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Abstract 
The study examined relationship between motivation and teachers’ Job 

performance in public secondary schools in Federal Capital Territory 

Abuja, Nigeria. Three (3) research Questions were raised with 

corresponding three (3) objectives and three (3) null hypotheses were 

formulated and tested at 0.05 level of significance. A cross sectional survey 

research design was used. The population of the study was 2499 teachers 

from 186 public secondary schools distributed within the six (6) education 

districts. The sample size was 239 using simple random sampling technique. 

One self designed structure questionnaire was used for data titled 

“relationship between motivation and teachers’ Job performance” 

(RBMTJP). Validation of the instrument was done with validity index of 

0.79. The coefficient of internal consistency of 0.83 was obtained after pilot 

testing the instrument. Descriptive statistics of mean and standard deviation 

was used to answer the research questions while pearsons’ product moment 

correlation coefficient (r) (PPMCC) was used to test hypotheses 1-3 at 0.05 

level of significance. One of the findings of the study revealed that there was 

a significant relationship between recognition and teachers’ job 

performance in public secondary schools in Federal Capital Territory 

Abuja, Nigeria. One of the recommendations of the study was that, all 

school administrators should provide an avenue for recognizing teachers’ 

African Scholar 

Publications & 

Research  

International  

VOL. 18 NO. 8  
ISSN: 2359-1991 
SEPTEMBER, 2020 
 

African Scholars Journal of Contemporary Education Research (JCER-8) 



 

108  africanscholarpublications@gmail.com                                                                               

 2020 
 

effort at work place in order to ensure better job performance in public 

secondary schools in Federal Capital Territory Abuja, Nigeria. 

 

Keywords: Motivation teachers’ job performance, recognition, 

appreciation and professional advancement. 
 

 

Introduction 
The teaching profession previously 

was accorded with respect, honor and 

dignity. This was so because teachers’ 

.have passion for the work they do 

which intrinsically motivates them.lt 

is good to say as an established fact 

that education is the backbone of 

every nation, and for any nation who 

want to be recognized as a 

technologically developed nation, 

such nation must develop its human 

resources firmly. In other word, it 

must educate its citizens so that they 

will contribute their quota in nation 

building. This education is provided 

by government through the use of the 

teachers who are the tools used to 

impart the needed knowledge to the 

citizens. This is so, .because education 

is the keystone to national 

development and quality basic 

education is the foundation. 

It is pertinent for managers to 

understand the ego of their workers 

before thinking of the appropriate 

motivation to apply for them. A 

worker will not be hungry while the 

manager acknowledged him in an 

organization. He needs to be provided 

with what to eat before any other thing 

follows. Therefore, manager must 

study the position of their 

Subordinates to ensure that they are 

fully satisfy before he recognizes 

acknowledge or confirms their 

existence in the organization, Maicibi, 

(2013), defined recognition as the 

confirmation or acknowledgment of 

the existence of an act performed, or 

any event that transpired, or of a 

person who is authorized by another to 

act in a particular manner. Yakubu, 

(2017), sees recognition as; 

acceptance, adoption', apprehension, 

approval, notice, distinguishment, 

identification, reward respect, 

remembrance, tribute, thanks, regard 

e.t.c accorded to an individual or 

group of individuals in a work place or 

an organization. 

Therefore, the activities of the 

teachers need to be compensated, 

rewarded encouraged and above all 

motivated, through the use of some 

motivational factors. It is important to 

note that, the availability of well 
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motivated teachers is central to improving student's academic achievement. A 

fundamental question ask is that what is motivation? Motivation came from a 

latin word “mivere" and it means to move. Therefore, motivation means the 

process of arousing the interest of an individual to take a. move towards a 

certain goal. Cole. (20121) cited in Dominic (2011) opined that motivation is a 

process in which1 people choose between alternative forms of behaviour in 

order to achieve personal goal. This mean, when they are stimulated, an 

alternative choice makes them 'available for use. A key challenge to managers 

and administrators of educational institutions like schools both small and large 

is the inability to encourage and motivate the teachers to perform at a high level. 

These challenges should be overcome through the provision of adequate 

motivation factors which could either be financial or non financial, 

physiological or psychological, extrinsic 'or intrinsic motivational factors 

(Jibowo, 2007). Major among these motivational factors which are to be 

provided to teachers’ which extrinsically motivate are factors such as; salary, 

fringe benefits, security, promotion, contract of service, the work environment 

and condition of service. These are hygiene factor which are often determined 

at the organizational level and may be largely outside the control of the 

individual manager. Extrinsic motivation can have an immediate and powerful 

effect but will not necessarily last long (Mullins. 2005).  

