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ABSTRACT

The connections between rewards, motivation and job satisfaction are crucial to the
performance of both private and public organizations. Organizational performance is achieved
where there exist voluntary association of productive assets, involving manpower, tangible, and
intangible assets of the firm for the purpose of achieving specified. Varieties of factors such as
capital, human resource and environmental factors are crucial if the organization goals are to be
achieved. Among these factors, human resources have been argued as the factor with the most
impact on the performance of organization and the most significant source of competitive
advantage. This paper reviews applicable conceptual and theoretical frameworks on Employee
motivation and job performance. Recommendations were made based on findings.
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1. INTRODUCTION

The connections between rewards, motivation and job satisfaction are crucial to the
performance of both private and public organizations (Schuler & Jackson, 20086).
Organizational performance is achieved where there exist voluntary association of productive
assets, involving manpower, tangible, and intangible assets of the firm for the purpose of achieving
specified goals (Burney & Widener, 2007). This claim was further harped by Abioro (2017) who
claimed that varieties of factors such as capital, human resource and environmental factors are
crucial if the organization goals are to be achieved. Among these factors, human resources have
been argued as the factor with the most impact on the performance of organization and the most
significant source of competitive advantage (Pratheepkanth, 2011). Armstrong (2011) harped on
this line of thought and opined that organizational success is highly determined by the quality of
its human capital and the inherent ability to deliver exceptional value.
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Thus, Charity and Tinminepere (2011) also acknowledged that the organization has an essential
job of controlling its human capital so that its collective success can improve efficiency and
effectiveness. It is therefore normal for an organization to encourage its employees to achieve
its defined goals and objectives. Understanding of the above reasons which motivate employees
to contribute their quotas to the successful activity of an organization has implications on the
organizations' results (Cascio, 2006). Huczyn (2017) thus describes motivation as a mechanism
that takes into account the strength, direction, and dedication of a person to reach an aim. In
all situations workers are seen as instruments of economic development as well, so their social
stability must be taken seriously, as an organization remains a possible failure without a
committed workforce. It is therefore critical that any management board and specialist within
the field of business processes should be aware of the topic of adequate employee motivation,
which helps to direct their production initiative towards the achievement of organizational goals.

Motivation in relation to individual behaviour, managerial behaviour and industrial psychology is
an elixir to help the worker work faster to get happy when doing his job (Akwara, Abutu, Akwara
and Okwelume, 2014). It is a management technique intended to increase their workers'
productivity and quality in the workplace and their satisfaction with the priorities of their company.
Oyebisi and Akinlabi (2013) said that inspiration must be the highest priority of managers for an
organisation to succeed greatly.

Since all organizations struggle with what is required to meet a sustained high quality of success,
it requires paying careful attention to the best way to empower people by means of benefits,
promotions, and, most critically, their job and the corporate sense in which they do that work
cannot be omitted or considered with levity (Armstrong, 2010). The company risks losing
productive workers, unable to draw future best talents and reduced competitiveness without
improved commitment among employees (Dessler, 2017). Different programs and initiatives are
then consistently enforced such that workers are well managed, committed and paid even better
for what they intend to achieve in terms of efficiency, profitability, competitiveness, and
pertinence.

Rewards are intended to encourage new candidates, meet corporate goals and acquire a
strategic edge (Haile & Williams 2011) have suggested that incentive schemes are more
particularly regarded as a precursor to inspiring workers. Since the expertise, talents and
abilities of the staff are the primary driving force for any organization’s success, it is possible to
continue its engagement and support by efficient means by rewarding its contributions,
devotion, determination and efforts. According to Hafiza, Shah, Jamsheed, and Zaman (2011),
a variety of considerations have been employed by the management to inspire their workers to
attain greater results, including respect, acknowledgement, appreciation or recognition,
remuneration, job security, career advancement and opportunities and employee empowerment
Since workers may be motivated by a range of approaches, from acknowledging their work by
simply saying “thank you” to more complicated schemes that incorporate goals with set
incentives (Torrington, Hall & Taylor, 2008).

