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Employee Motivation, Land Administration Reforms and Service Delivery: Evidence from the Lands Commission of Ghana.
ABSTRACT
Institutions set up in most developing countries to deliver products or services for the public good often hardly perform to expectations. One of the key underlying factors is employee motivation, because under the circumstances, private interests tend to take precedence over those of benefit to the public. To improve performance, incentives become inevitable to motivate the personnel. This paper examines the effects of intrinsic and extrinsic motivation on land service delivery by the Lands Commission of Ghana regarding the moderating roles of internal and external land administration reforms currently being undertaken in the country. An explanatory research approach was adopted, which led to a quantitative research design and execution. Following a stratified sampling procedure, a sample of 332 officials was drawn from the cluster of land commission subdivisions located in the capitals of the 16 regions of the country. Factor and regression analyses were conducted with SPSS. Results indicate that intrinsic (β = .232, p < .001) and extrinsic (β = .205, p < .001) motivation both have a significant positive effect on service delivery, with intrinsic motivation having a slightly greater impact. Internal reforms positively moderated the intrinsic motivation-service delivery relation (β = .114, p < .05), but external reforms did not significantly moderate (β = -.014, t = .211, p > .10). Implementing robust staff performance mechanisms, computerising land processes, and enhancing working conditions are priority measures that need to be taken to improve service delivery.
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1. INTRODUCTION 
[bookmark: _Hlk182303928][bookmark: _Hlk182310714]Employee motivation is one of the main concerns of organizational behaviour in Africa and worldwide. According to Dorta-Afonso et al. (2021), employee commitment and behaviour are heavily influenced by motivation, a key psychological trait that boosts performance. It determines service efficiency and effectiveness in most institutions. Motivation can be described as a driving force behind human action towards certain goals with sustained effort, thus, what makes an individual act or keep on acting. It contains various components: intrinsic motivation that comes from within oneself, like self-satisfaction or fulfilment, and extrinsic motivation that results from external rewards such as money paid for salaries and bonuses given out among others (Ryan & Deci, 2017). When faced with tasks involving creativity and problem-solving abilities, people should be intrinsically motivated because it leads them to be more committed than ever before, according to Ryan & Deci (2017). Parmenas (2022) noted that effective motivational strategies can improve staff engagement levels, which drive organizational performance. Ullah (2012) also revealed that service delivery determines the extent of value customers get out of their interactions with providers. This paper investigates the relationship between employee motivation and service delivery performance of a public sector institution in Ghana, examining both intrinsic and extrinsic motivational factors and the moderating effects of the country’s land administration reforms. The Lands Commission is responsible for land administration and management.
[bookmark: _Hlk182814920] Employee motivation is critical for the efficient delivery of land services in Ghana. The Lands Commission is responsible for land administration and management. Proper land service delivery is vital where land is central to economic activities and sustains diverse sectors such as agriculture, industry, and housing. The Lands Commission, mandated to facilitate land acquisition, registration, and management, plays a crucial role in ensuring that land resources are optimally utilized. In line with this, employee motivation can significantly impact the performance and efficiency of the organization. Given the scope of responsibilities, employee motivation within the Lands Commission is essential to enhancing productivity, efficiency, and service quality in land service delivery (Adzima, 2023). Studies, including Jain (2007) and Meybeck et al. (2018), emphasized that motivated employees show higher productivity, reduced turnover, and enhanced commitment, which translates to better service delivery outcomes. 
Despite the importance of land service delivery, the Lands Commission of Ghana faces challenges in achieving optimal performance, potentially due to insufficient employee motivation. Reports of delays in land processing and inefficient service provision point to gaps in the motivational structures within the organization. Research suggests that inadequate motivation leads to poor employee output and diminished service quality, impacting stakeholders who rely on the commission for timely land services (Nkolola et al., 2016; Ngoma & Mulenga, 2019). Understanding the link between employee motivation and service delivery effectiveness within the commission is essential to identify strategies that enhance employee satisfaction and organizational performance.
This paper evaluates the extent to which employee motivation affects the service delivery practice of the Lands Commission of Ghana having sought to answer the following research questions: (i) what role does employee motivation play in land service delivery; (ii) how do intrinsic and extrinsic employee motivation influence land service delivery; (iii) what are the inhibiting factors causing the delay in service delivery at the Lands Commission; and iv) what recommendations are relevant towards improved service delivery in the Lands Commission? 

2. LITERATURE REVIEW
Institutional theory explains organizational development and why practices become institutionalized as a result of legal, regulatory, and social pressures that are change-resistant. These pressures lead to organizational homogeneity, with varying responses depending on the context (Luiz et al., 2021). In Ghana's Lands Commission, coercive and mimetic pressures influence worker motivation and service quality. Public Service Motivation (PSM) is, as defined by Perry (2014), the drive to serve the public based on values like compassion. Ritz et al. (2016) state that organizational behavior and PSM are affected by cultural norms. Zakariya and Achimugu (2023) confirmed that regulatory supervision in Nigeria enhanced motivation and compliance. Vandenabeele (2014) also clarified that transformational leadership boosts PSM through fulfilling the psychological needs of employees. Such leadership may enhance motivation within Ghana's Lands Commission.
Maslow (1943) postulated a hierarchy of needs, ranging from lower to self-actualization. In organizations like Ghana's Lands Commission, the hierarchy of needs influences employee motivation. Poor salary and appalling working conditions keep employees at the lower levels, leading to low morale and ineffective service (Riggio, 2013). Disappointment of physiological and psychological needs discourages employees' commitment to organizational goals (Wright & Kim, 2004). Ghanaian bureaucrats often have to contend with limited resources, poor logistics, and little prospect of career advancement (Ayee, 2008), which erode their ability to achieve esteem and self-actualization.
Herzberg et al. (1959) identified motivators, such as achievement and recognition, along with hygiene factors like salary. Hygiene factors prevent dissatisfaction, but only motivators enhance satisfaction and performance. In Ghana, while some hygiene needs are met, motivators are often lacking (Alase & Akinbo, 2021), which fosters absenteeism, inefficiency, and counterproductive practices against land administration reforms. Antwi (2006) emphasizes that successful reforms require more than structural change; they depend on the morale of frontline workers. A lack of attention to hygiene and motivation will render land sector reforms unsustainable and ineffective.
The expectancy theory of motivation, proposed by Victor Vroom in 1964, posits that individuals are motivated by anticipated outcomes, comprising three elements: expectancy, instrumentality, and valence. Expectancy refers to the belief that effort will result in desired outcomes; instrumentality denotes the perceived connection between performance and reward; and valence signifies the desirability of the reward. Fang (2023) contends that expectancy theory facilitates the alignment of rewards with employee expectations, enhancing motivation when employees believe an effort will yield desired results. By applying expectancy theory, managers can tailor motivational strategies to individual employee needs, thereby improving productivity and satisfaction.
Despite its advantages, expectancy theory exhibits limitations. It presupposes rational decision-making, neglecting emotional and social motivators (Fang, 2023). It may inadequately account for intrinsic motivators, such as personal growth or job satisfaction, which are fundamental for ethical and sustained motivation (Eccles & Wigfield, 2020). Saleem et al. (2021) elucidate practical challenges in establishing a connection between effort and outcomes, particularly in creative tasks where performance quantification is more complex. In Ghana's Lands Commission, expectancy theory could inform motivational strategies by explicitly linking performance outcomes to rewards. Managers could articulate expectations transparently, establish measurable objectives, and incentivize achievements through promotions or financial bonuses, thereby enhancing land service delivery. However, the theory's limitations suggest that intrinsic motivators, such as career development opportunities and supportive work environments, are equally essential to fostering sustained motivation. The conceptual framework is deemed to operationalize the theory. Based on the theoretical framework and review of literature, the study adopted the following conceptual framework, as shown in Figure 1. 
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Figure 1: Conceptual Framework