Equally important and very critical to managers, is the provision of the intrinsic 

.factors of motivation to teachers which relate to psychological need or reward 

such as; the opportunity for advancement, opportunity for personal growth, 

appreciation for work done, given positive recognition, nature of work, a sense 

of challenge, achievement and given responsibility. These psychological 

motivation factors are those factors that can usually be determined by the action 

and behaviour of the individual manager (Mullins, 2005) Intrinsic factors of 

motivation are concerned with the quality of work life, which are likely to have 

a deeper and longer term effect because, they are inherent in individuals and not 

imposed from outside (Mullins, 2007). 

Job performance according to (Anku, 2017), may be described as “an act of 

accomplishing or executing a given task”. It could also be described as the 

ability to combine skillfully the right behaviour towards the achievement of 

organizational goals and objectives (Anku, 2017). The teachers’ job 

performance indicators are the preparation of lesson plans and lesson notes, 

effective lesson delivery, classroom management,, evaluation of student 
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academic work, tilling in. students records, engaging students in extra-

curricular activities in the school e.t.c.  

Nelson and Economy (2003), states that employees desire appreciation of their 

supervisors. A word of thanks or a quick hand-written note from a supervisor 

gives meaning to an employee’s work. Saying thank you is not the only form of 

recognition, but it is great place to start. It is simple, cost next to nothing, and 

for many employees is very important. A manager should know that when 

sharing gratitude with an employee, it is important to be specific so that the 

employee knows what behavior they demonstrated is being recognized (e.g not 

just “Good work” but “Great job on dealing with the crisis last week” or "I know 

things have been a little stressful recently and I wanted to thank you for how 

well you’ve been handling everything at the work site) When considering the 

recognition of an individual employee, it is important to focus on the 

employee’s performance (Nelson & Economy, 2003). It is also important to link 

the recognition of an employee’s performance to the organizational goals and 

objectives.  

Appreciation is one of the motivation factors which stimulates worker for 

increase job performance. It is a factor that, makes people put more effort and 

energy into what they do. It is therefore imperative for managers to show a sense 

of appreciation to its employees at work place. Halilu and Audu, (2015), defined 

appreciation as an ability to understand the worth, quality, or importance of 

something or someone for the work performed in an organization. Alder and 

Fagley (2002) cited in Adelabu (2015) defined appreciation as 

acknowledgment, the value and meaning of something, an event. A person, a 

behavior, an object, and feeling a positive emotional connection to it. 

Experience of appreciation enhances positive mood and feeling of connection 

to the appreciated stimulus and or the nature of existence (i.e as in a feeling of 

awe or wonder). Appreciation generally means “recognition and enjoyment of 

the good qualities of someone or something in the workplace. Appreciation can 

be as simple as saying “thank you” for a job well done for completing a project 

quickly or for coming to a meeting prepared and ahead of time. 

The composition of any organization consists of different people with different 

personality, qualification, perception and ability. The understanding of these by 

manager will help in the application of the appropriate motivation to 

individuals or group in the organization. To some employees money is their 

motivation. To others, recognition and appreciation, while others, professional 
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advancement' serve as their source of motivation. Halilu and Audu, (2015), state 

that professional advancement as promotion or elevation to a higher rank or 

position. It is also, progression to a higher stage of development. Cambridge 

University Dictionary (2019) defined advancement as an improvement relating 

to a particular activity or area of knowledge. It is also the process of improving 

your career, for example, by getting a more important position within an 

organization or by moving to another company for a better job. In order to keep 

good employees, you need to provide them with possibilities for growth and 

professional advancement.  

 

Research Question  

The following research questions guided this study: 

(1) What is the relationship between recognition and teachers’ job 

performance in public secondary schools in Federal Capital Territory, 

Abuja, Nigeria? 

(2) What is the relationship between appreciation and teachers’ job 

performance in Public Secondary Schools in Federal Capital Territory, 

Abuja, Nigeria? 

(3) What is the relationship between professional advancement and 

teachers’ job performance in Public Secondary Schools in Federal 

Capital Territory, Abuja, Nigeria? 