112



d *
et J"“r“al " st Tisnatss M
C r o S sr Creative Researehn Publishers Digital Humanifies & Development Research

https://www.crossref.org/06members/50go-live.html Vol 10,No 3, September 2024 Series

The morale of employees in the workplace is still one of the sensitive topics, however, that
determines the level of input to good performance by employees in the organization. Thus,
inherent or extrinsic motives contribute to the happiness of workers, improving morale and
productivity (Bhattacharyya, 2007). Lawler (2007) also notes that treating the right of citizens is
not a choice but an obligation in the 21st century. Dreher and Dougherty (2002) also stressed
that the way businesses treat workers influences their ability to gain and retain a strategic edge
over other company. But employee success in any organization is important not just for the
development of a corporation, but also for the advancement of individual employees. An
enterprise must recognize who its excellent employees, who wants extra training, and who does
not contribute to the business or organization’s productivity and wellbeing (Muogbo, 2013).

The interest in successful use of the rewards in Nigeria was introduced in the 1970's to affect the
efficiency of workers to encouragement. There have been so many researchers in this area,
including Nwachukwu (2004), Muogbo (2013). The efficiency of employees has been relevant as
human resources and staff analysts are highly worried about workers' productivity levels because
of low motivation. This is also a social issue, and it is very critical in recognizing issues in
manufacturing settings, because of uncompromising attitudes of managers in handling their
employees, by paying them well to increase their output (Lumley, Coetzee, Tladinyane, & Ferreira,
2011).

There are various measures for evaluating job performance; The selected particular technique
differs in practice with the predominant working arrangement, climate and community. However,
there is consensus belief system that agrees that human capital plays significant roles. The
performance index of Tangerine pensions Limited has been significantly high in recent times but
there is a great need to ascertain some of the factors responsible for this so that other similar firms
can emulate. Tangerine Pensions Limited is known as a leading Pensions Fund Administrator and
Asset Management company. The company has team of experienced and professional asset
managers make the best out of your savings. It is in view of the above that this study examines the
influence of employee motivation on organisational performance in Tangerine Pensions Limited.

2. EMPIRICAL REVIEW OF LITERATURE

Each organization's proper motivation is highly dependent on its efficiency. The motivation of
workers stimulates employee loyalty to the extent that further enhances the organizational
efficiency of the company. Muogbo (2013), notes that appreciation is a crucial element in
enhancing employee morale and job motivation that are directly linked to corporate performance.
The research primarily used the approach of observation, and it demonstrates that inspiration is a
crucial factor in the success of work. The research also based on the theory of motivation in
Herzberg's two-factor theory of separating job variables into 2 groups: hygienic factors and
motivators," another research carried out by Centers and Bugent (2007). It was found that
"motivators" or intrinsic factors at higher occupational level were rated more while "hygiene factors"
or extrinsic factors were more valued at lower occupational standards. It is worthy of note that the
organization that meets both the extrinsic and the inherent motivational factors of employees gets
the most out of the organization (Muogbo, 2013).
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Understanding the preferences given to workers is highly necessary to build motivation for hiring
and retaining skilled personnel and policymakers. Incentive forms communicate not the same tax
benefits to individuals but are used to lock individuals into firms, and incentives may also be easier
to apply to individual acts and to eliminate temporary short-term stock market consequences
(Keasey, 2006). Aktar, Sachu and Ali (2012) analyzed the effects of employee outcomes in 12
commercial banks in Bangladesh of the influence of intrinsic incentives (recognition, work
protection, employee empowerment and job growth, and international (basic pay and performance
bonuses). The study showed that any factor in external and inherent awards had an immense effect
on the performance of employees.

