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ABSTRACT
Motivation plays vital role in determining employee performance in any organization. On  
increase organizations have now began to appreciate the significance of establishing an  
equitable  balance  between  the  employee’s  contribution  to  the  organization  and  the  
organizations  contribution  to  the  employee’s  growth.  Put  it  differently,  the  need  for  
mutually benefiting relationships beneficial for both. An important aspect of establishing  
this  balance  is  rewarding  employees.  This  research  represents  an  effort  to  examine  
factors that motivate employees towards the set organizational goals. Maslow’s, ERG,  
Two-way  factors,  and  acquired  need  motivational  theories  were  utilized.  Personal  
interview  strategy  was  employed  to  generate  primary  data  while  content  analysis  
involving the  utilization of  journals,  text  books,  and internet  serves  as  the  source of  
generating secondary data. The findings of the study suggest that certain factors have  
been found to be motivating factors for employee’s performance. These include Interest,  
rewarding pay, and appreciation of one’s effort, job security, good working condition,  
and the organizations consideration of one’s personal problem.
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Introduction/ Background of the studies
Motivation can play significant role in any organization if properly implemented on the 
right individual at the right time and in the right manner. What inspires employees to 
provide an excellent service and works fervently towards achieving the set organizational 
goal  depends  on  the  organizations  motives  as  well  as  employees  traits.  The  current 
turbulent  Nigerian  business  environment  requires  workers  and  organizations  to  re-
examine their practices. Banking for example which is an inherently stressful profession 
with long working hours, stiff competition, ethical dilemmas, regulatory bottlenecks and 
difficult  customers  needs  this  re-examination  more.  In  Nigeria,  the  Central  Bank  of 
Nigeria (CBN) introduced a consolidation program as part of its over-sight functions of 
the banking industry as a result of failed banks saga of the late 90s. Consolidation of the 
banking industry generally involves a combination of existing banks, growth among the 



major players in the banking industry; and may lead to the exit of small and weak banks 
from  the  industry  (Ogunleye,  2005).  Soludo  (2004)  submitted  that  the  consolidation 
programme became necessary because the Nigerian banking industry was plagued with 
persistent liquidity problems, poor asset management, weak corporate governance, weak 
capital base, over-dependency on public sector deposits, late or non-publication of annual 
accounts, and neglect of small and medium scale enterprises. The CBN adopted a risk-
focused,  rule-based  regulatory  framework  predicated  on  merger  and  acquisition  to 
implement  the  bank  consolidation  programme.  Among  other  things,  the  minimum 
capitalization of Nigerian banks was increased from 2 billion to 25 billion naira. This 
reduced the number of banks in Nigeria from 89(as at June, 2004) to 25 (in December, 
2005). Though, the bank consolidation programme in Nigeria has helped stabilize and 
reposition  the  banking industry,  it  is  not  without  some challenges  for  the  banks,  the 
regulatory agencies, and their employees (Ogunleye, 2005; Ojedokun, 2008). For banks, 
consolidation  has  increased  inter-bank  competition,  demands  for  high  returns  on 
investment, a need to retain highly skilled employees, and a bid to avoid the sanctions of 
the monitoring and regulatory agencies. Consequently, there is a shift from transaction 
based model to sales/service model (Ojedokun, 2008). For bank employees in Nigeria, 
the effect is not less for his  callings have became more demanding. The sales model 
adopted by banks puts a lot of pressure on the employees to perform, as higher targets are 
set to justify their pay. For example, more than before, Nigerian banks hinge confirmation 
of appointment, promotion, recognition, and remuneration of an employee on how well 
he/  she  met  job  targets.  High  job  targets  may  increase  demand/  time  pressure  in 
employees  and  may  have  implications  for  the  health  and  job  satisfaction  of  such 
employees.  Also,  outsourcing  of  major  functions  has  also  been  a  major  setback  to 
employees’ career satisfaction with ridiculous wage/salary structure.
Unity bank plc as the subject of the case study was formed as a result of merger of nine 
(9) commercial banks which was the largest consolidated banks in the merger. This brings 
about  group  of  employees  with  different  backgrounds  and  company  culture,  which 
necessitate  the  adoption  of  appropriate  reward/motivation system that  will  ginger  the 
employees to perform well to attain organizational goal.
Reward  system is  an  important  tool  that  management  can  use  to  channel  employee 
motivation in desired ways. In  other  words reward system attracts  people to join the 
organization to keep them coming to work and motivate them to perform to high levels. 
The reward system consists of all organization components – including people processes 
rules  and  decision  making  activities  involved  in  the  allocation  of  compensation  and 
benefits to employees in exchange for their contribution to the organization.
In  order  for  an  organization to meet  its  obligations  to  shareholders,  employees  and 
society, its top management must develop a relationship between the organization and 
employees that will fulfill the continually changing needs of both parties. At a minimum 
the organization expects employees to perform reliably the tasks assigned to them and 
at the standards set for them, and to follow the rules that have been established to 
govern the workplace. Management often expects more: that employees take initiative, 