Figure 1: Conceptual Framework
Source: Authors’ Contract

3. METHODOLOGY 
[bookmark: _Toc17718823][bookmark: _Toc177304713]3.1 Study context
Ghana, located in West Africa south of the Sahara, has approximately 34.7 million and a growth rate of 1.92 percent (GSS, 2024). It has a land area of approximately 238,533 square kilometres and is bordered on the north by Burkina Faso, the east by Togo, the west by Côte d'Ivoire, and the south by the Atlantic Ocean. Ghana boasts sixteen administrative regions and a dual land tenure system, statutory and customary, and both title and deeds registration systems. Approximately 80 percent of land is held under customary ownership (Ghana et al., 2024), making Ghana a valuable case study in land administration research. Its robust recognition of customary land law is well-documented in literature (Lankono et al., 2023).
Notwithstanding several land administration reforms that have been backed by development partners, Ghana continues to experience insecure tenure, difficult access to land, inadequate land records, and inefficient service delivery. These symptoms are typical of more extensive difficulties in Sub-Saharan Africa (Antwi, 2002). The legacy of colonialism has been a primary force for the persistence of weak institutions that weaken development (Antwi, 2000; Hammond & Antwi, 2010). Nonetheless, Ghana's long-standing stable democracy since 1992 provides a solid basis for reform (Kwakye-Nuako et al., 2023). The consolidation of four land agencies into the present Lands Commission presents a chance to evaluate the extent to which institutional change can enhance land service delivery. The researcher's previous background and acquaintance with Ghana's land administration also account for the selection of it as the study area.
The Lands Commission of Ghana is a constitutionally established public service institution mandated under Article 258 of the 1992 Constitution and operationalized by the Lands Commission Act, 2008 (Act 767). Its primary responsibility is to manage public lands and provide advisory services to the government, local authorities, and traditional leaders on land use and management. The Commission comprises four main divisions: the Public and Vested Lands Management Division, Land Valuation Division, Land Registration Division, and Survey and Mapping Division. These divisions collectively work to ensure effective land administration, registration of land titles, valuation of properties, and the provision of geospatial and cadastral services across Ghana. The Lands Commission is located across the 16 regions in Ghana as indicated in Figure 2.
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[bookmark: _Toc177304704][bookmark: _Toc177304718]Figure 2: Map of Ghana showing the 16 Regions with their Capitals
Source: Geography, 2023
3.2 Research Approach and Design
[bookmark: _Toc177304706]Given the research questions and objectives of the study, an explanatory research design was employed to examine logical connections among concepts and hypotheses testing founded on theoretical assumptions (Renjith et al., 2021). This research strategy enables one to determine if data confirms or rejects theoretical assumptions. A comprehensive literature review on employee motivation and land delivery services served as the basis to extract themes that guided hypothesis development and testing. A quantitative design of research was employed to obtain numerical data, hence allowing the use of statistical procedures in either confirming or rejecting these hypotheses. Explanatory research is most appropriate for causal relationship investigation and addressing "why" inquiries (De Vaus & De Vaus, 2001). It is quantitative in approach, alignment, which is more analytical and objective (Creswell & Creswell, 2017). The objective of this study was to determine the impact of employees' motivation on land service delivery and the moderating effects of internal and external reforms. Explanatory design reduces researcher bias and focuses on prediction, correlation, and causation.
3.3 Population and sample selection 
Though there is some research that requires sampling an entire population, in most instances, this is not possible when dealing with large populations due to resource limitations. The study targeted the 1,936 Ghana Lands Commission staff across all regions (LC Annual Report, 2023). Where the population size is known, Levy and Lemeshow (2013) propose the utilization of the sampling fraction (n/N) in selecting systematically. Christman (2000) states that sample size is determined by desired precision and available resources. The researcher’s decision, however, regarding these factors depends on the following; 

· How accurate the researcher wishes to be; 
· How confident the researcher wants to be in the results; and 
· What budget is available to the researcher?
In the determination of the sample size for the Lands Commission population, a formula was adopted since the population was known. That is:
		n =    	  
		Source: Yamane (1967).
Where;
N Total Population of the workers at Lands Commission = 1,936 (Source: Human Resource Department, Lands Commission of Ghana)
1 = Constant  
e = Margin of error (0.05) and   	
n = Sample Size
NB: The (0.05) margin of error signifies that there is a 95 percent confidence level.
n =   1,936	   		n =	1,936	 	n = 331.5
 1+1,936 (0.05)2		                 5.84
Therefore, n ≈ 332. Hence, the sample size is approximately 332 workers. 
[bookmark: _Toc177304747]Having used the sampling method to select the sample size based on the population of the study, the samples were put in clusters according to regions. The whole All Lands Commission (LC) staff made up the population, and as such, a convenience sampling technique was used. The respondents were sampled by region based on the LC office coverage. Staff were sampled based on accessibility and relevance to the study on land service delivery. This also enabled the effective gathering of data. The regions, population, and sample sizes are as indicated below in Table 1.
Table 1: Regional cluster of Lands Commission staff sample
	Cluster Allocation
(Region)
	LC Population per cluster
	Percentage of total sample (%)
	Sample per cluster per region (count)

	Greater Accra
	956
	49.38
	164

	Ashanti
	164
	8.47
	28

	Western
	129
	6.66
	22

	Eastern
	112
	5.79
	19

	Central
	106
	5.48
	18

	Northern
	78
	4.03
	13

	Bono
	75
	3.87
	13

	Upper West
	71
	3.67
	12

	Volta
	64
	3.31
	11

	Upper East
	42
	2.17
	7

	Bono East
	34
	1.76
	6

	Western North
	27
	1.39
	5

	Ahafo
	25
	1.29
	4

	Savannah
	21
	1.08
	4

	North East
	18
	0.93
	3

	Oti
	14
	0.72
	3

	TOTAL
	1,936
	100%
	332


Source: Lands Commission Annual Report (2021)
From Table 2, out of a total staff strength of 1,936, Greater Accra staff form the majority of 956 (representing 49.38%). The region with the least staff strength is Oti, with a total staff of 14 (representing 0.72%).  The respondents relevant for this study were staff involved in the day-to-day land administration service delivery of the Lands Commission, viz. Plan Approval, Stamp Duty, Searches, and Deed/Title Registration. The researcher also presents a cluster of regional samples based on the various divisions of the Lands Commission, as shown in Table 2. 
[bookmark: _Toc177304748]Table 2: Cluster of regional samples according to the Divisions of the Lands Commission
	
