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Abstract
Employee motivation is a critical factor in determining the overall performance of an organization. This study provides an overview of the relationship between employee motivation and organizational performance, highlighting key concepts and implications. Motivation and organizational performance are essential tools for the success of any organization in the long run. On the other hand, there is a positive relationship between employee motivation and organizational performance reflected in numerous studies. Identifying research gaps between employee motivation and organizational performance in a specific context like Sri Lanka requires a thorough review of existing literature and an understanding of the country's unique socio-economic and cultural factors. This research aims to analyze the executive employees' motivations related to the general insurance industry. The study was based on the following three objectives; to determine the factors that increase the motivation of employees; to examine the requirements of a good motivational system and to examine the relationship between employee motivation and organizational performance. This study sought to find the impact between the independent variables (Financial benefits, Non-financial benefits, Management and Leadership factors, and Organizational factors), mediation variables, and dependent variable (Organizational Performance) through thirteen different hypotheses. This Primary data was collected from 369 executive employees of eight leading general insurance companies. Data were collected with a structured questionnaire and SPSS software was selected as key software for data analysis. According to the research results Organizational factors and Financial factors are statistically positive on Employee Motivation and Organizational Performance. Subsequently, the study highlights the relationship between the mediating variable and each independent variable. In conclusion, employee motivation is highly responsible for overall performance, and organizations that prioritize and nurture employee motivation are more likely to experience sustained success and financial growth.
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INTRODUCTION
1.1 Introduction
In the modern business world, every organization plays a crucial role in developing motivated employees. Motivation is the process that influences, guide, and maintain the behaviors to obtain the organizational vision and mission. There are different sets of definitions that have been related to motivation in terms of business contexts. The human resource management theories support that motivation is an important business element that supports enhancing the motivation of stakeholders under different circumstances (Kooij & Broeck, 2022). Pamungkas (2019) mentioned that motivation is a process that supports the initiation, and guidance and leads humans to achieve a set of organizational goals and objectives according to the business contexts. As a result, motivated employees will have a high level of effort with full energy to support the organization’s future. This concept is an interesting term in management literature and it’s important to achieve the goals and objectives of the organization. 
In addition, the researcher has identified that motivational factors are critical value for the business to manage positive favourable actions from stakeholders under different contexts. Morris (2018) justified that motivation is a word that supports identifying different needs, desires, and wants and drives them to achieve a set of organizational goals and objectives. Scientific learning and teaching support an internal process to identify the willingness to do something according to the research context. They have identified that motivations lead to managing operational activities within the organization, lead to productivity, are critical for managing change management practices, effective methodology in human resource management, employee satisfaction, managing to minimize organizational costs, and support methodology for achieving an organizational set of goals and objectives. Furthermore, motivation is a core business element that supports improving performance, developing positive attitudes, managing internal business changes, and reducing organizational absenteeism. (Franklin, 2022).  
In addition, the importance of motivations that support increased productivity, continuous processes, and building friendly relationships. (Hahn et al.,2016). However, the researcher has identified the challenges in motivation under different context; according to their research evidence support identifying different challenges in motivation as abundant choices, fear of failure, fear of success, lack of clarity, exhaustion, comparison, and excuses under the different circumstances Rathansekaran (2017) mentioned that employee motivation supports for identify employee motivation through enthusiasm, energy levels, commitment and amount of creativity towards business functions and different business activities under different circumstances.  
1.2 Insurance sector in Sri Lanka
The insurance sector in Sri Lanka has both local and international twenty-seven insurance companies. At the end of 2022 thirteen long-term insurance companies, twelve general insurance companies, and two composite companies were operating in Sri Lankan Insurance Sector. The insurance penetration rate in Sri Lanka indicates the level of development in the insurance sector in Sri Lanka.  According to the IRCSL annual reports for 2022, the Sri Lankan insurance sector is a contracting sector of the economy.  Compared to 2021 statistics 2022 the penetration had slightly decreased. 


 





  Figure 1.1-Insurance penetration


Source: IRCSL Annual Reports-2022
	Year
	Insurance Employees

	2018
	19437

	2019
	19841

	2020
	19571

	2021
	20031

	2022
	20057


According to the statistical figures given by the Insurance Regulation Commission, from 2018-2022, there was a significant improvement in the number of employees in the insurance sector When analyzing the figures, the overall workforce employed at insurance companies almost remained unchanged totaling 20,057 by the end of 2022. Unique and despite new recruitments made during the year, certain insurance companies have made strategic decisions to lay off employees for economic reasons. Still Insurance sector was able to manage to control their employee turnover. (Table 1.1)
Table 1.1: Number of employees 









