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ABSTRACT

The typology of the Malagasy private sector showa@e majority of Small and Medium Enterprises &Yl Indeed, the
study of SMEs proves to be very relevant in oraercontribute to the economic development andustainable
development of the country. Currently, SMEs suffan both financial and managerial problems, this study concerns
those relating to management and more specific#iilg, motivation of human resources. In order to toysolve these
problems, the study was oriented towards the seafather motivating factors, besides the improveno the working
conditions or the factors of the environment, tagsgaction of the needs. The hypothesis was basdatie assertion that
the strategic vision of SME managers helps to rat#ivtheir employees. A conceptual analysis propasddst of
clarification on the relationship that can existtveen the motivation of human resources and tteegic vision of their
leaders. Several relevant questions were address#us study, such as what can be the existingcasuof motivation?

To what extent does the vision of leaders motithatiz employees? What role would tension play itivaton?
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INTRODUCTION

The typology of theMalagasy private sectehows a large majority of Small and Medium Entesgsi(SMES) The study
of SMEs turns out to be relevant in order to cdmiie to the sustainable development of the cour@tyrently, in
Madagascar, despite a state-led support for theaterisector, including SMEs and recent incentiwesirivestment, a
variety of factors still affect and significantleduce the competitiveness of the SKEmancial problems (obtaining
loans, reimbursement of loans, technical and fiimncapacities, equity contributions, etc.) and agarial skills
(managerial capacities, management tools, humaumess capacity, motivation of human resources)’efthe study
focused on the managerial problems currently diffigc SMEs in Madagascar. In particular, the proldewating to the

motivation of human resources were considered, Usecanotivation plays an important role in the pidity and

'DMD (Dans le Média Demain), N°981, in www.dmd.m@ Recember 2006/Personal survey in 2016 based on
the sample of DSE/INSTAT businesses.
2
Id.
3 FTMH firm survey of Malagasy SMEs in collaboratiasth the DSE (Direction de la statistique des emtises
/ Institut National de la Statistique), in www.iattng, 2006/ RFI Afrique, 16/08/2011/Madonline, fizifiltés des PME,
Revue de presse, in www.madonline.com.
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16 Elsie Liza Holiarivony Raveloson

performance of human resources and contributdsetolévelopment of the companies studied. Thesevatiatn problems
of the human resources considerably reduce theipetitiveness and their profitabilftyThe profitability of the surveyed
SMEs is decreasing on an average by more than 8%epe. Given this observation, some questionsrdedea special
attention: How to motivate the human resources MES in the Malagasy context? Which factors, besities

remuneration, the improvement of the working cdondg, the organizational justice, could contribictehe motivation of

these human resources of the SMEs in Madagascar?

The research hypothesis was that the strategionvisf the leaders can contribute to the motivatérinuman
resources at the level of Malagasy SMEs. The gfi@tgsion was primarily chosen as a source of watitbn for human
resources because of its relevance in the developaieSMEs (Bayad and Nebenhaus, 1993). The sewessbn is to

give a touch of originality to this article. Tharthmobile is to make a contribution to the develgmt of Malagasy SMEs.

The purpose of this study was to determine anatbarce of motivation for human resources and tp@se a

model through the conceptual studies and analy$S$dtks in Madagascar.

MATERIALS AND METHODS

Materials

Importance of Human Resources in Business Developmte

The human aspect represents the greatest prodyiteatial of the company (Plane, 2000). Humanuess (HR) are
sources of economically attractive competitive adages (Savall and Zardet, 1987). For HR to be ymrtieke, one must

take into account their motivation, (Galambaud,200
The Concept of Motivation of Human Resources/Diffegnt Sources of Motivation

Motivation at work is a process that activatesdgaj energizes and maintains the behavior of iddals towards
the achievement of the expected objectives (Roug6€0). Over the last decades, there have bediestaf sources of
motivation at work (Kanfer 1990, Levy-Leboyer 1988d Roussel 2000). These authors classified sewatefjories of
theories with affective, cognitive and self-regidat metacognition characteristics. These theoaes from Maslow
(1954), Alderfer (1969), Murray (1962), Atkinson9@4), McClelland (1961), Herzberg (1966), Deci (897Miner
(1979), Ronen (1980), Hackman and Oldham (1980pokT (1964), Porter and Lawler (1968), Raynor andéfe
(1979), Adams (1965), Locke (1975), Locke and Lathd984), Carver and Schreier (1981), Bandura (),93&ci and
Ryan (1991), Al Akremi (2000); Amabile (1993), Weiand Adler (1992) and Humphregsal (1993). Adams (1965)
theory was used in the search for a possibility ofose relationship between the motivation andstreegic vision of the
leaders. This theory states that an individual nlesehis professional environment to know if héréated with equity or
not in his company. If the individual at the endtbfs comparison is dissatisfied with his situatitime inequity he
perceives creates a tension that he will seekdaae This tension leads him to trigger his behatoavards a goal, to
deploy the necessary efforts to reduce the feainmiquity that animates him. He is then considete be motivated

(Roussel, 2000). It is, therefore, the motivatigrifiie tension or more precisely, the tendency doce the tension. .