REGION
	DIVISION
	SAMPLE PER REGION

	
	SMD
	LVD
	PVLMD
	LRD
	

	Greater Accra
	41
	41
	41
	41
	164

	Ashanti 
	7
	7
	7
	7
	28

	Western
	5
	5
	7
	5
	22

	Eastern
	4
	4
	7
	4
	19

	Central
	4
	4
	6
	4
	18

	Northern
	3
	3
	4
	3
	13

	Bono
	3
	3
	4
	3
	13

	Upper West
	3
	3
	3
	3
	12

	Volta
	2
	2
	5
	2
	11

	Upper East
	1
	1
	4
	1
	7

	Bono East
	2
	2
	2
	0
	6

	Western North
	1
	1
	3
	0
	5

	Ahafo
	2
	1
	1
	0
	4

	Savannah
	1
	1
	2
	0
	4

	North East
	1
	1
	1
	0
	3

	Oti
	1
	1
	1
	0
	3

	TOTAL
	81
	80
	98
	73
	332


Source: Authors’ Construct
The Division with the highest number of staff per regional cluster sample. Per the Divisional cluster sample, PVLMD has the highest number of staff strength. There are also no LRD staff at the six (6) new regions.
The total sample size for the study is 332, which statistically reflects the saturation point of data collected, significantly representative of the total population, and also can provide high accuracy of results. This estimation falls within the pragmatic approach to determining a sample size for a study as suggested by Denscombe (2010). Hence, the projection was made against the backdrop of focal literature, which revealed that a minimum of about 60% response rate is achievable from the sample size. Antwi (2000) obtained a total of 305 respondents, whereas Hammond (2006) in a research study in the study area got a total of 303 responses out of an initial 500 questionnaires. It has been argued that generally, the larger the sample size, the closer the sample data will match that from the population (Abdulai & Crawford, 2010). Thus, most results are analyzed at a 95% confidence interval to show that the sample sizes are significant. 
[bookmark: _Toc177304710]3.4 Data collection approach 
[bookmark: _Hlk182341533]The aim of the study is to empirically assess whether intrinsic and extrinsic motivation exert a positive effect on service delivery with the contingent role of land administration reforms. In line with this, data was collected from key staff to help validate the conceptual model proposed in chapter two. For a quantitative study like this, a survey questionnaire was used to solicit the views of respondents.  The questions were framed in such a manner that their responses flowed in a sequential order to satisfy the researcher’s quest in understanding how each participant views the various reform interventions and service delivery in the Lands Commission.  The study mainly used closed-ended questionnaires to gather the relevant primary data for the study. The different ways surveys can be administered include face-to-face, by telephone, or by mail to respondents (Bosnjak, 2016; Zager Kocjan et al., 2023). In face-to-face questionnaire surveys, the researcher seeks information directly from the respondents through personal interviews. It involves one-on-one engagement of the respondent (Creswell et al., 2014). 

[bookmark: _Toc177304711]3.4.1 Pre-testing the questionnaire
[bookmark: _Toc177304712]The questionnaire was pre-tested to ensure that it is clear and understandable by the respondents and there is enhanced accuracy, validity of the data collected reliability in any possible subsequent use of it as a research instrument. Acharya (2017) explains that the pre-test of a questionnaire is meant to check its general and specific use of language, consistency and ambiguity, and completion time. It leads to amendments and corrections of the questionnaire to improve the performance as a research tool. The pre-test was done on a sample of 14 respondents comprising three categories of persons: colleagues (peers), Regional Directors at the Land Commission, and target respondents, as suggested by Srinivasan & Lohith (2017). 
The result of this pre-test led to an amendment of instructions and questions that appeared ambiguous, and modifications of an inappropriate set of statements. The review from the Regional Directors, consequent upon practical knowledge, contributed to improvement in various areas of the questionnaire designed including the wording and sequencing of questions, reference period for performance measures, and changes that improved the estimated time of its administration.  The importance of pre-testing on the target respondents was to get detailed feedback on all areas of difficulty that could affect their disposition and answers (Newman, 2014) and identify any deficiency in the instrument (Srinivasan & Lohith, 2017). The pre-test exercise facilitated the production of the final version of the questionnaire with the bequeathed with qualities that allow for it to be used in collecting accurate and valid data, the mark of a reliable scientific tool.

3.4.2 Use of Likert scales for questionnaire
[bookmark: _Toc17718824][bookmark: _Toc177304714]The response alternatives were assigned numerical values to each description on the scale in the questionnaire as follows: ‘‘1=Strongly Disagree’’, ‘‘2=Disagree’’, ‘‘3=Neither Agree nor Disagree’’, ‘‘4=Agree’’, and ‘‘5=Strongly Agree’’. Indeed, rating scales in this way have proven to be the most appropriate means to obtain information about respondents’ perceptions and attitudes or to analyze attributes compared to asking a long list of questions for respondents’ responses (Alabi & Jelili, 2023). The study employed a Likert scale to assess the concept of motivation and its impact on service delivery from the employees’ perspective. The choice of Likert scale in a study is largely informed by the nature of the variables being measured, the method of measurement, the type of analysis envisioned, and the research design (Schrum et al., 2023; Ji et al., 2023).  Schrum et al. 2023 (1994, p. 31) suggest that the scale presumes the existence of an underlying (or latent or neutral) continuous variable whose value characterizes the respondent’s attitude and opinions. It is worth mentioning that the Likert scale has been used in this manner in informal urban land market studies by Antwi (2000) in one of the study areas (Accra, Ghana). The 5-point Likert format scale was chosen for data gathering. The 5-point scale is usually used for most surveys. At the instance of this work, it had the advantage of complementing the intended statistical techniques and analysis being envisaged under the study to achieve the research objectives. (Newman, 2014). 
3.5 Data analysis procedures 
[bookmark: _Hlk182341274][bookmark: _Toc17718825][bookmark: _Toc177304715]The main computer-based software that aided data analysis was the Statistical Package for Social Sciences (SPSS). It was adopted for running the data gathered from the field. Principal Component Analysis (PCA) was conducted to carry out on the factors based on the scales measuring each construct. Mendive-Tapia et al. (2023, p.1) assert that factor analysis is “a method in which a greater number of variables are condensed into a lesser number of variables”. This method is sometimes known as dimension reduction. The revised, smaller number of items was used to form the main composite factors or variables for the analysis. The PCA results have been detailed out discussed in section 4.2.4 of this paper. Multiple Regression Analysis was used to analyse the data to make inferences, and based on that, conclusions were drawn and implications of the results were given. In a cross-sectional study like this, multiple regression analysis is mostly used, unlike Structural Equation, which uses a confirmatory approach and not an exploratory approach. The multiple regression analysis was considered useful for evaluating explanatory variables.
3.6 Measurement and validation 
Issues relating to the validity and reliability of the study findings and recommendations were of high interest while securing and ensuring the acceptability of the results or findings of this study. Whereas validity connotes the integrity of the conclusions drawn from a research activity, reliability is more concerned about the consistency of measurements in the research (He et al., 2023). Research validity, therefore, denotes the various inferences and deductions arrived at about the quality of diverse fragments of the research methodology. The quality of the approaches used in the various aspects of the research determines how near the final results are to a valid conclusion. The validity and reliability of the findings ensure that at the end of the research, the results could be applicable in subsequent research works. To ensure the validity of the constructs used for the study, a convergent validity and discriminant validity procedure was used. The Cronbach alphas of all the constructs were also assessed (section 4.2). 