In comparison, Yasmeen, Farooq and Asghar (2013) research on the effect of the awards in
Pakistan on organizational performance reveals that the association between pay, bonus, and
corporate performance is limited and negligible. However, it found that the association between
promotion and success is moderate to solid. While these two experiments are close to the current
studies carried out outside of Tanzania, the effect of the benefits on organizational success will
produce different outcomes in Nigeria owing to cultural variations and other idiosyncrasies. In Ong
and Teh (2012)'s analysis of the awards and performance structure inside Nigerian commercial
banks, most commercial banks have monetary and non-monetary advantages and are not affected
by the organization's age and scale.

However, the study found the negative association between external incentives and organizations'
financial success and intrinsic rewards are positively connected to organizations' financial
achievements. In order to define variables that affect employee satisfaction and their effects in the
Company, Sageer, Rafat and Agarwal (2012) carried out the analysis. The study has found that
morale boosts satisfaction and increases their efficiency as workers feel happy. All from
management, retention agents and staff at HR must take note of employee morale and
satisfaction—how dedicated the employees are to the organisation and whether employees are
genuinely satisfied with the way things are to gage the possibility of sticking with the company.

Measurement of worker satisfaction is one of the core facets of human resources administration.
Companies must ensure high employee loyalty, which is a precondition for increasing efficiency,
response, consistency and support to consumers. Rising churn results in low loyalty and vice versa.
The relation with market averages provides a clear understanding of the probabilities of attrition
(Sageer, Rafat & Agarwal, 2012). Similarly, Chaudhary and Sharma (2012) observed that
employers often fail to recognize the value of motivation in achieving their purpose and vision.
Ahmad (2012) further argue that most employers do not have the ability and the skills to have a
work atmosphere which inspires employees’ motivation even though they understand the
importance of motivation. The connection between motivation and employee performance in the
beverage industry has been explored by Zameer, Ali, Nisar and Amir (2014). The data for this
analysis have been obtained using the standardized questionnaire. Results of the present study
explore the value of encouragement. Results indicated that the use of these instruments including
recognition, security of employment, career growth, remuneration and employee empowerment by
Cement's industry would automatically improve employee efficiency and help the industry achieve
its objectives.
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Study findings have showed that the inspiration may have an important effect on employee
success. This suggests that if the top management focusses on employee motivation, the efficiency
of the workforce will improve positively. Elizabeth and Kwesi (2016) have demonstrated a relatively
modest degree of work satisfaction over time, indicating that it represents healthy personal
arrangements. In the study of research on the assumed stability of work satisfaction a cohort of
German workers was evaluated. The findings indicate that the stability of worker satisfaction
decreases to insignificance after regulation over secure working conditions, suggesting that the
inherent provisional effect on the satisfaction of workers is not immediate but mediated by working
conditions. This also indicates that operational interventions can modify the degree of employee
satisfaction.

Result has shown that several works have been carried out relating to motivation and its connection
with workers performance. One the works is George (2018) whom did extensive investigation on
the influence of employee motivation on employee performance with the use of an exploratory
research approach. It was argued that motivated workers perform better than those who are not
motivated in an enterprise. It was also concluded that a stressed and depressed heart is negatively
related to the functioning of the work environment and organizational performance. On the other
hand, a motivated worker brings energy into the table to drive working environment and thus
leading to an improved organizational performance (Alase & Akinbo, 2021).

Another work similar to that was conducted by Elvina and Chao 2019 on the Nexus between
employee motivation and job performance with the use of employees of VIB Bank of Russia as a
case study. The work used a quantitative research design to collect relevant data and with the use
of Pearson product moment correlation coefficient to test the stated hypotheses. Findings of the
work showed that the employees of VIB Bank put more value on both intrinsic and extrinsic
motivation for the firm’s industrial performance. That said, extrinsic motivation was also found to
have stronger positive relationship with employees’ performance. As a result, the study strongly
recommended that the employers improve the payment policies as well as the procedures that is
capable of drawing attention, retention, encouragement as well as satisfaction of workers in the
workplace. The work concluded that motivation either extrinsic or intrinsic has significant impact
on employee performance, it was not obvious how the researcher came about that conclusion since
correlation was used and it is showing relationship, as this was not considered to be an impact
analysis.

