
MOTIVATION OF EMPLOYEES FOR SUSTAINABLE ORGANIZATIONAL GROWTH 

Miss Inana O.T. 
Abstract 

The efficiency of organization is determined by how well its goal is 
achieved. It has been observed that motivation of employees will lead to 
sustainable growth and corporate survival of any organization since 
employees are the most critical resources needed. In order to positively 
influence the performance of employees, all mangers must make it a point of 
duty to stimulate and induce employees to put in their best. The research 
therefore investigated how workers can be motivated in diverse ways to 
improve their performance for organizational efficiency. Data were 
collected by means of a self designed questionnaire from one hundred and 
twenty staff of the three polytechnic in Delta Stale. The data were analyzed 
using the simple percentage. The data analyzed revealed that employees 
motivation is a major contributor to the success of an organization. It also 
reveals that there is a positive relationship between motivation and staff 
performance. It is recommended that the School Management should put in 
place certain measures to provide those basic needs which will motivate 
high performance 

Introduction 
In recent times, organization offer one form of service or the other to client or customers. The 

efficient integration of material and manpower resources is aimed at achieving defined goods of the 
organization. Hence manpower is an indispensable tool necessary to achieve those organizational 
goals. The efficiency on job performance of this manpower therefore cannot over emphasized 

According to Weihrich and Koontz (2003), motivation is the entire class of drives, desire, 
needs, wishes and similar forces that induces the subordinate to act in a desire manner Cowards 
achieving corporate goals. Motivation on employees' performance is of paramount importance 
because employees are the most critical and versatile resources needed by any organization for 
sustainable growth and corporate survival. It was found that effectiveness and efficiency are the 
product of motivating employees since it deals with the objectives the organization is expected to 
achieve. In order to influence the behaviour or performance of employee positively, it is mandatory for 
all mangers to stimulate and induce them to put in their best. The employer of labour wondered as to 
what factors actually motivate the workers. Abraham Maslow (1954), put forward a hierarchy of needs 
which start from basic physiological needs such as food, clothing, shelter, health, rest, exercise and sex 
to higher physiological needs such love needs, as esteem needs, recognition and prestige, promotion and 
status to self actualization, that is doing things that give satisfaction. 

Considering the above mentioned needs, employers can motivate their employees by 
providing them with reasonable pay, welfare services such as free health care, rewarding hard 
working individuals, promotion and in-service training and punishment for earring employees in the 
organization. Positive reinforcement is one way individuals can be motivated. Provision of a 
conductive working environment will also improve employee's performance. The educational sector 
as the custodian of society's moral values ought to be sensitive to the motivational needs of their 
workers. 

Therefore, motivation is very important in every organization because it encourages 
employees to put in their best for the success of the organization. Motivation also enables employees to 
work willingly and enthusiastically to achieve the organizational goals. 

Scope of the Study 
The study will focus on Delta State Polytechnic Ogwashi-Uku. 

Review of Related Literature 
Motivation is concerned with the "Why" of human behaviour. It drives one towards a goals, it is that 
which causes, channels and changes behaviour. Motivation is often called intervening  variable.     
Intervening  variables  are  internal   and  psychological  processes  and  are  not directly 
observable and which in turn account for behaviour. 

The system which an organization chooses to motivate its staff for improved performance is a 
determinant of the direction in which they expended their efforts. 

The process of motivation starts with unsatisfied needs. However, many times, individuals 



are unsuccessful in their attempt to satisfy their needs. For a better understanding of the concept of 
motivation, we will examine what happens when needs are not satisfied. 

According to Nwachukwu (1988), unsatisfied needs produce tension within the individual. 
These unsatisfied needs motivate the individual to behaviour which will relieve the tension in an 
attempt to satisfy the needs if there is success in achieving a goal, the next unsatisfied need emerges. 
But if the individual is unable to satisfy the needs (and thereby reduce (he tension) frustration would 
set in which will in turn return results in constructive or defensive behaviour in either case, the 
individual returns to the next unsatisfied need which emerges. 

