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ABSTRACT

This study eval uates theimpact of employee motivation on organizational
performance with particular focus on ower Holding Company of Nigeria
in Jebba District office. The major aim is to establish the relationship
between the two variables (motivation and perfomance). Employees from
four different departments of Power Holding Company of Nigeria (PHCN)
was used in the study. Questionnaire was used to gather data from the
respondents. Regression analysis and Chi-square statistical methods
were jointly used to test the hypothesis raised. The major findings are
that employees’ motivation enhances performance, also employees
training, promotion, improvement in salary and work environment was
found to be positively related to performance. The specific conclusion
among others is that employee motivation enhances firm performance.
This study recommends among other s things that PHCN should make the
motivation of itsemployees a habit, so asto achieveimproved performance
in the 21st Century.

Keywords: Employee Motivation, Organizational Performance, PHCN
and 21st Century.

INTRODUCTION
Employees are always the strongest tool for enhancing effective and efficient
productivity which require alot of motivation to be able to meet up with the
organization objectives. Motivationisaningrument used by management to enhance
the performanceof employees. Theconcept of mativation hasadirect link toindividua
performance and ultimate actuali zation of an organization’sgoalsand objectives.
Thus, theimportance of motiveationisseen asameansto gain employees cooperation
and commitment to high performancein achieving organization gods. Terry (1981)
seesmotivation asthe desireswithin anindividual that stimulatehimor her toan
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action. Adams(1965) opinesthat motivationisthat energizing force that induces
or compels. Adewumi (1988) definesmotivation asthat inner stimulusthat induces
workersto behave the way they do. The above definitions are concerned with
identifying thetriggersof behaviour. That is, identifying what factors encourage
peopleto behave or act in aparticular manner. Other definitionsof the concept of
motivation asprovided here perceived motivation aspurely aprocess. For instance,
Koib and Mcly (1979) define motivation asthe search for aprocess of thinking
andfedingthat causesapersonto actin specificways. Belbin (1993) seesmotivation
asagod directed behaviour, which hasto dowith thelevel of effort aperson exerts
inpursuing agoal. Such goalsare the needs of theworkers, which areemployedin
the organization. These needs are the incentives or rewards which are used to
induce peopleto contributetheir effortsin achieving organi zationa goals.

Motivationistherefore, animportant tool of management. Nonetheless, a
worker becomes happy when hefed sthat whileworking towardsthe attainment of
organizationa goals, the achievement of his personal goal is ensured (goal
congruency) (Mad ow, 1943). Organi zation isset up to produce goodsand services
inorder toincrease economic devel opment of acountry. The degree of consumer’s
sati sfaction from such organization’ sserviceswill indicateitsleve of performance.
Theorganizations performancewill berdatively low, if it doesnot meet consumers
expectation. Therefore, employees performance may be defined asthe degreeto
which anindividual effectively carriesout thefunction he hasbeen assigned. In
carrying out these expected functions, such employees must have the necessary
ability for thejob.

Employeesinan organization differ considerably intheir abilitiesand this
canlimit their performance (Alderfer, 1972). Ability referstothedegreetowhicha
person possessesthe psychologica and physical qualitiesthat arerequiredto attain
acertain level of performance. These abilitiesmay beinherited or acquired. The
role of management or manager in motivating employeescannot beoverlookedin
any organization. Thesubject of human motivation adopted to achieveeffectiveness
and efficiency, become significant whenever thereisgood-oriented activities. It has
to beaffirmed herethat whether trading or nontrading, every organizationisagoa
oriented and psychosocial system. Hence, it impliesnot only that theeffortsof the
peopl e constituting an organi zation need to be co-ordinated but al so they must be
motivated. The study therefore examinesthelevel of motivation of employeesin
PHCN and how it hasled to apparent zero performance of thefirminitsservices
to the consumers of electricity. Based on this, the following hypotheses were
formulated for the study.