* 1d.® Bennis et Nanus (1985); Hamel et Prahalad (19&)ge (1991); Condor (2004), Déligniéres (1993)

Impact Factor (JCC): 6.2543 NAAS Rating 3.51
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The Concept of Strategic Vision

Vision is envisaged as a fundamental lever fordbeelopment of the company (Métais and Roux-Dufo®97). The
strategic vision implies the ability of the leaderproject the consequences of current decisidnostie future and to think
strategically about them (Bayad and Garand, 1998)concrete terms, this vision largely determinée nhature,
complexity, diversity and level of formalization nfanagement activities in SMEs (Bayad and NebenH#®®3). There is
also the assertion that vision presents itself &@st@r creating tension (Métais and Roux-Dufo®97). This is the theory

used to explain the relationship between the gfi@tgsion and the motivation of human resources.
Strategic Vision and Motivation of Human Resources

For the development of the model, the inspiratiame from the theories of Métais and Roux-Dufort9Z)9 Robbins and
Duncan (1988) already support the hypothesis taatd. Another innovative way was proposed in #tisdy for the
theoretical validation of the initial hypothesishel definition that states that the strategic visga factor creating tension
(Métais and Roux-Dufort, 1997) was retained in toatext of this work. Tension arises from the gapaeen present
reality and the desired future (Senge, 1991). Emsibn as well as the creativity thaeiigenderss the engine and the
energy of the growth and vitality of the companyafktl, 1991). Tension was already mentioned as esaf motivation
in Adams’ theory of organizational equity in 19@%o(ssel, 2000). From all of this, it could be adjtieat the strategic
vision is a source of motivation for human resosy@nd this is what theoretically confirms theiatihypothesis of this
study. The details on this relationship are ydid@resented.

It has already been mentioned above that it igehsion created by the strategic vision of the desuthat causes
the motivation of their collaborators. However stténsion must be well managed for it to be matigatTwo dimensions
of tension are to be taken into account, includirgcreative tension involving positive anxiety dhd inhibitory tension
leading to negative anxiety (Métais and Roux-Dyfd®97). It has also been confirmed theoreticdlft the motivation of
human resources would be the product of a cre&tiveion resulting from the strategic vision of teader. Tension is a
solution that aims to reduce the gaps betweentyesid the futures envisioned in the vision (Schmi®93). The vision
thus creates tension and subsequently encouragesftint of the collaborators to achieve the gdlaig are set for them.
“The gap between the present and the future musrge enough to maintain high tension and prettemtelastic band
from relaxing” (Métais and Roux-Dufort, 1997). kis gap between the reality and the desired fugtate is too great, i.e.,
if the vision is unrealistic, the tension becomapartant and it could be impossible to achievedbgctives set by the
collaborators. Therefore, the tension becomes itanip and the vision of the leader will not allow tnotivate his
collaborators. The concept of tension may includeiety and this factor may be an important sourtenotivation at
work, although anxiety can be a brake in the cdgeammuch tension (Humphregs al, 1993). On the other hand, if the
objective imposed on employees is a feasible, a@elsirand ambitious vision, then a creative tensiocurs among the
workers with whom the leader shared it. It givee 1o the desire to surpass oneself as quicklpssige, to modify one’s
ways of acting to improve one’s skills and perfontes (Métais and Roux-Dufort, 1997). The followiable shows the

model that synthesizes all that have been saideabov
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Table 1: Linking the Strategic Vision of Managers ad the Motivation of Human Resources at the SME Lesl
Excessive gap between ambitig

%

r‘Inhibitory Negative| No employee motivation to achievg

VISION = and FESOUTCEs. EXCESSIVE o tension anxiety | the objectives of the vision
(Gap between the¢ unachievable vision
desired future Motivation caused by the tendency

Reasonable (strong) gap
between ambition and resource
achievable vision, desirable

Creative | Positive | to reduce the gap between dream
tension anxiety | and reality, to reduce tension by
seeking solutions.

Source: Table inspired by the analyzes of Allali(2) and Métais and Roux-Dufort (1997)/Personaassh, 2018

state and the
present)

wn

METHODS

In the analysis process, the hypothetico-deductiethodology was chosen. A review of the literatimea conceptual
analysis was carried out to theoretically formalike research hypothesis, which explains the ozlakiip between the
motivation of the human resources of SMEs and theegjic vision of their leaders and to identify thariables to be
studied. These variables were studied in an enapisitidy in order to deduce the confirmation ordbaial of the research
hypothesis. For the collection of the theoreticatlag investigations were carried out with documigmtacenters and via
the Internet to search for books, articles andrjalsr corresponding to the study. As for the calbecbf empirical data, a
survey was performed. The first master samplelége@ to the survey frame developed by the INSTNa@tjonal Institute
of Statistics) of Madagascar in 2005 and represeaniis now the list of companies (secondary antiagr sectors) in the
capital. To have the most up-to-date sample passthere was the request for an additional listahpanies created
between 2006 and 2016, located in Greater Antanandfrom these two lists, the sampling was cardatlaccording to
the probabilistic method. However, after a firgldi visit, the majority of the companies to be teédi have proven to be
untraceable. A new list of companies was addebt@garent population. The list came from TELMAlep&one directory
(Télécom Malagasy) which updates the details otthrapanies listed on an annual basis. All in dlB 2wo hundred and
eighteen) companies were expected to be visitedglarfirst survey for their stratification accandito their size. Among
the 218 visited, 110 (one hundred and ten) coultbbated and the rest were not found. Among the 85Qeighty-five)
were classified as SMEs, with a staff of betweerai@ 100 people. A second survey was conductethéostudy of the

hypothesis.