[bookmark: _Toc177304720]4. RESULTS 
[bookmark: _Toc510623874][bookmark: _Toc17718829][bookmark: _Toc177304721]4.1 Background of Respondent
A questionnaire comprising 332 surveys was distributed to employees of the Lands Commission across the 16 regions of Ghana, with an 83% response rate. The demographic characteristics revealed that the majority of respondents were male, representing 63.3%, while 36.7% were female. The age distribution of respondents was as follows: 39.5% between 31-40 years, 26.4% between 18-30 years, 22.5% between 41-50 years, 10.6% between 51-60 years, and 0.9% over 60 years old. Regarding the place of work, 43.7% of respondents were located in the Greater Accra region, with the remainder distributed across various other regions, including Bono East (5.7%) and Upper East (5.1%), among others. In terms of educational attainment, 54.4% of the respondents held a Bachelor's degree, 18.0% had a Master's degree, 2.1% had a PhD/DBA, and 16.2% possessed a Higher National Diploma (HND).
The majority (27.3%) of respondents worked in the Land Valuation Division, followed by the Survey and Mapping Division (25.2%), and the Public and Vested Lands Management Division (24.5%). Those in the Land Registration Division represented 22.4%, and 0.6% worked at the Corporate Head Office of the Commission. Regarding job roles, 31.3% were engaged in Land Administration, 24.1% in Geomatic services, and others were distributed across Estates, Legal, Finance, and Audit, and administrative roles. The participants' years of service varied, with 28.0% having worked for 6-9 years, 18.4% for less than 3 years, and 18.1% for 3-5 years. Additionally, 14.5% had worked for 10-13 years, 10.2% had 14-17 years of experience, and 10.8% had worked for more than 18 years.
4.2 Measures and Validation
[bookmark: _Toc510623875][bookmark: _Toc17718830][bookmark: _Toc177304722]4.2.1 Independent and dependent variable- Motivation (Internal and external) 
[bookmark: _Toc177304724]Motivation encompasses both internal and external rewards that employees receive for task performance. The study utilized a five-point Likert scale (1-strongly disagree to 5-strongly agree) to measure the impact of these motivational factors on service delivery. For intrinsic motivation, seven initial items were evaluated: reduced promotion period, capacity-building opportunities, career progression, access to tools, working conditions, satisfaction, and feeling valued. Following exploratory factor analysis (EFA), four items remained significant with factor loading ≥0.3: capacity building, career progression, working conditions, and satisfaction. The construct achieved a Cronbach's Alpha of 0.832. 
Extrinsic motivation initially comprised seven items: additional income, overtime allowance, acting position benefits, donor-funding/government support, transport provision, welfare system, and conduct sanctions. Post-EFA, six items were retained (excluding transport provision), yielding a Cronbach's Alpha of 0.894. Service delivery: The dependent variable initially included five scales measuring service availability, timeliness, information reliability, quality, and client satisfaction. After EFA, three items remained: service availability, quality, and client satisfaction, with a Cronbach's Alpha of 0.771.
4.2.2 Moderating variable
[bookmark: _Toc510623878][bookmark: _Toc17718833][bookmark: _Toc177304725]The investigation examined both internal and external land administration reforms. For internal reforms, five initial variables were evaluated: business plan-based decisions, customer feedback systems, budgetary allocation, staff results framework, and performance appraisal. After exploratory factor analysis (EFA), three variables remained significant: business plan-based decisions, customer feedback systems, and staff results framework. This construct achieved a Cronbach's Alpha of 0.717.
External reforms initially comprised six variables: merger-driven collaboration, reduced bureaucracy, digitized land records, Enterprise Land Information System implementation, one-stop-shop concept, and technology training. Following EFA, three variables were retained: merger-driven collaboration, digitized land records, and technology training. The external reforms construct demonstrated good reliability with a Cronbach's Alpha of 0.764, as shown in Table 4. Both constructs exhibited sufficient reliability for further analysis.
4.2.3 Control variables 
[bookmark: _Toc17718834][bookmark: _Toc177304726]The study examined three organizational variables. The region of location covered Ghana's 16 regions (from Northern to Greater Accra), coded 1-16. The division of work categorized employees into five departments: Survey and Mapping, Public and Vested Lands Management, Land Valuation, Land Registration, and Corporate Head Office, coded 1-5. Employee designation was classified into six units: Land Administration, Estates, Geomatics, Finance and Audit, Land Registrars/Legal, and Administrative and Records, coded 1-6. These variables provided the structural framework for analyzing organizational distribution and employee roles.
4.2.4 Measures and Validation 
[bookmark: _Toc177304750]Factor analysis was conducted to identify key dimensions of motivation, service delivery, and land administration reforms. Exploratory Factor Analysis (EFA) was employed as a data reduction method, with Bartlett's Test of Sphericity (χ² = 2609.175, df = 171, p < 0.000) and Kaiser-Meyer-Olkin (KMO = 0.809) confirming significant correlations among variables. The analysis utilized Principal Component Analysis (PCA) with Varimax rotation, considering factors with Eigenvalues ≥1 and factor loadings ≥0.3 as indicated in Table 3. Of the 30 initial items, 19 were retained after addressing cross-loadings, explaining 67.815% of the variance. Eleven items were eliminated following Hair et al.'s (2010) recommendations due to cross-loading or insufficient factor loading. Scale reliability was evaluated using Cronbach's Alpha, with Bastos' (2025) recommended threshold of 0.70. 
Table 3:  Rotated component matrix of construct measures and loadings
	
	Component

	
	1
	2
	3
	4
	5

	IM1
	
	.816
	
	
	

	IM2
	
	.835
	
	
	

	IM4
	
	.773
	
	
	

	IM5
	
	.699
	
	
	

	EM1
	.711
	
	
	
	

	EM2
	.766
	
	
	
	

	EM3
	.730
	
	
	
	

	EM4
	.816
	
	
	
	

	EM5
	.872
	
	
	
	

	EM6
	.877
	
	
	
	

	ServiceDelivery2
	
	
	.780
	
	

	ServiceDelivery3
	
	
	.842
	
	

	ServiceDelivery4
	
	
	.813
	
	

	IR3
	
	
	
	
	.741

	IR4
	
	
	
	
	.794

	IR5
	
	
	
	
	.803

	ER2
	
	
	
	.836
	

	ER3
	
	
	
	.831
	

	ER4
	
	
	
	.754
	

	Total
	4.772
	3.123
	2.435
	2.421
	10.33

	Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

	a. Rotation converged in 6 iterations.


[bookmark: _Toc177304751]Source: Authors’ Construct



Table 4: Measures, factor loadings, and reliability of constructs
	Scale and items
	Factor loadings
	Reliability of the construct

	Intrinsic motivation 
	
	.832

	1. There are reduced periods of promotion in the LC
	.816
	

	2. There is an opportunity for training and capacity building in the LC
	.835
	

	3. There is easy access to working tools
	.773
	

	4. There are conducive working conditions in the LC
	.699
	

	
Extrinsic motivation 
	
	
.894

	1. There is additional income for employees who perform well in a given month
	.711
	

	2. Employees are given allowances for working overtime
	.766
	

	3. Benefits are given to employees in acting capacities in various positions
	.730
	

	4. Donor partners and the Government have provided funding for capacity-building
	.816
	

	5. Means of transport are provided to staff 
	.872
	

	6. There is a functional welfare system
	.877
	

	Service delivery 
	
	.771

	1. The Lands Commission provides services on time
	.780
	

	2. Land Ownership information provided by the Lands Commission is reliable 
	.842
	

	3. There is the quality of service provided by the Lands Commission 
	.813
	

	
Internal land administration reforms 
	
	
.717

	1. The LC has clear budgetary allocations for the Divisions 
	.741
	

	2. In the LC, there is in place a results framework for staff 
	.794
	

	3. There are frequent staff performance appraisals
	.803
	

	
External land administration reforms
	
	
.764

	1. Reforms have reduced bureaucracy within the LC 
	.836
	

	2. Digitization of land records has aided service delivery 
	.831
	

	3. The implementation of the Enterprise Land Information System (ELIS) has eliminated delays in service delivery
	.754
	










[bookmark: _Toc510623879][bookmark: _Toc17718835][bookmark: _Toc177304727]Source: Authors’ Construct
4.3 Correlation and descriptive statistics
This section reports the statistics of key variables used in the study, as shown in Table 5. In terms of intrinsic motivation, there was a general agreement that intrinsic motivation (Mean = approximately 2.9, SD = .98) leads to service delivery. Respondents also felt that extrinsic motivation (Mean = 3.02, SD = .96) affected land service delivery. 
[bookmark: _Toc177304752]Table 5: Descriptive statistics, demographic variables, and latent constructs
	Indicators 
	N
	Min
	Max
	Mean
	SD
	Skewness
	Kurtosis