Objectives of the Study 

The main objective of this study was to determine Relationship between 

Motivation and Teachers’ Job Performance in Public Secondary Schools in 

Federal Capital Territory, Abuja, Nigeria. Specifically, the study seeks to 

determine. 

(1) The relationship between recognition and teachers’ job performance in 

Public Secondary Schools in Federal Capital Territory, Abuja, Nigeria. 

(2) The relationship between appreciation and teachers’ job performance in 

Public Secondary Schools in Federal Capital Territory, Abuja, Nigeria. 

(3) The relationship between professional advancement and teachers’ job 

performance in Public Secondary Schools in Federal Capital Territory, 

Abuja, Nigeria. 

 

Statement of Hypotheses 

The following null hypotheses were formulated and tested at 0.05 level of 

significance to guide the study: 
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HO1: There is no significant relationship between recognition and teachers’ job 

performance in Public Secondary Schools in Federal Capital Territory, 

Abuja, Nigeria. 

HO2: There is no significant relationship between appreciation and teachers’ 

job performance in Public Secondary Schools in Federal Capital 

Territory, Abuja, Nigeria. 

HO3: There is no significant relationship between professional advancement 

and teachers job performance in Public Secondary Schools in Federal 

Capital Territory, Abuja, Nigeria. 

 

Methodology  

The study adopted cross-sectional survey research. 

The population of this study consisted of one hundred and eighty six (186) 

public secondary schools and two thousand four hundred and ninety-nine 

(2,499) teachers including principals who are deployed to teach in the public 

schools, distributed within the six (6) districts in Federal Capital Territory 

Abuja, Nigeria. The sample for the study was drawn from the population 

mentioned above and consisted of ninety (19) schools (that is, 10% sample of 

the total population of teachers) using simple random sampling technique to 

ensure that identified districts in the population were represented in the sample. 

The instrument used for data collection was a self-developed four (4) point type 

rating questionnaire. A self-designed fifteen (15) items structured questionnaire 

titled: “relationship between motivation and teachers’ job performance” 

(RBMATJP). The questionnaire has only one section. This was designed to find 

out respondents views on relationship between motivation and teachers’ job 

performance in public secondary schools in Federal Capital Territory Abuja, 

Nigeria. Items were rated on four (4) point modified likert rating scale with 

response mode of Strongly Agree (SA) = 4, Agree (A) =3, Disagree (D) = 2 and 

Strongly Disagree (SD) =1 

The data collected for the study was coded and descriptive statistics of mean 

and standard deviation was used to answer the research questions. A mean cut-

off point of 2.5 was regarded as the accepted mean while any responses with a 

mean score of over 2.5 was considered as being above and accepted while any 

responded with a mean score of less than 2.5 was considered as being below 

and rejected. The null hypotheses were tested using pearsons’ product moment 
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correlation coefficient (r) at 0.05 level of significance. The statistical package 

for social sciences (SPSS) was used to run the analysis. 

 

Descriptive Analysis of Research Questions  

Research Question One: What is the relationship between recognition and 

teachers’ job performance in Public Secondary Schools in Federal Capital 

Territory, Abuja, Nigeria? 

 

Table 1: Mean and Standard Deviation showing the relationship 

between recognition and teachers’ job performance in Public Secondary 

Schools in Federal Capital Territory, Abuja, Nigeria 

 
Scale Mean =2.50 

 

Table 1 presents the cluster mean and standard deviation on relationship 

between recognition and teachers’ job performance in Public Secondary 

Schools in Federal Capital Territory, Abuja, Nigeria. Since the cluster mean of 

2.97 and standard deviation of 1.28 is above the cut-off point of 2.50, it was 

accepted that there is a significant relationship between recognition and 

teachers’ job performance in public secondary schools in Federal Capital 

Territory Abuja Nigeria. 
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Research Question Two: What is the relationship between appreciation and 

teachers’ job performance in public secondary schools in Federal Capital 

Territory Abuja Nigeria? 

 

Table 2: Means and Standard Deviation showing the relationship between 

appreciation on Teachers’ Job Performance in Public Secondary Schools 

in Federal Capital Territory, Abuja, Nigeria. 

 
Scale Mean =2.50 

 

Table 2 presents the mean and standard deviation of the relationship between 

appreciation and teachers’ job performance in public secondary schools in 

Federal Capital Territory, Abuja, Nigeria. Since the cluster mean 3.16 and 

standard deviation 0.95 is above the cut-off point, it was accepted that there is 

a significant relationship between appreciation and teachers’ job performance 

in public secondary schools in Federal Capital Territory, Abuja, Nigeria. 