Survey data, of a qualitative type, could be qdimati by using the Likert numerical scale in the vayr
questionnaire and by using Stat Box version 6.5issitzal data processing software of the Michiganivdrsity. The
attitude scale has levels from 1 to 5 (1 = very,l@w low, 3 = medium, 4 = strong, 5 = very strarfg)r the variables, the
one that was explained concerns the motivatioruafidn resource@/ariable 1) of the hypothesis. As for the explanatory
variables, they were respectively: Achievability of the atfjee (of the strategic vision imposed by the mamagpf the
company perceived as achievable by the HR consiglghie current resources, which are held by th@rayiable 2);
Creative psychological tension perceived by empgyavhile performing their taskgVariable 3); Inhibitory
psychological tension perceived by the collabomgatior the accomplishment of their tasRgariable 4); Feelings of
positive anxiety perceived by employees in carrymg their taskg(Variable 5); and feelings of negative anxiety

perceived by employees in the performance of tiasks(Variable 6).

For all these variables, several indicators weeatified to develop the survey questionnaires oteotto be able

to measure them and to lead to the confirmatiarjection of the research hypothesis.

® Bennis et Nanus (1985); Hamel et Prahalad (199&)ge (1991); Condor (2004), Déligniéres (1993)
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Indicators for measuring the motivation of humasoreces(Variable 1)° are the degree of willingness of the
individual without special calculations, out of guir guided by the affedindicator 1.1.); the level of research by the
individual to achieve the objectives of the entmmr(level of commitment of the individual towartise objective)
(Indicator 1.2); the level of interest of the individual towards bask(Indicator 1.3); the level of effort deployed by the
individual (Indicator 1.4); and the level of the individual's search for adipn to environmental events or constraints
(Indicator 1.5).

The indicators of the feasibility of the objectif@ the strategic vision imposed by the managerh®fcompany
perceived as achievable by the HR considering tingent resources which are held to the(Wpriable 2)7 are
respectively: the level of achievability of the lmess objective perceived by the HR surveyed, gthencurrent financial
resources held by thefindicator 2.1); the level of achievability of the business ohijjeztperceived by the HR surveyed,
given the current material and technological resesirheld by thenfindicator 2.2); the level of achievability of the
business objective perceived by the HR surveyagngthe current information resources held by tlierdicator 2.3);
and the level of achievability of the business otije perceived by the HR surveyed, given the aurs&ill resources held
by them(Indicator 2.4).

Indicators for measuring the creative psychologitedss perceived by the respondafariable 3)° are the level
of the individual’s ability to transform the curtereality into the desired (future) visidindicator 3.1); and the level of
the individual's enthusiasm to achieve the set abjes (Indicator 3.2). Indicators for measuring the psychological
inhibitory tension perceived by the respond@#ariable 4)° are the level of the individual’s ability to copéth the
demands of the environme(inhdicator 4.1); and the level of the individual’s ability to copéth the difficulties they
encounte(Indicator 4.2). Indicators measuring the feeling of positive atyiperceived by the respondéxtriable 5)*°
are the level of the individual’s ability to payteattion in the performance of their tagksdicator 5.1) and the level of
activation and alertness of the individual in therfpormance of their tasks and in the pursuit of dchievement of the
objectives assigned to thefimdicator 5.2) The indicators for measuring the feeling of negatinxiety perceived by the
respondeni(Variable 6)'* are, the level of attribution of chances by theividual to the achievement of the assigned
objectives(Indicator 6.1); the level of the individual's ability to respomd difficulties related to their task$ndicator
6.2), and the level of confidence of the individualtiveir ability to solve problems and achieve asgiggeals and the
level of confidence in uncertain situatiofiadicator 6.3). For the next three figures at the level of the ¢atlirs to be
studied, e.g., 1.1.3, the first concerns the végianderstudy; the second relates to the rankeofrthasure of the variable;
for the third, it is related to the level of appegion of the measurement indicator by the respotelaccording to the

attitude scale of 1 to.5

Hauw (2006), Rivaleau (2003), Roussel (2000), &saPauvers, Commeiras, Peyrat-Guillard & Rous2e0T),
Mitchell et Daniels (2003)

Allaire & Firsirotu (1988) ; Métais et Roux-Dufofl997); Humphreys et coll. (1993) ; Allaire & Hietu
(1988) ; Métais et Roux-Dufort (1997)

; Humphreys et coll. (1993) ; Allaire & Firsirot@988) ; Métais et Roux-Dufort (1997)

Hellemans et Karnas (1999) ; Rosnet (1999)
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RESULTS AND DISCUSSIONS

Principles of Interpretation of the Results

To measure and interpret the variables, some piexiwere established. Chi-square tests identifiegls of non-
significant indicator responses that were excludenh the study: 1.1.2,1.2.1,1.2.2,1.3.1,1.3.2, 2,1.5.1,2.4.1, 3.1.1,
3.2.1, 3.22,41.2,5.1.1, 512,522, 63.1,17.7.21, 7.3.1, 7.4.1, 75.1, 8.1.1, 8.2.1,18.8.5.1 and 9.1.1. The

following table proposethe principle of interpretation n°1 of the results:

Table 2: Principles of Interpretation of the Resuls

Taking into account the The motivation of the HR 1.1.3, 1.14, 1.1.5,
) i surveyed is confirmed by 1.2.3, 1.2.4, 1.2.5,
existence of motivation 1.1,1.2,1.3, ing f f
among the human 1 1415 responses ranging from 3to50f1.3.3, 1.3.4, 1.3.5,
resources surveved T the attitude scale at the level of | 1.4.3, 1.4.4, 1.4.5,
Y the indicators. 1.5.3,1.5.4,15.5
Not taking into account The motivation of the HR
the existence of surveyed does not assert from
motivation at the level 1 1.1,1.4,1.5] responses ranging from2to 1 of 1.1.1,1.4.1,1.5.2
of the human resources the attitude scale at the level of
surveyed the indicators
E Xltsrfgnhcfr:;r??gszﬁﬂtrlgems The strategic vision imposed by
szrve ed of the the leaders perceived by the HR 2.1.3,2.1.4,2.1.5
feasib)illit of the 5 2.1, 2.2, 2.3,| is qualified as feasible from the | 2.2.3,2.2.4,2.2.5
Strate icyvision 2.4 answers ranging from 3to 5 of | 2.3.3,2.3.4,2.3.5
; 9 . the scale of attitude at the level pf2.4.3,2.4.4,2.4.5
imposed by their S
the indicators
leaders
Existence of perceptlom The strategic vision imposed by
by the surveyed huma .
the leaders perceived by the HR
resources of the non- . o : 211,212,221
B~ . 2.1, 2.2, 2.3,]| is qualified as unachievable from
feasibility of the 2 . 222,231,232
Y 2.4 the answers ranging from 2 to 1
strategic vision fth . | h 242
imposed by their of the attitude scale at the
indicator level
leaders
. . The existence of creative 3.1.3,3.14,3.15
EX|sten§:e of perception 3 81,32 psychological tension perceived| 3.2.3, 3.2.4, 3.2.5
of creative . X
sychological tension by the HR surveyed |s_conf|rmec
g the surveved human 4’ 41 41 by the responses ranging from 3 4.1.3,4.1.4,4.1.5
rgsources y e to 5 of the attitude scale atthe | 4.2.3,4.2.4,4.2.5
level of the indicators.
. . 3 3.1 The existence of psychological 3.1.2
Ex.lste"n.ce of perception inhibitory tension perceived by
of inhibitory ! X .
sychological tension the HR surveyed |s'conf|.rmed if
P 4 41,42 the answers of the interviewers | 4.1.1,4.2.1,4.2.2
by the human resources f 210 1 of th itud
surveyed go from 2 to 1 of the attitude
scale at the level of the indicatofs

Impact Factor (JCC): 6.2543

NAAS Rating 3.51
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Table 3 Contd.,
’L 5 51 52 The existence of positive feelings 5.1.3, 5.1.4, 5.1.5
Existence of perceptio o of anxiety perceived by the HR | 5.2.3,5.2.4,5.2.5
of fgellng of positive surveyed is conﬁrmed by 6.1.3,6.1.4, 6.1.5
anxiety by the human & 61 62 63 responses ranging from 3 to 5 of 623 624 625
resources surveyed e T | the attitude scale at the level of 6' 3' 3’ 6' 3' 4’ 6. 3'5
the indicators. T e e
5 5.2 The existence of feelings of 5.2.1,5.2.2
Existence of perception negative anxiety perceived by the
of feelings of negative HR surveyed is confirmed by 611 612 621
anxiety by the human 6 6.1, 6.2, 6.3 | responses ranging from 2 to 1 on = 6 2 2 6 3 2 '
resources surveyed the attitude scale at the level of B
the indicators.

Source: Personal Research, 2018

The variables described in this table were thedistlin pairs, according to the logic of the reskarypothesis.

The aim was to find new sources of motivation ie fileld of study, hence the hypothesis to be studancerns the second

relation in Table 1. If one of the relations stutliss not significant, this second assumption wid mvalidated

(interpretation principle no. 2 of the results) Other types of relationships or possible coriefet (positive or negative)

in Pearson’s paintings may be the subject of furse@ntific studies.

Presentation and Interpretation of Results

Study of the First Relationship: “Existence of Rgation by the Human Resources Surveyed on the Wikitgsof The

Strategic Vision Imposed by their Leaders” - “Egiste of Perception of Psychological Tension byHhenan Resources

Surveyed” "

After data processing, the following Pearson catieh coefficient table was obtained:

Table 3: Table of Pearson Correlation Coefficient$or the Study of the First Relationship

3.1.3[31.4[315[323]324[325[413]| 414 | 415]423]|424]425
2.1.3 0,15/ 0,24 -0,38 0,411 0,18 -0,86 0,12 0,23 330, 0,13| 0,08] -0,30
214 -0,19] -008 0,46 -020 -003 0,26 -021 -0,100,42 | -0,21] -0,06 0,36
2.15 0,00 -0,01y 0,04 0,00 -0,21 0,29 -0)01 0,02 ,01-0 -0,01| 0,04| -0,03
2.2.3 0,21 0,200 -0,40 0,% 0,45 -0,87 0,14 0,20 340, 0,15| 0,13] -0,36
2.2.4 -0,19] -008§ 0,46 -020 -003 0,26 -021 -0,100,42 | -0,21] -0,06 0,36
2.2.5 -0,07| 0,02 0,04 -0,07/ -0,36 0,29 -0J08 0,05 ,020 -0,08| -0,08 0,16
2.3.3 0,06| 0,13 -02% 0,06 0,9 -0,83 0,02 0,22 190, 0,03| 0,17 -0,271
234 0,01] 0,02 -0,02 -008 0,08 -0,07 0,02 -0,010,0x| 0,01| 0,04/ -0,0%
2.3.5 -0,08, 029 o049 -0,283 -026 049 -020 -0,170,39 | -0,10{ -0,22 0,47
2.4.3 0,08) 0,14 -0,30 0,08 0,11 -0,3 -0)01 0,15 ,230 0,01| 0,08] -0,14
24.4 0,01) 002 -0,02 -008 0,08 -0,07 0,02 -0,010,0x| 0,01| 0,04/ -0,0%
2.4.5 -0,11} -0,1v4 o048 -0,15 -022 046 -012 -0,140,37 | -0,13] -0,11 0,2§

In bold, significant values (off diagonal) at thiplaa threshold = 0.05 (two-sided test)

