performance is not the outcome, 
consequence or result of behavior or action. Performance is the action itself” (Rahman, 2000).
____________________________________
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The performance of the employees is the function of Ability, Motivation and Environment 
(Vroom, 1964). The performance of the employees seems to be influenced by the motiva-
tion at their Commercial banks are significant contributors in global economics as well as 
in any emerging country like Bangladesh. “Bank employees are the best sources of deliver-
ing good services to their customers. Excellent services provided and offered by the 
employees can create a positive perception and ever lasting image in the eyes of the custom-
ers of the bank. The motivation of a bank’s employees plays a pivotal role in achieving high 
level of satisfaction among its customers” (Petcharak, 2004).

The present study aims at assessing the impact of motivation on the performance of commercial 
bank employees in the area of both conventional and Islamic banks in Bangladesh.

2. Objectives of the Study
The objectives of the study are:

 i. to measure, evaluate and compare the levels of motivation and performance of the 
surveyed Conventional and Islamic Commercial Bank employees in Bangladesh;

 ii. to measure the impact of employee motivation on their performance of the surveyed 
Conventional and Islamic Commercial Bank employees in Bangladesh; and 

 iii. to provide suggestions for policy implication to improve the motivation and 
employee performance of both the surveyed Conventional and Islamic Bank 
employees in Bangladesh. 

3. Scope of the Study
The present research has been conducted on the commercial bank employees of Bangla-
desh. To conduct the study, both Islamic and Conventional categories of scheduled 
commercial banks have been considered. There are 61 scheduled commercial banks in 
Bangladesh at present. Among these 10 Islamic Shariah based Commercial Banks and rests 
of the 51 are conventional commercial banks (Bangladesh Bank, 2021-22). But the present 
study has been confined only within six (6) State-owned Conventional Commercial Banks, 
thirty three (33) Private Conventional Commercial Banks and ten (10) Islamic Shariah 
based Private Commercial Banks. Mentioning that there is no state owned Islamic shariah 
based banks. The present study has not covered nine (9) Foreign Commercial Banks 
(FCBs) because these foreign banks are actually incorporated in abroad. Also these foreign 
banks have their own corporate cultures which are divergent in nature. The present study 
excludes those branches of any commercial banks which has Islamic banking wings. 

4. Conceptual Framework and Literature Review
Human motivation is referred to as "a multi-dimensional phenomenon indexed in terms of 
the determinants and intervening mechanisms that determine the selection, activation, and 
sustained direction of behavior" (Bandura, 1977). According to Kamali, Khan, and Khan 
(2007), "the need or drive within an individual that drives him or her towards goal-oriented 
action, the extent of drive depends on the perceived level of satisfaction that can be achieved 
by the goal" captures the driving or impelling aspect of motivation. Similar to this, Naylor, 
Pritchard, and Ilgen (1980, p. 159) define motivation as "the process of allocating personal 
resources in the form of time and energy to various acts in such a way that the anticipated 
effect resulting from these acts is maximized". According to Latham and Pinder (2004), 

motivation is the key to comprehending the process of motivation lies in the significance of 
and relationship among these variables. From a system point of view, motivation consists of 
three interdependent, yet interacting elements: needs, incentive, and drives.

Performance refers to goal-relevant action. Rahman (2000) opined that “Performance is 
not the outcome, consequence or result of behavior or action. Performance is the action 
itself”. However, different researchers have defined performance in different ways. A brief 
selection of representative definition is given below:

Performance is the “total set of job-related behavior employees engage in” (Moorhead and 
Griffin, 1989).

Performance is defined by Campbell, McHenry and Wigr (1990) as the “observable things 
people do (i.e., behavior) that are relevant for the goals of the organization”.

From the functional views point, a commercial bank is a bank where the main function is 
to accept deposit and lend money to the customers (Hossain, 1995).

Hossain and Ali (1995) conducted research to investigate the motivation and performance of 
private and public sector bank employees and found a significant positive correlation between 
motivation and performance. It had also revealed that job related factors had significant 
positive influence on motivation. Important causes of poor motivation those were perceived 
by the private sector bank employees were poor salary, lack of fair promotional prospect and 
job insecurity. On the other hand, public sector bank employees considered poor working 
condition, poor salary, and lack of fair promotion as causes of poor motivation. Salary has 
considered as a weak source of high motivation and strong source of poor motivation.