It was noted that there was no consistency of this finding with others like Dereje (2020) whom
investigated motivation and employee performance in Fiche General Hospital in Pakistan. Instance
of Elvina and Chao (2019) was cited when the author argued that intrinsic motivational factors like
employee empowerment exert greater influence on the worker performance in that period.
Although, like Elvina and Chao (2019), Dereje, (2020) made use of survey research design using
questionnaire and 179 sampled employees which they found consistent that of Elvina and Chao.
There have been other studies that made use of descriptive survey design and result had shown
significant positive impact on employee performance. Example is Gift and Obida as well as Abu
(2010) in Yenagoa and Hemakumara (2020). The two studies were in tandem that employee
motivation has impact and is related to employee performance.

115



d *
et J"“r“al " st Tisnatss M
C r o S sr Creative Researehn Publishers Digital Humanifies & Development Research

https://www.crossref.org/06members/50go-live.html Vol 10,No 3, September 2024 Series

On the other hand, the effectiveness between intrinsic and extrinsic motivational tools, was
considered in Elvina and Chao (2019), using cross-sectional survey research design in which the
result showed that the two; intrinsic and extrinsic motivation had significant positive impact on the
performance of the employees, but it was argued that extrinsic motivation like competitive salary
was more effective compared to others. Similarly, the work of Lorincova et al (2019) concentrated
on the motivation as a tool used to achieve sustainability of business processes. The study sought
to establish the main dichotomy between perception of the desired level of motivation especially
with respect to gender and categories of job. Finding revealed that motivational factors like salary
and workplace environment and good teamwork significantly influence employee performance and
in the enhancement of human resource management

Some studies like Ojogbo et al. (2018) focused on organizational performance rather than
employee performance. It was set out to establish the implications of employee motivation on
organizational performance in the Nigerian media industry. It tried to determine the factors put in
place to motivate employees in the Delta State Broadcasting Service to improvement in their job
performance. The study employed both quantitative and qualitative research methods and the data
were collected through questionnaires and interviews. Finding was in line with others on the impact
of employee motivation on organizational performance which as positive.

Alase and Akinbo (2021) did extensive study on employee motivation and job performance:
empirical evidence from Nigeria. The study was aimed at establishing whether there exists a link
between employee motivation experiences and job performance. Descriptive research survey was
employed and 206 senior cadre employees of First Bank of Nigeria were sampled using cross-
sectional data from a semi-structured questionnaire. Findings 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. Based on the premise, it was recommended that study
organization will have to employ a mix of both monetary and non-monetary incentives in driving
higher performance. Findings also showed that female employees are more motivated by non-
monetary incentives (58%) while male employees are more motivated by monetary incentives
(61%). It was recommended that management should be more strategic in implementing its yearly
financial reward contest and public recognition as this will induce the employees to engage in work
behaviour that drives higher-level performance.

2.1 Gap in Literature

Studies have been conducted on employee’s performance and organizational performance, as well
as studies conducted on employee’s motivation and organizational performance, however, none of
these studies have beamed searchlight on Tangerine Pension and insurance firm. Given the
challenges facing the company, this study tends to deviate from previous studies and filled the
noticeable gap, by extending the frontier of knowledge and investigate the effect of employee
motivation on organizational performance, thus focusing on the mentioned company, which most
studies neglected in previous.
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The gap filled in the study can be of significant to other pension and insurance firms as the
questions in the questionnaire will cut across other issues that relates to most insurance and

pension firms in Nigeria.
3. CONCEPTUAL FRAMEWORKS

Maslow (1943), Herzberg, Mausner and Snyderman (1959) and Alderfer (1989) have attempted to
explain the motivation of workers by assuming that all people have the same collection of needs
and, thus, by identifying the qualities that should be present at work. These theorists have
presented administrators with the ability to devise motivational schemes to influence performance
of workers. The study explored by Mullins (2005) confirmed that motivation is based on the premise
that human desires and aspirations contributes to desirable objectives that enhances the efficiency
of the organization. In the same vein, Armstrong (2010) and Christy (2013), further opined that
manager of corporate organizations has come to the realization that if the competitive war fare is
to be won, the concept of employee’s motivation, and the implementation of reward management

scheme must be taken very serious.