Source: Personal Research, 2018

Regarding this table and taking into account tlgmiitance level of 5%, a total of 144 values wkséed, 71
significant (49.3%) against 73 (50.7%) not sigrfit The analysis of the Pearson correlation aueffis between the
variables then made it possible to identify 49.3Uignificant dependence versus 50.7% not significahis relationship
can, therefore, be estimated as significant at%%A8d not significant at 50.7%. It should be ndtett the significance at
the alpha threshold represents the existence ofralation or a link between the two variablésiother interpretation

principle n°3 is formulated for the bivariate study of the valéab If at least one indicator of one variable asrelated

wWww.iaset.us editor@aset.us



22 Elsie Liza Holiarivony Raveloson

with only one of the indicators of the other valés) both are considered to be related. Howevéhealevel of significant
values in bold, there are positive and negativeiesl Positive values imply a positive correlati@iveen indicators and
variables; on the other hand, negative values shomegative correlation or opposition between themithis first
relationship, it could clearly be observed thateast one indicator of the variable “existence efception by the human
resources surveyed the feasibility of the strategion imposed by their leaders” , at a given lefethe attitude scale, is
positively correlated with at least one indicatbtlee variable. "Existence of perception of creatpsychological tension
by surveyed human resources" at a given level @ftlitude scale. Then, referring to the principlénterpretation n3, it
can be concluded that the variables “existencesofgption by the human resources investigated effiethsibility of the
strategic vision imposed by their leaders” and S&iice of perception of psychological tension kg lthman resources

surveyed” are positively correlated.

Study of the Second Relationship: “Existence oftBption by the Surveyed Human Resources on thebidgs
of the Strategic Vision Imposed by their LeadersExistence of Perception of Feeling of Positivexigty by the Human

Resources Surveyed”
Data processing yielded the following Pearson datign coefficient table:

Table 4: Table of Pearson Correlation Coefficient$or the Study of Second Relationship

5.1.3/5.1.4|5.1.5|5.2.3|5.2.4/5.2.5/6.1.3/ 6.1.4| 6.1.5| 6.2.3| 6.2.4| 6.2.5| 6.3.3| 6.3.4| 6.3.5
2.1.3/0,11| 0,12 |-0,26| 0,18 0,10|-0,32| 0,14 | 0,06 |-0,20| 0,11| 0,11 |-0,32| 0,19 0,03|-0,26
2.1.4/-0,19|-0,06| 0,26 | -0,23| -0,05| 0,33 |-0,19|-0,03| 0,26 |-0,22|-0,01| 0,37 | -0,20|-0,06| 0,32
2.1.5/-0,04|-0,04| 0,10|-0,07|-0,04| 0,13 |-0,10| 0,07 | 0,02 | 0,07 |-0,08| 0,05|-0,10| 0,11 |-0,04
2.2.3| 0,15| 0,15|-0,34| 0,18 | 0,09|-0,32| 0,16 | 0,01|-0,18| 0,08| 0,16 |-0,40| 0,15| 0,10|-0,31
2.2.4/-0,19|-0,06| 0,26 | -0,23| -0,05| 0,33 |-0,19|-0,03| 0,26 |-0,22|-0,01| 0,37 |-0,20|-0,06| 0,32
2.2.5/-0,06|-0,15| 0,24 |-0,09|-0,03| 0,15|-0,11| 0,10| 0,00| 0,08 | -0,18| 0,20 |-0,07|-0,04| 0,14
2.3.3|-0,07| 0,27 |-0,27| 0,09| 0,17 |-0,29| 0,05| 0,09|-0,19| 0,01| 0,17 |-0,28| 0,02 | 0,19|-0,30
2.3.4/ 0,07| 0,04 |-0,12| 0,00| 0,04 |-0,07|-0,01| 0,12|-0,12|-0,06| 0,12 |-0,05| 0,04 | 0,03|-0,07
2.3.5/-0,11|-0,28| 0,46 |-0,15|-0,18| 0,43 |-0,15|-0,10| 0,31 |-0,05|-0,30| 0,59 |-0,16|-0,17| 0,42
2.4.3/-0,03| 0,13 |-0,14| 0,02| 0,10|-0,20| 0,05| 0,05|-0,14| 0,05| 0,07 |-0,21| 0,02 | 0,06 |-0,12
2.4.4| 0,07| 0,04 |-0,12| 0,00| 0,04 |-0,07|-0,01| 0,12|-0,12|-0,06| 0,12 |-0,05| 0,04 | 0,03 |-0,07
2.45|-0,13|-0,21| 0,39|-0,12|-0,14| 0,40 |-0,14|-0,19| 0,39|-0,08|-0,20| 0,40|-0,18|-0,06| 0,29
Source: Personal Research, 2018

Regarding this table of Pearson correlation coieffis and taking into account the significant leweb%, 180
values were listed, of which 88 (48.89%) significarrsus 92 (51.11%) not significant. There wagdfure 48.89%
significant dependence against 51.11% not sigmificahis relationship can, therefore, be estimatsdsignificant at
48.89% and not significant at 51.11%.For this sdcmlationship, it can be observed that the vaembkbxistence of
perception by the human resources surveyed ondasibility of the strategic vision imposed by thiaders” and

“existence of perception of feeling of positive &ty by the human resources surveyed” are positiveirelated.