  Figure 1.2-Insurance employees

Source: IRCSL Annual Reports 2022
This research study focuses on the General insurance sector in the Sri Lankan Insurance industry.  According to the IRCSL 2022 annual report, more than 85% market share is comprised of eight general insurance companies. (Appendix 01) The companies are Sri Lanka Insurance Corporation Ltd, Ceylinco General Insurance Limited, Allianz Insurance Lanka Ltd, National Insurance Trust Fund, Fairfirst Insurance Limited, People’s Insurance PLC, LOLC General Insurance Limited and Continental Insurance Lanka Limited.  
The theoretical importance of this thesis is expressed in a deep literature analysis of the relationship between employee motivation (motivational factors) and organizational performance. These types of studies show that employee motivations and performances, productivity, or satisfaction are relevant at all times and that information about these should be constantly updated. This study targets the general insurance sector in Sri Lanka and the number of studies covering the private and public sectors to understand the overall picture. The practical importance of this Thesis is that this study will help any organization in the practical business world to understand what kind of motivational goals are involved in organizational performance.

1.3 Research Question
· What are the determine the factors that increase the motivation of employees?
· What are the most significant factors for a good motivational system? 
· What is the mediating relationship between employee motivation and organizational performance?




1.4 Research Objectives
· To determine the factors that increase the motivation of employees.
· To examine the requirements of a good motivational system. 
·  To examine the mediating relationship between employee motivation and organizational performance.

There are the following limitations of the study: 
· The number of participants in the survey is limited to respondents representing the general insurance sector Sri Lankan labour market. 
· The respondents were taken from only the Executive employees for the survey. 
· Only the Western Province, which is the main and administrative province of Sri Lanka, was considered for this study.

This study has several theoretical, empirical, and practical importance and the finding may be expanding the understanding of the way of motivating executive employees in the general insurance sector in Sri Lanka. There is much research based on employee motivation but no clear research on executive employees in the overall general insurance sector in Sri Lanka. This study is important since the findings will help to design new business strategies to retain executive employees. The rest of the paper has been arranged as a presentation Introduction, Literature review, Methodology, Findings of the study, and Discussion and Recommendation to conclude the paper.