supervise themselves, continue to learn new skills, and be responsive to business needs. 
At a minimum, employees expect their organization to provide fair pay, safe working 
conditions,  and  fair  treatment.  Like  management,  employees  often  expect  more, 
depending on the strength of their needs for security, status, involvement, challenge, 
power, and responsibility. Just how ambitious the expectations of each party are, vary 
from organization to organization. For organizations to address these expectations an 
understanding of  employee motivation is  required (Beer,  Spector,  Lawrence, Mills,  & 
Walton, 1984). The question remains what is the word motivation comes from the Latin 
verb movere,  which  means  “to  move.”  Motivation  is  thereby  concerned  with  our 
movements,  or  actions,  and  what  the  determining  factors  are  behind  them.  More 
specifically it refers to the processes involved in initiating, maintaining and ceasing goal-
oriented  behaviors (Maslow,  1970,  p.  16).  These  factors  may  be internal (which  can 
include drives such as thirst or being hungry or in pain) or external (such as the presence 
of an attractive person, tasty food or beverages or signs indicating imminent danger). By 
this definition motivation is the psychological drive that arouses an organism to action 
toward a desired goal.  This concept is also used to explain differences in intensity of 
behavior. More intense behaviors are thought to result from higher levels of motivation. 
Furthermore, motivation can also be used to indicate the persistence of behaviors. For 
example a  highly  motivated behavior will  most  often be persistent  even though the 
intensity of the behavior could be low (Franken, 2007 p. 4).
Halepota (2005) defines motivation as “a person’s active participation and commitment 
to achieve the prescribed results.”Halepota further presents that the concept of motivation 
is  abstract  because different strategies produce different  results  at  different times and 
there  is  no  single  strategy  that  can  produce  guaranteed  favorable  results  all  the 
times.”According to Antomioni (1999, p29), “the amount of effort people are willing to 
put in their work depends on the degree to which they feel their motivational needs will 
be satisfied. On the other hand, individuals become de-motivated if they feel something 
in the organization prevents them from attaining good outcomes.
It can be observed from the above definitions that, motivation in general, is more or less 
basically  concern with factors  or  events  that  moves,  leads,  and drives  certain  human 
action  or  inaction  over  a  given  period  of  time  given  the  prevailing  conditions. 
Furthermore the definitions suggest that there need to be an” invisible force” to push 
people  to  do something in  return.  It  could also be deduced from the definitions  that 
having  a  motivated  work  force  or  creating  an  environment  in  which  high  levels  of 
motivation are maintained remains a challenge for today’s management. . This challenge 
may emanate from the simple fact that motivation is not a fixed trait –as it could change 
with changes in personal, psychological, financial or social factors.



Research question
The research seeks to answer the following questions:

1. What  role  does  motivation  play  in  enhancing  employee  performance  in  an 
organization

2. What are the motivating factors responsible for employee performance
3. Does the application of motivation theories enhance employee performance?