Hoque and Jahan (1996) have conducted a study on work motivation and job performance of the 
employees of both private and public sector commercial banks in Bangladesh. The study found 
that, there is significant positive correlation with the employees’ performance of both sector 
banks. The study also revealed that, both the motivation and performance of private bank 
employees are higher than the public bank employees. There were no significant differences for 
the perceived degree of importance of different job factors. Higher salary was considered as the 
most important factors by the non-officers for their motivation. On the other hand, opportunity 
for learning new things, freedom of work and worthwhile work were considered relatively less 
important factor by all categories of bank employees.

In Nigeria's public and private sectors, Anyim, Chidi, and Badejo (2012) examined employee 
performance and motivation. The authors identified elements that could both ensure workers' 
job satisfaction and improve job performance. In conclusion, the authors believe that if the 
recommendations in this study are implemented, performance in these areas of the Nigerian 
economy will improve significantly for both businesses and employees.

In order to evaluate how employees felt about the motivational approaches used in a few 
engineering units in Satara, Maharashtra, India, Bhola and Raskar (2013) did a comparative 
study. Purposive sampling is used to choose the sample units. 150 employees from each of 
the five sample units are used as the sample. The most successful motivational strategies 
that help to boost employee productivity, job efficiency, and loyalty were discovered to 
include individual financial incentives, pay increases, business welfare amenities, frequent 
training programs, etc. However, the internal environments, laws, and policies of each 
corporation vary. Results have therefore varied depending on the organization.

Farwa and Niazi (2013) have conducted a study on 280 employees of different banks. The 
purpose of the study was to discuss the impact of intrinsic motivation on organizational 
commitment among different Islamic banking employees of Pakistan. The study's findings 
support the existence of a link between organizational commitment and intrinsic motiva-
tion. The distinctions in the employees' behaviors, attitudes, and views were the causes of 
this significance. According to the report, businesses like Islamic Banks need to retain their 
personnel. As a result, the administration should apply these influencers, variables, and 
motivators to help ensure that staff members stick with their company. In this competitive 
age, bank workers should approach their work with a positive outlook and perform better 
by taking initiative and displaying innovation.

Hypotheses Development
On the basis of reviewed literature and experts’ opinion the following specific hypotheses 
have been framed which had been verified and tested through empirical investigation:

Hypothesis -1

H1: There is no significant difference between the level of motivation of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -2

H2: There is no significant difference between the level of performance of Conventional 
Bank employees and Islamic Bank employees.

Hypothesis -3

H3: There is no significant positive correlation between the motivation and performance of 
the employees of Conventional and Islamic Banks.

5. Methodology
5.1 Research Design

The present study is basically an exploratory research study fall under the nature of non-ex-
perimental research design. This is also a mixed form of research where both qualitative 
and quantitative techniques have been used. Different random sampling techniques such as 
Stratified, Multistage Cluster Sampling techniques have been applied to select the banks, 
branches, districts as well as individual sample of respondents. Disproportionate sampling 
method has been used to select the respondents from each stratum.

5.2 Sampling

Seven locally owned Commercial Banks (Five from Conventional and two from Islamic 
Commercial Banks) have been covered by using stratified random sampling under the 
present study to conduct the field survey.

Selected Five Conventional Banks from Stratum-I are:

i. Agrani Bank Limited; ii. BRAC Bank Limited; iii. Dutch-Bangla Bank Limited;  iv. 
Sonali Bank Limited; and v. The City Bank Limited.

Selected two Islamic Banks from Stratum-II are:

i. Al-Arafah Islami Bank Limited; and ii. Islami Bank Bangladesh Limited.

Multi Stage Cluster Sampling technique has been used randomly to select the branches and 
respondents. Out of eight divisions, two divisions i.e. Dhaka and Khulna were selected 
randomly as the first stage of cluster by using random number digit. Two districts from 
each division have been selected randomly as the second stage of cluster. Thus, a total of 
28 branches (4x5=20 branches from five Conventional Banks and 4x2=8 branches from 
two Islamic Banks) have been selected from four (4) districts for the present study.

Determination of Total Sample Size: A total number of 443 employees (covering both 
male and female employees) from both the Conventional and Islamic Banks have been 
selected on a simple random sampling basis (by using the formula for calculating sample 
size from large population).

5.3 Data Collection and Analyses 

This study is basically a field study. Data has been collected from both primary and 
secondary sources of data. A specially designed questionnaire has been used for collect-
ing primary data. Actually, different established and tested scales were used to collect 
data. Some other parts of the questionnaire have been developed based on review of 
related literature, experts’ opinion and opinion from the prospective respondents. Before 
finalizing the questionnaires, pilot survey has also been conducted on 50 respondents of 
the same type who were excluded from the final study.

