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ABSTRACT

The study investigated employees’ motivation and performance using Tangerine Pension in Lagos
State, Nigeria as a Case Study. Specifically, the objectives were to determine the impact of recognition,
Job Security, excellent remuneration, opportunity for career advancement and flexible working hours
on organisational performance. Descriptive research design was employed and a sample of 150 was
selected from the population using simple random sampling technique with the aid of self-
administered structured questionnaire. The data were presented and analysed using frequency counts
and percentage while the hypotheses were tested with linear multiple regression analysis to determine
the effect of motivation on organisational performance as well as the relationship of the variables
concerned. Findings revealed that appreciation and job security have positive relationship and effect
on organisational performance (p<0.05). Similarly, career advancement has positive impact on
organisational performance (p<0.05). Employee empowerment has positive significant impact on
organisational performance. Thus, motivation elements have combined significant impact on
organizational performance. The study recommended that having job security does not automatically
amount to increase in organisational performance, but the increase in opportunity for career
advancement of the employees can have great impact on the organisational performance. Managers
should make way for employees’ flexible working hours to increase performance.
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1. INTRODUCTION

Every firm either within the profit domain has an established purpose and mission. The realization of
the stated mission and objectives are only achievable through the efficient and effective management
of its resources which include more importantly, the human resources. However, the economic
situation in Nigeria has subjected worker’s income to ridicule and cannot be regarded as motivator for
them. This however suggested that more avenue for encouraging the workers should be the concern
of top management in full and realistic consideration of the recent global economic crisis precipitated
by the recent global pandemic. Motivation must be the most important strategy relied on by
organization for the overall benefit of the organizations.
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It has been largely debated in literature that organizations that seek for superior performance must
necessarily take serious issues bothering on the motivation of its workforce. One of the main issues
facing the manager of the Tangerine Pensions Limited, much like many other companies in this current
market environment, is how best to get workers committed to their job and to do their best to achieve
the goals of the enterprise, such as performance. Research shows that poor motivation of employee
has had negative impact on employee’s performance and ultimately the organisation’s performance.
The performance is measured by quality of work, employee recognitions, job security and excellent
work environment flexibility. To this effect, this study attempts to empirically analyze how employee
motivation could be used to effectively improve performance of Tangerine Pensions Limited, Lagos,
Nigeria

2. REVIEW OF RELATED LITERAURE

To this point, motivation as described by Manzor, (2012); Lambert, E., Kim., Kelly, T., and Hogan, N.
(2013), as the force that reinforces the action, contributes to habits, and causes a desire to continue.
With respect to the concepts of motivation, inspiration can then be seen as the driving force, shaping
and predicting the mood and participation of people in the workplace and also as evaluating how
people can accomplish their corporate objectives and goals. This is because motivated employees
tend to create psychological impression of performing even better than expected, given any attempt
by the organization in identifying their areas of needs and interests and meeting them satisfactorily.

2.1 Associated Benefits Of Employees’ Motivation To Organisational Performance.
The work of Lambert et al. (2013) and Lumley et al. (2011) provide the following benefits associated
to commitment of employees as a result of motivation to goals and objectives of the organisation:
a) Itis an enduring factor that breeds workers’ satisfaction on their assigned job, which in turn
stirs contributed effort in promoting collective performance of the organisation.
b) As long as engaged workers of an organisation are motivated in their respective job, rate of
employee turnover will be considerably reduced.
c) High level of workers’ commitment discourages employees’ turnover rate which enriches the
core competence of the organisation in meeting its expected objectives.
d) Itis a means to quality service delivery and achievement of productivity improvement.
e) lItis a strategic tool that guarantees success in the quest of organisation performance towards
intended goals and objectives. This is because as explained by Lambert (2013), it is seen as
a source of stirring employees’ willingness and ability to support the organisation in succeeding
amidst the volatile business environment.

2.2 Types of Motivation

Motivation for work is primarily divided into two groups, the intrinsic and extrinsic motivation that
demonstrates that multiple rewards have a distinct influence on motivation of employees (Abioro,
2013). As confirmed by Manzor (2012) that motivation of employees is very important in any
organization in transforming it. Abioro, (2013) points out that without corporate expectations and
objectives, motivation and performance cannot be looked at in isolation. This ensures that the workers
of an organization are not lacking the basic desires and objectives they require in an entity. Vogel &
Mitchell (2017), also held that workers had different goals, different attitudes and different
preferences for roles, different expertise levels and capacities, and particularly different capabilities.
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Intrinsic motivation according to Chaudhary (2012) is the motivation to engage in an activity for its
own sake, out of interest or for the pleasure and satisfaction derived from the work. In other word the
task itself is a major source of motivation according to Mullins (2005). Ryan and Deci (2017)
expatiated further that motivation is driven by inner rewards that is, the activity itself. And that
motivation is guided by emotional rewards. That is to say, opportunity to use one’s aptitude, a sense
of challenge and feat, getting gratitude, positive acknowledgments and being treated in kind and
considerate manner.