LITERATURE REVIEW
2.1 Factors Affecting Motivation
Employee motivation is a critical aspect of organizational management and performance. It refers to the forces, desires, and needs that energize and direct an employee's behavior within an organization. Motivated employees are more engaged, productive, and committed to their work, resulting in improved individual and collective performance. Understanding the key elements of employee motivation is essential for managers and organizations aiming to foster a motivating work environment. Therefore,  motivation is needed for a continuous drive in any field. This will vary from person to person based on location, nature, and gender.
The researcher needs to identify different factors related to the motivations under different circumstances. The research evidence supports the identification of four research variables in this study context such as financial benefits, non-financial benefits, management and leadership, and organizational factors related to the key determination of motivation under different circumstances. 
2.1.1 Financial benefits
Financial benefits have been defined by various researchers. According to Kmecova & Tlusty, 2021 the importance of financial benefits towards motivational factors. Different financial benefits have been identified as salary, strategic salary rotation, paying salaries on time, salary incremental, and company payroll system according to the systematic plan. This motivation factor has a huge impact on employees. The financial benefit is a hygiene factor, and the organization should be focused on this element to help develop the strategic background as a primary requirement. (Pegler, 2012). The company is responsible for balancing its liquidity position to manage business activities with a proper plan, and identifying the right strategies and policies to use a proper payroll management system and labour laws and regulations affected for managing financial benefits activities. To manage the liquidity position companies need to have a good Return on Equity (ROE) ratio. In addition, the researcher has found a positive impact of financial benefits on employee motivations as a significant/ direct impact for determining employee motivations. Financial benefit is a strategic tool that managers use to manage the implementation of a strategy or operational activity. 
2.1.2 Non Financial benefits
Non-financial benefits have become a necessity for insurance companies to become successful in the competitive insurance sector. Choi & Mutrie (2020) mentioned that insurance policies and security policies are identified as key elements under the non-financial benefits. However, the non-financial benefits also should be linked with the direct motivations toward employee satisfaction level. More potential benefits are availed by the application of non-financial benefits. The research evidence and research findings have been supported by identifying the importance of work-life management and should need to assess the right strategies related to the work. People have become indifferent to the effectiveness of choosing the appropriate strategic tasks when they are pursuing complex goals. The company needs to manage its businesses to achieve strategic business activities and strategic business functions with family support should focus on training and development practices as a key business element that leads to managing business activities in terms of employee productivity levels (Kmecova, 2013). All managers need to identify and rationalize the non-financial benefits and manage the strategic plans to gather the opportunities rather than accepting the threat.
2.1.3 Management & Leadership
Every responsible person needs to have the right leadership traits to influence motivation. Leaders should have an open perspective on human nature. According to various research evidence, different measurement scales have been captured to identify the clear vision and mission, management and leaders’ support, employee satisfaction level, management of different leadership styles and techniques, and identify better communication between managers and leaders under different circumstances. The strategic management practices should be in line with all the situational analyses, and strategic orientations when identifying a different set of business activities related to employee relations. Every business should commit to organizational values and strategic pathways through business development In addition, the researcher has focused on modern leadership styles such as transactional leadership styles and Transformational leadership styles are help manage leaders’ and managers’ commitments toward business activities to meet the requirements of employee motivations under different circumstances.  Finally, management and leaders’ communication plays a critical phase in the company's achieving strategic business values under different circumstances.
2.1.4 Organizational factors
The final independent variable under the motivational factors related to this study context is the organizational factor. Simply we can know this as “Workplace culture”.The organizational structures and flexible working practices, flexible working environment, organizational culture, modern organizational equipment, and organizational-friendly management system support businesses to achieve strategic business objectives. Maughan (2014) justified that organizational factor is important for the management and employees for managing their business activities and identifying the right business decision at the right time.  According to the business globalization and compression of business transactions through the industrial have affected employee motivation through the diversified business model with complexity.  The modern business era supports identifying the general terms related to team building activities by coordinating team members and team executives under different circumstances. Providing a positive organizational factor will improve job satisfaction and enhance the work environment for more satisfied employees.
2.2 Impact of motivation factors on employee motivation
This section is important for identifying the significant impact of factors affecting on motivations on employee motivations under different circumstances.  The literature review supports identifying the main four factors that affect employee motivations such as financial benefits, non-financial benefits, management & leadership, and organizational factors are important independent variables that support determining employee motivations.  Bhuvaneswari & Vijayarajakumar (2021) justified those financial benefits are essential elements that support identified direct determination of employee motivations.  There is different motivation model that have been identified that financial benefits are essential for employees to achieve strategic business activities under different contexts; Furthermore, the researcher has identified that salary increments, on-time payments, and attractive salaries are essential for the company policies and practices under different circumstances.  Therefore, the researcher has identified there was a positive relationship between financial benefits on employee motivations.  In addition, the researcher has identified different research evidence that supports identifying the relationship between non-cash benefits with employee motivations under different circumstances; according to their research feedback supports for identified that non-cash benefits are also important for managing business activities and they have mentioned that non-cash benefits refer for enhancing employee intention which is critical for manage employee productivity level through their satisfaction level (Vijayarajakumar, 2017). Also, the researcher has identified that management & leadership practices are highly valued by the company to identify positive intention and positive feedback from employee motivations; modern management practices and leadership styles support motivating their employees under different circumstances (Vijayarajakumar, 2017).  Also, the researcher has mentioned that there were positive management & leadership practices on employee motivations with a strong positive correlation between the research variables.  Finally, the researcher has focused on identifying the strong relationship between organizational factors and employee motivation; in this case, they have justified that employee motivational factors are related to the behavioral approach of the company which has focused on the direct impact on managing business activities with the free business environment; decision-making process and business resources are a critical phase for the free workplace and identifying positive business feedbacks towards different business engagements under the different business cases (Choi, 2017); therefore the researcher has focused on the positive impact between organizational factors on employee motivations.  
Motivation is very important to influence people or employees to achieve the organizational goal.  Thus, this is the best mechanism to complete the task and get to the final vision and mission of the organization.  Furthermore, service-oriented organizations need to be concerned about motivational issues, environmental impact factors, and individual performance to get motivated employees.  The performance of the employees is the most impacting factor for the outcome.  These early-era theories and modern theories help to overcome all the motivational issues and to identify how important the concept of motivating employees is in the corporate sector. The successful implementation of theories will help the employees and managers to support the success of the organization This will grow the positive mindset of employees.  Thus, motivation is a vital factor in the organization and motivation will make optimal profit figures for the organization and it will improve productivity.  Finally, companies will be able to ensure the betterment of all the economic conditions and it will help the improvement of the corporate world. 




