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ABSTRACT

The main objective of this research work is to datee the relationship between motivation and oizgtional
performance in entrepreneurial firms. Other specifbjectives are to examine the relationship betwe
performance and recognition, job security, pronmtidraining and development, leadership style, etc.
Questionnaires were used to elicit responses apefoeptions of workers from Timafrique Serviced, Warri,
Delta State. Data were analyzed using percentaggsnean scores. Among others, we found out ithandial
incentives, job security, promotion, leadershigestgtc. have a major role to play in relation tgamizational
performance. Premised upon the researcher’s fisdihgvas therefore concluded that well motivategplyees
will no doubt exert extra effort on behalf of therf and demonstrate unreserved dedication and ctment to
work enthusiastically, sacrifice self interest foe firm, geared towards organization’s goals’iattent. Thus,

it is therefore recommended that firms adequatedfivate its employees to induce better performazice
organizational growth as it leads to improved penfance, increased productivity and increased puifity.
Employees should be equally rewarded and promotedrdingly for high performance and commensurately
punish deviants/disgruntled elements in the firmstrve as a deterrent to others and strive for riupe
performance towards achieving congruent goals.

Keywords: motivation, leadership style, job security, penfiance, training and development, promotion,
financial incentives

INTRODUCTION

In recent times, a great deal of attention hashdfieen given to the role of maotivation in contengpgrfirms.
This is owing to the poor attitude to work exhiditby employees. Among them are lateness to work,
absenteeism, insubordination, fraud, bribery, grsgifering, dishonesty, non-challance, misuse of
organizational properties, etc. In the workplacerkers loiter about aimlessly, exchange hot wordth w
superiors, disregard official instructions, leaviice at will and come back when it pleases thenmnosome
cases, reappear the next morning or thereabouseTdeneral negative attitudes to work have adweestdcted
productivity and firms’ overall performance. Theleoof employee motivation in the social and ecormmi
advancement of firms cannot be over-emphasizede fmary objective of firms today is that of ptofi
maximization, growth, efficiency and effectivenes3he success of any firm is largely dependent twan t
presence of employees and how well they are beiotivated. A firm that puts great emphasis on empéoy
motivation is directly planning for its survival dusteady growth. Yes, motivation seems to be pesjtrelated

to a firm's performance. Employee motivation leddsacceptance and congruence of both the firm and
employees’ goals and values. And as such, emplogrert extra effort on behalf of the firm and owetthe
desire to remain attached to the firm, demonsigatimeserved dedication and willingness to saerifine’s self
interest for the firm.

In recognition of this fact, the concern of mostpdoyers is to make employees develop and maintaenae of
commitment, loyalty, duty, obligation, etc towattie attainment of firms’ goals.Firms give employéegible
working hours, which make work more attractive anteresting. Financial rewards are also given to
employees, provision of job security generatingemss of job autonomy, etc, which lead to increased
productivity, effective team work, cost-saving segs, improves firm’s overall performance and soTdre onus
lies on firms to look for ways to improve qualitf their work output which therefore brings into cthe role

of employee motivation as a means of improving pizgtional performanceA firm that puts great emphasis

on employee motivation is directly planning for its survival and steady growth. Very often in factory settings,
what causes work activities to halt or go on, ataav pace is attributable to employee motivatiodagk of it
(Ekakitie, 2004). Motivation should not be limitéal financial or monetary incentives/inducement.tiviation
causes employees to strive for superior performé@tmer, 2003). Firms do things they hope wilisfa those
drives, needs and desires and induce subordimast in a desired manner. Human resources is nbtdthe
most important, most valuable and costly resouafes firm. Thus, it is necessary that this reseaxamines
the role of employee motivation on the overall parfance in entrepreneurial firms.

Several problems have been observed in employéi&sdatto work which stands as an impediment to job
performance. Some of such problems could be ertdeent of funds, dishonesty, lateness to work,
absenteeism, insubordination, misuse of firm’s praps, pilferage, etc. Work conditions also haveslative
effect on firm’s performance especially where tfemo proper ventilation, power outage problemegiss,
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overcrowding, noise, etc. Firms on the other harekd to create imagined needs and satisfy thosgsriee
inspire employees. Experience has shown that whgrloyees’ expectations are unmet, they becomédtad
with their work. However, there’s one problem lidkeith the concept of employee motivation. It ¥&mining
the role of employee motivation on the overall perfance of entrepreneurial firms which is considetie be
the research problem of this study.
OBJECTIVES OF THE STUDY
The main objective of this research study is teedeine the role of employee motivation on perforogaim
entrepreneurial firms. Other specific objectives: ar

(&) To examine the relationship between leadershiestghd employee performance in entrepreneurial

firms.
(b) To find out the relationship between training anevelopment and employee performance in
entrepreneurial firms.