H,L:  Employees motivation doesnot enhancethe performance of PHCN
H,2.  Employees training doesnot significantly improve on the performance of
PHCN
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H.3:  Employees promotion doesnot lead toimprovement in both employees
and PHCN performance

H4  Adeguateemployees remuneration doesnot motivate employeesof PHCN
toimprove performance.

HS5:  Improved work environment does not enhance PHCN employees
performance

Motivation asa Chain of Reaction

We have earlier considered motivation asbeing aprocess. How, therefore, doesa
need generate god oriented behaviour? Thisfollowsasegquence or processtagged
by someauthorsasbasic mode of motivation. Thissamemodel iscalled the need-
want-sati sfaction chain. Motivation involvesachain of reaction, starting out with
felt needsresulting in want or goal sought, which givesrisetotensions(that is,
unfulfilled desires) than causing action towardsachieving goasandfinaly satisfying
want. It should however be noted that once aneed issatisfied, it ceaseto bein
motivator. Rather needs or motiveswhich congtitutesanew mativator. Oneof the
most significant factorsof motivationisrewardsor pays. Reward may beintrinsic
or extrinsic. Aninstinct reward is one which stemsfrom the individual’s own
experience, for examplefeding of achievement from doing ajobwell. Ontheother
hand, an extrinsic reward isonewhichisconferred or granted to an individua by
theemployers, for example, pay increase, promotions, bonusesand so on. Inan
attempt to generate high production by the use of workforce, thereisno doubt that
managers haveto create keen interest in ensuring that their workersare highly
moativated. Cole(1988) classifiestheoriesof motivationinto two-content and process
theories. Content theories focus attention on the apparent needs and wants of
individual swhile process theories concentrate on the processesinvolved when
perceived isimportant to them. Thechainisshowninfigure 1 below:

Need Give Rise to Wants —— Which Cause Tension
.| Which give | Action .| Which .| Satisfaction
1 rise to g "| Resultin e

Fig. 1: Source: Cole(1988). The need want-satisfaction chain

TheRelationship between Motivation and Perfor mance

Motivationisnecessary for performance. It goeswithout saying that peopledo not
inclineto engage themsel vesinwork behaviour they will not put in the necessary
effort to performwell. We haved ready seen that unlessaperson hasthe necessary
abilitiesand theright qualificationsto do thework, and perceiveshisor her role
accurately, meremotivationto do thejob will not result in effective performance. In
addition to letting the empl oyeesknow what is expected of them and what their
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goal accomplishment should be, the manager should a so provide the necessary
resources, and give adequate support to employeesto get job done. Support can
begiven intheform of encouragement, providing resource, offering guidance
whenever necessary, andin general, hel ping the employees perform thejobwell so
that both theintrinsic motivationsare devel oped and the employee performsthe
jobwell. For sustained motivation and performance, of course, valet rewardsshould
begiven, and therewardshaveto be perceived asequitable.

Thus, eventheintrinsically motivated person hasto be rewarded onthe
same basisasthe extrinsically motivated individual swith these types of inter-
rel ationship among thevariousfactors, itispossbleto show thediagram* motivation-
performance’ relationship asinfigure 2 adopted from Vroom (1964). Thedouble-
headed arrow between motivation and sense of competenceindicate that thetwo
variablesmutudly influenceeach other. That is, themoremotivated anindividud is,
themorelikely the personistointeract with thework environment and enhancehis
or her sense of competence through success.