Ba
sic Motivational Model 
 Tension Goal Reduction of 
 i  Tension 
Need     -------  >• Motivation   ------ Oriented     —     >• Satisfaction of 
 Behaviour Behaviour need 

Source:   Management and Organizational Behaviour 5th Edition by Laurie ,!. Mullinsl999. 
Wiinackle (1962), noted  that, motivation  deals  with  all  the conditions that are responsible  
for variation in intensified qualify and direction of behaviour towards achievements of goals. 

According to Weihrich (2003), motivation is a general term applying to the entire class of 
drives, desires, needs, wishes and similar forces. To say that managers motivate their subordinates is 
to say they do things which they hope will satisfy those drives and desires and induce the subordinates to 
act in a desired manner. 

Humans constantly strive to satisfy multitude of need and desires that are diverse in nature. 
Mullins (1999), described motivation as (he direction and persistence of action. It is 

concerned with how people choose a particular course of action in preference to others and why they 
continue with a chosen action. He also, opined that, individual behaviour is determined by what 
motivate them. Their performance is a product of both level and motivation. 

Needs and expectation in the work place they desire to satisfy motivates them to behave in 
different ways. Which can be classified as psychological and social or intrinsic and extrinsic 
motivation. Extrinsic motivation relates to tangible rewards such as promotion, job security and the 
working environment while intrinsic motivation relates to physiological rewards such as the 
opportunity to use one’s ability, a sense of challenge and achievement. 

Handy (1978), added that, social relationship such as friendship group working and desire for 
affiliation, status and dependency can affect the behaviour of employees. 

The relative strength of the set of needs and expectations and the extent to which they are met 
determines employees motivation, his job satisfaction and work performance. 

Theories of Motivation 
There is no generally accepted theory of motivation at work but any theory which contributes 

to the understanding of how best to motivate people at work will be useful. 

Fredrick Herzberg Theory 
Herzberg (1993), identified the elements which cause job satisfaction and those which cannot 

cause job satisfaction. These are the hygiene factors and the motivators. Herzberg noted that, when 
people are dissatisfied with their work, it is usually because of discontentment with environmental 
factors. He called such factors "Hygiene" factors because these essentially prevent life. They prevent or 
minimize dissatisfaction in the same way that satisfaction minimizes threat to heal but does not give 
good health. These factors consist of status, advancement, gaining recognition, being given 
responsibility, challenging work, achievement mid growth in the job. A lack of motivator at work 
encourage employees to want personal growth. These are "hygiene seekers" because they can only be 

 
 
 
 
 
 
 
 



satisfied by hygiene factors.   The motivators are the incentives that satisfy the higher needs that one 
aspires to possess on persona! ground. 

Abraham Maslow Hierarchy of Needs 
In this theory, Mastow (1954), put forward certain prepositions about the motivating power of 

man's innate needs.  Maslow believed that; 
a. Man's need can be arranged in a hierarchy of relative prepotency 
b. Each level of need is dormant until it is satisfied, only then does the next level of need become a 

motivating factor. 
c. A need which has been satisfied no longer motivates an individual's behaaviour. The need for self 

actualization can never be satisfied.  Maslow's theory has certain intuitive appeals.  After all you 
are unlikely to be concerned with status or recognition while you are hungry.   Primary survival  
needs will take precedence. 

1. The Physiological Need:-   These include food, shelter, clothing, rest and sex. 

2. The Safety Needs-:  These include protection against danger and threats, the need for safety, 
stability and absence of pains or illness.    Physiological and safety needs are also called  
physical needs. 

3. The Sociat Needs:-      The need to be loved includes affection, friendship and 
affiliation. 
People want to be accepted by others for what they are.   Failure to meet these social needs  
may affect the mental health of the employees which will result in poor productivity, low job 
satisfaction and emotional breakdown. 