(c) To ascertain the role of promotion on organizatigmaformance in entrepreneurial firms.
LITERATURE REVIEW
This chapter seeks to review past, existing andecoporary literatures of authorities, relevanthe subject
matter in order to identify some areas of congreeamd inceptions.
THE CONCEPTUALIZATION OF MOTIVATION
Motivation has been viewed from various perspestiby different authors. Petri, (1981) posited that
individual who is motivated, usually works hardstins a pace of hard work and exhibits behaviaatds
achieving important goals. Olusola, (1982) viewedtiwation as the difference between what employeses
and what they actually do in any given situatiomnvatkplace. According to him, motivation is made ef an
individual's basic needs and the conscious efftstgratify and satisfy those needs. Motivation ines a
particular type of reason for an action of a veggdific and directed sort. It starts with basied®and actions
to satisfy those needs. Motivation is the deliberahd planned inducement of work persons to work by
providing ancillary impetus that drives them towsaeffective goal attainment. Such ancillary imgeshould
involve actions to reward and encourage workerdaaineen commend them. According to Adebenkin and
Gbadamosi, (1997), motivation basically means tatividual needs, desire and concept that causehimer to
act in a particular manner.” This makes the irdlinail put in extra effort willingly and enthusiastiy in the
workplace towards achieving group goal. For Matisl Jackson, (1982), motivation is an emotion esire
operating on a person’s will and causing to actkile, (2009) in his own view, postulated that ivation as
the willingness to exert high level of effort towlaindividual and/or organizational goals, condigdnby the
effort’s ability to satisfy some individual needs.
Nana, (2007) acclaimed that motivation is concemigd the “why” of human behaviour. It moves ooevards
a goal, directed and channeled towards behavistaisis and maintains behavior and changes pedpéavior.
Appleby, (1981) stated that motivation is the wages, aspirations, drives and needs of human beiingst,
channel or explain their behaviour. For subora@iadbb design, Behavior modification, Recognition, Pride,
Financial incentives and many others. From the foregoing definitions, it is certain thaotivation is not a
behaviour but a complex internal state that cabeadirectly observed but can affect behaviour. Maton acts
as an energizing force which originates and diractsvities towards diverse objectives. Motivatioas been
linked with urges, instincts, purposes, goals agglrds geared towards achieving a firm’s goals.
THE MOTIVATION PROCESS
The motivation process starts with unsatisfied seedullins, (1999) opined that when a person’sinational
driving force to achieve a need or an expectatoiblocked before reaching the desired goal, twesiptes
outcomes emerge and they are (a) Constructive b@hahich may take the form of problem solving (i@ral
of barrier) and (b)Frustration, when a person failachieve a desired goal, he or she may becam#@dted and
a frustrated person may become aggressive (exigbpihysical or verbal attack on some persons oeatdj
openly or secretly). Also, frustration may leadwihdrawal i.e. giving up when needs and expeatatiof
workers are not met. Some of these effects will be
Lateness to work (b) Leaving workplace early (ckéiteeism (d) Refusal to accept responsibilityAieiding
decision making (f) Passing work over to colleagueleaving job undone, etc.
All these and others negate the pursuit and actiemeof a firm’s goals, because it results in poerformance
of employees. The motivation process starts wiperzeived need (an unsatisfied need) which pragteresion
within the individual. This need motivates theiindual to behave in a certain manner. If a needaiisfied,
the tension relaxes and another unsatisfied neestgem But when an individual is unable to satibiyse
needs, in that way unable to reduce tension, fitistr creeps in. Thus, to motivate, firms must eaal or
imagined needs for employees to aspire to. A nead could be the desire to achieve through pramoti
increase in wages or enjoyment of increased orgtoiml favours such as company cars with a chayffe
while imagined needs could be an aspiration to lzasep of coffee every morning.
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Fig 1.: A diagrammatic representation of the motivaion prFocess
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Source: Adopted from Ekakitie, S. E., Management: BehavibAmproach. Bob Peco Printing & Publishing Company
Ltd., 2009. P. 121,

THE THEORETICAL FRAMEWORK OF MOTIVATION

Various theories of human motivation have been puoded over the years. These have been flavoyréaeb
particular philosophy or theory of personality whiesearchers have tended to support. Actualgretis no
generally agreed and comprehensive theories ofvatan. Although in some specific aspects, theeesmme
measures of agreement among psychologists, whiclbssrved in the coincidence of vies held by Abmaha
Maslow, which recognizes hierarchical structure nefeds and motives. Theories of motivation can be
characterized as the reinforcement of drives odsedith the individual actions. Process theoriepleasized

on how and by what means individuals are affectedrie’s behavior. These motivational theories promed

by early fathers of scientific management regartiathan resources as tools for increased productavity
organizational performance. According to these nmdadividuals perform better when they can achiev
personal and firm’s (congruent) goals.

ABRAHAM MASLOW'S HIERARCHY OF NEEDS THEORY

Abraham Maslow’s theory of needs was propounded954. He hypothesized five (5) levels of needs and
categorized these needs in a hierarchical ordasoéndancy. Abraham Maslow’s hierarchy of needsryhis
perhaps the foremost needs theory, very informatind has provoked quite a stir and researches among
management scholars. A need is a strong feelirdpfifiency in some aspect of a person’s life thetites an
uncomfortable situation or tension. That tensieesdmes a motivating force, causing a person tdoagrds
satisfying the perceived need, thereby reducingiten Nwachukwu, (2007) stressed that once a nsed i
satisfied, it ceases to be a motivator and gives t®@ another need. While Ekakitie, (2004) addhed tintil a
need is satisfied or done away with, tension willagys persist. Man being a want-animal, must faatisfy
certain lower needs, before higher order needskffika2009). According to him, the higher ordezeds
comprises (a) Self actualization need (b) Esteem/Bged (c) Social need while the lower order needs
comprises (a) Safety/Security need and (b) Phygichl need

However, Maslow’s hierarchy of needs are cleargntified hereunder:

Physiological Needs:Need for food, shelter, clothing, sex, etc.