2.3 Impact of employee motivation on organizational performance
Organizational performance cannot be examined in isolation because employee motivation will highly impact the variable.  Also, if employee motivation encourages the employees to remain in the organization, that will impact the organizational performance.  To have a profitable and stable performance company needs to consider employee motivation.  Wiley (1997) suggests that a successful organization will always understand the importance of employee motivation.  According to (Yazdani, et al,2011) motivated employees will lead to good organizational performance.  Also, according to (Matthew, et al,2009) motivated workers are productive employees in the organization and they will contribute their maximum to have efficient and effective organizational performance. 
When the employees are satisfied with the organization, they are trying to give their maximum outcome to achieve the organizational goals and objectives.  Also, employees will have a close relationship with the organization.  The same organization cannot buy employee loyalty but if the company can satisfy the employees by motivating them, it will impact positively the organizational performance.  With highly motivated staff, the company can achieve good organizational performance.    
Motivated employees always provide benefits to the organization.  Employees who are always committed to the organization will work harder and the organization can achieve its goals and generate new ideas and also have a good connection between the employee and employer.  Factors such as Financial Benefits, Non-Financial Benefits, Management and Leadership, and finally Organizational Factors will impact motivation.  When employees are motivated by those factors they impact the organization's performance.  Finally, companies will be able to have good organizational performance by using motivated employees.  

METHOS
3.1 Research Design
According to the research design, this section supports identifying the research philosophy, research approach, method, and strategy to prove the research design (Saunders et al., 2019).  There are main three research philosophies have been identified as positivism, realism, and interpretivism under different circumstances; in this study, the researcher has identified the main six variables, four determinants of motivations such as financial benefit, non-financial benefit, management and leadership, and organizational factor as independent variables, employee motivation as the mediating variable and organization performance as dependent variable in terms of the research problem based on the insurance industry in Sri Lanka.  In addition, the researcher has identified no research evidence for human involvement in terms of human aspect (realism) or the descriptive analysis by supporting only secondary research evidence (interpretivism); hence this study has focused on the analysis of positivism research philosophy.  In addition, the researcher has identified a deductive research approach by focusing already analyzed research model related to employee motivations hence there was no evidence related to the new development of the research model (inductive) (Saunders et al., 2019).  The quantitative research method has been focused on converting all the research evidence into numerical aspects to import data sets for the statistical research analysis under different circumstances; according to the research strategy, the survey strategy has been supported for data collection through the employee who is working under the insurance industry in Sri Lanka.  Explanatory research design has been identified with the research evidence through the past evidence and identifies both independent and dependent variables in this study.  The overall aspect of this study supports identifying the positivism research paradigm with a deductive research approach (Saunders et al., 2019).  
3.2 Data and sample
[image: ]The population of this study supports the identification of Executive employees who are working in the general insurance sector in Sri Lanka as the population in this study.   According to the initial investigations, the researcher identified 13,733 general insurance employees at the end of the 2022 year.  (IRCSL Annual report) However, the researcher selected only the Executive employees in 2022.  The population of this study according to the annual report of each general insurance sector company is 9352 Executive employees. There are different research techniques have been identified related to the sample selection under the different contexts; in this stage, the researcher has selected general insurance companies in Sri Lanka and selected their executive employees by using the random sampling selection method under the probability sampling technique under the different circumstances; in addition, the researcher has selected Morgan’s sampling calculating method for calculating sample size by focusing 5 confidence interval under the 95% confidence level.  The following figure supports identifying sample selection in this study.  According to the below calculation, the sample is 369 executive employees.  





Figure 3.1: Sample size
As the sample, the researcher has collected data from all the main three departments in Insurance companies and it covers the Executive employees mainly considering their preparation power level and authorization power level. 
 
3.3 Method of  analysis
This study the research plan, and the statistical test has been identified for data analysis under the different statistical tests; demographic factor analysis supports identifying the key features of demographic factors under the age, gender, work experience, and income levels per month; in addition, descriptive statistics support for identifying the key features of this study according to the research plan; in addition, correlation and multiple regression analysis have been supported for identifying the significant determinants of employee motivations in the insurance industry in Sri Lanka. 
3.4 Conceptual Framework & Operationalization 
The following figure (Table 3) will support identifying the independent variable, mediating variable, and dependent variable of this study to identify the correct pathway for developing the research hypothesis under the different terms; also, the following operationalization supports identifying the different variable measurements with proper research evidence according to the research contexts under the different circumstances.  
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3.5 Hypotheses
According to (Osuala,2005) the essence of the hypothesis is to ensure the clear direction of the study and that will help to avoid misleading data collection. Research hypotheses were developed as follows to find out the relationship between the independent variables mediating variable and dependent variable.  
H1: There is a positive impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
H2: There is a positive impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
H3: There is a positive impact of Management and leadership on Employee Motivation in the General insurance sector in Sri Lanka
H4: There is a positive impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
 H5: There is a mediating impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
H6: There is a mediating impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka 
H7: There is a mediating impact of Management and leadership on Employee Motivation in the General insurance sector in Sri Lanka
H8: There is a mediating impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
H9: There is a positive impact of Employee Motivation on Organizational Performance in the General insurance sector in Sri Lanka 
H10: There is a positive impact of Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
H11: There is a positive impact of Non-Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
 H12: There is a positive impact of Management and leadership on Organizational Performance in the General insurance sector in Sri Lanka
H13: There is a positive impact of Organizational Factors on Organizational Performance in the General insurance sector in Sri Lanka