 

Research Question 3: What is the relationship between professional 

advancement and teachers’ job performance in public secondary schools in 

Federal Capital Territory Abuja Nigeria? 

 

Table 3: Means and Standard Deviation showing the relationship 

between Advancement and Teachers’ Job Performance in Public 

Secondary Schools in Federal Capital Territory, Abuja, Nigeria. 
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Scale Mean =2.50 

 

Table 3 present the mean and standard deviation of the relationship between 

professional advancement and teachers’ job performance in public secondary 

schools in Federal Capital Territory, Abuja, Nigeria. Since the cluster mean 2.88 

and standard deviation 0.85 is above the cut-off point, it was accepted that there 

is significant relationship between professional advancement and teachers’ job 

performance in public secondary schools in Federal Capital Territory, Abuja, 

Nigeria. 

 

Testing of Hypotheses 

The hypotheses for the study were tested using Pearson’s Product Moment 

Correlation Coefficient (PPMCC) at 0.05 level of significance. 

Table 4:  Correlation coefficient analysis showing relationship between 

teachers’ job performance in public secondary in public secondary school 

in Federal Capital Territory Abuja Nigeria 
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Table 4 showing the result of Pearsons’ product moment correlation coefficient 

analysis (r) of the relationship between recognition and teachers’ job 

performance in public secondary school in Federal Capital Territory, Abuja, 

Nigeria. The r-calculated value is 0.95 and the degree of freedom (df) of 233 

with mean of 2.97 was found to be significantly higher than the r-table value of 

0.16 at 0.05 level of significance. Since the r-calculated value is higher than the 

r-table value, the null hypothesis is therefore rejected, indicating that there is a 

significant relationship between recognition and teachers’ job performance in 

public secondary school in Federal Capital Territory Abuja Nigeria. 

Hypothesis five: There is no significant relationship between appreciation and 

teachers’ job performance in public secondary schools in Federal Capital 

Territory Abuja Nigeria. 

 

Table 5: Correlation coefficient analysis showing relationship between 

teachers’ job performance in public secondary school in Federal Capital 

Territory Abuja Nigeria 

 
 

Table 5 showing the result of Pearson product moment correlation coefficient 

(r) analysis of the relationship between appreciation and teachers’ job 

performance in pubic secondary school in Federal Capital Territory Abuja 

Nigeria. The r-calculated value is 0.78 and the degree of freedom (df) of 233 

with mean of 3.16 was found to be significantly higher than the r-table value of 

0.l16 at 0.05 level of significance. Since the r-calculated value is higher than 

the r-table value, the null hypothesis is therefore rejected, indicating that there 

is a significant relationship between appreciation and teachers’ job performance 

in public secondary school in Federal Capital Territory Abuja Nigeria. 

Hypothesis two: There is no significant relationship between professional 

advancement and teachers’ job performance in Public Secondary Schools in 

Federal Capital Territory, Abuja, Nigeria. 

Table 6: Correlation coefficient analysis showing relationship between 

professional advancement and teachers’ job performance in public 

secondary school in Federal Capital Territory, Abuja, Nigeria. 
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Table 6 showing the result of Pearson product moment correlation coefficient 

analysis (r) of the relationship between professional advancement and teachers’ 

job performance in public secondary school in Federal Capital Territory, Abuja, 

Nigeria. The r-calculated valued is 0.87 and the degree of freedom (df) of 233 

with mean of 2.88 was found to be significantly higher than the r-table value of 

0.l6 at 0.05 level of significance. Since the r-calculated value is higher than the 

r-table value, the null hypothesis is therefore rejected, indicating that there is a 

significant relationship between professional advancement and teachers job 

performance in public secondary school in Federal Capital Territory, Abuja, 

Nigeria. 

 

Summary of Major Findings 

The study produced the following major findings: 

i. There is a significant relationship between recognition and teachers’ 

job performance in public secondary schools in Federal Capital 

Territory, Abuja, Nigeria. 

ii. There is a significant relationship between appreciation and teachers’ 

job performance in public secondary schools in Federal Capital 

Territory, Abuja, Nigeria. 

iii. There is a significant relationship between professional advancement 

and teachers’ job performance in public secondary schools in Federal 

Capital Territory, Abuja, Nigeria. 