Motivation and sense of competencewill both lead to performanceif the
individual hasthe necessary abilitiesand traits, perceiveshisor her role correctly
and getsthe support from the organi zation. Performancewill thenlead to reward,
bothintringcand extringc. If therewardsgiven arevaliant totheindividual and are
perceived as equitable, therewill be sustained motivation which will repeat the
cyclejust described. Thistherefore authenticatesour earlier position that motivation
and performancereinforce and influence each other.

|4| EQUITABILITY |

| moTivaTON | [ vatence
ﬂk

| ABILITEES | | resources |

| REWARDS |

B N
ENVIRONMENT |« r— > PERFORMANCE |

INTRINSIC

} | ROLE PERCEPTION |

| SENCE OF COMPETENCE |

Fig. 2: Source: Vroom (1964). The Relationship between Motivation and
Performance.
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METHOD

For the purpose of this study, the descriptive research design was used. One
hundred copies of questionnaire were administered on 100 staff of the PHCN,
JebbaDistrict office. Out of these, 87 copieswereretrieved, while 13 werenot
returned. Thequestionnaire containsatotal number of 13 questions. Itiscategorized
in three sections: A, B, and C. Section A contained Socio-Demographic
Characteridtic of respondents, Section B addressesgenerd information on mativetion
and performance, while section Cisdesigned to dicit information to achievethe
research objectives. The population of the study isthetotal employeesof Power
Holding Company of Nigeria(PHCN), JebbaDidrict Officein KwaraState, Nigeria
comprisesthejunior, senior and management cadres. Sincethe entire popul ation of
PHCN cannot be covered, aconvenience sampling techniquewasused to generate
one hundred employeesin Power Holding Company of Nigeria(PHCN), Jebba
DidtrictinKwaraState, Nigeria.

Twenty-fiveemployeeswere purposively selected from each of themedicd,
human resource, finance/account and operations departments. Thisrepresents
approximately 20% of the population under study. Thisagainisenoughto makea
general statement about the studied population. Data were analyzed using
descriptiveand inferential statistics. The descriptive statisticsusedisthesmple
percentage, whiletheinferentia areregress on anaysisand chi-squaretechniques.
All theinferentid testswerecarried out at a5%leve of significance. Theformulated
hypothesiswill betested using the Chi-square statistical tool.

RESULTSAND DISCUSSION

Response according to sex showsthat 73.6% weremale, while 26.4% werefemae.
Thisresult showsthat the respondentsare dominated by maleasagainst thefemae
respondents. Theresult showsthat the organizationisnot gender balanced. This
impliesthat the sector isdominated by male employees. Response according to
rank/paosition in the organi zation showsthat 32.2% werejunior taff, while67.8%
were senior staff. Thisresult impliesthat the organization isdominated by senior
gaff. Response according to theyearsof service showsthat 6.9% of therespondents
have between 1 and 10 yearsexperience, 27.6% of the respondents have between
11 and 20 years, while 65.5% of the respondents have 21 and above years of
experienceintheorganization.

Theresult showsthat mgjority of the respondents have between 21 and
above years of experience dominate the organization. Response according to
qudification showsthat 33.3% of the respondents have secondary education, 12.7%
of therespondentshave OND, and 40.2% of the respondentshave HND/University
Degree, while 13.8% of therespondent went for othersastheir quaificationswhich
includeany qualification not stated in the questionnaire. Response according to
department showsthat 14.8% of the respondentsarefrom the medica department,
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47.1%, arefrom operations/technical department, 5.8% arefrom Account/ Finance
department, and 32.2% are from Human resource department. Theresult shows
that operation/technical department hasthe highest number of employeesinthe
organization. Regarding general information on motivation and performance, table
3 showsthat 82.8% of the empl oyee responded that the organi zation givesthem
pay incentivewhile 17.2% had anegative response. Response according to Does
your organization give non-pay incentive showsthat 74.7% of the respondents
responded to yeswhile 25.3% of the respondentsresponded to no. It showsfrom
theresult that the organization give non-pay incentiveto itsemployees.