FINDINGS OF STUDY
4.1 Demographic Factors 
This is an important section that helps to identify the key features of selected sample selection in this study; there are main four demographic factors have been identified in this section to identify the key features of this analysis with identifying different main features of this sample.  
According to the demographic factor variables, the researcher has mainly identified gender equality among the male and female participants in this study by representing 68. 6% male and 31. 4% of female participants in the study analysis. Table 4.1.1 Gender


	
	Frequency
	Percent

	Male
	253
	68.6

	Female
	116
	31.4

	Total
	369
	100.0






Source: (Research Data, 2022)
[bookmark: _Toc122090919]Also, the researcher has identified a balanced age distribution among the samples under the age categories of 18-24 and 55 above age categories under different circumstances.  However, the majority of sample participants have been identified under the age group of 25-34 years which was 82.1% of the total population.Table 4.1.2 Age


	
	Frequency
	Percent

	18-24 Years
	8
	2.2

	25-34 Years
	303
	82.1

	35-44 Years
	46
	12.5

	45-54 Years
	9
	1.4

	55 above
	7
	1.9






Source: (Research Data, 2022)
Also, the income schedule supports identifying better income levels which support the majority of employees having more than 65,000 LKR earning capacity by representing more than 81% of sample participants centants.
Table 4.1.3 Income Level


	
	Frequency
	Percent

	Below 35,000
	4
	1.1

	35,001-65,000
	67
	18.2

	65,001-100,000
	150
	40.7

	Above 100,000
	148
	40.1

	Total
	369
	100.0





Source: (Research Data, 2022)
In addition, the researcher has identified better work experiences within the experience level of 2-5 years, 6-10 years, and above 10 years; according to the work plan, the researcher has identified that the majority of 66% of sample participants have more than 6 years working experience.
Table 4.1.4 Work Experience


	
	Frequency
	Percent

	2-5 Years
	123
	33.3

	6-10 Years
	154
	41.7

	Above 10 Years
	92
	24.9

	Total
	369
	100.0


  
 

Source: (Research Data, 2022)

4.2 Validity Test & Reliability Test 
The validity test is an important rule and measurement towards the research contexts to identify the data accuracy through the sample feedback; in this study, the researcher has mainly identified primary data sets through the sample questionnaire and the researcher has converted qualitative information into the quantitative data sets through the Likert Scales.  According to the research contexts, KMO & Bartlett’s test has been tested to identify the important measurement scales towards the validity tests; according to the research outcomes, the researcher should need to identify more than or equal to 0. 5 coefficient of KMO & Bartlett’s test under the 95% confidence level.  The following table supports identifying different coefficient values related to the validity test variables related to the research contexts and significance values relevant to the validity test. 
Table 4.2 Validity Test
	Research Variables
	 (KMO & Bartlett’s Test)
	Sig.

	Financial Benefits
	.738
	.000

	Non-Financial Benefits
	.746
	.000

	Management & leadership
	.719
	.000

	Organizational Factors
	.625
	.000

	Employee Motivations
	.777
	.000

	Organizational Performances
	.829
	.000






Source: (Research Data, 2022)
The above table supports the identification of better values of coefficient values and better significance values of KMO & Bartlett’s test under the 95% confidence level.  In this case, the researcher has mainly identified the main four sub-independent variables as determinants of employee motivations, mediation variable, and dependent variables in this study.  According to the analysis outputs, support for identifying more than 0. 5 coefficient values and significant values are less than 0. 05 under the 95% confidence level.  
The table (Table 4.3) supports the identification of the better reliability level of this study and identified more than 0. 7 values of coefficient of reliability through Cronbach Alpha tests to find the proper reliability level in this study.  However, the research outcome supports the identification of 0. 672 for organizational factor variables; however, it has been close to the value of 0. 7 which can be accepted as a better reliability level to move forward with further research analysis.
Table 4.3 Reliability Test Analysis
	[bookmark: _Hlk126488112]Research Variables
	 (Cronbach Alpha Test)

	Financial Benefits
	.738

	Non-Financial Benefits
	.822

	Management & leadership
	.829

	Organizational Factors
	.672

	Employee Motivations
	.812

	Organizational Performances
	.880









Source: (Research Data, 2022)
4.4 Correlation Analysis 
The correlation table (Table 4.4) supports identifying the better correlation among the selected research variables in this study; according to the research contexts the researcher has identified that non-financial factors have positively correlated with financial factors, Management and leadership and Organizational Factors (Sig <0.  05); Management & Leadership factors have positively correlated with financial factors, non-financial factors and Organizational factors under the 95% confidence level (Sig <0.  05) According to the Pearson correlation analysis supports there were positively correlated with all the variables with Organizational factor and financial factors which were special indication throughout this study. However, Employee Motivations have positively correlated with Organizational factors and financial factors.   Also, Organizational Performances have statistical significance with both Organizational factors and financial factors.   Also, Organizational Performance has positively correlated with financial factors, Organizational factors, and Employee Motivations under the 95% confidence level.   