Security/Safety Needs Need for protection from both physical and p®jogical harm.
Social Need:Need to be loved, need for affiliation and beloggiess.

Ego/Esteem NeedNeed for respect and recognition from friendgrpend superiors.
Self Actualization Need Need for accomplishments, self fulfillment andtdtion.
These needs can be diagrammatically represented/bel

37



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.8, 2014 IIS E

Fig. 2. Abraham Maslow’s hierarchy of needs framewrk
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Source: Adopted from Olannye, A. P & Nana, U. J., ManagemFundamentals and Practice. Pee Jen
Publications, 2007. P. 111.

PHYSIOLOGICAL NEEDS:

This need consists of the primary/basic needsl dfuahan beings for biological maintenance and sastee. As
soon as the physiological needs are satisfiednthieidual need for security or safety arises thées.

SAFETY NEEDS:

This set of needs emerge from the desire for ptiote@gainst danger and threat, as well as physiodl
emotional injuries. This includes the needs fdetya stability and absence of pain, threat oreifls. This needs
are expressed in the desire for safe, stable jdbmeédical facilities, unemployment and retiremeenefits.
SOCIAL/LOVE/AFFILIATION NEEDS:

Once the physiological and safety needs are satisfocial/love/affiliation needs will emerge andindnate
behaviours. These are desires for friendship®, laffection and belongingness. People want tacoepted by
others for what they are. When social needs angetithe mental health of employees may be affemtelthe
resultant effect could be absenteeism, low prodifgfilack of job satisfaction, emotional breakdgwrigh
stress levels and high labour turnover. Workera bid to achieve this need will have to value jute afford
them opportunities for social interactions amongaxdkers, associations, etc.

ESTEEM/EGO NEEDS:

Indubitably, everyone practically in one way or titeer has a need for self respect and for theect s others.
Esteem/ego need is the need for self-respect, deme acquisition, achievement, retention, inddpeoe, etc
it also includes both personal feelings of achieseinself-worth and recognition and/or for resgdemtn others.
People want to be seen as competent and able ahdegoistic people are concerned about opportsnitie
their competence and capabilities, to excel at soimg and master a skill and even become indepénden
Respect or prestige increases responsibility, ptimmorecognition and appreciation by others arnad l¢o
feelings of work adequacy and self-confidence.

SELF ACTUALIZATION NEEDS:

This need is often called fulfillment need. Sedfwmlization or the realization of one’s potentjals the goal of
self-actualization i.e. becoming what one is capaiflbecoming, which also requires that a persothypiailfills
others’ needs sometimes. When self-actualizati@ds@re dominant, people channel their most ceand
constructive skills into their work. Firms who fecprimarily on these needs recognize that evdnhgs areas
that allow innovation and managers cannot be tHg oreative people. Thus, firm motivate employédss
involving them in decision making, restructuringjobs and other special assignment that requireuhigue
skills. This need pushes one into becoming creaiiwentive and innovative. Therefore, firms mustetmine
the level of needs of employees and adopt apptepnmtivational strategies for creating conduciverking
environment.

MOTIVATION AND PERFORMANCE

Drucker, (1974) averred that an initially unsaédfineed is counter-productive. Moreover, Harryihston,
emphasized that unmotivated employees are threatditm or an organization. Consequently, it \&iiversely
affect employees performance. Conversely, whenl®raps are well motivated, it leads to increased
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productivity and improved organizational performandhe value of firms today is largely dependenttioa
value of its employees (workforce). Most succdssfumpanies today spend huge sum of money on its
workforce because human resources are regarddekeandst valuable assets whose values can be ewmhance
through investment. In contemporary entreprenetiials, employees are seen to need more than jjm.a
They need where they can grow and it is the respitibs of the firms wherein they work, to providen
enabling working environment that is stimulatinglashallenging. For performance potentials of emeésyto

be fully realized, firms need capable, talented aminmitted workforce. Yes, motivation influences
performance and as such, firms must respond tovatain if they are to develop a committed workforae
enable employees work willingly and enthusiasticédwards attainment of group/individual and orgatibnal
goal. Employees are the livelihood of firms that Hiriving today, hence employee motivation carsdid to be
the biggest driver of organizational performanca. firm or an organization which is able to motivate
employees and maintain them, is able to leveragie thive and zeal in order to ensure stellar permce. In
the light of the above, if employees are not mdédato do their respective jobs efficiently andeetively,
production will suffer and the firm’s overall perfoance will equally be adversely affected. There arious
incentives and techniques firms can utilize to rait employees. These incentives range from twegoaes
viz-a-viz (a)Financial/monetary incentives and(b) Non-financial /non-monetary incentives.