Interestingly, Truss, Delbridge. Alfes, Shantz and stone (2014) in their study, recognised that
engaging staff and rewarding them adequately help to foster a conducive and goal-oriented
relationship between employee and management towards promotion of sustainable performance
of the organisation in the long term. In this regard, relevant topical issues relating to the core
objectives of this study remains the major concerns under this current theme. Conceptually, the
issues under review are depicted diagrammatically as below:

Employee Motivation

’ |
‘ Employee Recognition ‘ v
Organizational Performance

i Quality of Work

ii. Effective delivery
iil. Customer
Satisfaction

Time Management

‘ Job Security

\/

\4

Salary and Wages

Career Advancement

Flexible Work
Environment

Fig 2.1 Conceptual Model of the Study
Source: Developed by Researcher, 2022.
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The framework above is grounded in expectancy theory of motivation by Victor Vroom, accompanied
by Abraham Maslow need theory and Herzberg's two factor theory. As illustrated above, this
framework identifies core factors of motivation that could be implemented in the Nigeria industries.
The implication of the framework is that when managers identify these factors in the employees,
and efficiently satisfies them, there are bound to increase the motivational level which in turn
improves the employee performance as well as helping the organisation achieve their goals in the
long run.

Furthermore, with reference to the framework, the following are significance of the framework in
ensuring collective attainment of employees and organisational goals as put forward by White and
Drucker (2009) and Armstrong (2011);
i It emphasizes core elements that underpin achievement of the organisations 'mission.
ii. It defines necessary antecedents that promote and improve both individual and
organisation performance.
iii. It motivates individual employees towards job satisfaction and retention.

iv. It stands as strategic system in discovering new skKills, talents, ideas, and initiative that
has not been utilized by the employees.
V. The company gains more market share in the operating industry.

3. REVIEW OF CONCEPTS

3.1 Employee Motivation

One of the critical issues predominant in the 21st century labor market is the shortage in supply of
quality, skillful, competent, and experienced workers capable of facing prevalent challenges in the
unpredictable business environment (The Economist, 2013). Without any doubt, the recent
economic crisis that led to business extinction of many renowned and leading corporations has
revealed that firms that survived the heat of the financial tsunami are business organizations that
are able to stimulate exceptional and strategic performance of their workforce through motivation
strategies in boosting and improving their commitment towards high organizational performance
(Moshan, Nawaz, Khan, Shaukat & Adam. 2011).

Furthermore, Moshan et al. (2011) agreed that most reputable business organizations failed
woefully in meeting the trend of changes and challenges in the 21st century due to their inability to
sustain, retain and improve commitment of their engaged workers resourcefully. Similarly,
empirical findings of Pinder (2008) confirmed that contingent and situational business
organizations survive distinctively amidst challenges of the business environment through
implementation of strategic options aimed at motivating their workforce satisfactorily. Employee
motivation can be explained as responsive behaviour of perceived attribute and attitude of the
organization commitment to the social welfare and economic wellbeing of their employees (Robbins
and Timothy, 2015). 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.

118



d *
et J"“r“al "t st Tisnatss M
C r o S sr Creative Researehn Publishers Digital Humanifies & Development Research

https://www.crossref.org/06members/50go-live.html Vol 10,No 3, September 2024 Series

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.

3.2 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:
i It is an enduring factor that breeds workers’ satisfaction on their assigned job, which in
turn stirs contributed effort in promoting collective performance of the organisation.
ii. As long as engaged workers of an organisation are motivated in their respective job,
rate of employee turnover will be considerably reduced.
iii. High level of workers’ commitment discourages employees’ turnover rate which
enriches the core competence of the organisation in meeting its expected objectives.
iv. It is a means to quality service delivery and achievement of productivity improvement.
V. It is 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.