4.5 Multiple Regression Analysis
The following research model/ regression model helps in identifying the linear relationship between the independent variables and dependent variables according to the 95% level confidence level. 
Y = a + X1 + X2 + X3 + X4 + c
When Y is for Organizational performance, X1 is for Financial Factors, X2 is for Non-Financial factors, X3 is for Management and leadership, and X4 is for Organizational Factors. The a is for the constant that does not vary over time and the c is for the error term. 
Furthermore, the model summary supports (Table 4.5.1) identifying the 16. 9% of model predictors of all the determinants of independent variables towards the organizational performances under the 95% confidence level.  According to the statistical tests, the researcher should need to identify a higher R square value; however, sample size and frequencies of response rates are highly influenced by low R square value which is indicated as a research limitation.  
	[bookmark: _Hlk126488179]Model
	R
	R2
	Adjusted R2
	Std. Error of the Estimate

	1
	.411a
	.169
	.160
	.70107


Table 4.5.1: Model Summary


[bookmark: _Toc122090932]Predictors: (Constant), Organizational Factors, Financial Factors, Management & Leadership, Non-Financial Factors  
Source: (Research Data, 2022)
Finally, in the (Table 4.5.2) research outputs the researcher has identified 0.000 significance values under the 95% confidence level according to the multiple regression analysis; therefore, the researcher has identified better statistical significance under the 95% level confidence level.  Also, the following coefficient table supports the identification of the relationship between the independent variables and dependent variables according to the 95% confidence level. 
4.6 Coefficient 
The above research output (Table 4.6) supports for identified Financial factors and Organizational factors have a positive relationship with Organizational Performances under the 95% level confidence level and Non-financial factors and Management and leadership have a negative relationship with Organizational Performances according to the 95% confidence level; however, these research outputs have been taken through the existing responses of research participants according to the research questionnaire
4.7 Sobel test
Sobel test analysis has been identified for identifying and measuring mediation variables and identifying the impact of mediation variables.  The following (Figure 4.1) shows the relationship between mediation variables, independent variables, and dependent variable
Mediator Variable


B
(SE b)
A
(SE a)


[bookmark: _Toc122090961]
Independent Variable
Dependent Variable



Figure 4.7: Sobel Test Analysis
Source: (Research Data, 2022)
The above statistics support (Table 4.7) To identification of “Z statistics” as 6. 32738 and 8. 81838 which are greater than the value of 1. 96 (Z-value) under the normal distribution; Also, the P value is less than 0. 05, hence this value supported for identifying better probability distribution model with effective mediation impact for Financial Benefit and Organizational Factor with Employee Motivation.
   Table 4.7: Sobel Test Calculation 
	[bookmark: _Hlk126488252]Variable
	T statistic
	P value

	Financial Benefit
	6.32738
	.000

	Nonfinancial Benefit
	1.28417
	.19908

	Management and Leadership
	1.37904
	.167

	Organizational Factors
	8.81838
	.000



[bookmark: _Toc122090940]   



Source: (Research Data, 2022)












DISCUSSION AND RECOMMENDATION 
The following conclusions have been derived from the research,
H1: There is a positive impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
According to the Coefficient analysis table results the Financial Benefits have a statically significant ( P=0.00< 0.05 ) and positive direction on Employee Motivation.  Hence the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a positive significant impact of Financial Benefits on Employee Motivation.  
H2: There is a positive impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
According to the Coefficient analysis table results the  Non-Financial Benefits are not statically significant ( P=0.199 >0.05 ) but positive direction on Employee Motivation.  Furthermore, the table interprets that Non-Financial Benefits have positive intentions and the beta value is positive. ( B =0.054) Simply the null hypothesis was accepted, and the alternative hypothesis was rejected.  That means there is no positive significant impact of Non-Financial Benefits on Employee Motivation. 
H3: There is a positive impact of Management  Leadership on Employee Motivation in the General insurance sector in Sri Lanka
According to Coefficient analysis results the  Management and leadership have not statically significant ( P=0. 167 >0.05 ) but have a positive direction on employee motivation.  Furthermore, the table interprets that Management and leadership have been positively intention and the beta value is positive ( B =0.058).  Simply the null hypothesis was accepted, and the alternative hypothesis was rejected.  That means there is no positive significant impact of management & leadership on employee motivation. 
 H4: There is a positive impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
According to Coefficient analysis results the Organizational factors have a statically significant ( P=0.00< 0.05 ) and positive direction on Employee Motivation. Simply the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a positive significant impact of Organizational Factors on Employee Motivation.
H5: There is a mediating impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
According to Sobel test results the financial benefits have a statically significant ( P=0.00< 0.05 ) and positive direction on employee motivation.  Also, the results of the Sobel test the Z value is greater than 1.96 (Z=6.32738).  Hence the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a mediating impact of Financial Benefits on Employee Motivation.
H6: There is a mediating impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka 
According to Sobel test results the non-financial benefits have no statically significant ( P=0.19908> 0.05 ) but positive direction on Employee Motivation.  Also, the results of the Sobel test the Z value is less than 1.96. (Z=1.28417).  Hence the alternative hypothesis was rejected, and the null hypothesis was accepted.  That means there is no mediating impact of Non-Financial Benefits on Employee Motivation.