 

Discussion of Findings 

The findings of the study revealed that the mean and standard deviation on 

relationship between recognition and teachers’ job performance that the result 

of showed a cluster mean of 2.97 and the standard deviation of 1.28. Since the 

cluster mean of 2.97 is above the cut-off point of 2.50; it means that there is 

relationship between recognition and teachers’ job performance in public 

secondary schools in Federal Capital Territory, Abuja, Nigeria. Boamah, (2014) 

experienced the same situation and thus maintained that employees become 
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satisfy when they are recognize. This study also discovered a significant 

relationship between appreciation on teachers’ job performance. The findings 

showed a cluster mean of 3.16 with a corresponding standard deviation of 0.95. 

Since the cluster mean of 3.16 is above the cut-off point of 2.50, it implies that 

there is relationship between appreciation and teachers’ job performance in 

public secondary schools in the Federal Capital Territory, Abuja, Nigeria. This 

conforms with Akah, (2010) cited in Brain (2013) where he maintained that, in 

order to achieve greater job performance from the employees, management 

should use multiple motivational strategies both intrinsic and extrinsic tools. It 

was also found from the study that the mean and standard deviation on 

dimension of professional advancement significantly relates with teachers’ job 

performance in public secondary schools in Federal Capital Territory, Abuja, 

Nigeria. The cluster mean score was 2.88 with a corresponding standard 

deviation of 0.85. Since the cluster mean of 2.88 is above the cut-off point of 

2.50, it was accepted that there is a significant relationship between professional 

advancement and teachers’ job performance in public secondary schools in 

Federal Capital Territory, Abuja, Nigeria. 

Hypotheses one which states that, there is no significant relationship between 

recognition and teachers’ job performance, there is a strong positive correlation 

between recognition and teachers’ job performance (r=0.95). This correlation is 

significant since the r-table value 0.16 is less than the r-calculated value of 0.95 

at 0.05 level of significant, which indicates that the null hypothesis was rejected. 

Therefore, there is a significant relationship between recognition and teachers’ 

job performance in public secondary schools in Federal Capital Territory, 

Abuja, Nigeria. Also, in hypothesis two, which states that, there is no significant 

relationship between appreciation and teachers’ job performance. There is 

strong positive correlation between appreciation and teachers’ job performance 

(r=078). This correlation is significant since the r-table value 0.16 is less than 

the calculated value of 0.078 at 0.05 level of significant indicating that the null 

hypothesis was rejected. Therefore; there is a significant relationship between 

appreciation and teachers’ job performance in public secondary schools in 

Federal Capital Territory, Abuja, Nigeria.  

Finally, in hypothesis three, which states that, there is no significant relationship 

between professional advancement and teachers’ job performance in public 

secondary schools in Federal Capital Territory, Abuja, Nigeria. There is a strong 

positive correlation between professional advancement and teachers’ job 
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performance (r=0.87). This correlation is significant since the r-table value of 

0.16 is less than the r-calculated value of 0.97 at 0.05 level of significant 

indicating that the null hypothesis was rejected. Therefore, there is a significant 

relationship between professional advancement and teachers’ job performance 

in public secondary schools in Federal Capital Territory Abuja Nigeria. This 

was in consonance with an earlier study by Shamiga (2011) cited in Eze (2012) 

on the importance of motivating academic staff of secondary schools in Benue 

State, Nigeria that, adequate provision of work incentives by principals was a 

motivational factor for job performance.             

 

Conclusion 

Based on the findings of the study, it was concluded that, recognition, 

appreciation and professional advancement given to teachers are potential 

variables that motivates them for better job performance by teachers who are 

very important stakeholders in the socialization and imparting of vital societal 

values to students at all levels. It is therefore the duty of the school 

administrators (principals), the government, who are the chief executive in the 

management of secondary schools to ensure the proper application of these 

variables. This means that, motivation and teachers’ job performance has 

significant relationship such that, the absence of one has a great effect on the 

other. These findings are in accord with Boamah, (2014) who states that, 

employees become motivated when they are recognized at work place. Also, 

appreciation for work done is a source of motivation to employees. Employees’ 

sees opportunity for advancement as a source of motivation. Based on these 

findings, it concluded that, there is a significant positive relationship found 

between motivation and teachers’ job performance in public secondary schools 

in Federal Capital Territory Abuja Nigeria.  

