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Abstract 

The purpose of this 

study is to explore the 

effects of motivation on 

staff performance in 

public sector. 

Inadequate proper care 

of staff welfare in the 

Local Government such 

as delay in payment of 

salary, promotion 

without payment is 

another fundamental 

problem because staff 

are not paid their 

salaries as at when due. 

In order to respond to 

the research questions 

simple random sampling 

was used and 363 

respondents were 

selected from the staff in 

Bassa Local Government 

Council Area of Plateau 

state. Stratified random 
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INTRODUCTION  

  Man is faced with a lot 

of needs and wants that 

needs satisfaction, 

these needs/wants 

have a way of affecting 

the activities of man 

whether consciously or 

not. Organizations on 

the other hand need the 

services of man and to 

that regards, the needs 

of the human employed 

also have their own way 

of affecting the 

productivity of the 

employee. One of the 

basic problems in any 

organization is how to 

motivate people to 

work. Motivating 

people to work entails, 

meeting their needs. In 

order for the workers to 

be satisfied in doing 

their job, the 

organization must in 

turn have a way of 

meeting some of their 

needs and expectation 

in order for them 

effectively and 

efficiently carry out 

their job. This sums up 

to be one of the major  
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sampling was used to 

collect the data from the 

different staff with 

sample size of 363. Data 

were collected using a 

structured 

questionnaires and were 

used to analyze means, 

frequency, standard 

deviation, measurement 

model and structural 

model using SPSS and 

Smart PLS. Findings of 

the study revealed that 

there is positive 

relationship between 

motivation and staff 

performance. Based on 

these findings, it is 

recommended that the 

hygiene factors such as 

working conditions, 

work relations, physical 

environment, 

supervision and job 

security, as argued by 

Herzberg should be able 

to form the baseline that 

can then stimulate the 

motivators such as 

achievement, 

recognition, 

responsibility, 

advancement and 

training, to motivate and 

increase staff 

performance. 

 

reasons why people leave their jobs for other jobs which they think have more 

incentives compared to their present jobs. 

In order to meet the needs of such workers in order to motivate them to give in 

their best, some organizations have set up what we call the Human Resource 

Department (HR). This department is set to meet the needs and wants of workers 

of an organization by way of giving out short term loans, educational grants, end 

of year bonuses, educational leave and so on. The satisfaction that the workers 

derive from their job can affect their motivation to work. People are motivated 

by various factors at different times, according to Wilkinson et al (2007) the first 

factor is the combination of the individual perceptions of the expectations other 

people have of them, and their own expectations of themselves. This happens 

because people come into work situations with various expectations.  When they 

arrive at the work place, they meet other people who also have expectations of 

them; positive individual and group expectations serve as positive motivational 

factors for the worker. This is why a balance must be struck as much as possible 

between organizational objectives and individual aspirations (Sulcas, 2007). The 

essence of this is to ensure a situation where the individual is motivated while 

the organization is achieving established objectives. 

Inadequate proper care to staff welfare in the Local Government is one of the 

problems because there is need for the management of the organization to give 

attention and care to their staff needs, but where the management of an 

organization fails to meet these needs of their staff they feel they are irrelevant 

to the organization thereby making them to not give in their best performance. 
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Delay of prompt payment of salary of staff in the Local Government is another 

fundamental problem because staff are not paid their salaries as at when due. 

This has a negative effect on staff performance. The staff may begin to loss 

interest in the job and at such begin to deliver poor job performances. 

Promotion without payment is yet another problem because when a staff is 

promoted, there is suppose be an increase in the responsibility and task of the 

promoted staff. The salary of the staff is expected to be increased too just as the 

responsibilities have increased but there are times, where a staff is promoted but 

no increase in his/her salary. Staff may begin to feel they are being used but are 

not given what is due to them at such, it affects the quality of their job 

performance. Delay in payment of benefits, example decease payment, gratuity, 

pension and other benefits accrued to staffs has a way of affecting the quality of 

job delivery of staff in the Local Government. The main objectives of the study are 

find out the techniques of employee’s motivation on the performance of Bassa 

Local Government Council area of Plateau State. 