On the other hand, extrinsic motivation is linked to physical rewards such as salary and fringe benefits,
welfare, advancement, contract of employment, job environment and working conditions etc. It is what
can be done to encouraged workers which in essence can give rise to psychological rewards. Such
concrete incentives are often calculated at the corporate level and can be entirely beyond the reach
of individual managers (Abioro,2013). Hence, it is vital for employers as well as managers to determine
the needs and expectations of their workforce to know what inspires them towards improving and
achieving organizational success (Rodriguez, 2015).

2.3 Organizational Performance

Organizational performance in this regard refers to ability of an enterprise to achieve such objectives
as high profit, quality product, large market share, good financial results, and survival at pre-
determined time using relevant strategy for action (Semuel, Siagian, and Octavia, 2017). More so,
Organizational performance can also be used to view how an enterprise is doing in terms of level of
profit, market share and product quality in relation to other enterprises in the same industry. Also, it is
a reflection of productivity of members of an enterprise measured in terms of revenue, profit, growth,
development and expansion of the organization.

Consequently, understanding the effects of employees’ performance on the performance the
organization is important because employee is viewed by some researchers as one of the key driving
forces for improving a firm’s performance. However, effective employee’s is seen as a potent source
of management development and sustained competitive advantage for organizational performance
improvement (Femi, 2014). For instance, financial motivation and other incentives helps organization
achieve their current objectives more efficiently by linking job performance to valued rewards and by
ensuring that employees have the resources needed to get the job done (Zhu, Chew and Spengler,
2005). In addition, visionary managers create a strategic vision of some future state, communicate
that vision through framing and use of metaphor, model the vision by acting consistently, and build
commitment towards the vision. The authors further suggest that visionary management will result in
high levels of cohesion, commitment, trust, motivation, and hence performance in the new
organisational environments.

2.4 Research Objectives
The main objective of this study was to examine how employee motivation affects organizational
performance. This will be achieved through the following specific objectives to:
i assess the impact of employees' recognition and awards on organisational performance
ii. examine the impact Job Security on the organisational performance
iii. determine the impact of excellent Remuneration package on the organisational
performance
iv. evaluate the impact of career advancement on organisational performance
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2.5 Research Questions
The data provided by the participants were used to answer the following research questions:

What is the impact of employee’s recognition and awards influence organisational
performance?

How does Job Security significantly influence organisational performance?

Does excellent remuneration package significantly influence organisational performance?
Does career advancement have impact on organisational performance?

Does flexible working hours have significant impact on organisational performance?

2.6 Research Hypotheses
The following research hypotheses were necessary to aid the study:

Hoa:
Ho2:
Hoa:
Hoa:

Hos:

There is no significant relationship between employees’ recognition and organisational
performance

Job Security does not have significant impact on organisational performance

excellent remuneration package does not significantly influence organisational performance
There is no significant relationship between opportunity for career advancement and
organisational performance

Flexible working hours does not significantly influence organisational performance

2.7 Significance of the Study
There are four significant aspects in which this thesis can be of interest and contribute to collective
research literature.

1.

First of all, it would offer a great deal of insight into the daily lives of Tangerine Pensions
workers with respect to the degree of morale and efficiency of employees, since a successful
motivational procedure is central to the achievement of the goals of the company. Successful
employee motivation systems can be effective in creating a good corporate culture.

Secondly, it can assist the organization in maintaining, satisfying, and recruiting skilled
workers, as motivation has several consequences that can be seen in the light of physical and
mental wellbeing, efficiency, absenteeism and attrition of the individual. Employee satisfaction
must be handled in more than one way. This helps to attract and cultivate a real employee who
will bring value to the company.

Thirdly, it would also reveal an important insight into the value of employee morale and effect
on job success for other businesses, and they may use this as a reference when inspiring their
workers.

Lastly, it will produce evidence that will be used to build a paradigm that will stimulate more
analysis on strategic direction for organizations that offer and use various types of incentive
and appreciation schemes.

3. RESEARCH METHODS

This aspect of the study emphasized on the method(s) that is proposed in carrying out this research
work. It emphasizes on the research design, sample size, sampling procedures, data collection
instrument, data analysis employed.

28



social Informatics
Business, Politics, Law, Environmental Sciences & Technology

Vol 10, No 3, September, 2024 Series

3.1 Research Design

As opined by Saunders, Lewis and Thornhill (2012), research design is the general plan of the
researcher that spells out how the research was utilized in providing answers to the formulated
research questions, which also specifies the purpose of the research study. For the purpose of this
study, a descriptive research method was employed which specifically involved a cross-sectional
survey. According to Melville, Kraemer and Gurbaxani (2004), this type of research was designed for
two major reasons. Firstly, the design could be used to quantitatively describe specific relationships
among variables. Secondly, the cross-sectional survey design also enables the researcher to select
portion of the population from which the findings can later be generalized. However, Melville, Kraemer
and Gurbaxani (2004) also argued that the data required for this type of design are collected from
people and are most time subjective in nature, therefore requiring a great measure of attention and
care.