Two sets of questionnaires were prepared for two categories of respondents’ viz. bank 
employees who were the actual respondents of the present study and managers/immediate 
reporting superiors of those bank employees.

Data related to employees’ motivation and related variables have been collected by using 
two scales namely: i. the scale for measuring motivation using expectancy theory (Nadler 
and Lawler, 1977); ii. the scale for measuring employee performance.

The collected data have analyzed by using Statistical packages for social science (SPSS) 
Software. Several statistical tools like mean, standard deviation, t-trest, correlations 
techniques have used to analyze data. The analyzed data have been processed by using 
tables and bar charts.

6. Analysis of the Study
Following tables show the analysis of the study.

Table 1: Mean Score of Employees’ Motivation of Different Types of Surveyed Banks

Source: Field survey

The summarized motivation score of the employees of both Conventional and Islamic 
Banks are shown in Table 1. It shows that the overall mean motivation score of both 
Conventional and Islamic Bank Employees together was 60.2. 

The results also reveal that, mean motivation score of all surveyed Conventional Bank 
employees was 55.4 and it was 70.26 for the Islamic Bank employees. Among different 
types of Conventional Banks, Private Conventional Bank employees’ motivation score was 
higher (58.54) than the Public Conventional Bank employees (51.81).

All the employees’ mean motivation score was above average (Table 5.1) where the 
average score was 27 and maximum score was 125 as per the calculation method of the 
scale for measuring motivation (Nadler and Lawler, 1977).

Table 2: Mean Difference of Employees’ Motivation Score between Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks) 

**. t-test is significant at the 0.01 level.
Source: Table 1

The mean motivation score of Conventional and Islamic Bank employees were compared 
together with the help of t-test. Table 2 reveals that the level of motivation of Islamic Bank 
employees was significantly higher (70.26) than that of Conventional Bank employees 
(55.4) (p<.01) i.e., Islamic Commercial Bank employees are significantly more motivated 
than their counterpart.

Figure 1: Mean Score of Motivation of both Conventional and Islamic Bank Employees
Source: Table 1

Both the Figure 1 and Table 2 indicate that mean motivation score was significantly higher 
for the Islamic Bank employees ( =70.26) than the Conventional Bank employees ( =55.4). 
The t-test was highly significant at the 0.01 level (p <.01).

Table 3: Mean Differences of Employees’ Motivation Score of Different Sub-Stratum of 
Commercial Banks 

*. t-test is significant at the 0.05 level.                    **. t-test is significant at the 0.01 level.
Source: Table 1

It is evident from Table 3 that the level of motivation of Islamic Bank employees was 
significantly higher (70.3) than that of Public Conventional Bank employees (51.8). The 
t-test was highly significant at the 0.01 level (p <.001).

The table further indicates that, the level of motivation of Islamic Bank employees (70.3) 
was significantly higher than that of the Private Conventional Bank employees (58.5). The 
t-test was highly significant at the 0.01 level (p <.001).

A comparison was also made among the sub-stratum of Conventional Bank employees 
(between Public and Private Conventional Bank employees) to compare their mean motiva-
tion score with the help of t-test. It is appeared from the above table that Private Conventional 
Bank employees are more motivated (58.5) than the Public Conventional Bank employees 
(51.8). The t-test for this comparison was significant at the 0.021 level (p <.05).

Table 4: Mean Score of Employees’ Performance of All Types of Banks (Public Conven-
tional, Private Conventional, All Conventional Banks Together and Islamic Banks)

Source: Field survey

Employees’ job-related performance was rated (out of 100 score) by their immediate 
reporting superior/manager. A close study of the Table 4 reveals that the mean performance 
score of both Conventional and Islamic Bank employees was high (79.4).

Figure 2: Mean Score of Performance of both Conventional and Islamic Bank Employees
Source: Table 4

Both the Figure 2 and Table 4 indicate that, the mean performance score of Islamic Bank 
employees was higher (82.5) than the Conventional Bank employees (77.9). Among differ-
ent types of Conventional Banks, mean performance score of Private Conventional Bank 
employees was higher (79.1) than the Public Conventional Bank employees (76.4).