FINANCIAL INCENTIVES

Financial incentives often comes in form of waged aalaries, bonus schemes, car loans, housingaaitze,
clothing allowance, etc. The importance of mondfargncial incentive as a motivator cannot be over-
emphasized, particularly in this part of the wonltlere money seems to be the major motivator. Masey
very key incentive in any work settings and mogtlyworkers in developing countries where the levkl
poverty, unemployment and other social malaisenrsigpreme. Financial incentive is inter-twinedhwihost
needs. The issue remains that people do not wdykfonmoney but certainly few individuals will wir if any,
where there is no money involved at all. Nonetb&ldor money to motivate employees’ performancéas
been argued that certain conditions must be metsante of them are that Money must be importantéo t
individual, Money must be seen by the individualdir®ct reward for performance, The marginal amant
money must be perceived as being significant. &imust be discretional and objective in rewardinghh
performance with pay. Researchers have shownatiiatoximately 50% of workers in various industras
paid by result. Statistics also showed that sigfaesompanies use financial incentives systemrtuse the
interest of workers. This suggests that finaniciaéntives have great impact on the performancamgdloyees.
According to Root, (1988) money is a motivator hessaemployees would want their earnings increasethey
also will increase their activities towards prodaoetto justify the increment of their salaries/éags/other
fringe benefits.

NON-FINANCIAL INCENTIVES

The non-financial incentives give personal satisf@cand results in job enrichment to the individu@he non-
financial incentives are rewards that give inner fo individual and assurance of job continuity bannot be
measured or quantified in monetary terms. Somé¢hef are good and favourable company policies, Job
enrichment, Job security, Full appreciation for kvatone (commendation), Sympathetic and empathetic
understanding of employees’ personal problems, @itth and accountability, Increased responsibditie
Promotion and so on. These factors as a matteaatf motivate today’s workforce towards improvegdhar
performance, thereby increasing productivity whinhturn will definitely increase profitability. Motation
rekindles the burning passion for action among ¥aorde in an organization. Some of these motivatidools
are promotion, prestige, praises/commendations, gtayto arouse the interest of workers. AccardmObisi,
(1996) for motivational tools to be successfullpdtional, it must be dynamic. This is premisedtonfact that
motivational tools which are not flexible are darmes and counter-productivelFirms must and should not
forget that a satisfied need is no longer a motivator. For the individual, adequate motivation leads tb jo
satisfaction and it is generally viewed as an eomati response that represents the degree to whiehsan likes
his/her job. Feelings of job satisfaction or dissfaction tend to reflect on employees’ appraiséljob
experiences in the present and past, than expmttit the future. On the other hand, demotivatedkéorce
will exhibit some negative tendencies towards thair which could be in form of Reduced productivilyigh
labour turnover, Absenteeism, Lateness to work, &gain, rewards based on personal influences dalines
the workforce. Thus, merits and hard work shouddréwarded adequately and accordingly. If the reeve
becomes the case, performance of employees andigiioty will adversely be affected. Thus, firmsosid
motivate its workforce either through financial @émtives and/or non-financial incentives i.e. emudio
motivator. No doubt, a motivated workforce willrzénly have a more productive and committed outgpait
effectiveness and efficiency help to generate pasitork environment both for customers and empdsye
LEADERSHIP AND PERFORMANCE

It is difficult if not impossible to see any firmitlvout a leader. In any organizational structumen with skills
will be required to accomplish established goalkhere should be a leader to show the way forwamd an
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motivate workers towards achieving predetermineglggoLeadership therefore, drives the mechanisefom
towards the realization of its objectives and god@ilse leader is the custodian and executor of thierv and
mission of an organization (Ekakitie, 2009). Theader should be the trainer and coach that dtiés t
philosophies and cultural values of a firm/an orgation into very department and person. Sucheskhould
affect the behavior of the individual worker, whithturn, affects work group(s) or team(s). Grdaghavior
finally defines the organizational/firm’s behavioubladipo and Ekakitie, (2004) stressed that ddeahould be
influential, acting as a leader and not as a bésxording to them, a leader should be seen to hesgarational
capacities to lead, move and motivate the persateruhis authority and control. Nwachukwu, (1988 sa
leader as the most influential person in any ommion, who provided direction, guides group atitgi and
ensure that group objectives are attained. Lebhgetbus pervades all organizations/firms and itndeed
universal.

From the aforesaid, a leader ought to do what $éfi¢ title and not seeing himself as a boss. afiproach
towards improvement of employees’ attitudes andabielrs in any firm also depends on the particular
approach, the leader adopts and to a large exi@mtaffect employees’ performance accordingly. sTheaders
should look for the best approach to managing thedordinates because they are saddled with themsibility
of ensuring that operational plans are implemeafgutopriately. A good leader should be capablesofymding
others enthusiastically to act towards the attamtnod group goals (Nwachukwu, 2007). Thus, to aechi
strategic goals of any organization, employees Ishio&l well coordinated because it would have dingfttence
on the realization of goals/objectives of the fir&k.leader exercises power over others for the paepof
influencing their behaviours. Leadership existsanious forms in an organization (Brown, 1954)hls study,
he identified three (3) basic types of leadersltypes namely: (a) Autocratic leadership style (§nidcratic
leadership style (c) Laissez-faire leadership styédand Bradford and Ronald Lippitt gave a summnarihese
(3) leadership styles as:

A) AUTOCRATIC LEADER

Has little trust and faith in his subordinates,yweonscious of his position, feels that pay is jageward for
work and it's the only reward that will motivatestier workers, gives orders and demands that thegahried
out without questions, production is good when ksader is present, but stops when he’s absent, pGrou
members assume no responsibility for performandenagrely do what they are told to do.