	Region
	332
	1.00
	16.00
	5.3253
	5.12999
	.794
	-.906

	Division
	330
	1.00
	6.00
	2.5333
	1.14075
	.023
	-1.153

	Designation
	332
	1.00
	7.00
	3.0482
	1.83556
	.430
	-1.058

	Intrinsic Motivation
	330
	1.00
	5.00
	2.9157
	.98275
	-.352
	-.617

	Extrinsic Motivation
	331
	1.00
	5.00
	3.0252
	.96408
	-.416
	-1.075

	Service Delivery
	330
	1.00
	5.00
	3.1828
	.85956
	-.286
	.030

	Internal Land
	330
	1.00
	5.00
	3.8091
	.74801
	-1.255
	2.327

	External Land
	330
	1.00
	5.00
	3.6035
	.71587
	-.689
	1.320


Source: Authors’ Construct
Table 5 presents descriptive statistics including Minimum (lowest value), Maximum (highest value), Mean (average), and Standard Deviation (value spread). Data normality was confirmed with skewness and kurtosis values between -2 and +2. The analysis revealed that internal land administration reforms scored highest (Mean = 3.8091) with a strong negative skew, indicating favourable respondent ratings. External land factors also showed high ratings (Mean = 3.6035) with moderate left skew. Intrinsic and extrinsic motivation demonstrated more balanced distributions, with means around 3, suggesting moderate motivation levels among respondents. The dependent variable, service delivery, showed a balanced distribution (Mean = 3.1828). These statistics provide insights into data distribution, central tendency, and variability. Correlation results are presented in Table 6.

[bookmark: _Toc177304753]Table 6: Convergent and discriminant validity
	Variables 
	1
	2
	3
	4
	5
	6
	7
	8

	1. Service Delivery
	.811
	
	
	
	
	
	
	

	2. Region
	.046
	1
	
	
	
	
	
	

	3. Division
	-.049
	.068
	1
	
	
	
	
	

	4. Designation
	.027
	.090
	.112
	1
	
	
	
	

	5. Intrinsic Motivation
	.308
	.017
	.077
	.196
	.782
	
	
	

	6. Extrinsic Motivation
	.243
	-.281
	.201
	.010
	.386
	.798
	
	

	7. Internal Land Admin reform
	.055
	-.041
	-.137
	-.029
	-.028
	.099
	.779
	

	8. External Land Admin reform
	.028
	-.105
	-.047
	-.009
	.006
	.110
	.266
	.808

	AVE
	.659
	-
	-
	-
	.612
	.637
	.608
	.653


Correlation is significant at the 0.01 level (2-tailed) and the 0.05 level (2-tailed).
[bookmark: _Toc17718836][bookmark: _Toc510623880][bookmark: _Toc177304728]Note: Diagonal elements are the square root of the Average Variance Extracted.
Source: Authors’ Construct
[bookmark: _Toc17718837][bookmark: _Toc510623881][bookmark: _Toc17718839][bookmark: _Toc177304729]4.4 Test of validity- Convergent and discriminant analysis
The study assessed construct reliability and validity through convergent and discriminant validity tests. Item loadings exceeded 0.50 for all constructs, indicating substantial commonality. The Average Variance Extracted (AVE) surpassed the 0.50 threshold for all latent variables, confirming that measures accounted for at least half of their variance with underlying constructs. Discriminant validity was evaluated using Fornell and Larcker's (1981) criterion, which necessitates that the square root of the AVE exceeds inter-construct correlations. The correlation matrix in Table 6 confirmed this criterion, demonstrating that constructs were distinct and measures were both reliable and valid.
5 ANALYSES 
[bookmark: _Toc510623882][bookmark: _Toc17718840][bookmark: _Toc177304730]5.1 The effect of intrinsic and extrinsic motivation on land service delivery
Hierarchical regression analysis examined the effect of motivation on service delivery through four stages. Stage one used control variables (location, division, designation) to predict service delivery. Stage two added independent variables (intrinsic and extrinsic motivation) to control variables. Stage three incorporated moderating variables (internal and external land administration reforms) alongside previous variables. The final stage introduced interaction terms between the moderator and independent variables to complete the analysis. Table 7 presents the regression analysis.
[bookmark: _Toc177304754]Table 7: Regression analysis results of the relationship between intrinsic and extrinsic motivation on service delivery
	
	Service Delivery

	Variables 
	Model 1
B(t-values)
	Model 2
B(t-values)
	Model 3
B(t-values)
	Model 4
B(t-values)

	Control variables
	
	
	
	

	Constant
	3.213(23.100)
	2.171(10.734)
	2.031(5.725)
	2.319(5.816)

	Region 
	.041(.733)
	.105(1.900+)
	.105(1.880+)
	.093(1.653+)

	Division
	-.055(-.982)
	-.117(-2.163)
	-.112(-2.031)
	-.102(-1.830+)

	Designation 
	.031(.558)
	-.014(-.252)
	-.014(-.255)
	.001(.020)

	Independent variables 
	
	
	
	

	Intrinsic motivation 
	
	.235(4.013)
	.238(4.034)
	.232(3.885)

	Extrinsic motivation 
	
	.209(3.403)
	.204(3.251)
	.205(3.244)

	Moderating variables 
	
	
	
	

	Internal reforms (IR)
	
	
	. .129(2.546)
	121(2.567)

	External reforms (ER)
	
	
	.002(.036)
	-.028(-.468)

	Interaction effect
	
	
	
	

	Intrinsic motivation (IR)
	
	
	
	.114(2.208)

	Extrinsic motivation (IR)
	
	
	
	-.055(-.703)

	Intrinsic motivation (ER)
	
	
	
	-.014(-.211)

	Extrinsic motivation (ER)
	
	
	
	-.087(-1.293)

	R2
	.005
	.133
	.154
	.165

	F-Value
	.556
	9.819
	7.024
	4.835

	[image: ] R2
	.005
	.128
	.021
	.011

	Degrees of freedom
	3/321
	5/319
	7/317
	11/313


p < .10, p < .05, p < .01, p < .001
Source: Authors’ Construct
The hierarchical regression analysis revealed progressive changes in explaining service delivery variance across four models. Model 1's control variables (region, division, designation) explained 5% of the variance. The addition of intrinsic and extrinsic motivation in Model 2 increased variance to 13.3% (ΔR² = 12.8%, F = 9.819, p < .05). Model 3's introduction of moderating variables (internal/external reforms) increased variance to 15.4% (F = 7.024, p < .010). Model 4's interaction terms raised the total variance to 16.5% (F = 4.835, p < .01). Control variables demonstrated significant relationships with service delivery: region (β = .093, t = 1.653, p < .10), division (β = -.102, t = -1.830, p < .010), and designation (β = .001, t = .020, p > .010). Both motivation types positively influenced service delivery, with intrinsic motivation exhibiting a stronger impact (β = .232, t = 3.885, p < .001) compared to extrinsic motivation (β = .205, t = 3.244, p < .001). These findings supported Hypotheses 1 and 2.
[bookmark: _Toc177304755]Regarding reforms, internal reforms positively affected service delivery (β = .121, t = 2.567, p < .01), while external reforms exhibited negative, insignificant effects (β = -.028, t = -.468, p > .10). For moderating effects, internal reforms positively moderated the intrinsic motivation-service delivery relationship (β = .114, t = 2.208, p < .05), supporting Hypothesis 3. However, internal reforms did not moderate the extrinsic motivation-service delivery relationship (β = -.055, t = -.703, p > .10), rejecting Hypothesis 4. External reforms demonstrated no significant moderating effects on either intrinsic motivation (β = -.014, t = .211, p > .10) or extrinsic motivation (β = -.087, t = -1.293, p > .10) relationships with service delivery, rejecting Hypotheses 5 and 6. Table 8 presents a summary of the hypotheses tested and discussed in Section.
Table 8: Summary of hypotheses and empirical conclusions
	Hypotheses
	Expected sign
	Conclusions

	H1: There is a positive relationship between intrinsic motivation and service delivery
	+
	Supported 

	H2: There is a positive relationship between extrinsic motivation and service delivery
	+
	Supported 