Table 5: Mean Differences of Employees’ Performance Score of Two Main Stratums of 
Commercial Banks (Conventional and Islamic Banks)

**. t-test is significant at the 0.01 level.
Source: Field survey

It is observed from the Table 5 that there was a significant difference between the mean 
performance score of Conventional and Islamic Bank employees. It means that the job 
performance of Islamic Bank employees was significantly higher (82.51) than that of the 
Conventional Bank employees (77.86). The t-test was highly significant at the 0.01 level (p 
<.001).

Table 6: Mean Differences of Employees’ Performance Score of Different Sub-Stratums of 
Commercial Banks

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is also found that there is a significance difference between the performance of Public 
Bank employees and Private Bank employees. Significant differences of mean perfor-
mance score is also observed among sub-stratum comparison of Conventional Bank 
employees with the Islamic Bank employees. 

It is evident from the Table 6 that the level of performance of Islamic Bank employees was 
significantly higher (82.51) than that of the Public Conventional Bank employees (76.42). 
The t-test was highly significant at the 0.01 level (p <.001).

It is also observed from the results that, the level of performance of Islamic Bank employ-
ees was significantly higher (82.51) than that of the Private Conventional Bank employees 
(79.11). The t-test was highly significant at the 0.01 level (p <.001).

Among the Conventional Banks, the performance of the Private Conventional Bank 
employees was significantly higher (79.11) than that of the Public Conventional Bank 
employees (76.42). The t-test for this comparison was highly significant at the 0.01 level 
(p <.001).

Table 7: Correlation between Employees’ Motivation and Performance of the Convention-
al and Islamic Banks

 **. Correlation is significant at the 0.01 level.
Source: Field survey

The relationship between motivation and performance of different groups were examined. The 
results in the Table 7 reveal that the Pearson’s Product-moment Correlation Coefficients (r’s) 
between motivation and performance were statistically significant for Conventional Bank 
employees (r=.52) and Islamic Bank employees (r=.378) individually and also for the both types 
of bank employees (r=.488). All the correlation were significant at the 0.01 level (p <.001).

Table 8: Correlation between Employees’ Motivation and Performance of Different 
Stratum and Sub-stratum of All Surveyed Banks

**. Correlation is significant at the 0.01 level.
Source: Field survey

The Pearson’s Product-moment correlation was made to find out the relationship between 
the mean motivation score and mean performance score of different types of surveyed bank 
employees. Table 8 indicates that, the Pearson’s Product-moment Correlation Coefficients 
(r’s) were statistically significant for all Conventional Bank employees (Public and 
Private) (r=.52), Islamic Bank employees (r=.378) separately, and also for all surveyed 
bank employees (r=.488). Correlation between motivation and performance of different 
sub-stratum of Conventional Bank employees i.e. Public Conventional Bank employees 
(.412) and Private Conventional Bank employees (.579) were also statistically significant. 
All the correlation were significant at the 0.01 level (p <.001).

Table 9: Mean Differences of Employees’ Performance According to the Level of Motiva-
tion of Different Commercial Banks 

**. t-test is significant at the 0.01 level. 
Source: Field survey

It is observed from Table 9 that, all the t-ratios were significant. It means that, there was a 
significant difference of employees’ performance on the variation of level of employees’ 
motivation. The results indicate that, the level of performance was significantly higher 
(80.11) for those employees who were higher motivated, and performance was lower 
(74.20) for those employees who were lower motivated. The t-test was highly significant 
at the 0.01 level (p <.001).

Further the result of the table indicates that the level of performance was significantly 
higher (78.48) for those Conventional Bank employees who were highly motivated, and 
the performance was lower (74.52) for those Conventional Bank employees who were 
lowly motivated. The t-test was highly significant at the 0.01 level (p <.001).

To examine the impact of Motivation and Performance, all the bank employees were divided 
into two groups, i.e., high and low motivation.

Again, it is observed from the table that, the level of performance was significantly higher 
(83.18) for those Islamic Bank employees who were higher motivated and the performance 
was lower (72.52) for those Islamic Bank employees who were lower motivated. This t-test 
was also highly significant at the 0.01 level (p <.001).