B) DEMOCRATIC LEADER

Shares decision with his subordinates and gets theafved, criticizes and praises group membergabjely,
develops feeling of responsibility within the grouguality and productivity is generally high, mattes and
urges his subordinates to achieve set goals, eplthie rationale behind any decision he takes,res@and
instills confidence, very easy to access and agsouiith.

C) LAISSEZ-FAIRE LEADER

Has no confidence in his leadership, does not aalisdor the group, decision making is performedahypever
in the group is willing to accept it, productivity generally low and work is sloppy, the group litle interest
in work, team morale is reduced, often blames thekers he ought to praise, most times, he is cedfus
MANAGERIAL GRID OF ROBERT BLAKE AND JANE MOUTON

Blake and Mouton, (1964) developed this techniggeaameans for assessing and evaluating managers’
performance with concern for work on a rating 1n8 @oncern for task marked on a similar rating I48is is
represented here below:

THE MANAGERIAL GRID

9 1,9 9,9
8

7

6

5 55

4

3

2

1 1,1 9,1

1 2 3 4 5 6 7 8 9
Low Concern for production High

Source: Adopted from Olannye, A. P. and Nana, U. J., Mgmaent Fundamentals and Practice. Pee Jen Pitiga2007. P. 119

CONCERN FOR PRODUCTION
The 1,1 management style depicts leaders who podbiss management style and exert minimum effort to
accomplish task (Nana, 2007). It has low concem deople and for production. It's the impoverighe
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management style. It's also called the laissezfaianagement style because the leader abdicathsthiole of
leadership.

The 1,9 management style is commonly known as thentcy club management. It has low concern for
production and high concern for employees. Thddeavith this management style focuses on beingatipe
and considerate of employees hence task efficiemept his primary concern. It's an easy goindess the
leader tries to create a secured and happy workraemuent for subordinates. The achievement of
organizational goals is not his concern.

The 9,1 management style is also called the taslagement. The leader with this management stydehtgh
concern for production and low concern for emplsyekle concentrates only on task efficiency andvshdtle
regard for development and morales of subordinadtssregards men as commaodity like machines.

The 5,5 management style is also called the midftee road management. A leader who possessestifé
of management will be fair and firm (Olannye andhBla2007). This is a compatibility of concerns fath
employees and concern for production. The godhisf style of management is adequate task effigiem
satisfactory morales. Adams, (1964) and colleaglisovered that if employees thought that they weziag
treated equitably, their work effort will be sustadl. But if they thought they were not being tdagquitably,
then their effort would decline.

The 9,9 management style is also called team mamage which has a high concern for both employews a
production. The leader facilitates production amdrales by coordinating and integrating work relate
activities.

Conclusively, concern for people and for productisncomplementary rather than being exclusive. yThe
suggest that effective leaders should integratsetiwo (2) concerns in order to achieve bettercatffe results
(Olannye and Nana, 2007).

PROMOTION AND EMPLOYEE PERFORMANCE

An average employee looks forward to the day hefshearn a promotion and be duly promoted. Prtamis

a reward earned, for past performance, an encomegeto spur on, to continue to excel. It is aevof no
confidence and a blessing. Promotion is a motivatdehaviour (Nwachukwu, 2006). An employee who i
denied promotion for a long time gets frustratethwie job and becomes aggressive. Martin Pateheorded a
study conducted in an oil firm in a small Canadiéwy, in order to find out the relationship betwg@momotion
and absenteeism. The study covered non-superwsaniers totaling one thousand, five hundred (1)50the
result? Men who felt they have been treated faiilh regards to promotion were committed and waften
less. Thus, promotion influences employee perfocaars revealed by this study. It revealed that' srfeeling
or perception about fair treatment as it relategrtonotion from management can have a marked effetheir
behaviour. Oloko, (1973) carried out a socio-psjatical survey in a major manufacturing organzatin
Western state. In the survey, about five hund&D) employees of the company were covered, fondiad
and thirty (430) being from the rank and the féetbry workers while seventy (70) were manageraspnnel.
In one of the questionnaires used, the coworkers wsed to tick those things that are most impotathem.
Out of the fourteen (14) items, promotion opportymias rated first, followed by the salary and galzurity.
TRAINING AND DEVELOPMENT AND EMPLOYEE PERFORMANCE

Once a firm has succeeded in employing those cereildsuitable and duly qualified as possessingetyaired
potentials for the job success, the firm should emdt follow up with effective programme for traigi and
development in meeting the manpower needs (Akub@®88). New employees require proper orientatioth a
training while older ones require continuous retirsg and development in order to further enhanegr th
contribution to the steady growth and survival led firm (Anigboro, 2007). Fajana, (1997) defineairtmg as
the acquisition of specific detailed and routindlsland techniques while development is the syat@nprocess
of education, training and growth by which a peraoquires and applies information, knowledge, skttitude
and perceptions. Training is focused on low l@raployees while development is aimed at the middt high
level staff. Training and development is crucial &mployee’s improvement on their performance and’s
growth and development. It helps to minimize anose performance deficiency as occasioned by exeess
wastage and poor quality, increases productivisylteng from using little amount of resources irgptd achieve
greater outputs, reduces production or operatiods, dncreases ability of employees to cope withv ne
technological demands of their job, Increases eyag@le morales and greater job satisfaction,
behavioural/attitudinal change that may resultasifive work contributions, there’s usually enhahéeeling of
self-esteem, lower employees’ turnover and redadmsgnteeism.