 

Recommendation 

Based on the findings of the study, the following recommendations were made: 

(1) The study recommends that, all school administrators in the Federal 

Capital Territory Abuja Nigeria provide an avenue for recognizing 

teachers’ efforts at work place in order to ensure better job performance 

in public secondary schools in Federal Capital Territory Abuja Nigeria. 

(2) The study also recommends that all school administrators in the study 

areas should incorporate appreciation for work done by teachers’ in 
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schools because it is a potential factor for increasing job performance 

and productivity. 

(3) Finally, the study recommends that, government through the Ministry of 

Education should make it mandatory by instituting professional 

advancement for teachers’ in schools in order to increase their job 

performance in public secondary schools in Federal Capital Territory 

Abuja Nigeria. 

 

REFERENCES 

Adelabu, M.A. (2015). Teacher Motivation and Incentives in Nigeria: Retrieved on 7th August. 

2020 from www.eldis.org/vfile/upload/1/document.0709/Teacher-motivation-Nigeria.pdf 

Anku, P. (2017). Principals’ Administrative Functions and Teachers’ Job Performance: A 

Dissertation Submitted in the School of Postgraduate Studies. Department of Educational 

Foundation. Faculty of Education, Nasarawa State University Keffi, Unpublished Project. 

Boamah, R. (2014). The Effect of Motivation on Employees’ Performance: Empirical 

Evidence from the Brong, Ahafo Education Directorate. A Thesis Submitted to the 

Department of Managerial Science, Kwame Nkurma. University of Science and 

Technology, College of Art and Social Sciences. Retrieved on 4th August, 2020 from 

http://ir.knust.edu:gh/bitstream/123456789/7567/1/Boamah%20Richard.pdf.     

Brain, T. (2013). The four Factors of Motivation. Retrieved on 17th August, 2020 from 

http://www.amanet.org/training/articles/The-Four-Factors-of-Motivation.aspx  

Dominic, A. (2011). The Role of Motivating on Employee Performance in the Public Sector, 

A. Thesis Submitted to the Institute of Distance Learning, Kwame Nkruma University of 

Science and Technology. Retrieved on 16th Aug. 2020 from 

http://ir.knust.edu.gb/bitstream/123456789/4281/1/Dominic%Abonam%20Nchorbuno.p

df. 

Eze, N. (2012), “Sources of Motivation among Nigerian Managers”, Journal of Social 

Psychology. 125:341-345. 

Halilu R. & Audu, Y. (2015). An Introduction to Theory & Practice of Management. Revised 

Edition FCT-Abuja, Nigeria: Peace worth Global Resources Ltd. 

Jibowo, A.A. (2007), “Effect of motivators and hygiene factors on job performance among 

extension workers in the former western state of Nigeria”. The Quaterly Journal of 

Administration, 1291): 45-54.   

Maicibi, N.A. (2013). The manager’s companion and manual: Organizational behaviour 

Kampala fountain publishers.  

Mullins, L.J. (2005). Introduction to management 3rd Ed. New York: Palgrave Publishers Ltd. 

Nelson, B. & Economy, P. (2003) Managing for dummies 2nd Ed, New York: Wiley. 

Prachi, (2018) Herzberg’s two factor theory of motivation. Management Study guide 

Retrieved on 17th August, 2020 from https://managementstudyguide.com/herzbergs-

theory-motivation.htm.  

Yakubu, S. (2017). Impact of Students Absenteeism and Truancy on Students’ Academic 

Achievement in Public Secondary Schools in Federal Capital Territory Abuja Nigeria: 

Unpublished project Nasarawa State University Keffi. 

 

  

http://www.eldis.org/vfile/upload/1/document.0709/Teacher-motivation-Nigeria.pdf
http://ir.knust.edu:gh/bitstream/123456789/7567/1/Boamah%20Richard.pdf
http://www.amanet.org/training/articles/The-Four-Factors-of-Motivation.aspx
http://ir.knust.edu.gb/bitstream/123456789/4281/1/Dominic%Abonam%20Nchorbuno.pdf
http://ir.knust.edu.gb/bitstream/123456789/4281/1/Dominic%Abonam%20Nchorbuno.pdf
https://managementstudyguide.com/herzbergs-theory-motivation.htm
https://managementstudyguide.com/herzbergs-theory-motivation.htm