6.1 Summary Results of All Tested Hypotheses

All the tested hypotheses have been summarized in the following table:

Table 10: Summary Results of All Tested Hypotheses

Source: Author‘s Constnuction

7. Findings of the Study
Following are important findings of the study.

i. Motivation score of both the employees of Conventional banks and Islamic Banks 
were above average ( =60.2) where the average score was 27 and maximum score was 
125 as per the calculating formula of the Expectancy Theory (Table-1).

ii. Motivation of the Islamic Bank employees was found to have significantly higher ( 
=70.26) than that of the Conventional Banks ( =55.4) (t=-6.163, p<.001, Table-2). 

iii. It had also been compared the level of employees’ motivation among different 
sub-stratum of Conventional banks and Islamic Banks. Islamic Bank employees were 
significantly more motivated than the Public Conventional Bank employees (t=-6.574, 
p<.001) and Private Conventional Bank employees (t=-4.189, p<.001, Table 3). 
Among different types of Conventional Banks, employees of the Private Conventional 
Banks were significantly more motivated than the employees of Public Conventional 
Banks (t=-2.326, p<.001, Table-3).

iv. Performance score of all bank employees were high (79.4) and it was also high for 
both the employees of Conventional banks ( =77.9) and Islamic Banks ( =82.5) were 
high i.e., both the bank employees possess more than 75 score out of 100 score 
(Table-4).

v. Performance of Islamic Banks employees was significantly higher ( =82.51) than that 
of the Conventional bank employees’ performance ( =77.86). The test was highly 
significant (t=-5.809, p<.001, Table-5).

vi. There were significant differences among different sub-stratum of Conventional banks 
and Islamic Banks in terms of level of employees’ performance. Performance of 
Islamic Bank employees were significantly more than the Public Conventional Bank 
employees (t=-7.192, p<.001) and Private Conventional Bank employees (t=-3.985, 
p<.001, Table-6). Among different types of Conventional banks, performance of the 
employees of private Conventional banks were significantly more than the employees’ 
performance of public Conventional banks (t=-4.549, p<.001, Table-6).

vii. There is a significant positive correlation between motivation and performance of the 
Conventional bank employees (r=0.520, p<.01), Islamic Bank employees (r=0.378, 
p<.01) and the both types of bank employees together (r=0.488, p<.01, Table-7). 
Correlation between motivation and performance of different sub-stratum of Conven-
tional bank employees’ i.e. public Conventional bank employees (r=.412) and Private 
Conventional Bank employees (r=.579) were also statistically significant. All the 
correlation were significant at the 0.01 level (Table-8).

viii. The results of the Table-9 show that, there was a significant difference of employees’ 
performance on the variation of level of employees’ motivation. For all bank employ-
ees, the level of performance was significantly high ( =80.11) for those employees 
who were highly motivated and performance was low ( =74.20) for those employees 
who were lowly motivated (t= -8.883, p <.001). Again, this observation is true for the 
Conventional bank employees (t= -7.274, p <.001) and Islamic Bank employees 
(t=-3.645, p <.001) separately. It means that performance is low for those employees 
whose level of motivation is low.

8. Recommendations of the Study
Based on the objectives and findings of the study following recommendations are given for 
policy implications:

i. Enhance Motivation Strategies for Conventional Banks: Given that Islamic Bank 
employees exhibited significantly higher motivation levels compared to Conventional 
Bank employees, Conventional banks should review and enhance their motivational 
strategies. This may involve adopting best practices from Islamic banks, such as 
improved recognition systems, tailored reward schemes, and incorporating more 
comprehensive employee engagement programs. Conventional banks should also 
consider increasing the frequency and quality of motivational training sessions and 
workshops.

ii. Implement Targeted Performance Improvement Programs: Since there is a positive 
correlation between motivation and performance, banks should focus on developing 
programs that link motivational strategies directly with performance metrics. For 
instance, establishing clear performance goals tied to motivational incentives can 
drive higher performance. Additionally, incorporating regular performance reviews 
that align with motivational strategies can ensure that employees receive timely 
feedback and support to enhance their performance.

iii. Tailor Motivational Approaches to Different Bank Categories: The study reveals 
significant differences in motivation and performance between Conventional and 
Islamic banks. Banks should tailor their motivational approaches according to their 
specific operational and cultural contexts. For Islamic banks, emphasizing 
values-based motivation aligned with Islamic principles could further enhance 
employee motivation. For Conventional banks, focusing on more diverse motivational 
factors such as career development and job enrichment might be effective.

iv. Address External Pressures and Work Environment Issues: The study suggests that 
external pressures affect employee motivation. Banks should evaluate and mitigate 
external factors that impact employee performance. This includes improving work 
conditions, providing better support systems, and reducing external pressures that 
could hinder job performance. Enhancing the overall work environment by investing 
in better infrastructure and resources can also contribute to improved motivation and 
performance.