Response according to which of theincentive either paysincentive or non-
pay incentivewill motivate the most showsthat 89.7% of therespondent responded
to pay incentive while 10.3% of the respondent responded to non-pay incentive.
Theresultindicatesthat the employeesof the organization tend to bemotivated by
pay incentiverather than non-pay. Response regarding employees’ motivation
enhancesfirm performance showsthat 8.0% of therespondentsresponded to strongly
disagreeto the statement that empl oyee motivation enhances performance, 13.8%
responded to disagree, 6.9% responded to undecided, 32.2% responded to agree,
while 39.1% responded to strongly agree.

It can be concluded from the result that employees’ motivation enhances
firm performancein the organization. Responses according to the statement that
employees trainingimprovesfirm performance showsthat 1.1% strongly disagreed
tothe statement that employeetraining improvesfirm performance, 3.5% disagree,
no responseto undecided, 37.9% agreed, while 57.5% of therespondentsstrongly
agreeto the statement. It can be concluded from the above result that employee
trainingimprovesfirm performancein theorganization. Responsesaccording tothe
statement that employee promotion leadsto improvement in both employee and
firm performance showsthat 16.1% of the respondentsstrongly disagreed tothe
statement, 9.2% disagreed, 5.8% were undecided, 21.8% agrees, while 47.1% of
the respondents strongly agreed to the statement. It can be concluded from the
result that employee promotion leadsto improvement in both employeeand firm
performanceintheorganization.

In order to assesstheimpact of employee motivation on the performance
of PHCN, the hypothesesformulated for the study weretested to draw avalid
conclusiononthestudy. To haveacomprehensivestandard for thetest of hypothesis,
theresearchersdecided to pick five questionsout of thethirteeninthequestionnaire
adminigtered. Thiswill hepinachievingand enhancing an adequatetest for hypothesis.
Respondents' responses according to the statement that adequate employee
remuneration motivates empl oyeeto improve performance showsthat 10.4% of
the respondents strongly disagreed to the statement that adequate employee
remuneration motivatesemployeetoimprove performance, 14.9% disagreed, 2.3%
wereundecided, 27.6% agreed, while 44.8% of the respondents strongly agreed
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to the statement. It can be concluded from the result that adequate employee
remuneration motivatesempl oyeeto improve performance. Respondents response
inrelation toimproved work environment enhances employee performance shows
that 9.1% of the respondents strongly disagreed to the statement that improved
work environment enhances performance, 8.1% disagreed, 3.2% were undecided,
16.1% agreed, while 63.2% of the respondents strongly agreed to the statement. It
can be concluded from the result that improved work environment enhances
employee performancein the organization. From theforegoing andysisand testing,
thefollowing result was generated: That empl oyee motivation enhances PHCN
performance. Training significantly improvesPHCN performance. That employee
promotion leadsto improvement in both employee and PHCN performance. That
adequate empl oyee remuneration motivates employeeto improve performance.
That improved work environment enhancesemployee performance.

Fromtheresult of findingsitisglaring that thestaff of PHCN of al categories
areawareof theimpact of motivation of workersfor ultimate productivity. Itisnot
surprising therefore, that their poor motivation in and out of work is largely
accountablefor their abysmal performancein power generation, distribution and
transmission even after government'sinjection of largeamount of life-linemoney to
the company. Onewonderswhy theworkers are poorly motivated going by the
primary roleof power inindustriaization.

Itissurprising and worrisomefrom our facetofaceinteraction with across
section of thestaff that many of thefield staff that perform much of thework aretoo
sad with frustrated looksarising from poor motivation, delay in payment of sdary,
stagnation and genera neglect. Littlewonder why Nigeriagtill remainsanationwith
total black-out, sometimes lingering for months. This development has ugly
consequenceson Nigeria's present quest to be among thetwenty devel oped world
economiesby theyear 2020. Thetimeto act isnow, asthere can be no sustainable
devel opment without constant power supply. Findly, resultsof the hypothesestested
demonstrate that thereis significant rel ationship between adequate motivation,
training, promotion, remuneration and improved work environment and employees
performancein PHCN.