3.2 Population of the study

Population is the universe from the where the samples are chosen for the study. Asika, (2008) states
that population is made up of all conceivable elements, subjects or observations relating to a specific
study domain. The population therefore consist of the staff of Tangerine Pensions Limited Victoria
Island, Lagos State, selected among the permanent staffs which stands at two hundred and forty
(240).

3.3 Sampling Techniques/ Sample size

Sampling technique adopted by researcher in streamlining numbers of element necessary for
research process among many others i.e., from the entire population (Berman and Saunders, 2008).
Hence, it can be seen as strategic option in selecting appropriate numbers of research participants/
participants relevant to the research study from the entire population. To get the sample size, we
made use of the Yamane equation:

n= N
1+Ne”2
n=the number of sample size.
N=the population size.
e=the acceptable sampling error (5% point).
For example, for N= n will be equal to:
240/ 1+(240) *(0.05) 2
=150.

A representative sample size of one hundred and fifty (150) employees of Tangerine Pensions Limited
in Victoria Island, Lagos, Nigeria was selected for this study using Yamane equation.

3.4 Sampling Procedure

The samples were selected from the following hierarchy of workers: junior staff, senior staff, middle
level managers and top-level management executive. The survey instrument is the structured
questionnaire.
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3.5 Data Collection Method and Validation

The data collection instrument used by the researcher for this study is structured questionnaire. The
questionnaire used was the five (5) point Likert scale which involved section A (Participant Biodata)
and Section B (Research questions). The data collection instruments were presented to the supervisor
for content and face validity test. The test was carried out at 0.05 level of significance or 95% degree
of confidence. The instrument was structured in five point’s Likert scale of Strongly Agree, Agree,
Undecided, Disagree and Strongly disagree. The constructs were chosen from previous structure
guestionnaire items and literatures. They include: appreciation, job security, good wages, career
advancement and employee empowerment while organizational performance is the dependent
variable. Descriptive research design was employed and a sample of 150 was selected from the
population using simple random sampling technique with the aid of self-administered structured
questionnaire.

3.5.1 Reliability and Validity of Data Collection Instrument.

Reliability:

The reliability of a research instrument measures the consistency of the score of the instrument over
time. Cronbach’s alpha reliability may be appropriate for the study (Asika, 2008). However, if the
supervisor deems it fit for administration of the instrument after corrections and adjustments have
been made, there was no need for other reliability tests.

The Crinbach’s Apha result for the following dimensions of motivation and organizational performance
are Dbriefly shown: Appreciation=0.68, job security=0.74, Good wages= 0.81, Career
advancement=0.85, Flexible Work Environment =0.88 and finally organizational Performance=0.82.
This shows that almost all the constructs or elements are reliable in the test conducted. The table is
shown below:

Table 3.1: Reliability Statistics

Cronbach's Alphaa N of Items
0.68 7
0.74 6
0.81 9
0.85 8
0.88 5
0.82 8

a. The value is positive due to a positive average covariance among items. This supports reliability
model assumptions.

3.5.2 validity:

The validity refers to the degree to which an instrument accurately measures what is intended. It is
the accuracy of the score of a research instrument. This can be achieved by presenting the
guestionnaire to the experts in the field of management such as the supervisor of this project for face
and content validity before it is served to the participants.
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Table 3.2: Questionnaire Administration:

S/N | Samples N %

1 Executive Management 10 6.6

2 Snr Level Managers 40 26.6
3 Middle Level Managers 50 334
4 Junior Staff 50 33.4
5 Total 150 100.0

The questionnaire was administered across the sections of each functional units including
Account/Finance, Human Capital Management/Administrative, Marketing, R&D, etc.

3.6 Data Analysis Method.

The analytical method made use of descriptive statistics which involved percentages and inferential
statistics to test the hypotheses

The hypotheses were tested using regression and Product moment correlation statistic to determine
whether there is significant relationship among the variables.

3.7 Ethical Consideration

Significant study ethical concerns include informed consent, charity and protection for anonymity,
secrecy, and plagiarism (Clark and Oswald, 2002). Informed consent means that participants gave
their consent to the study, consciously, willingly, intelligently, and simply. Gain ensures that nobody is
harmed by the information received. Anonymity does not mean that participants in the research are
not compelled to participate. Plagiarism, finally, means that the authors of materials used in the
research are given credit. The researchers made attempts to ensure that all the ethical problems listed
above were taken into account in this report.

4. DATA PRESENTATION, ANALYSIS, AND INTERPRETATION

This section deals with data presentation and analysis of results. It begins with the analysis of Biodata
and of the participants and the analysis of the data relating to the research questions. Therefore, in
this section, the analysis is followed with the test of hypotheses, discussion of findings, conclusions,
and recommendations etc. A total of 150 copies of questionnaire were administered, out of which 99
constituting about 66% of the participants were filled and duly returned and were used for the analysis.