Research objectives
 Understand the role of motivation in determining employee performance
 Classify the basic needs of employees
 Understand the importance of reward and punishments
 Apply motivation theories to analyze performance problems

Literature Review
Muogbo, U.S, (2013) finds that there exists relationship between employee motivation 
and organizational performance. The study reveals that the extrinsic motivation given to 
workers in an organization has a significant influence on employee performance in line 
with the equity theory.  Theories imply that  leader and followers raise one another to 
higher levels of morality and motivation (Rukhmani,  2010).  Motivation is purely and 
simply a leadership behavior. It stems from wanting to do what is right for people as well 
as for the organization. Empowerment provides benefits to organizations and makes sense 
of belonging and pride in the workforce. In fact, it builds a win-win connection among 
organizations  and employees;  which is  considered an ideal  environment  in  numerous 
organizations and their employees. Empowering can flourish virtual human capacities. 
Empowered employees focus their job and work-life with additional importance and this 
leads to constant progress in coordination and work procedures. Employees execute their 
finest  novelties  and thought  with the  sense of  belonging,  enthusiasm,  and delight,  in 
empowered organizations. Adding up, they work with a sense of responsibility and prefer 
benefits of the organization to theirs (Yazdani, 2011).
In the research Timmreck conducted in 2003,  the subjects  considered factors such as 
sense  of  achievement,  recognition  of  responsibility  and  promotion  of  important 
motivational factors and factors such as guilt and the threat of negative factors Timmreck, 
T (2003). Robbins & Judge in an investigation of employees’ motivational factors, such 
as positive support, interpersonal relationships, increasing personal motivation has been 
mentioned in the main report Robins SP et al (2012) and Robins SP and Judge TA (2011). 
Amiable  in  his  research  report  decision-making  ability,  competence,  participation  in 
works and curiosity, as intrinsic motivation factors and climate of competition, evaluation 
and  force  work  as  extrinsic  motivation  Amiable,  T  (1994)  .  In  2002,  a  study  was 
conducted to investigate the motivational factors, such as proper law, the possibility of 
growth  and  employees  development,  job  security,  interesting  work,  appreciation, 
interpersonal  problems empathy,  participation  in  the  work  are  important  motivational 
factors, ( Robins SP et al 2012). Jameson in a study conducted in 2000 referred to factors 
such as feasibility of education, giving respect, being responsible, acknowledgement and 



equal reward as motivational factors Jameson, C (2000). Dindarhor (2009) investigated 
the  relationship  between  job  motivation  and  managers’ performance  and  using  job 
motivation and job performance questionnaires collected data. Some of the findings show 
that, there is a relationship between motivation and performance, there is a relationship 
between variety of work and performance, there is a relationship between identity and 
managers' performance, and there is no significant relationship between the importance’s 
of  working  with  managers’  performance.  Habibi  (2012)  examines  the  relationship 
between job motivation and job performance of managers. Mohammadi in his study in 
2012  examined  the  relationship  between  Herzberg's  motivational  factors  and  the 
performance of school principals. His findings show that "there is a relationship between 
appreciation  as  a  motivating  factor  and  practice  of  school  teachers,"  which  shows a 
significant  and  positive  correlation.  Results  showed  a  significant  positive  correlation 
between at the level of 000/0 = sig and n = 340 and r = 0/275 between the nature of work 
and school teachers performance. Also there is a positive correlation between growth and 
personal development. His independent test results also show that there is no significant 
difference between teachers’ sex and average performance of women is 87/66 average 
performance of men is 42/63.Results indicated a significant relationship between teacher 
performance and their service year.
In Akbar, et al (2013), the results of statistical analysis of research hypotheses showed: 
according  to  Pearson  test  performed,  the  significance  level  of  the  test  p=000/0  was 
smaller than 05/0 and the r=58/0. The research hypothesis is therefore confirmed showing 
that  there is  a  significant direct  relationship between two variables of delegation and 
employees ‘performance. And employees’ delegation predicts  their  performance of 34 
percent.

THEORITICAL FRAMEWORK
The motivational theories included in this research are linked to motivation to find out 
what their possible influence could be on those two constructs. And these include among 
others 
the Maslow’s hierarchy which seems to also hold true in industrial situations. An example 
of  this  is  lower  level  workers  who seem to  be  more motivated by  money (which  is 
required for food and shelter) and often lack any motivation to be creative in their jobs.  
Workers at higher levels generally have income sufficient to satisfy many of their lower 
order needs, and in this instance self actualization is often more important (Beck, 2004 p. 
401). One criticism relates to the order in which the needs are ranked. It is possible to 
imagine that individuals who go hungry and are in fear of their lives might retain strong 
bonds to others, suggesting a different order of needs. Moreover, researchers failed to 
support the arguments that once a need is satisfied it no longer serves as a motivator and 
that only one need is dominant at a given time
In  a  bid  to  address  some  of  the  limitations  of  Maslow's  hierarchy, Clayton 
Alderfer proposed  the ERG  theory  of  motivation,  which  describes  our  needs  in  a 
different  hierarchy.  The  letters  ERG  stand  for  three  levels  of  needs: Existence, 