Table 1: Socio-Demographic Characteristics of Respondents

Variable Response Frequency Percentage
Sex Male 64 73.6
Femde 23 26.4
Total 87 100
Rank/position in the organization Junior staff 28 32.2
Senior staff 59 67.8
Total 87 100
Yearsof service 0-10 6 6.9
11-20 24 276
21-above 57 65.5
Total 87 100
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Qualification Secondary education 29
OND/NCE 11
HND/ University Degree 35
Others 12
Total 87

Department Medical 13
Operations 41
Account/finance 5
Human Resource 28
Total 87

Source: Field survey, 2013.

Table 2: Showing whether PHCN paysincentivein addition to salary?

Response Frequency Percentage
Yes y 828
No 15 172
Total 87 100

Source: Field survey 2013

Table 3: Showing whether PHCN gives non-pay incentive?

Response Frequency Percentage
Yes 6 747
No 2 253
Total 87 100

Source: Field survey 2013

Table 4: Showing what motivate employee the most

Response Frequency Percentage
Pay incentive ] 8.7
Non-pay incentive 9 103
Total 87 100

Source: Field survey 2013

Table5: Showing whether employee motivation enhances PHCN's performance

Response Frequency Percentage
Strongly Disagree 7 80
Disagree 12 138
Undecided 6 6.9

Agree 2 322
Strongly Agree A 301

Total 87 100

Source: Field survey 2013

Table 6: Showing whether employeestraining improve PHCN performance

Response Frequency Percentage
Strongly Disagree 1 11
Disagree 3 35
Undecided 0 0

Agree 3B 379
Strongly Agree 50 575

Total 87 100

Source: Field survey 2013

333
12.7
40.2
13.8
100
14.9
471
5.8

32.2
100
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Table 7: Whether Employee promotion leads to improvement in both employee and PHCN

performance

Response

Strongly Disagree
Disagree

Undecided

Agree

Strongly Agree

Total

Source: Field survey 2013

Frequency
14

Percentage
161

9.2

58

218

471

100

Table 8: Whether adequate employee remuneration motivates employee to improve performance

Response

Strongly Disagree
Disagree

Undecided

Agree

Strongly Agree

Total

Source: Field survey, 2013

Frequency

9
13
2
24
30
87

Percentage
104

149

23

276

448

100

Table 9: Whether improved working environment enhances employee performance

Response

Strongly Disagree
Disagree

Undecided

Agree

Strongly Agree

Total

Source: Field survey, 2013

Frequency
8

7

3

14

QH

Percentage
91

81

35

161

632

100

Table 10: Employee motivation does not enhancesfirm performancein PHCN

Responses
Strongly Agreed
Agreed

Strongly Disagreed
Disagreed
Undecided

Total

o E

174
174
174
174

K7}
2
7

12
6 174

Source: Researcher's computation, 2013
( 2,)=37.16; Degreeof freedom (df) = (n-1)=5-1=4
Significant level =0.05; Therefore, ( 2 ) >( 2,) i.e 37.16>9.488

Table11: Trainingdoesnot significantly improvefirm performancein PHCN

Responses
Strongly Agreed
Agreed

Strongly Disagreed
Disagree
Undecided

Total

O E
0 174
3 174
1 174
3 174
0 174
87

Source: Researcher's computation, 2013

OE
166
106
-104
-54
-114
?37.16

OE
326
156
-164
-144
-174

(OEy
27556
11236
108.16
2916

12996

(O-EYIE
1534
6.46
62
168
746

(OEy (O-B)E2
1,062.76 2126
24336 1399
268% 1546
207.36 n3
302.76 174
27943
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( 2,)=79.43,Degreeof freedom (df) = (n-1) =5-1=4
Significant level =0.05; Therefore, ( 2 ))>( 2.)i.e,79.43>9.488
Table 12: Employees promotion does not lead to improvement in both employees’ and

PHCN performance.