Study of the Third Relationship: “Existence of Rgrtion by the Human Resources Surveyed on the Biggsnf
the Strategic Vision Imposed by their Leaders” aKihg into Account the Existence of Motivation hetLevel of the

Human Resources Surveyed”

Data processing yielded the following Pearson daticn coefficients table:

Impact Factor (JCC): 6.2543 NAAS Rating 3.51
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Table 5: Table of Pearson Correlation Coefficient$or Third Relationship Study
2.1.3|/2.1.4|2.1.5|2.2.3|2.2.4/ 2.25/2.3.3|/ 2.3.4| 2.3.5| 2.4.3| 2.4.4| 2.45
1.1.3] 0,09| -0,14 -0,02| 0,05| -0,16 0,01| 0,14| -0,23-0,09| 0,07 | -0,23 0,08
1.1.4| 0,27 -0,09 -0,28| 0,32 -0,09 -0,37| 0,17 | 0,23| -0,36 0,13| 0,23| -0,42
1.1.5/-0,40| 0,26| 0,37 -0,420,26| 0,45/ -0,34-0,07| 0,53 | -0,21 -0,07| 0,42
1.2.3] 0,05| -0,15 0,04| 0,06| -0,1%-0,03| 0,19| -0,22-0,12| 0,20]| -0,22 -0,13
1.2.4]| 0,26 -0,08 -0,31| 0,27 | -0,08 -0,32| 0,13 | 0,24| -0,32-0,02| 0,24 | -0,22
1.2.5/-0,34| 0,22| 0,33 -0,360,22| 0,41 -0,30-0,11| 0,47 | -0,14-0,11| 0,37
1.3.3] 0,10| -0,17-0,09| 0,09 | -0,17-0,05| 0,16 | -0,24 -0,13| 0,14 | -0,24 0,03
1.3.4] 0,26 | -0,04 -0,28| 0,27 | -0,04 -0,25| 0,07 | 0,28 -0,310,03| 0,28 -0,36
1.3.5/-0,39| 0,19| 0,40, -0,390,19| 0,34 -0,21-0,13| 0,47 | -0,15-0,13| 0,40
1.4.3] 0,06 -0,15 -0,07| 0,07 ]| -0,15 -0,03| 0,11 | -0,21-0,07| 0,18 -0,21-0,09
1.4.4| 0,23| -0,09 -0,11| 0,26 | -0,09 -0,22| 0,22 | 0,09 -0,30 0,07 | 0,09| -0,18
1.4.5/-0,30| 0,22| 0,19 -0,3%0,22| 0,28 -0,360,06| 0,42| -0,210,06| 0,26
1.5.3/ 0,08 -0,14 -0,08| 0,06 | -0,16 -0,09| 0,25| -0,22/-0,12| 0,10]| -0,22 0,01
1.5.4| 0,24 -0,07 -0,18| 0,19 -0,074-0,09| 0,09| 0,14| -0,17 0,10| 0,14| -0,26
1.5.5/-0,34| 0,22| 0,28 -0,290,22| 0,19 -0,280,03| 0,31] -0,220,03| 0,31
Source: Personal Research, 2018

Based on this table of Pearson correlation coefiitsi and taking into account the 5% significanwellea total of
180 values were listed, of which 121 significant.@%) versus 59 (32.78%) non-significant. The ysialof the Pearson
correlation coefficients between the variables thede it possible to identify 67.22% of significalgpendence versus
32.78% not significant. This relationship can, #fere, be estimated as significant at 67.22% artdsigmificant at
32.78%. For this third relationship, it can be eathat the variables “existence of perception h®y $urveyed human
resources on the feasibility of the strategic visimposed by their leaders” and “taking into acdotlve existence of

motivation at the level of the human resourceseyed” are positively correlated.

Study of the Fourth Relationship: “Existence of degtion of Creative Psychological Tension by themdn

Resources Surveyed” - “Existence of Perceptionasiti¥e Feeling of Anxiety by the Human Resourcas/8yed”
Data processing yielded the following Pearsonetation coefficients table:

Table 6: Table of Pearson Correlation Coefficient$or the Study of the Fourth Relationship

5.1.3| 5.1.4| 5.1.55.2.3/5.2.4/5.25|6.1.3/6.1.4| 6.1.5| 6.2.3|6.2.4| 6.2.5| 6.3.3| 6.3.4| 6.3.5
3.1.3| 0,70 | -0,41|-0,17| 0,71 | -0,52| -0,17| 0,69 | -0,44| -0,15| 0,76 | -0,58| -0,11| 0,70 | -0,46| -0,15
3.1.4|-0,61| 0,61 |-0,17|-0,59| 0,70 -0,22| -0,60| 0,63 | -0,21|-0,64| 0,73 | -0,33| -0,60| 0,65 | -0,23
3.1.5|-0,11| -0,37| 0,57 | -0,14| -0,36| 0,66 | -0,11| -0,35| 0,60 | -0,13| -0,33| 0,75|-0,12| -0,38| 0,65
3.2.3| 0,70 | -0,46 |-0,10| 0,68 | -0,53| -0,09| 0,69 | -0,50| -0,03| 0,67 | -0,52| -0,04| 0,70 | -0,47| -0,12
3.2.4| -0,47| 0,72 |-0,44|-0,50| 0,78 |-0,48| -0,50| 0,69 | -0,42| -0,52| 0,68 | -0,36| -0,48| 0,65 | -0,37
3.2.5| -0,14| -0,46 | 0,70 -0,07| -0,46| 0,75 | -0,08| -0,37| 0,60 | -0,03| -0,35| 0,53 |-0,12| -0,36| 0,64
41.3| 0,85 | -0,50|-0,19| 0,83|-0,59|-0,19| 0,75 | -0,46| -0,16| 0,83 | -0,60| -0,12| 0,89 | -0,58| -0,19
41.4|-0,65| 0,75 |-0,31|-0,60| 0,81 | -0,39| -0,54| 0,61 | -0,25| -0,58| 0,74 | -0,42| -0,65| 0,80 | -0,38
415|-0,15| -0,46 | 0,71|-0,15| -0,44| 0,82 | -0,15| -0,31| 0,58 | -0,17|-0,31| 0,78 | -0,16| -0,44| 0,77
4,2.3| 0,83 | -0,48 |-0,19| 0,81|-0,57|-0,19| 0,76 | -0,50| -0,17| 0,80 | -0,62| -0,12| 0,84 | -0,57| -0,19
4,2.4| -0,62| 0,80 |-0,41|-0,59| 0,82 |-0,42|-0,51| 0,64 | -0,28| -0,57| 0,84 | -0,47| -0,62| 0,88 | -0,48
4,25|-0,13| -0,54 | 0,79|-0,17| -0,44| 0,81 | -0,16| -0,35| 0,62 | -0,19| -0,40| 0,78 | -0,17| -0,54| 0,93
Source Personal Researcl2018