Resultin table 4.1 shows majority (62%) of the participants were between the ages of 31 and 40years.
68% were female implying that majority of the participants were female while 31% were male. The
marital status showed that 54% of the participants were married while 41% were single among others.
The qualification of the participants shows that majority (56%) were B.Sc./HND holders and had
worked for between 1and10 years in the organisation. In the work experience section, 5.05% of the
participants had below 1-year experience, 44.45% have worked for between 1-10 years, 33. 34% have
worked for between 11 and 20 years while 17.17% of the participants have worked for 21 years and
above in the organisation. This result implies that majority of the participants had between 1-10years
working experience. This revealed the maturity and fithess status of the participants with ability to
respond appropriately to the research instruments of the study.
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Table 4.1 Socio-demographic characteristics of respondents

Variables Frequency | Percent
Age 21-25years 9 9.0
26- 30years 25 25.0
31- 35years 62 62.0
36 - 40years 2 2.0
41 - 46years 1 1.0
Total 99 99.0
Gender Male 31 31.0
Female 68 68.0
Total 99 99.0
Marital Status Single 41 41.0
Married 54 54.0
Others 4 4.0
Total 99 99.0
Qualification OND/NCE 22 22.0
HND/B.Sc 56 56.0
MBA/M.Sc and 19 19.0
other qualifications 2 2.0
Total 99 99.0
Years of Service 1 -10years 65 65.0
11-20years 28 28.0
21 years and above 6 6.0
Total 99 99.0
Official Position of the Participants Junior 20 20.0
Senior 51 51.0
Middle level manager 16 16.0
Executive Level 12 12.0
Total 99 99.0

Source: Field Survey, 2022

Research Question1: What is the impact of employee’s recognition and awards influence
organisational performance?

Result in table 4.2 shows responses on how appreciation affects organisational performance in which
a total of 86% participants agreed that they received recognitions for a job well done in their
organisations. A total of 86% agreed that workers were well appreciated. Also, a total of 87% of the
participants agreed that there was regular communication of management policies and decision to
staff. Majority (90%) representing a vast majority agreed that employees were allowed to participate
in decision making processes while 91% agreed that the firm trained and developed its staff to make
them competent. In same vein, a total of 89% of the participants agreed that workers were given
sufficient instruction to do their jobs well. Finally, a total of 85% which also represents a larger part
agreed that employees were regularly promoted. With this result, it can be concluded that appreciation

affect organisational performance positively.
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4.2.2 Analysis of Data According to Research Questions

Table 4.2: Employee Recognition

Variable (items) SA A u D SD | Total &
5 4 3 2 1 %
| receive recognitions for a job well done in my | 31 55 10 3 0 99
organisation 31.0 55.0 10.0 | 3.0 0 100
Workers are well appreciated 35 46 14 3 0 99
36.0 46.0 14.0 | 3.0 0 100
There is regular communication of | 38 49 10 2 0 99
management policies and decision to staff 38.0 49.0 10.0 | 2.0 0 100
Employees are allowed to participate in 41 49 8 1 0 99
decision making 41.0 49.0 |8.0 1.0 0 100
The firm trains and develops its staff to make | 46 45 6 2 0 99
them competent 46.0 45.0 6.0 2.0 0 100
Workers are given sufficient instructiontodo | 47 42 6 4 0 99
their jobs well 47.0 42.0. | 6.0 4.0 0 100
Employees are regularly Promoted 45 44 5 4 1 99
45.0 440 | 5.0 4.0 1.0 | 100

Source: Field Survey, 2022
Research Question2: How does Job Security significantly influence organisational performance?

Table 4.3: Job Security

Variable (items) SA A U D SD Total & %
5 4 3 2 1
Salaries paid to employees are 47 42 8 1 1 99
encouraging 47.0 42.0 8.0 1.0 | 1.0 100
There is retirement plans for all employee | 40 52 5 1 1 99
in the organisation 40.0 52.0 5.0 1.0 | 1.0 100
Overtime is paid promptly 40 47 9 1 1 99
40.0 47.0 |9.0 2.0 | 1.0 100
Organisation pays for travel expenses 35 52 9 3 0 99
incurred in the cause of improving their 35.0 52.0 9.0 30 |0 100
skills
There is opportunity to achieve personal 39 50 9 1 0 99
goals, cordial and peaceful relations, 39.0 50.0 9.0 1.0 |0 100
safety and security
Salaries paid to employees are 35 57 4 3 0 99
encouraging 35.0 57.0 4.0 30 |0 100

Source: Field Survey (2020)
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Result in table 4.3 shows responses on the impact job security on the organisational performance and
a total of 89% of the participants agreed that salaries paid to employees were encouraging, and that
there was retirement plans for all employees in the organisation (92%). A total of 87% agreed that
overtime was paid promptly while a total of 87% agreed that organisation paid for travel expenses
incurred in the cause of improving their skills. Also, a total of 89% of the participants agreed that there
is opportunity to achieve personal goals, cordial and peaceful relations, safety, and security. It was
also agreed that salaries paid to employees were encouraging (92%). This implies that job security has
impact on organisational performance.