RESEARCH METHODOLOGY

INTRODUCTION

This study made use of experimental survey bectuseolves individuals and we can systematicalbserve
them with respect to facts, qualities, charactiesstevents, areas of interest as factually asilglesto answer
guestions posed to them by the problem. It is rasible to study all employees in all firms hencsekected
firm in Warri Metropolis, was chosen to be attendeda survey on the population of interest). Ehgployees
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were visited and questionnaires were administetgulage of work and then a cross-sectional intevweas
equally used to collect data directly form resparige The data was collected and analyzed usirappropriate
measure to produce the findings of the study. Hsearcher estimated the numerical value of the Isasige
required for this research study and thus madefiféty (50) workers in the firm of reference, @i®nnaires
were drawn to reveal the hypotheses to be testédvare designed alongside the research questioms fated
for the study. Also, the researcher had a crosgeset interview with respondents.

DATA ANALYSIS TECHNIQUE

The data collected from respondents were analyasédon the nature of data collected. The perstatal
(characteristics) were analyzed with respect tofriégjuency, characteristics and percentage, toifguahd
quantify opinions of dat collected. Other dataevanalyzed using simple percentage such as:

Percentage of response = No. of Response x __ 100
Total No. of Respondents 1

The mean scores were interpreted thus:

0.5-1.49 (Strongly Disagree)

1.5-2.49 (Disagree)

2.5-3.49 (Undecided)

3.5-4.49 (Agree)

45-5 (Strongly Agree)

DATA PRESENTATION AND ANALYSIS

Summary of data collected were presented, anayslsnterpretation of findings in line with the sens of the
questionnaires administered, using figures and llysira a tabular form. Each analysis was extractexn
respondents’ opinion. Out of 50 questionnairesghesl, only 39 were administered as some 11 wonkers
on standby. So, only 33 questionnaires were retde@and were useable.

EMPLOYEES’ PERCEPTION OF MOTIVATORS IN ENTREPRENEUR IAL FIRMS

Table 1: Employees’ perception of motivators.

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 Financial/Monetary incentive can motivate me. 17 13 2 1 0
(85) | (52) | (B) 2 |(0) 145 4.40
2 Non-financial or monetary incentive dogd 10 5 5 6
motivate me. (35) | (40) | (15) | (10) | () 106 3.21
3 Apart from financial and non-financial
incentives, | can still work effectively well 5 7 11 4 6
(25) | (28) | (33) | (8) | (6) 100 3.03
4 Absence of financial and non-financial
incentives, will affect my work attitude andll 8 8 3 3
performance negatively. (55) | (32) | (24) | () (3) 120 3.64
TOTAL 40 38 26 13 15
(200) | (152) | (78) | (26) | (15) | 471 14.28
AVERAGE 10 9.50 | 6.50 |3.25|3.75

(50) | (38) | (19.5)| (6.5)| (3.75)| 117.75| 3.57

Source: Survey data, 2013

In table 1, on item 1, it was observed that 17 sedents strongly agreed that financial incentives motivate
them. 13 agreed, 2 undecided, 4 disagreed andstmmgly disagreed. The mean score of 4.40 itelicthat
majority of the respondents were in agreementfthahcial/monetary incentives can motivate them.item 2,

7 respondents strongly agreed, that non-financie¢ntives does motivate them. 10 agreed, 5 unelécid
disagreed and 6 strongly disagreed. The mean sfoBe21 implied that majority of the respondentsrev
undecided (unsure) whether or not financial ineegtidoes motivate them. On item 3, 5 respondergagsy

agreed, that apart from financial and non-finantiakntives, they can still work effectively welV. agreed, 11
undecided, 4 disagreed and 6 strongly disagredis ylelded a mean score of 3.03 which was an atitin that
majority of the respondents are equally uncertaatiually they still can work effectively well, bigles financial
or non-financial incentives. On item 4, 11 respamd strongly agreed that absence of financial o

financial incentives, will affect their work attile and/or performance negatively. 8 agreed, 8 aided, 3

disagreed and 3 strongly disagreed. The mean s¢@e4 depicted that majority of the respondemtse in

agreement that absence of financial and non-fighmutentives will negatively affect their work iatde and/or
performance.
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On the whole, an average mean score of 3.57 ireticdiat most respondents have a favourable peocepti
motivators in entrepreneurial firms.