H7: There is a mediating impact of Management and leadership on Employee Motivation in the General insurance sector in Sri Lanka
According to Sobel test results the Management & Leadership has no statically significant ( P=0.167< 0.05 ) but positive direction on Employee Motivation.  Also, the results of the Sobel test the Z value is less than 1.96(Z=1.28417).  Hence the alternative hypothesis was rejected, and the null hypothesis was accepted.  That means there is no mediating impact of Management Leadership on Employee Motivation.
H8: There is a mediating impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
According to Sobel test results the Organizational Factors have a statically significant ( P=0.00< 0.05 ) and positive direction on Employee Motivation.  Also, the results of the Sobel test the Z value is greater than 1.96 (Z=8.81838).  Hence the alternative hypothesis was accepted, and the null hypothesis was rejected. That means there is a mediating impact of Financial Benefits on Employee Motivation.

H9: There is a positive impact of Employee Motivation on Organizational Performance  in the General insurance sector in Sri Lanka 
According to Coefficient analysis results, Employee Motivation has a statically significant ( P=0.00< 0.05 ) and positive direction on Organizational Performance. Hence the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a positive significant impact of Employee Motivation on Organizational Performance.

H10: There is a positive impact of Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
According to Coefficient analysis results the Financial Benefits have a statically significant ( P=0.00< 0.05 ) and positive direction on Organizational Performance.  Hence the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a positive significant impact of Financial Benefits on Organizational Performance.
H11: There is a positive impact of Non-Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
 According to Coefficient analysis results the  Non-Financial Benefits have no statically significant ( P=0.549 >0.05 ) but positive direction on Organizational Performance. Furthermore, the table interprets that Non-Financial Benefits are positive intentions and the beta value is positive.( B =0.033) Simply the null hypothesis was accepted, and the alternative hypothesis was rejected. That means there is no positive significant impact of Non-Financial Benefits on Organizational Performance.  

H12: There is a positive impact of Management and leadership on Organizational Performance in the General insurance sector in Sri Lanka
According to Coefficient analysis results the  Management & Leadership has no statically significant ( P=0.393 >0.05 ) but positive direction on Organizational Performance. Furthermore, the table interprets that Management and leadership have been positively intention which the beta value is positive.( B =0.047) Simply the null hypothesis was accepted, and the alternative hypothesis was rejected. That means there is no positive significant impact of Management and leadership on Organizational Performance.
H13: There is a positive impact of Organizational Factors on Organizational Performance in the General insurance sector in Sri Lanka
According to Coefficient analysis results the Organizational Factors have a statically significant ( P=0.00< 0.05 ) and positive direction on Organizational Performance.  Hence the alternative hypothesis was accepted, and the null hypothesis was rejected.  That means there is a positive significant impact of Organizational Factors on Organizational Performance.
Summary of Findings 
	Formulated Hypotheses
	Null Hypotheses
	Alternative Hypotheses

	H1: There is a positive significant impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
	Rejected
	Accepted

	H2: There is a positive significant impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
	Accepted
	Rejected

	H3: There is a positive significant impact of Management  Leadership on Employee Motivation in the General insurance sector in Sri Lanka
	Accepted
	Rejected

	H4: There is a positive significant impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
	Rejected
	Accepted

	 H5: There is a mediating impact of Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka
	Rejected
	Accepted

	H6: There is a mediating impact of Non-Financial Benefits on Employee Motivation in the General insurance sector in Sri Lanka 
	Accepted
	Rejected

	H7: There is a mediating impact of Management Leadership on Employee Motivation in the General insurance sector in Sri Lanka
	Accepted
	Rejected