3.3 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.

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.
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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).

3.4 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.

4. REVIEW OF THEORIES

Many theories have been suggested to research the causes that tend to inspire workers. These
theories are important as they explain why workers have been motivated such that if correctly
implemented, better motivated employees could contribute to improved efficiency in businesses
(Aziri 2011). The idea is that both financial and non-financial incentives have an impact on incentive
for work and that happiness and success are linked to work. Motivation varies over time, depending
on situations and human personalities. The cognitive motivation theories can be widely categorized
into two groups. The following are the motivational theories:

4.1 Content (Needs) Theory.

The content theories try to illuminate those exact things that pushes individual to behave in a
certain way based on a general understanding that everyone has desires to gratify (Armstrong,
2010). Therefore, according to Osabiya (2015), it is necessary for managers to learn what workers
need and to recognize that employees need to grow over time while taking into account that
employees have different needs, and such needs must be satisfied for excellent performance.
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The theory of needs was first developed by Abraham Maslow (1943), who postulated the idea of
needs hierarchy (Albon, Igbal, & Pearson, 2016). The two-factor model of Herzberg, Alderfer's
adjusted hierarchy model and McClellands' model of accomplishment are all related theories of
motivation (Armstrong, 2010). These ideas have tended to describe needs as a motivational
source.

4.2 Maslow Hierarchy of Needs Theory.

Abraham Maslow's hierarchy of needs theory is one of the most common motivation models and
this is one of the bases of this research model. A need is what a person wants consequently,
pleasure arises when a need is fulfilled, and motivation is an effort to meet such a need (Aldag &
Kuzuhara, 2002). Osabiya (2015) defined five layers of needs for workers and a hierarchy which
ran from lowest down to highest. Maslow stresses that there is no desire to be met entirely and
that when a need is taking care of, it stops being a motivator this makes a person to look for a
higher need. According to Armstrong, (2010), the lowest threshold needs have to be reached before
an employee is inspired by the highest level. In the end, the manager had to realize the hierarchy
of need which the employee belongs, in order to satisfy the needs of the employee.

According to Maslow, the basic people's needs are categorized from the lowest rank to the top:

a) Physiological needs: These are requirements to maintain human life such as oxygen, food,
water and sex. These are the main priorities. Maslow claimed that no other motivational
force would function until these fundamental needs are met to a large extent (Armstrong,
2010).

b) Security or Safety Needs: They are next in the hierarchy and concentrate on being free from
physical risk and fear of losing possessions, a job, food or house, as well as security from
emotional disappointment.

c) Social Needs: These are the criteria which address the social aspect of individuals, such as
the need of affiliation and approval. It is the need to be a community member for caring,
friendship and approval.

d) Esteem needs: Maslow established that the next level of need is to have good respect for
oneself and from others. Which means individuals fulfill the needs to be included and
embraced by others. It also says that this form of need generates gratification by means of
power, reputation, rank and trust. It involves such factors as respect for oneself,
individuality, successes and factors external to one another, such as rank, appreciation and
treatment.

e) Self-Fulfilment (Self-actualization): In hierarchy, it is the biggest need. It is the desire to be
what you wish to become, optimize your full potential and achieve something. It involves
criteria such as advancement, future production and self-realization.

This principle may be a valuable method in evaluating the kinds of incentives that can inspire

workers efficiently. The trick is to consider every employee as a person, and also to bear in mind
that the needs of employees vary periodically (Armstrong, 2010).
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4.2.1 Herzberg Two-Factor Theory.