MOTIVATORS IN FIRMS

Table 2: Motivators in firms

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 | do work only for pay. 2 6 6 10 9
(10) | (24) | (18) | (20) | (9) 81 2.45
2 | work for other benefits like promotion,18 12 3 0 0
recognition, achievement, etc. (90) (48) (9) (0) (0) 147 4.45
3 | work to gain experience and enhance |3 18 1 0 1
performance and skills. (65) (72) (3) (0) (1) 141 4.27
TOTAL 33 36 10 10 10
(165) | (144) | (30) | (20) | (10) | 369 11.17
AVERAGE 11 12 3.33 | 3.33 |3.33
(55) | (48) | (10) | (6.67) | (3.33) | 123 3.72

Source: Survey data, 2013

In table 2 on item 1, it was noted that 2 respotgistiongly disagreed. 6 agreed and 6 undecidédisagreed
and 9 strongly disagreed. The mean score of 2effotdd most respondents’ disagreement as to wofking
only pay. On item 2, 18 respondents strongly agrted they work for other benefits like promotion,
recognition, achievement, etc. 12 agreed, 3 udddcand none neither disagreed nor strongly disdgrdhe
mean score of 4.45 signified that most respondeste in agreement with the fact that employees wiork
other benefits like recognition, promotion, achi@ent, etc. On item 3, 13 respondents stronglyeatieat they
equally work to gain experience. 18 agreed, 1 ciddel, none disagreed and just 1 strongly disagreed
generated a mean score of 4.27 which implied ttabrity of the respondents were in equally in agrest that
they work to gain experience and enhance theiopmdnce/skills.

On the whole therefore, it can be deduced thatvarage mean of 3.72 indicated that most respondagneed
that several motivators can be used to induce pegoce favourably.

INDUCEMENT OF PERFORMANCE IN ENTREPRENEURIAL FIRMS

Table 3: Inducement of employee performance

S/N | Item Statement Response Option/Frequency Toxal
SA A U D SD
5 4 3 2 1
1 Met expectations and earned rewards [can
make me exert extra effort. 17 15 1 0 0
(85) (60) (3) |(0) 0) 148 | 4.48
2 Sanction/punishment will make me warkdk 3 5 10 14
harder. (5) (12) (15) ] (16) | (14) |86 2.61
3 | work to gain experience and enhance |ny 16 2 0 1
performance and skills. (70) (64) (6) | (0) (1) 141 | 4.27
TOTAL 32 38 13 |8 8
(160) [ (152) | (39) | (16) | (B 375 | 11.36
AVERAGE 10.67 | 12.67 |4.33| 2.67 | 2.67
(53.33)| (50.67)| (13) | (5.33)| (2.67)| 125 | 3.79

Source; Survey data, 2013

Table 3, represented the distribution of employsdu¢ement of performance. On item 1, 17 resposdent
strongly agreed that met expectations and earnsdrds can make them exert more effort. 15 respuade
agreed, 1 undecided, none neither disagreed nonghyr disagreed. The mean score of 4.48 inferhed t
majority of the respondents were in agreement thet expectations and earned rewards will inducéebet
performance. On item 2, | respondent strongly ajthat sanction/punishment will make him/her woskder.

7 respondents agreed, 10 undecided, 8 disagreed stnongly disagreed. It yielded a mean scor2®f which
indicated that majority of the respondents wereegitted whether or not, sanction/punishment will enliem
work harder. On item 3, 14 respondents stronglgedjthat job satisfaction will make them put inirthest. 16
respondents agreed, 2 undecided, none disagreeisint respondent strongly disagreed. The meare saf
4,27 was an indication that job satisfaction wilka them improve on their performance.

Conclusively, an average mean of 3,79 implied thajority of the respondents agreed that job satisfa can
result in improved performance and increased pribdtyc
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ENHANCEMENT OF EMPLOYEE PERFORMANCE
Table 4 Enhance of Employee Performance.

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 Adequate training can enhance m¥6 15 1 1 0
performance. (80) (60) (3) (2) (0) 145 4.40
2 The firm does not train its employees. 1|5 6 13 8
(5) (20) | (18) | (26) | (8) 77 2.33
3 The training the firm provides is adequate. 6 | 6 10 7 4
30) |(24) |@B0O) | (149 | & 102 3.09
4 The training | received in this firm, has/ 18 3 3 2
enhanced my performance. (35) (72) (9) (6) (2) 124 3.76
TOTAL 30 44 20 24 14
(150) | (176) | (60) | (48) | (14) | 448 13.58
AVERAGE 7.5 11 5 6 3.5
(375 | (44) | (@5 |(12) | (3.5 | 112 3.40

Source; Survey data, 2013

The analysis in Table 4, on item 1, showed thatrd€pondents strongly agreed that adequate trairamg
enhance their performance. 15 respondents agteagaddecided, 1disagreed and none strongly disagréae
mean score of 4.40 was an indication that majaftthe respondents were in agreement that adetyaéténg
can enhance performance. On item 2 above, 1 resporafrongly agreed, that the firm does not tran i
employees. 5 respondents agreed, 6 undecidedsd@reled and 8 strongly disagreed. The mean s¢@&83
indicated that majority of the respondents disagjithat the firm trains its employees. On item 3e§pondents
strongly agreed that the training the firm provideds adequate. 6 respondents agreed, 10 undedided,
disagreed and 4 strongly disagreed. The mean sfo809 implied that majority of the respondentsrev
undecided whether or not the training the firm jded was adequate. On item 4, 7 respondents syraiggéed
that the training received in the firm has enhanitedr performance. 18 respondents agreed, 3 ighelbc3
disagreed and 2 strongly disagreed. The mean £¢@e/6 indicated that majority of the respondeadseed
that the training received in the firm enhancedrtperformance.

Summarily, the average mean score of 3.4 inferfed &mployee performance can be enhanced through
adequate training.