 

Literature Review 

The relationship between employee motivation and Job performance, there is a 

general perception that motivation of employees has a relationship with job 

performance and the notion that employees who are highly motivated are much 

more likely to be high performers is widespread in management literature. 

Lawler (1994) and Buchanan and Huczynski (1997) submit that motivation is 

the single most important determinant of individual job performance. According 

to Nelson and Quick (2003), a job high in motivation and hygiene factors lead to 

high performance and few complaints among employees, which makes 

motivation to be a fundamental instrument for regulating work behaviour of 

employees. No wonder, Olawoyin (2000) concludes that the optimization of work 

behaviour can best be achieved by motivating the workers. 

Empirical studies by Abejirinde (2009) investigate the relationship between 

motivation and work performance within private and public enterprises in 

Nigeria and found that promotion (as a motivator) and employees’ performance 

are positively correlated. It was also revealed that job growth (as a motivator) 

has significant relationship with employees’ performance. 

Another study by Baibaita (2010) reveals that motivation exerts positive impact 

on the employees’ performance in the Nigerian banking industry. Corroborating 

earlier findings, Sharma and Chaudhary (2012) who investigated the impact of 

employee motivation on performance in private organization, with the aim of 

identifying the factors that encourage positive motivational behaviour among 
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employees, discovered that employee motivation has a direct impact on 

productivity and growth. They further posit that a highly motivated employee 

invests his/her best of hard work in carrying out each and every aspect of his/her 

duties and responsibilities. 

Olusola (2011), in his study, on the other hand, reveals specifically that intrinsic 

motivation significantly predicted job performance of industrial workers. His 

study conforms to Cole, (1995) and Drucker (2002) who claim that financial 

rewards and incentives are not sufficient positive motivators. To Cole and 

Drucker, intrinsic motivation such as natural or personal drives, desires, impulse 

and so on, which emanate internally, has a role to play in job performance of 

workers. He concludes that intrinsic motivation, among others (job satisfaction 

and self-efficacy) is very essential for optimal productivity of industrial workers. 

Such other acts such as acknowledgement of competence and commitment would 

also boost workers’ morale. 

Motivation is an employee’s intrinsic enthusiasms about and drive to accomplish 

activities related to work. According to (Chaudhary & Sharma, 2012), motivation 

is the interior drive that causes a person to decide to take action. Now and then 

managers neglect to comprehend the significance of inspiration in fulfilling their 

central goal and vision. Actually when they comprehend the essentialness of 

motivation, they do not have the expertise and learning to give a workplace that 

can cultivates employee motivation. 

Sharma and Chaudhary (2012) contend that improved job performance of the 

employees will add value to the organization itself and to the employees’ 

productivity, while also submitting that organizations can live and grow by taking 

care of their employees. That is, only organizations that pay high attention to the 

job performance of their employees can live and grow quickly and securely. 

Chaudhary and Sharma (2012) states that, study shows that the employee 

motivation has direct effect on gainfulness and development. A highly motivated 

employee tries his or her best in carrying out each and every aspect of his or her 

duties and responsibilities. Improved job performances of the employee will 

increase the value to the organization itself and to the employee’s productivity. 

In order to increase work effectiveness and performance, it is important to 

address a number of issues, including increasing motivation among employees, 

making them feel satisfied with their job and increasing their-job related 

wellbeing in general (Bogdanova & Naunivska, 2008). A motivated person has 

the familiarity with particular goals must be accomplished in particular ways, 

according on how he or she coordinates the push to attain that such goals 
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(Owusu, 2012). It means that motivated person is best fit for the goals that 

he/she wants to achieve, as he/she is fully aware of its assumptions. 

 

Therefore, when workers are motivated, their ability to increase productivity will 

be high (Ali and Ahmed, organizations (Olluseyi & Ayo, 2009). 