	H3: Internal reforms moderated the positive relationship between intrinsic motivation and service delivery
	+
	Supported 

	H4: Internal reforms moderated the positive relationship between extrinsic motivation and service delivery
	+
	Not Supported 

	H5: External reforms moderated the positive relationship between intrinsic motivation and service delivery
	+
	Not supported 

	H6: External reforms moderated the positive relationship between extrinsic motivation and service delivery
	+
	Not Supported 


Source: Authors’ Construct

[bookmark: _Toc177304732]6. SUMMARY AND CONCLUSIONS
[bookmark: _Toc530420668][bookmark: _Toc17718844][bookmark: _Toc177304734]6.1 Summary 
[bookmark: _Toc530420669][bookmark: _Toc17718845][bookmark: _Toc177304735]This study examined the role of employee motivation in land service delivery, focusing on intrinsic and extrinsic motivation factors and the moderating effects of internal and external land administration reforms. The research utilized a sample size of 332 participants, with data collected through face-to-face structured survey questionnaires. Factor analysis was conducted to determine the dimensions of key variables, with all factors loading at 0.5 or above. The scales demonstrated strong internal consistency, with Cronbach's Alpha reliabilities ranging from 0.764 to 0.894, exceeding the minimum requirement of 0.50. Correlation analysis revealed significant relationships between most variables, with mean values falling between 1.0 and 5.0. Convergent and discriminant validity tests confirmed the reliability of the constructs.
The study employed hierarchical regression analysis to test six hypotheses across four stages. Stage one examined control variables (region, division, and designation); stage two incorporated independent variables (intrinsic and extrinsic motivation); stage three included moderating variables (internal and external land administration reforms); and stage four introduced interaction effects between moderators and independent variables. Of the six hypotheses tested, three were supported: (1) intrinsic motivation exhibited a positive relationship with service delivery, (2) extrinsic motivation demonstrated a positive relationship with service delivery, and (3) internal reforms moderated the positive relationship between intrinsic motivation and service delivery. The remaining three hypotheses were not supported by the data. These findings contribute to understanding how different forms of motivation impact land service delivery and highlight the significant role of internal reforms in enhancing this relationship.
6.2 Discussion 
[bookmark: _Toc177304736]6.2.1 The effect of motivation on the quality-of-service delivery by the Lands Commission of Ghana.
Hypothesis 1 findings demonstrated that intrinsic motivation significantly influenced service delivery (β=.232, t=3.885, p < .001), indicating that a unit increase in intrinsic motivation results in a 23.2% increase in service delivery. This aligns with Berman et al. (2015) research illustrating that intrinsically motivated employees contribute more substantially to organizational success. Fukuyama (2017) further corroborates this, noting that internal motivation drives employees to better serve organizational and stakeholder interests, which is particularly crucial in land administration, where service quality affects public trust.
Hypothesis 2 revealed that extrinsic motivation positively influenced service delivery (β=.205, t= 3.244, p < .001), with a unit increase resulting in a 20.5% improvement in service delivery. This finding supports Locke and Latham's (2004) research on the importance of external rewards, including bonuses, promotions, and working conditions. Hasnain & Pierskalla (2012) further demonstrate that fair compensation enhances performance and service delivery. In the public sector context, particularly at Ghana's Lands Commission, extrinsic motivation through improved service conditions and compensation proves essential for quality service delivery and reform implementation. Both findings emphasize the complementary roles of intrinsic and extrinsic motivation in enhancing public sector service delivery, particularly in land administration reforms.
[bookmark: _Toc177304737]6.2.2 The moderating role of internal and external land administration reforms on the relationship between motivation and quality of Service delivery by the Lands Commission of Ghana.
[bookmark: _Toc519237538][bookmark: _Toc530420675][bookmark: _Toc2674432][bookmark: _Toc17718854][bookmark: _Toc177304739]Hypothesis 3 analysis revealed that internal reforms significantly moderated the relationship between intrinsic motivation and service delivery (β = .114, t = 2.208, p < .05). This finding aligns with Bolino & Grant's (2016) research demonstrating that employees who identify with their organization exceed formal job requirements. Will (2012) further corroborates this, noting that internal reforms empower employees with the necessary tools and clarity, enhancing their intrinsic motivation. The synergy between internal reforms and intrinsic motivation at Ghana's Lands Commission creates an environment where employee ownership and commitment drive improved service delivery (Brunsson & Olsen, 2018; Steiss, 2019).
Hypothesis 4 found no significant moderating effect of internal reforms on the relationship between extrinsic motivation and service delivery (β = -.055, t = .703, p > .10). This suggests that internal organizational changes may not significantly influence externally motivated performance factors such as financial incentives and career progression. The finding indicates that extrinsic motivation remains relatively stable regardless of internal reforms, emphasizing the necessity for direct incentives rather than organizational changes to enhance externally motivated service delivery.
Hypothesis 5 analysis demonstrated that external reforms did not significantly moderate the relationship between intrinsic motivation and service delivery (β = -.014, t = .211, p > .10). While external reforms by stakeholders such as government and donor agencies aim to improve service efficiency (World Bank, 2016; Daniel et al., 2019), they may conflict with employee intrinsic motivation. Lassou & Hopper (2016) suggest that external reforms, though sometimes necessary, must be carefully implemented to avoid undermining employee autonomy and motivation.
Hypothesis 6 similarly revealed no significant moderating effect of external reforms on the relationship between extrinsic motivation and service delivery (β = -.087, t = -1.293, p > .10). External reforms focusing on broader organizational goals may not address immediate extrinsic needs such as compensation and career advancement (Daniel et al., 2019). Gustavson (2013) notes that increased workloads or responsibilities from external reforms without corresponding benefits may decrease employee engagement and service delivery effectiveness.
These findings highlight the complexity of implementing external reforms at Ghana's Lands Commission. As Fernandez & Rainey (2006) suggest, successful reform implementation demands a careful balance between organizational changes and employee motivational factors to maintain service delivery quality.
6.3 Recommendations 
This paper elucidates several key implications for enhancing service delivery at Ghana's Lands Commission. Both intrinsic and extrinsic motivation play pivotal roles in improving service delivery, suggesting that management should develop human resource policies that address these motivational factors to maintain employee engagement and productivity. The positive moderating effect of intrinsic motivation on land administration reforms and service delivery underscores the importance of continuous internal improvements, including capacity building, policy revisions, digitization, and decentralization. Management should implement these reforms while ensuring employee commitment to the process, as intrinsically motivated employees are more likely to drive successful outcomes. The paper recommends prioritizing employee motivation when implementing external reforms, as external interventions may prove ineffective without intrinsic motivation. If motivating staff proves challenging, policymakers could consider public-private partnerships (PPPs) to introduce efficiency and innovation in land administration. The paper also recommends enhancing systems through ICT integration, improved service conditions, and strengthened institutional collaboration with the judiciary and allied agencies. For the successful implementation of external reforms, adequate financial and technical resources are essential, along with personnel support. Management should seek donor partnerships, align with government policies, and review fees to ensure sustainable reform implementation.
The findings revealed significant positive relationships between both types of motivation and service delivery, with intrinsic motivation showing a slightly stronger impact. Internal reforms positively moderated the relationship between intrinsic motivation and service delivery, while external reforms showed no significant moderating effect on either type of motivation. These findings indicate the importance of balancing internal organizational improvements with employee motivational needs. It is recommended that management focuses on developing comprehensive human resource policies that address both intrinsic and extrinsic motivational factors while implementing reforms. 
DISCLAIMER (ARTIFICIAL INTELLIGENCE) 
The authors hereby declare that Grammarly was used for grammar check during the editing of this manuscript.
Disclosure statement
The authors report that there are no competing interests to declare
Data availability statement
The corresponding author can make the data used to support this study’s findings available upon reasonable request.