The two-factor model of satisfaction and dissatisfaction was developed by Herzberg, Mausner &
Snyderman (1959) after an inquiry into the origins of work satisfaction and dissatisfaction among
accountants and engineers. People were expected to be able to reliably report the circumstances
that made them happy and unhappy with their work (Armstrong, 2010). According to Herzberg,
Mausner & Snyderman (1959) intrinsic factors contribute to work fulfillment while external factors
relate to frustration, depending on all forms of driver that contribute to satisfaction with the job and
to unhappiness in workers. The whole essence of the theory is based on what the people want from
their jobs (Eldor, &Harpaz, 2015). Significantly, this theory helps to identify those factors that
triggers satisfaction and those that will not necessarily influence satisfaction even when they are
presently provided in the course of the employment relationship. Herzberg inferred from the
answers that extracting frustration from the task would not actually make it gratifying (Armstrong,
2010). The two key factors were established by him; motivators and hygiene factors that could
contribute to jobs content.

Herzberg, Mausner & Snyderman (1959), also observed that motivators are implicit factors that
enhances psychological growth and development in the workplace, such as achievement,
recognition, responsibility, advancement, challenges and the work itself. (Ahmad, Wasay, & Malik,
2012). In the other hand, hygiene factors are extrinsic and rather than the job itself (Armstrong,
2010). These include job stability, salaries, working conditions, corporate practices, management,
supervision, interpersonal relations and supervisors (Bhattacharyya, 2009). Ajila & Abiola, (2004)
suggest that external incentives have a significant effect on employee morale, while rewards
inherent to employee motivation have no significant impact. Effective pay system may be a strong
motivator, but an inefficient compensation system may lead to employee de-motivation. Linga
(2020) conclude that the workers are inspired by both innate and external encouragements for
increased performance.

4.2.2 Expectancy Theory.

The theory of expectation discusses how reward contributes to action by reflecting on neural
internal states that contribute to motivation. According to Daft (2003, in Dartey-Baah,2010)
expectation theory indicates that motivation relies on the aspirations and experiences of individuals
regarding their ability to accomplish activities and earn the desired awards. The theory was first
incorporated in Vroom's Theory of Valence-Instrumentality-Expectancy (VIE) (1964). Valence-
reflects a person's significance or relevance attached to different job results. The results earned
for their performance must be assessed to inspire high workers (Shields, 2007).

Instrumentality-vroom defined instrumentality as the connection between the observe degree of
performance and the result attained. Mullins (2005), opine that instrumentality determines the
valence that a worker attached with given level of performance. Expectancy-This is the individual
observation that a particular level of labor will result in realization of chosen performance aims.
The hypothesis suggests that people think about what they do, what they get and its worth (Katx
and Kahn 1966, cited in Armstrong, 2010, p. 36). The Vroom theory of aspirations (Vroom, 1964)
created a motivational theme that incorporates the relationship between human desires and
workers working together.
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4.2.3 Equity Theory

The theory of equity was promoted by John stacey Adam in 1963 and redefined in 1965 and it was
developed from other existing theories of reward which include “exchange dissonance and social
comparison theories” in predicting responsiveness of individual and how they perceive the
exchange relationship that exist between them and their organization (Adams, 1963, cited in
Khalifa and Truong, 2010: p.136). According to Equity Theory, people are not only obsessed about
the amount of reward they got, but also with how many other people get (Armstrong, 2010). Building
on feedback such as effort, knowledge, qualifications and abilities, performance such as standards,
raises, appreciation and other variables may be compared. In other words, frictions happen when
a person notices that the ration of his result to efforts and the ration of relevant others’ results to
efforts are unequal.

The stress is the inspiration as people aspire to accomplish what they consider to be equal and
egalitarian (Robbins, 2010). Inputs and results are the principal components of trade under this
theory. As explained by Khalifa and Truong, (2010), inputs are all the contributed energy of the
employees in seeing to the achievement of the organizational objectives through commitment of
their skills, time, experience, ideas, energy etc. that are perceived by them as being important and
feasible factor in weighing successive performance of the operation of an enterprise. While on the
other hand, outcomes from the view of the employee are all sort of rewards, compensations,
benefits, bonuses, packages or better still, put as motivators and hygiene factors they receive from
company in return for their devoted efforts (Joseph, Albert, Leyland, 2012).