Regarding this table of Pearson correlation coieffits and taking into account the significance ll@fe5%, a
total of 180 values were listed, of which 167 wsignificant (92.78%) versus 13 (7.22%) were nomificant. The
analysis of Pearson correlation coefficients betwtbe variables identified a 92.78% significant elegience versus 7.22%
non-significant. This relationship can, therefdoe, estimated as significant at 92.78% and not fsgmit at 7.22%. For
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this fourth relationship, it can be deduced that\hriables “Existence of perception of creatiggghological tension by
the human resources surveyed” and “Existenceeoégption of feeling of positive anxiety by the ramresources

surveyed” are positively correlated.

Study of the Fifth Relationship: “Existence of Reption of Creative Psychological Tension by the ldam

Resources Surveyed” - “Taking into Account the Eetise of Motivation at the Level of the Human Reses Surveyed.”
Data processing yielded the following Pearson datign coefficients table:

Table 7: Table of Pearson Correlation Coefficient$or Fifth Relationship Study

3.1.3|3.1.4|3.15|3.23|3.24|3.25|/4.1.3(4.1.4/4.15|423|4.2.4|4.25
1.1.3| 0,24 | -0,25]| -0,05| 0,28 | -0,23| -0,01| 0,30 | -0,20| -0,08| 0,35 | -0,24| -0,10
1.1.4|-0,09| 0,32 | -0,35|-0,04| 0,38 | -0,47| -0,07| 0,31 |-0,34|-0,11| 0,42 | -0,47
1.1.5|-0,10|-0,17| 0,47 | -0,20]| -0,28| 0,59 | -0,17| -0,21| 0,50 | -0,18| -0,31| 0,67
1.2.3| 0,23 -0,23| -0,09| 0,52 | -0,32| -0,14| 0,33 | -0,20| -0,12| 0,42 | -0,28| -0,13
1.2.4|-0,05| 0,27 | -0,30| -0,22| 0,54 | -0,48]| -0,09| 0,35 |-0,39|-0,14| 0,48 | -0,51
1.25|-0,12|-0,23| 0,43 | -0,16| -0,38| 0,68 | -0,17| -0,25| 0,56 | -0,17| -0,34| 0,71
1.3.3| 0,22 |-0,21| -0,10| 0,30 -0,20| -0,05| 0,28 | -0,15| -0,13| 0,33 | -0,22| -0,14
1.3.4|-0,11| 0,29 | -0,27| -0,06| 0,37 | -0,43| -0,11| 0,30 | -0,29| -0,14| 0,40 | -0,38
1.3.5|-0,06|-0,17| 0,40 -0,18]| -0,26| 0,55 | -0,11| -0,23| 0,45 | -0,11| -0,29| 0,57
1.4.3| 0,29 | -0,28| -0,09| 0,44 | -0,26| -0,13| 0,32 | -0,29| -0,03| 0,41 | -0,36| 0,00
1.4.4)|-0,09| 0,30|-0,31|-0,16| 0,38 | -0,34| -0,07| 0,37 | -0,43| -0,13| 0,50 | -0,52
1.45|-0,12|-0,14| 0,44 | -0,16]| -0,25| 0,51 | -0,16| -0,21| 0,53 |-0,17| -0,31| 0,62
1.5.3| 0,22 |-0,22| -0,09| 0,47 | -0,31| -0,11| 0,36 | -0,28| -0,04| 0,34 | -0,24 | -0,06
1.5.4|-0,04| 0,27 | -0,33| -0,25| 0,51 | -0,42]| -0,10| 0,41 | -0,46| -0,08| 0,38 | -0,44
15.5|-0,15|-0,13| 0,47 | -0,11| -0,35| 0,59 | -0,19| -0,23| 0,59 | -0,20| -0,23| 0,55
Source: Personal Research, 2018

Regarding this table of Pearson correlation coieffis and taking into account the 5% significareeel, a total
of 180 values were listed, of which 144 (80%) wsignificant versus 36 (20%) were non-significanheTanalysis of
Pearson correlation coefficients between the vlasathen made it possible to identify 80% of sigaift dependence
versus 20% of non-significance. This relationshap,ctherefore, be estimated as significant at 8@&ret significant at
20%. For this fifth relationship, it can then besetved that the variables “Existence of perceps&gthological tension by
the human resources surveyed” and “Taking into @etthe existence of motivation in the human resesirsurveyed”

are positively correlated.