REFERENCES
Abdulai, A. G., & Crawford, G. (2010). Consolidating democracy in Ghana: progress and prospects? Democratization, 17(1), 26-67.
Acharya, V. V., Pedersen, L. H., Philippon, T., & Richardson, M. (2017). Measuring systemic risk. The Review of Financial Studies, 30(1), 2–47. https://doi.org/10.1093/rfs/hhw088.
Adzima, H. P. K. (2023). The effects of compensation and employee engagement on workers’ productivity in the local government service of Ghana: A case of selected municipal assemblies in the Greater Accra Region. JETIR, 10(9). www.jetir.org
Alabi, A. T., & Jelili, M. O. (2023). Clarifying Likert scale misconceptions for improved application in urban studies. Quality & Quantity, 57(2), 1337-1350.
Alase, G. A., & Akinbo, T. (2021). Employee motivation and job performance: Empirical evidence from Nigeria. Applied Journal of Economics, Management and Social Sciences, 2(2), 16-23. https://doi.org/10.53790/ajmss.v2i2.20
Antwi, A.Y. (2000) Urban Land Markets in Sub-Saharan Africa: A Quantitative Study of Accra, Ghana. Napier University, Edinburgh, UK.
Antwi, Y. A. (2006). Strengthening customary land administration: A DFID/World Bank sponsored project in Ghana. Promoting Land Administration and Good Governance: 5th FIG Regional Conference, Accra, Ghana
Ayee, J. R. A. (2008). Reforming the African public sector: Retrospect and prospects. Dakar: CODESRIA.
Bastos, R. V. S. (2025). Advances in Psychometric Theory and Measurement for Psychological Sciences: With Tutorials in R. Quarto Publishing. https://doi.org/10.5281/ZENODO.11094831
Berman, E. M., Van Wart, M., West, J. P., & Bowman, J. (2015). Human resource management in public service: Paradoxes, problems, and processes (5th ed.). Sage. Human Resource Management in Public Service: Paradoxes, Problems and Processes | Request PDF. 
Bolino, M. C., & Grant, A. M. (2016). The Bright Side of Being Prosocial at Work, and the Dark Side, Too: A Review and Agenda for Research on Other-oriented Motives, Behavior, and Impact in Organizations. Academy of Management Annals, 10(1): 599-670. http://dx.doi.org/10.1080/19416520.2016.1153260. 
Bosnjak, M. (2016). Methodische Probleme von Mixed-Mode-Ansätzen in der Umfrageforschung. In S. Eifler & F. Faulbaum (Eds.), Mixed-Mode Surveys and Data Quality: Meta-Analytic Evidence and Avenues for Future Research (pp. 11–25). Springer VS.
Brunsson, N., & Olsen, J. P. (2018). The Reforming Organization. Routledge. https://doi.org/10.4324/9781351252188. 
Christman, M. C. (2000). A review of quadrat-based sampling of rare, geographically clustered populations. Journal of Agricultural, Biological, and Environmental Statistics, 168-201.
Creswell, J. D., Pacilio, L. E., Lindsay, E. K., & Brown, K. W. (2014). Brief mindfulness meditation training alters psychological and neuroendocrine responses to social evaluative stress. Psychoneuroendocrinology, 44, 1-12.
Creswell, J. W., & Creswell, J. D. (2017). Research design: Qualitative, quantitative, and mixed methods approaches. Sage publications.
Daniel, D., Sutherland, M., & Speranza, C. I. (2019). The role of tenure documents for livelihood resilience in Trinidad and Tobago. Land Use Policy, 87: 104008. https://doi.org/10.1016/j.landusepol.2019.05.027
De Vaus, D. (2013). Surveys in social research (6th ed.). Routledge. https://doi.org/10.4324/9780203519196. 
Denscombe, M. (2010). The affect heuristic and perceptions of ‘the young smoker’ as a risk object. Health, risk & society, 12(5), 425-440.
DiMaggio, P. J., & Powell, W. W. (2021). The iron cage revisited: Institutional isomorphism and collective rationality in organizational fields. In Schlüsselwerke der Wirtschaftssoziologie: 205–210. 
Dorta-Afonso, D., González-de-la-Rosa, M., Garcia-Rodriguez, F. J., & Romero-Domínguez, L., (2021). Effects of high-performance work systems (HPWS) on hospitality employees’ outcomes through their organizational commitment, motivation, and job satisfaction. Sustainability, 13(6): 3226. https://doi.org/10.3390/su13063226. 
Eccles, J. S., & Wigfield, A. (2020). From expectancy-value theory to situated expectancy-value theory: A developmental, social cognitive, and sociocultural perspective on motivation. Contemporary Educational Psychology, 61: 101859. https://doi.org/10.1016/j.cedpsych.2020.101859.
Fang, J. (2023). Application and Limitations of the Expectancy Theory in Organizations. Advances in Economics, Management and Political Sciences, 54:7-12. http://dx.doi.org/10.54254/2754-1169/54/20230868. 
Fernandez, S., & Rainey, H. G. (2006). Managing Successful Organizational Change in the Public Sector. Public Administration Review, 66(2): 168-176. https://doi.org/10.1111/j.1540-6210.2006.00570.x
Fornell, C. and Larcker, D.F., (1981). Evaluating Structural Equation Models with Unobservable Variables and Measurement Error. Journal of Marketing Research, 18(1): 39-50. https://psycnet.apa.org/doi/10.2307/3151312. 
Fukuyama, F. (2017). Political Order and Political Decay: From the Industrial Revolution to the Globalization of Democracy. Farrar, Straus and Giroux. Political Order and Political Decay: From the Industrial Revolution to the Globalization of Democracy | Francis Fukuyama. 
Geography Blog. (2023). List Of All 16 Regions In Ghana And Their Capitals. Geography Blog: List Of All 16 Regions In Ghana And Their Capitals.
Ghana Statistical Service (2021). Ghana Statistical Service Report. Accra: Ghana Statistical Service. Ghana Statistical Service, (2021). Ghana Statistical Service Report. Accra: Ghana Statistical Service - Search.
Ghana Statistical Service (GSS). (2024). World Population Day 2024 Press Release. Ghana Statistical Service.  https://statsghana.gov.gh/gssmain/fileUpload/pressrelease/10_World%20Population%20Day%202024%20press%20release%20from%20GSS_shared.pdf.
Ghana, C., Nartey, J., Obilie-Mante, V., & Annan, E. K. (2024). Navigating the Complexities of Land Acquisition and Ownership in Peri-Urban Ghana: Implications for Development Theory and Community Development. SSRN 4774708.
Gustavson, M. (2013). The dynamics of public sector reform — Two research traditions. In Auditing good government in Africa: 29–64. https://doi.org/10.1057/9781137282729_2
Hammond, F. N., & Antwi, Y. A. (2010). Economic analysis of Sub-Saharan Africa real estate policies. Palgrave Macmillan
Harring, N., Jönsson, E., Matti, S., Mundaca, G., & Jagers, S. C. (2023). Cross-national analysis of attitudes towards fossil fuel subsidy removal. Nature Climate Change, 13(3), 244-249.
Hasnain, Z., & Pierskalla, N. H. (2012). Performance-related pay in the public sector: A review of theory and evidence. World Bank Policy Research: 6043. World Bank. Performance-Related Pay in the Public Sector: A Review of Theory and Evidence by Zahid Hasnain, Nick Pierskalla Henryk :: SSRN. 
He, Y., Ma, J., & Zhang, P. (2023). Perceived authenticity of hallmark event brands: Conceptualization, measurement, and an integrative framework. Journal of Destination Marketing & Management, 27, 100766.
Herzberg, F., Mausner, B., & Snyderman, B. (1959). The motivation to work (2nd ed.). New York: Wiley.