Relatedness,  and  Growth. These  can  be  compared  to  Maslow's  hierarchy  in  that 
existence represents physiological and safety needs, relatedness accounts for social and 
external esteem needs and growth encompasses self-actualization and internal esteem 
needs (Alderfer, 1969).
ERG theory differs from Maslow's hierarchy in that it allows the order of the needs be 
different for different people and it allows for different levels of needs to be pursued 
simultaneously. In further contrast ERG theory states that if a higher level need remains 
unfulfilled, the person may regress to a lower level need that appears easier to satisfy. 
This phenomenon called the frustration-regression principle (Alderfer, 1969; Alderfer & 
Guzzo, 1979).
ERG theory also lends itself well to organizational application and it helps managers to 
recognize  that  an  employee  has  multiple  needs  that  may  need  to  be  satisfied 
simultaneously.  Application  of  ERG  theory  in  the  workplace  facilitates  managers  in 
understanding how pay, relatedness with group and supervisors, and growth in one's job 
impact on the motivations of different employees (Alderfer & Guzzo, 1979). This allows 
for more effective management which can mean tailoring organizational conditions to 
maximize  worker  satisfaction  and  productivity  and  also  allows  managers  to  predict 
employee reactions to different organizational conditions, (Alderfer & Guzzo; Chang & 
Yuan, 2008).
Frederick Herzberg approached the question of motivation in a different way. By asking 
individuals what satisfies them on the job and what dissatisfies them, Herzberg came to 
the  conclusion that  aspects  of  the  work  environment  that  satisfy  employees  are  very 
different from aspects that dissatisfy them, (Herzberg, F., Mausner, B., & Snyderman, B. 
1959). Herzberg labeled factors causing dissatisfaction of workers as “hygiene” factors 
because  these  factors  were  part  of  the  context  in  which  the  job  was  performed,  as 
opposed  to  the  job  itself. Hygiene factors included  company  policies,  supervision, 
working conditions, salary, safety, and security on the job. To illustrate, imagine that you 
are working in an unpleasant work environment. Your office is too hot in the summer and 
too cold in the winter. You are being harassed and mistreated. You would certainly be 
miserable in such a work environment. However, if these problems were solved (your 
office temperature is just right and you are not harassed at all), would you be motivated? 
Most likely, you would take the situation for granted. In fact, many factors in our work 
environment are things that we miss when they are absent but take for granted if they are 
present.
In  contrast, motivators are  factors  that  are  intrinsic  to  the  job,  such  as  achievement, 
recognition,  interesting  work,  increased  responsibilities,  advancement,  and  growth 
opportunities. According to Herzberg’s research, motivators are the conditions that truly 
encourage employees to try harder.