Research Question3: Does excellent remuneration package significantly influence organisational
performance?

Table 4.4: Remuneration Packages

Variable (items) SA A u D SD | Total &
5 4 3 2 1 %
Attractive salary is paid to workers to motivate | 41 53 5 0 0 99
them 41.0 53.0 |5.0 0 0 100
Salary/Wages are paid promptly 35 54 8 1 1 99
35.0 540 |8.0 1.0 1.0 | 100
Employees are promoted on merit 39 51 7 1 1 99
39.0 51.0 7.0 1.0 1.0 | 100
Bonuses are given to workers for excellent | 38 51 8 2 0 99
performance 38.0 51.0 | 8.0 2.0 0 100
Workers are rewarded for long service in the | 33 56 8 2 0 99
firm 33.0 56.0 |8.0 2.0 0 100
The company makes provision for Bonus 33 57 8 1 0 99
33.0 57.0 |8.0 1.0 0 100
There is Job Security in the organisation 28 61 9 1 0 99
28.0 61.0 |9.0 1.0 0 100
Commission is received by those who meritit | 34 56 7 1 1 99
34.0 56.0 7.0 1.0 1.0 | 100
Leave allowance is recognised and paid by 37 52 9 1 0 99
the company 37.0 52.0 | 9.0 1.0 0 100

Source: Field Survey, 2022

Result in table 4.4 assessed the impact of Good Wages on the organisational performance in which a
total of 94%e participants agreed that attractive salary is paid to workers to motivate them, while a
total of 89% agreed that salary/wages are paid promptly and 90% of the participants agreed that
employees were promoted on merit and 89% agreed that bonuses were given to workers for excellent
performance. A total of another 89% agreed that workers were rewarded for long service in the firm,
90% agreed that their company makes provision for Bonus. 89% agreed that there is Job Security in
the organisation. A total of 90% agreed that commission was received by those who merit it while 89%
agreed that Leave allowance is recognised and paid by the company.
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Research Question4: Does career advancement have impact on organisational performance?

Table 4.5: Career Advancement

Variable (items) SA A u D SD | Total &
5 4 3 2 1 %
The organisation provides opportunities that 44 50 4 1 0 99
encourage me to better my services. 44.0 50.0 |1 4.0 1.0 0 100
My Work environment is conducive for 30 60 8 1 0 99
personal development 30.0 60.0 8.0 1.0 0 100
There is training and development 35 52 9 2 1 99
35.0 52.0 |9.0 2.0 1.0 | 100
There is good company policy and 38 54 5 2 0 99
administration 38.0 540 |5.0 2.0 0 100
The company has a systematic program that 46 42 11 0 0 99
identifies and develop employee skills. 46.0 42.0 11.0 | O 0 100
Management of my organisation allows staff 36 51 11 1 0 99
to use their initiatives/creativity in performing | 36.0 51.0 11.0 | 1.0 0 100
their jobs
Jobs allocated to staff are interesting and full | 37 54 7 1 0 99
of different tasks 37.0 54.0 7.0 1.0 0 100
The company provides opportunities to better | 38 54 5 2 0 99
our personal career. 38.0 54.0 5.0 2.0 0 100

Source: Field Survey, 2022

Result regarding responses on career advancement and its impact on organisational performance. To
this effect, a total of 94% agreed that the organisation provides opportunities that encourage me to
better my services and 90% agreed that work environment was conducive for personal development
while 87% agreed that there is training and development while a total of 91% of the participants agreed
that there is good company policy and administration in the organisation. Also, a total of 88% of the
participants agreed that managers demonstrate good leadership. A total of 87%0f the participants
agreed that management of their organisation allows staff to use their initiatives/creativity in
performing their jobs. In addition, a total of 91% agreed that jobs allocated to staff were interesting
and full of different tasks. Finally, 92% representing majority of the participants agreed that the
company provides opportunities to better their personal career. By implication, this suggests that
career advancement has positive impact on organisational performance.

Research Question 4: Does flexible working hours have significant impact on organisational
performance?
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Table 4.6: Flexible working hours

Variable (items) SA A u D SD | Total &
5 4 3 2 1 %
| am involved in making decisions that affect | 34 50 10 4 1 99
my work. 34.0 50.0 10.0 | 4.0 1.0 | 100
| am given the opportunity to suggest 41 52 3 2 1 99
improvements. 41.0 52.0 | 3.0 2.0 1.0 | 100
| participate in setting the goals and 36 55 3 3 2 99
objectives for my job. 36.0 55.0 3.0 3.0 2.0 | 100
My supervisor is concerned about my 34 56 7 2 0 99
professional development 34.0 56.0 7.0 2.0 0 100
As | gained expertise, | am allowed more 39 50 9 1 0 99
latitude on the job. 39.03 | 50.0 |[9.0 1.0 0 100
9.0

Source: Field Survey (2020)