	H8: There is a mediating impact of Organizational Factors on Employee Motivation in the General insurance sector in Sri Lanka
	Rejected
	Accepted

	H9: There is a positive significant impact of Employee Motivation on Organizational Performance  in the General insurance sector in Sri Lanka 
	Rejected
	Accepted

	H10: There is a positive significant impact of Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
	Rejected
	Accepted

	H11: There is a positive significant impact of Non-Financial Benefits on Organizational Performance in the General insurance sector in Sri Lanka
	Accepted
	Rejected

	H12: There is a positive significant impact of Management and leadership on Organizational Performance in the General insurance sector in Sri Lanka 
	Accepted
	Rejected

	H13: There is a positive significant impact of Organizational Factors on Organizational Performance in the General insurance sector in Sri Lanka
	Rejected
	Accepted



The researcher has identified that organizational factors are more critical value for enhancing employee motivation within the organizational context and the  recommendations related to the work practices under different circumstances, 
· The management and board of directors should be concerned about organizational structure with better flexibility
· The insurance sector should need support for managing flexible working and the organizational environment with better work engagements under different circumstances.  
· Organizational culture is also important for managing organizational activities toward employee motivation according to better work practices 
· The company should invest in modern equipment and digital transformation from manual systems to automation systems with better engagements and business values 
· The organization also should focus on managing business activities and business focus to achieve strategic business units and applications to manage employee motivations 
· Proper training & development practices on managing employee satisfaction and enhancing human capital are important factors that help manage business activities and business functions according to better work engagements 
· Develop organizational strategies to promote employee non-financial benefits according to the better work plan and work contexts under different circumstances.  

Also, the researcher has identified that financial factors are more critical value for enhancing employee motivation within the organizational contexts and recommendations related to the work practices under different circumstances, 
· 
· The organization needs to allocate fair basic salaries for all the employees according to their responsibilities and their qualifications.
· 
· The organization needs to have a proper annual strategy for salary rotation and bonuses. 
· Develop organizational strategies and new systems to allocate the salary on time.
· The company should need to have a proper salary increment plan annually.
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[bookmark: _Toc122090915]Table 3.1: The Measurements factors under independent and dependent variables





	Variable
	Measurements
	Question No
	Reference

	Financial Benefits
	Basic salary
	
Q5-Q9
	
(Verne, 2014)

	
	Salary strategy
	
	

	
	Salary delays
	
	

	Non-Financial Benefits
	Company policies related to the benefits
	

Q10-Q14
	

(GONTKOVIČOVÁ et al. , 2016)

	
	Work-life balance
	
	

	
	Career development opportunities
	
	

	Management & Leadership
	Management intention
	
Q15-Q19
	
(Hsieh & Wang, 2015)

	
	Management activities
	
	

	
	Employee satisfaction level
	
	

	Organizational Factors
	Organizations structure
	

Q20-Q24
	

(Lau et al., 2018)

	
	Flexible Organizations
Environnement
	
	

	
	Organizational culture
	
	

	Employee Motivations
	Financial satisfaction
	



Q25-Q32
	(Verne, 2014 ; GONTKOVIČOVÁ et al. , 2016 ; Hsieh & Wang, 2015 ; Lau et al. , 2018)


	
	Non-Financial satisfaction
	
	

	
	Management and leadership activities
	
	

	
	Organizational environmental satisfaction
	
	

	Organizational Performance
	Financial Performance
	Q 33-Q38
	
(Verne, 2014)

	
	Market Performance
	
	

	
	Shareholder Value
	
	









Table 4.4: Correlation
[image: Table

Description automatically generated]
**.Correlation is significant at the 0.01 level (2 -tailed)
[bookmark: _Toc122090933]
Table 4.5.2 : ANOVA
	[bookmark: _Hlk126488197]Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	36.463
	4
	9.116
	18.547
	.000b

	Residual
	178.906
	364
	.492
	
	

	Total
	215.370
	368
	
	
	


a. Dependent Variable: Organizational Performances   b- Predictors (Constant)



Sales	
Ceylinco	SLIC	Allianz	NITF	Fairfirst	Peoples	LOLC Gen 	Continental 	HNB	Cooperative Gen	Orient	Sanasa Gen	MBSL	17.74	18.4	13.16	11.45	11.34	5.4	5.33	4.06	4.35	4.06	1.55	0.85	0.24	

Insurance Penetration	
2018	2019	2020	2021	2022	1.3	1.3	1.4	1.3	1.1	General Insurance Penetration 	
2018	2019	2020	2021	2022	0.7	0.7	0.7	0.6	0.5	Year

Insurance Penetration




Insurance Employees	
2018	2019	2020	2021	2022	19437	19841	19571	20031	
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