Equity theory is based on three primary principles (Carrell & Dittrich, 1978, cited in Olorunfemi,
2014: p. 1195). i. The principle maintains that people have a confidence in what constitutes a fair
and equal return for their contributions to their work; ii. The theory suggests that people want to
compare what they see as the exchange they have with employers. iii. The theory assumes that
when individuals feel that their own treatment is not equal, they may be inspired to take action that
they find acceptable in response to the exchange theory that they expect others to be doing. This
definition of equality is most frequently defined in work institutions as a beneficial correlation
between the employee's commitment or success at work and the compensation the worker gets.

The theory assumes that when individuals feel that their own treatment is not equal, they may be
inspired to take action that they find acceptable in response to the exchange theory that they expect
others to be doing. In working companies, this definition of fairness is often defined as a positive
relation between the contribution or success of an employee in the job and the wage paid to the
worker. Two types of equity, which are distributive and procedural equity are also defined as
proposed by Adams (1965, cited in Armstrong: 2010). Distributive equity concerns the human
contribution and, relative to others, procedural equity, or procedural justice concerns staff's views
as to the fairness of the processes in fields such as performance evaluation, advancement and
discipline. According to equity theory, people are better motivated for being treated equally and de-
motivated when poorly treated (Armstrong, 2010).
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4.2.4 Job Satisfaction Theory

The findings of Canrinus, Helms-Lorenz, Beijaard, Buitink and Hofman (2012) have revealed that
positive job satisfaction of individual employee has significant influence in promoting level or rate
employees to their expected commitment. Hence, workers high level; of job satisfaction influences
their personal performance and organizational output positively and level of work motivation
collectively (Danish and Usman, 2010). According to Hoppock (1935, cited in Aziri 2011: p. 77),
“job satisfaction is explained as combination of psychological, physiological, and environmental
circumstances that influences personal confirmation of maximum satisfaction derive from
undertaken task. This explains internal emotional attachment and perception of employees’
feelings to external associated factors surrounding work and employment conditions”. Therefore,
job satisfaction can be equated to employees’ effective commitment postulated by Meyer and Allen
(2002) which influences their psychological appraisal in remaining in a specific employment
relationship with respect to organizational structure, style and strategic goal (Danish and Usman,
2010). In other words, it deals with how individual worker perceive equitability of their job and
associated aspects of it to their expected and derived outcome (Igba, Ahmad, Majid, Nadeem Javed,
Zahra & Ateeq 2013).

5. CONCLUDING REMARKS

Aziri (2011) further argue that job satisfaction goes beyond feelings but much more on benefited
value attached to one’s job in a given organization. Therefore, Aziri defined employees’ job
satisfaction as level of contentment as commensurate to measure of reward they receive for doing
their job. Organizational reward system and its strategic option are therefore seen as determinant
factors to the extent at which an employee is satisfied or dissatisfied with his undertaken task at
workplace. With respect to this definition, job satisfaction can be related to continuance rationale
for workers’ commitment as reviewed in the study of Igba et all. (2013) i.e., extent at which context
and content of job expectations measure up to the benefit enjoyed for doing same job. In other
words, an employee that is satisfied with his job based on received benefit will be willing to continue
his employment relationship with the organization through improvement on committed effort
towards the goal and objectives of such organization.

However, if otherwise such workers will be dissatisfied, hence, by willing to leave or contribute less
commitment to his assigned job and expected outcome (Armstrong, 2010). Meanwhile, George and
Jones (2008) see job satisfaction as perception of workers in relation to different factors
surrounding their job, which determine level of behavioral responsiveness attached to such jobs.
In clarity, Armstrong (2010) expatiates further that positive behavioral responsiveness of workers
to assign job defines their level of satisfaction to such job which in turn leads to a strong degree of
dedication to the organization’s priorities and targets, while negative expression connotes their
dissatisfaction which can lead to negative responsive behavior, high turnover, tardiness, conflict
and grievances, deliberate absenteeism, sabotage and poor attitude. Conclusively and based on
reviewed concepts and theories, 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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