4. The Esteem Needs:-   These include employees need for respect and to be respected.   
In 

satisfying esteem needs, people want to be seen as competent and able.  

5. Self Actualization:-   Self fulfillment or the realization of one's potential is the goal of self 
actualization need.  Figure 1 illustrates the Maslow Hierarchy of needs. 

Figure T Maslow's Hierarchy of Needs 

 

The theory states that person's motivational forces are functions of three factors; they are the 

 

Source: Motivation and Personality 2nd Edition by A.H. Maslow 1970. 

Victor Vrooms Expectancy Theory 



Valence, Expectancy and Instrumentality. 

Valence;    The positive or negative value individual places on work out-come. The work that 
is pursued to provide satisfaction has positive valence   while the outcome that is not satisfactory 
has 
negative valence. 

Expectancy: Valuing and outcome does not produce motivation. 

Instrumentality:   This is probability either perceived or actual, that a particular level of 
performance will lead to some outcome. 

Mcgregor X and Y Theory 
Mcgregor (1987), theory X holds that the average human being has an inherent dislike for 

work and will avoid it if he can. Therefore, people must be coerced, controlled, directed and 
threatened to get work done. Hence motivation of employees needs to be closely monitored if 
required result is to be attained. Theory Y holds that the expedition of physical and mental efforts in 
work is as natural as play on work, 

Obstacles to Motivation 
The condition that neglects the ability to energize people to work includes the following: 
• Bad company policies 
• Inadequate and inconsistent pay structure 
• Insensitivity to economic change 
• Faulty conception of productivity desire 
• Lack of technology 
• Lack of necessary input resources 
• Industrial unrest, strike and uncoordinated conflicts. 

Methodology 
The primary source of data analyzed in this paper was a self designed questionnaire. The 

questionnaire sought for information concerning the motivation of staff in Delta State Polytechnic. 
The questions were structured and requested of the respondents to respond either positively or 
negatively to 10 questions. The questionnaire was administered to 120 workers of three polytechnics 
in Delta State consisting of both senior staff and junior staff. The results obtained were analyzed 
using simple percentages. 
Table i 
Motivation of Employees for Organizational Growth 

  
 



The result presented in table 1 are self explanatory and from them, the following issues could 
be deduced:- 

• It is clear that most of respondents are motivated through promotion.  Therefore, it should be 
noted that, to enable workers put in their best management should be able to recognize their 
contribution by promoting staff as at when due. 

• It was agreed that most decisions are good and this has stressed the importance of active 
participation in decision making by employees on job performance. 

• A good number of staff agreed that their jobs are very challenging. 
• Respondents agreed that, there is cordial relationship between the boss and the staff. 
• The study shows that staff ability should be assessed often on job performance. 
• The leadership attitude on job rating performance is good. 
• Respondents agreed that the leadership style of the management is slightly effective. 
• Respondents agreed that seminar, workshop and in-service training motivate workers. 
• Promotion is not regular among the staff of the polytechnics. 

Recommendations 
It has been revealed from the findings that promotion has not been regular. If workers are not 

happy at their job, they may not perform well. In order for them to be useful to themselves and the 
organization, promotion and other fringe benefits should be provided on a regular basis. 

For any organization to succeed, the staff must be fully involved in its decision making in 
order to have a sense of belonging and be able to accept a higher responsibility. Therefore, staff of 
these polytechnics should be consulted and fully involved in the decision making process. 

Employees -should be adequately rewarded for their performance on their job. This will assist 
management to retain experienced staff and elevate staff who are frustrated as a result of lack of 
motivation. 

If these recommendations are implemented and strictly adhered to, there will be efficiency in 
resource management, staff will be highly motivated in organization growth. 
Conclusion 

The study has shown that there is a positive relationship between motivation and 
performance. It has also helped to identify some other ways of motivating workers so as to improve 
productivity in the educational sector. 

If these recommendations are implemented and strictly adhered to, there will be efficiency in 
resource management, staff will be highly motivated in organization growth.  
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