Among the need-based approaches to  motivation,  David McClelland’s  acquired-needs 
theory is  the one that  has received the greatest  amount  of support.  According to this 
theory, individuals acquire three types of needs as a result of their life experiences. These 
needs are the need for achievement, the need for affiliation, and the need for power. All 
individuals possess a combination of these needs, and the dominant needs are thought to 
drive employee behavior.
McClelland used a unique method called the Thematic Apperception Test (TAT) to assess 
the  dominant  need.  This  method  entails  presenting  research  subjects  an  ambiguous 
picture asking them to write a story based on it. For example you can show them a picture 
of a woman asking them to take a look at it and then ask them question the. Who is this  
person? What is she doing? Why is she doing it? The story you tell about the woman in 
the picture would then be analyzed by trained experts. The idea is that the stories the 
photo  evokes  would  reflect  how the  mind works  and what  motivates  them.  (Person, 
Spangler, W. D. 1992).
If the story you come up with contains themes of success, meeting deadlines, or coming 
up  with  brilliant  ideas,  you  may  be  high  in  need for  achievement.  Those  who  have 
high need for achievement have a strong need to be successful. As children, they may be 
praised for their hard work, which forms the foundations of their persistence, (Mueller, C. 
M., & Dweck, C. S. 1998). As adults, they are preoccupied with doing things better than 
they  did  in  the  past.  These  individuals  are  constantly  striving  to  improve  their 
performance.  They  relentlessly  focus  on  goals,  particularly  stretch  goals  that  are 
challenging in nature, (Campbell, D. J. (1982).They are particularly suited to positions 
such as sales, where there are explicit goals, feedback is immediately available, and their 
effort often leads to success. In fact,  they are more attracted to organizations that are 
merit-based and reward performance rather than seniority. They also do particularly well 
as entrepreneurs, scientists, and engineers. 
Are individuals who are high in need for achievement effective managers? Because of 
their success in lower level jobs where their individual contributions matter the most, 
those  with  high  need  for  achievement  are  often  promoted  to  higher  level  positions, 
(McClelland, D. C., & Boyatzis, R. E. 1982).  However, a high need for achievement has 
significant disadvantages in management positions. Management involves getting work 
done by motivating others. When a salesperson is promoted to be a sales manager, the job 
description  changes  from  actively  selling  to  recruiting,  motivating,  and  training 
salespeople. Those who are high in need for achievement may view managerial activities 
such as coaching, communicating, and meeting with subordinates as a waste of time and 
may neglect these aspects of their jobs. Moreover, those high in need for achievement 
enjoy  doing  things  themselves  and  may  find  it  difficult  to  delegate  any  meaningful 
authority to their subordinates. These individuals often micromanage, expecting others to 
approach  tasks  a  particular  way,  and  may  become  overbearing  bosses  by  expecting 
everyone to display high levels of dedication ( McClelland, D. C., & Burnham, D. H, 
1976). 
If the story you created in relation to the picture you are analyzing contains elements of 
making plans to be with friends or family, you may have a high need for affiliation. 



Individuals who have a high need for affiliation want to be liked and accepted by others. 
When given a choice, they prefer to interact with others and be with friends (Wong, M. 
M.,  &  Csikszentmihalyi,  M.  1991).  Their  emphasis  on  harmonious  interpersonal 
relationships  may  be  an  advantage  in  jobs  and  occupations  requiring  frequent 
interpersonal interaction, such as a social worker or teacher. In managerial positions, a 
high need for affiliation may again serve as a disadvantage because these individuals tend 
to be overly concerned about how they are perceived by others. They may find it difficult 
to perform some aspects of a manager’s job such as giving employees critical feedback or 
disciplining  poor  performers.  Thus,  the  work  environment  may  be  characterized  by 
mediocrity and may even lead to high performers leaving the team.
Finally, if your story contains elements of getting work done by influencing other people 
or desiring to make an impact on the organization, you may have a high need for power. 
Those with a high need for power want to influence others and control their environment. 
A need for power may in fact be a destructive element in relationships with colleagues if  
it takes the form of seeking and using power for one’s own good and prestige. However, 
when it manifests itself in more altruistic forms such as changing the way things are done 
so that the work environment is more positive, or negotiating more resources for one’s 
department, it tends to lead to positive outcomes. In fact, the need for power is viewed as 
an important trait for effectiveness in managerial and leadership positions, McClelland, 
D. C., & Burnham, D. H. (1976). 
McClelland’s theory of acquired needs has important implications for the motivation of 
employees. Managers need to understand the dominant needs of their employees to be 
able to motivate them. While people who have a high need for achievement may respond 
to goals, those with a high need for power may attempt to gain influence over those they 
work with, and individuals high in their need for affiliation may be motivated to gain the 
approval of their peers and supervisors. Finally, those who have a high drive for success 
may experience difficulties in managerial positions, and making them aware of common 
pitfalls may increase their effectiveness.

METHODOLOGY
Generally  this  study seeks to examine the role of motivation in determining workers 
performance  in  Unity  bank  plc  Bauchi  in  an  attempt  to  uncover  the  influence  of 
motivating factors such as interest, rewarding pay, and appreciation of one’s effort, job 
security, good working condition, and the organizations consideration of one’s personal 
problems on the productivity performance of the employee. Going by its objective the 
study was designed on an explanatory model. In other words it is designed to explain how 
the said motivating factor affects workers performance.
 The target population of this study included employees at the Unity Bank Plc, Ahmed 
Abdulkadir  Road  Bauchi.  The  sample  size  included  all  11  employees  of  the  target 
population. Ten of the 11 employees participated in the survey for a participation rate of 
99%. 