The impact of employee empowerment on organisational performance was also examined in which
majority of the participants 84% agreed that they involved in making decisions that affect their work
while 83% agreed that they were given the opportunity to suggest improvements and 91% of the
participants agreed that they participate in setting the goals and objectives for their job. According to
them (90%), the Team Lead is concerned about their professional development. A total of 89% of the
participant agreed that as they gained expertise, they were allowed more latitude on the job. This
implies that employee empowerment has positive impact on organisational performance

Table 4.7: Performance of Tangerine Pensions

Variable (items) SA A u D SD | Total &
5 4 3 2 1 %
My performance is increased 37 50 9 2 1 99
37.0 50.0 |9.0 2.0 1.0 | 100
Many employees of my company are 37 54 7 1 0 99
hardworking 37.0 54.0 7.0 1.0 0 100
| have increased my productivity 36 53 9 1 0 99
36.0 53.0 [9.0 1.0 0 100
There is expansion and increased market 34 54 10 1 0 99
share 34. 54.0 10.0 | 1.0 0 100
Our customer base has increased 35 52 7 4 1 99
35.0 52.0 |7.0 4.0 1.0 | 100
There is increased sales and financial 34 53 10 1 1 99
performance 34.0 53.0 1.0 1.0 | 100
The quality of our product is encouraging 41 50 6 2 0 99
41.0 50.0 | 6.0 2.0 0 100
The number of employees has increased 40 50 8 1 0 99
40.0 50.0 |8.0 1.0 0 100

Source: Field Survey, 2022
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Atotal of 87% of the participants agreed that performance had increased while 91% of the participants
agreed that employees of their company were hardworking. A total of 88% representing a majority of
the participants agreed that they have increase productivity and 88% agreed that there is expansion
and increased market share while 87% agreed that their customer base had increased. A total of 88%
again agreed that there was increased sales and financial performance whereas 91% of the
participants agreed that the quality of their product was encouraging. Finally, 90% agreed that the
number of their employees had increased.

4.3 Test of Hypotheses

The following Hypotheses are tested to aid the study

In regression, Y is a function of X, Motivation =X, performance =Y

that is, Y=F(X),

R= this correlation or level of relationship

R2= This is the predictor or coefficient of determination

Adj. R2= Adjusted regression prediction

B= Variation

T=T calculated

P-value = level of significance

F= F-test: Measures the overall statistical significance of the impact of the explanatory variables
included in the model, used to determine the effect of explanatory variable on the criterion or
dependent variable. F-Value below 2.5 is considered not significant.

Hypothesis One

Ho1: There is no significant relationship between employees’ recognition and organisational
performance

Table 4.8 Regression Result of employee recognition and organisational performance

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Consta 4.795 377 12.719 000
1 nt)
EMR -.130 .088 -148 -1.474 144
R=.148¢ R2=.022 Adj R=012 F=2.174 Sig.144b

a. Dependent Variable: OP
b. Predictors: (Constant), EMR

In the table above, the coefficient R2 is .022 which show 2.2% % of magnitude of Variance in
relationship between appreciation and organisational performance

The correlation coefficient is significant (p=.144>0.05) FV=2.174 implying that the equation is not
significant. The test of hypotheses there shows that hypothesis which states that appreciation has no
significant impact on organisational performance, is not rejected. Hence, appreciation has no
significant impact on organisational performance.
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Hypothesis Two
Ho2: Job Security does not have significant impact on organisational performance

Table 4.9 Regression Result of Job Security and organisational performance

Model Unstandardized Coefficients | Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 4.349 400 10.866 .000
JSEC -.025 .093 -.027 -.268
R=.027a R2=.001 Adj R-.010 F=.072 .789

a. Dependent Variable: OP
b. Predictors: (Constant), JSEC

In the table above, the coefficient R2 is .027 which show 2.7% of magnitude of Variance in relationship
between Job Security and organisational performance

The correlation coefficient is significant (p=.789>0.05) FV=.072 implying that the equation is not
significant. The test of hypotheses there shows that hypothesis which states that Job Security does
not have significant impact on organisational performance, is not rejected. Hence, Job Security does
not have significant impact on organisational performance.

Hypothesis Three
Hos: excellent remuneration package does not significantly influence organisational performance

Table 4.10 Regression Result of Excellent Remuneration Package and organizational Performance

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 3.522 408 8.639 .000
ERP .70 .096 A77| 1.776 .079
R=.1772 R2=.031 Adj R=.022 F=3'1Z Pv=.079

a. Dependent Variable: OP
b. Predictors: (Constant), ERP

In the table above, the coefficient R2 is 0.031 which show 3.1% of magnitude of Variance in
relationship between remuneration package and organisational performance. The correlation
coefficient is significant (p=.079>0.05) FV=.3.154 implying that the equation is not significant. The
test of hypotheses there shows that hypothesis which states that remuneration package does not have
significant impact on organisational performance, is not rejected. Hence, excellent remuneration
package does not have significant impact on organisational performance. This implies that there are
other factors that needed to be looked into rather than remuneration packages.
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Hypothesis Four
Hoa: There is no significant relationship between opportunity for career advancement and
organisational performance

Table 4.11 Regression Result of opportunity for career advancement and organisational
Performance

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 3.311 419 7.894 .000
OCAD .218 .098 221 2.230 .028
R=.221a R2=.049 Adj R=.039 F=4'9Z PV='028b

a. Dependent Variable: OP
b. Predictors: (Constant), OCAD

In the table, the coefficient R2 is 0.049 which show 4.9% % of magnitude of Variance in relationship
between career advancement and organisational performance.