Study of the Sixth Relationship: “Existence of Rgtion of Positive Feeling of Anxiety by the HumRasources

Surveyed” - “Taking into Account the Existence obtivation at the Level of the Human Resources Syadé
Data processing yielded the following Pearson daticn coefficients table:

Table 8: Table of Pearson Correlation Coefficient$or the Study of the Sixth Relationship

5.1.3|514]5.15|523|524[525/6.1.3/6.1.4/6.1.5/6.2.3|6.24]6.2.5/6.3.3/ 6.3.4| 6.3.5
1.1.3| 0,35|-0,24| -0,04| 0,32|-0,28| 0,00| 0,31 -0,36| 0,20 0,33 |-0,23|-0,12] 0,32 |-0,30|-0,01
1.1.4/-0,13] 0,53 |-0,54|-0,09| 0,41 |-0,48|-0,14| 0,48 |-0,42|-0,14| 0,44 | -0,34|-0,09| 0,46 | -0,49
1.1.5/-0,15/-0,45/ 0,71|-0,17|-0,27| 0,60 | -0,10] -0,25| 0,43 |-0,11|-0,33] 0,53 |-0,17|-0,32| 0,62
1.2.310,38/-0,17/-0,16| 0,41 |-0,26|-0,14| 0,38 -0,32| -0,03]| 0,36 |-0,27|-0,11| 0,35|-0,23|-0,14
1.2.4/-0,12| 0,57 |-0,60|-0,16| 0,49|-0,52|-0,18| 0,50|-0,43|-0,16| 0,48 | -0,42|-0,10| 0,51 | -0,53
1.2.5/-0,17/-0,54| 0,84 |-0,14|-0,36| 0,73 |-0,09] -0,33| 0,53]-0,11|-0,35| 0,59 |-0,16|-0,41| 0,74
1.3.3 0,33]-0,19| -0,08] 0,29 |-0,23|-0,05| 0,36 |-0,41| 0,09| 0,34|-0,26|-0,12| 0,33 |-0,27|-0,05
1.3.4/-0,10| 0,44 |-0,45|-0,13| 0,39|-0,40/-0,19]| 0,44 |-0,33|-0,19| 0,44 | -0,29|-0,08| 0,39 |-0,41
1.3.5/-0,16|-0,36| 0,59 -0,09]|-0,27| 0,50 | -0,08]| -0,18| 0,32 | -0,06| -0,30| 0,45|-0,18| -0,23| 0,52

Impact Factor (JCC): 6.2543 NAAS Rating 3.51
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Table 8 Contd.,

1.4.3| 0,45 -0,28|-0,08| 0,31|-0,27|-0,05| 0,40 |-0,35|-0,06| 0,36 | -0,36|-0,02| 0,34 |-0,34| 0,02
1.4.4|/-0,13| 0,46 |-0,45|-0,04| 0,34 | -0,40| -0,14| 0,40|-0,31|-0,06| 0,43 |-0,46|-0,06| 0,45 | -0,49
1.4.5|-0,20|-0,33| 0,60 |-0,19|-0,20| 0,52 |-0,14|-0,18| 0,42 |-0,21|-0,21| 0,56 | -0,18|-0,27| 0,57
1.5.3| 0,30 -0,16| -0,09| 0,37 | -0,28|-0,07| 0,36 |-0,41| 0,19 0,32 |-0,23|-0,03| 0,30 |-0,19| -0,07
1.5.4|-0,08| 0,46 |-0,49| -0,06| 0,47 | -0,56|-0,12| 0,50|-0,52|-0,10| 0,35|-0,35|-0,02| 0,35 | -0,47
1.5.5/-0,20|-0,38| 0,67 | -0,22|-0,32| 0,73|-0,17|-0,22| 0,47 | -0,16| -0,20| 0,45 |-0,21|-0,26| 0,59
Source: Personal Researg2018

Regarding this table of Pearson correlation coieffis and taking into account the 5% significareeel, a total
of 225 values were listed including 186 (82.67%)ichhwere significant and 39 (17.33%) were non-digant. The
analysis of the Pearson correlation coefficientbwvben the variables then made it possible to ifier82.67% of
significant dependence versus 17.33% of non-sicamite. This relationship can, therefore, be estichas significant at
82.67% and not significant at 17.33%. For thissisglationship, it can be deduced that the varg@abl&xistence of
perception of feeling of positive anxiety by thentan resources surveyed” and “taking into accouatdhkistence of

motivation at the level of the human resourceseyed” are positively correlated.

The existence of positive correlations is demonetrdetween the six sub-relations relating to #eosd relation
of table nl1 (linking the strategic vision of maneggand the motivation of human resources at the $WEl), and by
referring to the interpretation principle n°2; thgpothesis of research is thus confirmed. The pdigi of a positive
correlation between the sub-relations of the fiedation was not detailed in this study. The stgatevision shared by
leaders, seen as achievable by HR, given the fiaemaaterial and technological resources, infoiomatind current skills
that are held by them, leads to a creative psygicdbtension at their level, and the latter théisrdeads to a feeling of

positive anxiety towards their motivation at work.
CONCLUSIONS

This study demonstrated the contribution of thatsgic vision of leaders to the motivation of hunrasources of
Malagasy SMEs, provided that this vision generateseative tension. This contribution is limitedtte search for a
variable, which is the tension, resulting from @iy and desirable strategic vision shared bydhddr within the SMEs
in order to motivate the human resources of thealydy SMEs. A last survey of the sample, one yaar tevealed an
average increase of 08.55% in the profitabilitythaf study units at the end of their accounting ydtar the directors had
taken into account the recommendations given is $hidy. This study did not emphasize the analykisther factors

generated by the strategic vision, which also mayehan influence on the engagement of the employedsed, further

research is still needed. What other factors cgeltkerate the strategic vision of the leader apamn the tension and could

contribute to the motivation of the human resoufeSMEs?
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