Results and Discussion
The ranked order of motivating factors were: (a) interesting work, (b) good wages, (c) 
full  appreciation  of  work  done,  (d)  job  security,  (e)  good  working  conditions,  (f) 
promotions and growth in the organization, (g) feeling of being in on things, (h) personal 
loyalty  to  employees,  (i)  tactful  discipline,  and  (j)  sympathetic  help  with  personal 
problems.
A  comparison  of  these  results  to  Maslow's  need-hierarchy  theory  provides  some 
interesting  insight  into  employee  motivation.  The  number  one  ranked  motivator, 
interesting work,  is  a self-actualizing factor.  The number two ranked motivator,  good 
wages, is a physiological factor. The number three ranked motivator, full appreciation of 
work done, is  an esteem factor.  The number four ranked motivator,  job security,  is a 
safety factor. Therefore, according to Maslow (1943), if managers wish to address the 
most important motivational factor of Banks' employees, interesting work, physiological, 
safety, social, and esteem factors must first be satisfied. If managers wished to address the 
second most important motivational factor of banks' employees, good pay, increased pay 
would suffice. Contrary to what Maslow's theory suggests, the ranges of motivational 
factors  are  mixed  in  this  study.  Maslow's  conclusions  that  lower  level  motivational 
factors must be met before ascending to the next level were not confirmed by this study.
The  following  example  compares  the  highest  ranked  motivational  factor  (interesting 
work) to Vroom's expectancy theory.
The  following  example  compares  the  third  highest  ranked  motivational  factor  (full 
appreciation of work done) to Adams's equity theory. If an employee at the Bank feels 
that there is a lack of appreciation for work done, as being too low relative to another 
employee, an inequity may exist and the employee will be de-motivated. Further, if all 
the  employees  at  the  centers  feel  that  there  is  a  lack of  appreciation  for  work done, 
inequity may exist. Adams (1965) stated employees will attempt to restore equity through 
various means, some of which may be counter- productive to organizational goals and 
objectives. For instance, employees who feel their work is not being appreciated may 
work less or undervalue the work of other employees.
This  final  example compares the  two highest  motivational  factors  to  Herzberg's  two-
factor theory. The highest ranked motivator, interesting work, is a motivator factor. The 
second  ranked  motivator,  good  wages  is  a  hygiene  factor.  Herzberg,  Mausner,  & 
Snyderman  (1959)  stated  that  to  the  degree  that  motivators  are  present  in  a  job, 
motivation will occur. The absence of motivators does not lead to dissatisfaction. Further, 
they stated that  to the degree that  hygiene are absent from a job,  dissatisfaction will  
occur. When present, hygiene prevents dissatisfaction, but do not lead to satisfaction. In 
our example, the lack of interesting work (motivator) for the Banks' employees would not 
lead to dissatisfaction. Paying Banks' employees lower wages (hygiene) than what they 
believe  to  be  fair  may  lead  to  job  dissatisfaction.  Conversely,  employees  will  be 
motivated when they are doing interesting work and but will not necessarily be motivated 
by higher pay.
The discussion above, about the ranked importance of motivational factors as related to 
motivational theory,  is  only part  of  the picture.  The other part  is  how these rankings 



compare with related research. A study of industrial employees, conducted by Kovach 
(1987), yielded the following ranked order of motivational factors: (a) interesting work, 
(b) full appreciation of work done, and (c) feeling of being in on things. Another study of 
employees,  conducted  by  Harpaz  (1990),  yielded  the  following  ranked  order  of 
motivational factors: (a) interesting work, (b) good wages, and (c) job security.
In this study and the two cited above, interesting work ranked as the most important 
motivational factor. Pay was not ranked as one of the most important motivational factors 
by Kovach (1987), but was ranked second in this research and by Harpaz (1990). Full 
appreciation of work done was not ranked as one of the most important motivational 
factors by Harpaz (1990), but was ranked second in this research and by Kovach (1987).  
The  discrepancies  in  these  research  findings  supports  the  idea  that  what  motivates 
employees  differs  given  the  context  in  which  the  employee  works.  What  is  clear, 
however,  is  that  employees  rank interesting work as  the most important motivational 
factor.
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