The correlation coefficient is significant (p=0.028P <0.05) FV=4.974 implying that the equation is
significant. The test of hypotheses there shows that hypothesis which states that career advancement
does not have significant impact on organisational performance, is rejected. Hence, career

advancement has significant impact on organisational performance.

Hypothesis Five

Hos: Flexible working hours does not significantly influence organisational performance

Table 4.12 Regression Result on effect of flexible working hours on organizational performance

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 3.556 397 10.890 .000
FWH 162 .077 .210 2.115 .037
R=.2102 R2=.044 | Adj =.034 FV=4'4g p.037

a. Dependent Variable: OP

b. Predictors: (Constant), FWH

In the table, the coefficient R2 is 0.044 which show 4.4% % of magnitude of Variance in relationship
between employee empowerment and organisational performance.
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The correlation coefficient is significant (p=0.037° <0.05) FV=4.475 implying that the equation is
significant. The test of hypotheses there shows that hypothesis which states that employee
empowerment does not have significant impact on organisational performance, is rejected. Hence,
flexible working hour has significant impact on performance of Tangerine Pensions

Table 4.13 Regression Result of flexible working hours and performance of Tangerine Pensions

Model Unstandardized Coefficients | Standardized T Sig.
Coefficients
B Std. Error Beta

(Constant) 3.300 .667 4.946 .000
EMR -124 .090 -141 -1.375 A72
1 JSEC -.052 .099 -.057 -528 .599
ERP 144 .106 .150 1.360 A77
OCAD .138 .107 .140 1.297 .198
FWH 116 .078 .150 1.481 142
R=.334a R2=.112 Adj R=.064| Fv=2.338 .0480

a. Dependent Variable: OP
b. Predictors: (Constant), EMR, JSEC, ERP, OCAD, FWH

The combined impact of employee motivation dimensions on organizational performance showed
positive significant result as opposed to the result of some of the dimensions independently tested.
This implies that the whole equation is significant (pv<0.05, Sig=0.048, R=0.334, R2=0.112) and it
means that motivation elements have combined significant impact on organizational performance.

4.4 Discussion of Findings

The result of the first hypothesis on the relationship between employees’ recognition and
organisational performance was notable (p=.144>0.05) FV=2.174. The test of hypotheses there
shows that the hypothesis which states that appreciation has a notable impact on organisational
performance, is not rejected. Hence, appreciation has a notable impact on organisational
performance. Ong and Teh (2012)'s this finding is consistent with the work of Aktar, Sachu and Ali
(2012 and Muogbo (2013), who found that appreciation is a crucial element in enhancing employee
morale and job motivation that are directly linked to corporate performance. It is also consistent with
company (Nguyen, 2017) who found positive results. Although, there are other factors that can be
responsible for variations in the dependent variable. All these people found positive instead of
negative result and (Bradler, Robert, Neckermann, and Arjan 2014), Bradler, et al (2014).

Khan, Ahmed, Paul, Alam and Syed (2017) believe that recognition makes employee to feel belong to
the organization. The result also shows that the coefficient R2is .027 (2.7%) the magnitude of Variance
in relationship between Job Security and organisational performance. The correlation coefficient is
significant (p=.789>0.05) FV=.072 implying that the equation is not significant. The test of hypotheses
there shows that hypothesis which states that Job Security does not have much impact on
organisational performance, is not rejected. Hence, Job Security does not have much impact on
organisational performance. The result is rather consistent with Yasmeen, Farooq and Asghar (2013)
who found negative result due to cultural factors in the environment.
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Similarly, Result indicates that the coefficient R2 is 0.031 which show 3.1% of magnitude of Variance
in relationship between remuneration package and organisational performance. The correlation
coefficient is significant (p=.079>0.05) FV=.3.154 implying that the equation is significant. The test
of hypotheses there shows that hypothesis which states that remuneration package does have
significant impact on organisational performance, is rejected. Hence, excellent remuneration package
does have impact on organisational performance. On the other hand, the result of hypothesis four on
the correlation coefficient (p=0.028° <0.05) FV=4.974 implies that the equation is significant. The
test of hypotheses there shows that hypothesis which states that career advancement does not have
significant impact on organisational performance, is rejected. Hence, career advancement has
significant impact on organisational performance.