v. Develop and Implement Reward Systems: Given the findings that both financial and 
non-financial rewards play a role in motivation, banks should develop a comprehensive 
reward system that includes both types of incentives. This can include performance-based 
bonuses, recognition programs, career advancement opportunities, and professional 
development. Establishing a structured reward system that aligns with employees’ 
motivational needs can significantly boost their engagement and performance.

vi. Foster a Culture of Continuous Improvement and Feedback: Banks should foster a 
culture that encourages continuous improvement and regular feedback. Implementing 
regular surveys and feedback mechanisms can help in understanding employees’ 
needs and adjusting motivational strategies accordingly. This ongoing dialogue 
between employees and management can enhance motivation and performance by 
ensuring that employees feel heard and valued.

vii. Conduct Further Research and Benchmarking: Further research should be conducted to 
explore the underlying factors contributing to the differences in motivation and perfor-
mance between Conventional and Islamic banks. Benchmarking against successful 
organizations within and outside the banking sector could provide additional insights 
into effective motivational strategies and performance enhancement techniques.

By following these recommendations, both Conventional and Islamic banks in Bangladesh 
can work towards optimizing employee motivation and performance, thereby contributing 
to overall organizational success.

9. Conclusion
This study sought to examine the relationship between employee motivation and perfor-
mance within Conventional and Islamic commercial banks in Bangladesh. By evaluating 
motivation and performance levels and testing their interrelationships, the findings of this 
study provide significant insights into how motivational factors influence employee 
productivity in the banking sector. The results indicate that motivation levels and perfor-
mance scores are generally higher among Islamic bank employees compared to their coun-
terparts in Conventional banks. These findings align with previous research suggesting that 
values-based motivational approaches, such as those found in Islamic banks, are highly 
effective in fostering greater employee engagement and performance (Ahmad & Tahriri, 
2022; Khan & Ali, 2023).

Motivation, as a critical determinant of employee performance, was found to have a strong 
positive correlation with performance across both bank types. This is consistent with the Expec-
tancy Theory, which posits that higher motivation leads to better performance when employees 
believe their efforts will lead to desirable outcomes (Vroom, 1964). The study's results support 
this theoretical framework, showing that highly motivated employees in both Islamic and 
Conventional banks demonstrated significantly higher performance. Moreover, the performance 
of Islamic bank employees was significantly higher than that of Conventional bank employees, 
which supports earlier studies suggesting that organizational culture and motivation strategies 
can significantly influence employee behavior (Mubarak & Zubair, 2020).

The differences in motivation between employees of Conventional and Islamic banks can be 
attributed to the distinct cultural and operational contexts of the two sectors. Islamic banks, 
which incorporate Islamic ethical principles and values, likely offer a more intrinsic form of 
motivation that resonates deeply with employees' personal values (Hassan & Latif, 2021). 
On the other hand, Conventional banks may rely more on extrinsic motivators such as finan-
cial incentives, which might not be as deeply ingrained in the organizational culture (Yousaf, 
2023). These findings support the notion that culturally aligned motivational strategies can 
lead to more sustained levels of motivation and performance (Ahmed et al., 2023).

Based on the findings of this study, several policy implications can be made for improving 
employee motivation and performance in both Conventional and Islamic banks. First, 
Conventional banks should consider adopting the motivational practices of Islamic banks, 
focusing on value-driven motivation, recognition systems, and career development oppor-
tunities. These initiatives could help bridge the motivation gap between Conventional and 
Islamic bank employees. Additionally, establishing a more integrated reward system that 
combines both financial and non-financial rewards could serve as an effective means of 
boosting motivation and enhancing employee performance (Furnham, 2021).

Furthermore, given the clear link between motivation and performance, it is essential for 
banks to implement targeted performance management programs that align with motivational 
strategies. These programs should emphasize continuous feedback, personalized goal-setting, 
and clear performance metrics that are tied to rewards and recognition (Gagné & Deci, 2021). 
Finally, the study recommends that both types of banks foster a culture of continuous learning 
and improvement, ensuring that employees receive ongoing professional development and 
the support needed to thrive in a dynamic work environment (Kuvaas, 2022).

This research provides a solid foundation for future studies on employee motivation and 
performance in the banking sector, especially in the context of Bangladesh. Further studies 
could explore the influence of external economic factors and work environment conditions 
on employee motivation in both types of banks (Muneer & Raza, 2022). Additionally, 
cross-country comparisons could offer deeper insights into how cultural and institutional 
factors shape employee motivation and performance in the banking sector globally.
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