Jain, S. (2007). An empirical economic assessment of impacts of climate change on agriculture in Zambia. World Bank Policy Research Working: 4291. World Bank. An Empirical Economic Assessment of Impacts of Climate Change on Agriculture in Zambia by Suman Jain :: SSRN. 
Ji, Z., Gong, Y., Tong, Z., Li, Y., Guo, H., Pongpiachan, S., & Sun, Y. (2023). Factors influencing public support for the individual low-carbon behavior rewarding system: Evidence from a large-scale longitudinal survey in China. Journal of Cleaner Production, 409, 137187.
Kwakye-Nuako, C. O., Parimah, F., Davour, M. J., Ansah, K. O., Adade, A., Adih, P., & Ross, A. N. (2023). An exploration of litigants’ interactions with court actors in Ghanaian courts. Forensic Science International: Mind And Law, 4, 100119.
Lands Commission Act 2008, Act 767.
Lands Commission Annual Report. (2021). Performance-based bonus system impact on land registration efficiency. Lands Commission of Ghana. https://landscommission.gov.gh/annualreport2021. 
Lankono, C. B., Forkuor, D., & Asaaga, F. A. (2023). Examining the impact of customary land secretariats on decentralised land governance in Ghana: Evidence from stakeholders in Northern Ghana. Land Use Policy, 130, 106665.
Lassou, P., & Hopper, T. (2016). Government accounting reform in an ex-French African colony: The political economy of neocolonialism. Critical Perspectives on Accounting, 36(1). (PDF) Political economy of accounting and governance in Africa. 
 Levy, P. S., & Lemeshow, S. (2013). Sampling of populations: methods and applications. John Wiley & Sons.
Locke, E. A., & Latham, G. P. (2004). What Should We Do about Motivation Theory? Six Recommendations for the Twenty-first Century. Academy of Management Review, 29(3): 388-403. http://dx.doi.org/10.2307/20159050. 
Luiz, J. M., Magada, T., & Mukumbuzi, R. (2021). Strategic responses to institutional voids (rationalization, aggression, and defensiveness): Institutional complementarity and why the home country matters. Management International Review, 61(5), 681–711. https://doi.org/10.1007/s11575-021-00457-8.
Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370–396. https://doi.org/10.1037/h0054346
Mendive-Tapia, D., Meyer, H. D., & Vendrell, O. (2023). Optimal mode combination in the multiconfiguration time-dependent hartree method through multivariate statistics: Factor analysis and hierarchical clustering. Journal of Chemical Theory and Computation, 19(4), 1144-1156.
Meybeck, A., Laval, E., Lévesque, R., and Parent, G., (2018). Food security and nutrition in the age of climate change. Proceedings of the International Symposium organized by the Government of Québec in collaboration with FAO. Rome: FAO. Available at: http://www.fao.org. 
Newman, D. A. (2014). Missing data: Five practical guidelines. Organizational research methods, 17(4), 372-411.
Ngoma, H., and Mulenga, B.P., (2019). Poverty and weather shocks: A panel data analysis of structural and stochastic poverty in Zambia. Indaba Agricultural Policy Research Institute: 150. http://www.iapri.org.zm. 
Nkolola, N. B., Libanda, J., & Nyasa, L. (2016). Economic significance of agriculture for poverty reduction: The case of Zambia. Archives of Current Research International, 5(2). https://doi.org/10.9734/ACRI/2016/26464.
Parmenas, N. H. (2022). Employee engagement: Turn over prevention strategies and the key to improving performance management in a multinational company. J. Econ. Manag. Entrep. Bus.(JEMEB): 2:8-12. http://dx.doi.org/10.52909/jemeb.v2i1.70. 
Perry, J. L. (2014). The motivational bases of public service: Foundations for a third wave of research. Asia Pacific Journal of Public Administration, 36(1): 34–47. https://doi.org/10.1080/23276665.2014.892272
Poth, C. N., Creswell, J. W., & Plano Clark, V. L. (2023). Revisiting mixed methods research designs twenty years later. In C. N. Poth (Ed.), The Sage Handbook of Mixed Methods Research Design: 227–238. SAGE Publications
Renjith, V., Yesodharan, R., Noronha, J. A., Ladd, E., & George, A. (2021). Qualitative methods in health care research. International journal of preventive medicine, 12(1): 20. https://doi.org/10.4103/ijpvm.ijpvm_321_19. 
Republic of Ghana. (2008). Lands Commission Act, 2008 (Act 767). Accra: Ghana Publishing Company.
Riggio, R. E. (2013). Introduction to industrial/organizational psychology (6th ed.). Boston: Pearson.
Ritz, A., Brewer, G. A., & Neumann, O. (2016). Public service motivation: A systematic literature review and outlook. Public Administration Review, 76(3): 414–426. https://doi.org/10.1111/puar.12505
Ryan, R. M., & Deci, E. L. (2017). Self-determination theory: Basic psychological needs in motivation, development, and wellness. The Guilford Press. https://doi.org/10.1521/978.14625/28806
Saleem, S., Khan, K. I., & Syed, S. A. (2021). Barriers to creative thinking and organizational performance: Mediating role of employee creativity. Journal of Behavioral Sciences, 31(2). (PDF) Barriers to Creative Thinking and Organizational Performance: Mediating Role of Employee Creativity. 
Schrum, M., Ghuy, M., Hedlund-Botti, E., Natarajan, M., Johnson, M., & Gombolay, M. (2023). Concerning trends in likert scale usage in human-robot interaction: Towards improving best practices. ACM Transactions on Human-Robot Interaction, 12(3), 1-32.
Srinivasan, R., & Lohith, C. P. (2017). Pilot study—Assessment of validity and reliability. In Strategic marketing and innovation for Indian MSMEs (pp. 43–49). Springer
Steiss, A. W. (2019). Strategic Management for Public and Nonprofit Organizations. Routledge. https://doi.org/10.4324/9781482275865. 
Ullah, S. (2012). Customer satisfaction, perceived service quality, and mediating role of perceived value. International Journal of Marketing Studies, 4(1): 68. https://doi.org/10.5539/ijms.v4n1p68
UN-Habitat. (2012). The Continuum of Land Rights. UN-Habitat. https://habnet.unhabitat.org/sites/default/files/documents/The%20continuum
Vandenabeele, W. (2014). Explaining public service motivation: The role of leadership and basic needs. Review of Public Personnel Administration, 34(2):153-173. https://doi.org/10.1177/0734371X14521458. 
World Bank. (2016). World Development Report, (2016): Digital Dividends. World Bank Publications. World Development Report 2016: Digital Dividends. 
Wright, B. E., & Kim, S. (2004). Participation’s influence on job satisfaction: The importance of job characteristics. Review of Public Personnel Administration, 24(1), 18–40. https://doi.org/10.1177/0734371X03259860
Yamane, T., (1967). Statistics: An Introductory Analysis. 2nd ed. New York: Harper and Row. 
Zager Kocjan, G., Lavtar, D., & Sočan, G. (2023). The effects of survey mode on self-reported psychological functioning: Measurement invariance and latent mean comparison across face-to-face and web modes. Behavior research methods, 55(3), 1226-1243.
Zakariya, N. Y., & Achimugu, C. L. (2023). Employee welfare and work commitment in Nigeria public sector: A study of NESREA South West Zone. International Journal of Recent Research in Commerce Economics and Management (IJRRCEM), 10(3): 1–14. https://doi.org/10.5281/zenodo.8142286
image2.emf
D


image1.png
”_’ UPPER EAST

UPPER WEST
NORTH EAST
SAVANNAH
NORTHERN
BONO EAST
BRONG AHAFO oTI
AHAFO
VOLTA
ASHANTI a
EASTERN
WESTERN NORTH
WESTERN ACCRA

CENTRAL