Flexible working hour has significant impact on performance of Tangerine Pensions ((p<0.05). The
work of Wang, V. (2012) found negative result on work environment. The study found that flexible work
arrangements can have disadvantageous side effects because they blur the boundaries between
family and work, thus increasing work-family conflict flextime and telecommuting led to more time
pressure in the long run among employees with children (Rajiani, Musa & Hardiani, 2016). Finally,
result shows that the coefficient R2 is 0.044 which show 4.4% % of magnitude of Variance in
relationship between employee empowerment and organisational performance. The correlation
coefficient is significant (p=0.037b <0.05) FV=4.475 implying that the equation is significant. The test
of hypotheses there shows that hypothesis which states that employee empowerment does not have
significant impact on organisational performance, is rejected.

Hence, flexible working hour has significant impact on performance of Tangerine Pensions. This is in
line with the result of Alase and Akinbo (2021) who revealed that both monetary (competitive salary,
salary raise, allowances, bonuses, and percentage profit sharing) and non-monetary (job security, job
training, career advancement opportunities, flexible working hours, and retirement benefits)
motivational incentives have a significant positive correlation with employee job performance in study
organization. The work is in support of Jex and Britt (2008) which found that often workers are inspired
by opportunities for advancement or extension of duty. This means that employees are motivated to
increase performance if career advancement awaits them in the organisation. It is also supported by
Armstrong (2010).

The combined impact of employee motivation dimensions on organizational performance showed
positive significant result as opposed to the result of some of the dimensions independently tested.
This implies that the whole equation is significant (pv<0.05, Sig=0.048, R=0.334, R2=0.112) and it
means that motivation elements have combined significant impact on organizational
performance.This is consistent with many previous studies such as (Alase & Akinbo, 2021) on the
influence of environment on employee performance, Summary of the regression analysis of
employees’ motivation and performance of Tangerine Pensions were hinged on different factors
(Rewards, Job security, Salary increment, Career advancement, Flexible working hour, etc.) which can
be categorized under financial and non-financial motivations.
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5. SUMMARY, CONCLUSION AND RECOMMENDATIONS

The study investigated employees’ motivation and performance of Tangerine Pension in Lagos.
Specific objectives were to determine the impact of recognition, Job Security, excellent remuneration,
opportunity for career advancement and flexible working hours on organisational performance.
Abraham Maslow’s hierarchy of needs theory, Frederick Herzberg’s Two factor theory and Victor Vroom
Expectancy theory were used to underpin the study. Descriptive research design was employed and
240 was the population of the study while simple random sampling technique was adopted in selecting
150 participants with the aid of self-administered questionnaire structured in five points Likert scale
of measurement. The data was presented and analysed using frequency counts and percentage while
the hypotheses were tested with linear multiple regression analysis to determine the effect of
motivation on organisational performance as well as the relationship of the variables concerned.

5.1 Findings
The findings revealed the following:

i that appreciation and job security have positive relationship

ii. career advancement has positive impact on organisational performance

iii. employee empowerment has positive significant impact on organisational performance.

iv. motivation elements have combined significant impact on organizational performance.
i managers should make way for employees’ flexible working hours to increase
performance.

Summary of the Regression analysis of motivation and organizational performance revealed that the
combined impact of motivation dimensions on organizational performance shows positive significant
result as opposed to the result of some of the dimensions tested independently. This implies that the
whole equation was significant, and it means that motivation elements have combined significant
impact on organizational performance.

5.2 Conclusions

The following conclusions were reached: employee recognition has significant effect on organizational
performance. This suggests that it is good to give appreciation to employees or workers, but it should
not be the only center of concentration as this alone may not significantly affect the organizational
performance. Job security has positive relationship but low effect on organisational performance. This
implies that having job security does not automatically amount to increase in organisational
performance, and so there should be a kind of balance. Career advancement has significant positive
impact on organisational performance.

This suggests that increase in opportunity for career advancement of the employees can have great
impact on the organisational performance. Flexible working hour also has significant positive impact
on organisational performance. This means that when workers are empowered by the organisation,
they performance better, thereby increasing organisational performance. Therefore, motivation and
organizational performance are significantly related. The combined impact of motivation dimensions
on organizational performance shows significant positive result. This implies that the whole motivation
has significant positive impact on organizational performance. This means that increase in investment
in the area of financial and non-financial motivations are effective means of enhancing organizational
performance of Tangerine Pensions.
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5.3 Recommendations
The following suggestions have been made in support of this work:

i management should regularly give recognition to employees or workers, but much
concentration should not be there as it may not significantly affect the organizational
performance.

ii. having job security does not automatically amount to increase in organisational
performance, efforts should be geared towards those areas that have higher tendency to
improve performance.

iii. there should be increase in opportunity for career advancement of the employees since
this can have great impact on the organisational performance.

iv. when employees have flexible working hours in their organisation, they perform better,
thereby increasing organisational performance. Managers should make way for
employees’ flexible working hours.

5.4 Suggestions for Further Studies

Further research should be geared into financial and non-financial reward as a means of enhancing
organizational efficiency in other parts of the country. Other research methods can be applied with
higher or lower sample size. Some other theories and more literature should be reviewed to give the
topic a far more generalizability.
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