 

 

      

 

 

 

 

Conceptual Framework of Relationship between Independent Variables and 

Dependent Variable 

 

Motivation-Hygiene Theory 

It was suggested by Herzberg et al. (1959) that a worker’s incentive to perform 

is superiorly comprehended when the individual approach of the worker is 

comprehended. This means that the internal idea of outlook which finds its 

origins from the mental condition, when investigated, should disclose the most 

realistic data for administrators in context of inspiration of the employees. In his 

method to investigate the sentiments of individuals in context of their job, or their 

outlooks, Herzberg et al. (1959) aimed to reply to the following three queries: 

How can an individual identify the outlook of any person in context of his or her 

work? 

What are the reasons for these outlooks? And what are the outcomes of these 

outlooks? 

The sequence of these queries is experientially logical and for Herzberg, the last 

query, which would show the link amongst the outlook and following conduct, 

was crucially relevant. In reply to the disconnected character of prior erudition, 

the amalgamation of the three queries leads to a solitary entity of the 

investigation – the aspects-outlooks-impacts (F-A-E) involvement. This novel 

method according to Herzberg is idiographic (Herzberg et al., 1959). In contrast 

to the numerical or nomothetic method this gives more stress on a set 

communication with a specific variable, the idiographic outlook was dependent 

on the theory that the (F-A-E) involvement must be investigated within persons. 

Considering the workers, Herzberg et al. (1959) created two unique lists of 

aspects. One group of aspects was the grounds for pleased sentiments or a 

Employee Motivation  

Personal preferences 

Work environment 

Employee performance 
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superior approach within the employer, and these aspects, in totality, were linked 

to the work. The other set was chiefly existent when sentiments of misery or 

horrific approach were visible, and these aspects asserted Herzberg were not 

directly linked to the work per se, but to the scenarios that encircle the work.  

 

Methods 

The research design adopted for this study is survey method. The survey method 

is a means of collecting large and standardized data from the field using written 

questionnaire. Population is defined as the “total number of people selected for 

the purpose of a research work”. this study only concentrates on staff of Bassa 

Local Government Council Secretariat, a total number of 800 employees.  A 

sample size of 363 employees of Bassa Local Government Council to be 

administered questionnaires. The sample size is the representative of the 

employees in this study is 363 and is determined based on (Krejcie and Morgan, 

1970). 

s=X2 NP(1-P) ± d2 (N—])+X2 P(1—P) (3.1), where, s required sample size, the 

table value of chi-square for 1 degree of freedom at the desired confidence, level 

(0.05 = 3.841), N the population size, P the population proportion. The technique 

used in selecting respondents for the study is simple random sampling technique. 

A total of 363 questionnaires were administered among the targeted population 

in Bassa Local Government Council Secretariat. These questionnaires will serve 

as the basis for this research work. For the purpose of this study, primary data 

collection was used. The primary source involves distribution of questionnaires 

to the staff/employees of Bassa Local Government Council. Data were collected 

using a structured questionnaires and were used to analyze means, frequency, 

standard deviation, measurement model and structural model using SPSS and 

Smart PLS. 

 

Results 

Demographic of the Respondents  

A total of 363 copies questionnaire administered to Staff of Bassa Local 

Government Council out of which 289 copies were completed and retrieved. This 

indicates 92% response rate. The following tables show their responses to the 

questions advanced. 

 Respondents Frequency Percentage (%) 

Gender Male  159 55.59 

 Female  127 44.40 

Age 18 – 24  5 1.73 
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 25 – 29  64 22.14 

 30 – 39  70 24.22 

 40 – 45  136 47.05 

 46 and above  14 4.84 

 Total  289 100 

Source: Survey Data, 2019. 