Responses @] E OE (O-B)2 (OB2E
Strongly Agree 4 174 236 556.96 3201
Agree 19 174 16 256 015
Strongly Disagree 14 174 -34 1156 065
Disagree 8 174 94 8336 508

Undecided 5 174 -124 15376 834
Total ?46.73

Source: Researcher'scomputation, 2013
( 2,)=46.73,Degreeof freedom (df) = (n-1) =5-1=4
Sgnificantlevel =0.05; Therefore, ( %)) >( 2,) i.e 46.73>9.488

Table 13: Adeguate employees remuneration does not motivate employees of PHCN to

improve performance
Responses @] E OE (O-B2 (OGB2E
Strongly Agree 0 174 216 466.56 2581
Agree 2 174 6.6 4356 250
Strongly Disagree 9 174 -84 7056 406
Disagree 13 174 -44 19.36 111
Undecided 2 174 -154 23716 1363
Total 87 ?47.11
Source: Researcher'scomputation, 2013

( 2, =4711, Degree of freedom (df) = (n-1) =5-1=4

Significant level =0.05; Therefore, ( 2_)>( ?2,) i.e, 47.11>9.488

Table 14: Improved work environment does not enhance PHCN employees’ performance

Responses O E O-E (0O-B)2 (O-E)YE
Strongly Agree 55 174 376 1413.76 81.25
Agree 14 174 -34 1156 0.66
Strongly Disagree 8 174 -56 3136 1.80
Disagree 7 174 -34 1156 0.66
Undecided 3 174 -144 207.36 11.92
Totd 87 ?96.29
Source: Researcher'scomputation, 2013

( ?,)=96.29 Degreeof freedom (df) =(n-1)=5-1=4

Significantlevel =0.05; Therefore, ( 2 ) >( ?.)i.e, 96.29>9.488
CONCLUSIONAND RECOMMENDATIONS

Fromtheforegoingtherefore, it isimperativeto concludethat for abetter performance
of PHCN workers, their motivation must beimproved upon. Thisincludesadequate
remuneration, improved training, conducivework environment and promotion of
workersasat whendue. Thestudy believed that thiswill heptoimprove performance
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inthe Power Holding Company of Nigeria(PHCN) inthe 21st century. Based on
thefindings, thefollowing recommendationsare madetoimprove performanceat
PHCN. The remuneration of workers should be increased. Thisis necessary
because, itisthedesire of every worker that thereturn (remuneration) from hisjob
should cover asignificant part of hiscost of living. For such aworker to work
effectively, hisremuneration should be tailored to the cost of living. Of prime
importanceistheissue of employee's promotion. The management isadvised to
ensurethat empl oyee's promotion should be aregular exercise and provision of
incentiveassodi ated withiit should commenceimmediately the promoationisconfirmed.

Training should be done adequately and regularly to argument employees
knowledgeon how to increase performance and should beavailableto dl categories
of workersin the establishment. M anagement should createamore conducive and
motivating work environment by making themanagement workersrelationshipmore
cordid. Adequate transport isvery important to employees, most especially as
transport faresnow keepincreasing al thetime. Theresearchersbearinginmind
theeffect of employedslatenesstowork hereby recommend that company’'stransport
sarvice should bemade effectiveand availableto al categoriesof workers.

Management can motivatethe subordinatethemoreby ensuring fair dealing
withworkers. Pay incentive such as performancerd ated bonuses, overtime bonuses
etc, non-pay incentive such as pension schemes, low interest |oans; regular
employeesappraisal etc should befreefrom biasand favouritism. Whenworkers
believetheagpplication of revardsarefair, they would want to excel asto berewarded
highly. Most employeesagitatefor good pay package because of theimportance
attached to money. Theresult of findingsand recommendationswill beinstructive
todl the privatefirmsnow about to take over power distribution, generation and
transmission from Power Holdings Company of Nigeria(PHCN).
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