 

The above table shows that majority of the respondents are male, 159 (55.59%) 

out of 289 respondents, while the remaining 127 (44.40%) are females. The 

above table shows the age distribution of respondents which clearly shows that 

respondents from ages 18 – 24 (1.73 %) of the population. Ages 25 – 29 (22.14%) 

Ages, 30 – 39 (24.22%) of the population while ages 40 – 45 form the highest 

percentage with 47.05%. ages 46 and above forms just 4.84% of the population. 

 

 

 
Measurement Model 

Constructs Reliability and Validity 

Constructs Composite Reliability 

Employee Motivation 0.847 

Personal preferences 0.692 

Work environment 0.569 

Employee performance 0.569 
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Discussion of Findings 

The findings shown that a high number of the respondents agreed that they get 

motivated to put in more efforts at work whenever they receive incentives from 

the management. 

The next discovery was that employees agree that they feel a sense of belonging 

in the organization when they are commended for a job well – done. This goes to 

show that employers should always have a way of commending employees 

whenever they do something that deserves applauding.  Furthermore, it was also 

discovered that the solutions to the problems mentioned above based on the 

response of respondents are: human resource departments should be created, 

staff should be commended when they deserve to be applauded, staff should have 

assurance of job security from their employers, management should involve their 

subordinates in certain decisions to be taken by management of the organization. 

 

Summary and Conclusion  

This research undertaking has tried to examine the relationship between 

motivation and employee job performance in the Nigerian public sector, using 

Bassa Local Government Council as a case study. A motivated workforce is a great 

asset of an organization and its attainment is dependent on the provision of a 

sound system based on fairness to all in the recruitment, training and 

development of employees to the attainment of set goals and objectives. 

From the motivational theories, a very significant import of the contribution of 

various theories is the emphasis on motivation as the key to employee job 

performance. They also suggest that good performance on a given task brings 

about abundant satisfaction. Human beings are motivated because of their 

continuous desire to establish and attain a level of considerable responsibility 

within the organization. Each worker is different, each job and environment is 

unique and each organization is unique as well. Thus, there is no single best way 

to motivate a worker as each situation and worker may require a combination of 

different elements of motivational model which will work for all organizations. 

The appropriate organizational structure, leadership, planning, staffing, 

directing, motivating and control are contingents upon the nature of the 

organizational environment and the task to be performed. Invariably, emphasis 

should be on researching and evaluating the practice and methodology that are 

appropriate and most suitable for that particular situation. 

After analyzing the data obtained from the field and testing the hypotheses 

formulated, this study found that, there is relationship between working 

condition and employee job performance of staff of Bassa Local Government 
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Council, that there is relationship between promotion and employees’ job 

performance in Bassa Local Government Council and finally that there is 

relationship between self-recognition and employees’ job performance in Bassa 

Local Government Council as opined by the respondents. Finally, it shows that 

there is relationship between motivation and employee job performance in the 

Nigerian public sector. 

 

Recommendations 

Hence, based on the findings of this study, the following suggestions are therefore 

recommended that: 

Although motivation of employees has been identified as a critical factor that can 

enhance job performance and the things that motivate employees to perform 

their best are different and distinct as have been identified by this study and 

previous studies; efforts should be made by management, leaders and 

administrators of Bassa Local Government Council to learn about what their 

employees want from their jobs or what is more important to them should be 

given. 

 It should also be noted that there are numerous ways in which performance of 

an organization can be increased, so management, administrators and leaders of 

Bassa Local Government Council should not focus on salary as the only 

motivational factor of employees alone but they should consider other factors. 

Management, administrators and leaders Bassa Local Government Council 

should be careful when assessing employee’s job performance. Since in most 

organizations, the assessment is majorly done by supervisory ratings which tend 

to be subjective. An objective way of assessing employee job performance should 

be designed. 

Promotion of employees should be the uppermost priority of Bassa Local 

Government Council and a well-structured appraisal system should be set up in 

order to determine promotion approach for the employees. 

Finally, this organization is therefore encouraged to check the system for equity, 
that the perceptual process of workers with respect to input-output ration 
analysis, with peers in the same organization be balanced in order to avoid 
demotivation of employees. 
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