THREATS AND PERFORMANCE

Table 5: Threat and Employee Performance

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 When threatened, increased 12 6 8 2
productivity will result. (25) (48) (18) (16) (2) 109 3.30
2 Threatened or not, | will still work at6 10 7 7 3
the same pace.. (30) (40) (21) (14) (3) 108 3.27
3 My performance will improve for fear6 14 6 6 1
of being sanctioned. (30) (56) (18) (12) (1) 117 3.55
4 [, with my free will, can perform betten. 10 15 5 2 1
(50) (60) (15) (4) (1) 130 3.94
TOTAL 27 51 24 23 7
(135) (204) | (72) (46) (7) 464 14.06
AVERAGE 6.75 12.75 | 6 575 | 1.75
(33.75) | (51) (18) (11.5) | (1.75) | 116 3.52

Source; Survey data, 2013

Table 5, on item 1, revealed that 5 respondenthgly agreed that when threatened, increased ptiwidyc
results. 12 respondents agreed, 6 undecided, &8yrdisd and 2 strongly agreed. The mean score36f 3.
suggested that most respondents are skeptical asdreu if actually, their performance will improveda
increased productivity would result if threaten®a. item 2, 6 respondents agreed that whether #medtor not,
they will still work at the same pace. 10 respanidagreed, 7 undecided, 7 disagreed and 3 stroiggdgreed.

It generated a mean score of 3.27 which also wéasdication that majority of the respondents weneartain
whether or not, they will still work at the samecpaif threatened or not. On item 3, 6 respondstrtngly
agreed that their performance will improve for fedbeing sanctioned. 14 respondents agreed, écichel], 6
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disagreed and 1 strongly disagreed. The mean sé@®&5 can deduced that most respondents agnegdor
fear of being sanctioned, they may decide to improw their performance. On item 4, 10 responderasigly
agreed that with their free will, they can perfobetter. 15 respondents agreed, 5 undecided, grded and 1
strongly disagreed. It generated a mean score9df, 3ndicating that most respondents agreed tiet tan
perform better without close supervision, usingrtfree will.

Thus, the average mean score of 3.52 signified mhegbrity of the respondents agreed that threat dras
influence on their performance, as employees witlwant to negligently loose their job.

EMPLOYEE PERCEPTION OF SUPERIOR'S ATTITUDE

Table 6: Employee Perception of Superior’'s Attitude.

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 My willingness to accept or reject any
assigned duty is a function of my8 13 3 7 2
perception about my superior. (40) (52) (9) (14) (2) 117 3.55
2 | accept most responsibilities willinglyl 10 | 12 6 3 2
(50) | (48) (18) | () (2) 124 3.76
3 | have a good harmonious workind?2 18 3 0 0
relationship with my superior. (60) (72) (9) (0) (0) 141 4.27
TOTAL 30 43 12 10 4
(150) | (172) (36) [ (200 | 4 382 11.58
AVERAGE 10 1433 |4 3.33 | 133
(50) | (57.33) | (12) | (6.67)|(1.33)] 127.33| 3.86

Source: Survey data, 2013.

Table 6 depicts employees’ perception of their siops attitude. On item 1, 8 respondents stroragiyeed that
their willingness to either accept or reject assiyduty, would be premised on, how they perceie& guperior.
13 respondents agreed, 3 undecided, 7 disagreed atmdngly disagreed. The mean score of 3. 5§estgd
that most respondents agreed that if they perctie@ superior's attitude as favourable, it will gitovely
influence their acceptance of assigned duty. @notiher hand, unfavourable perception of superiaitisude
will equally make employees reject assigned dutyeeidirectly or indirectly and that will have adse effect on
performance.On item 2, 10 respondents stronglyeagthat they accept most responsibilities willingly2
respondents agreed, 6 undecided, 3 disagreed atidrigjly disagreed. It yielded a mean score o8 3viiich
was an indication that majority of the respondegieed that they accept most responsibilitieswglii and not
by coercion. On item 3, 12 respondents strongleedyithat they have good harmonious working relatigm
with their superior. 18 respondents agreed, 3 ciddd, none neither disagreed nor strongly disayreehe
mean score of 4.27 implied that most respondenteedgthat they have good working and harmonious
relationship with their superior and this no douiad a resultant positive effect on their perforogan

On the whole therefore, an average mean of 3.8@ethdhat majority of the respondents agreed thait th
perception of their superior’s attitude has a tesulleffect on their performance.

EMPLOYEE PERCEPTION OF MANAGER'S LEADERSHIP STYLE

Table 7: How Employees perceive their manager.

S/N | Item Statement Response Option/Frequency Total
SA A U D SD
5 4 3 2 1
1 My manager is strict, autocratjcd 7 3 9 8
and task-oriented. (30) (28) (9) (18) (8) 93 2.82
2 He is liberal, democratig,9 16 2 6 0
employee concerned and45) (64) (6) (12) (0) 127 3.85
production-oriented.
3 My manager’'s leadership style it 3 5 13 8
so demotivating. (20) (12) (15) (26) (8) 81 2.45
TOTAL 19 26 10 28 16
(95) (104) (30) (56) (16) 301 9.12
AVERAGE 6.33 8.67 3.33 |9.33 5.33
(31.67) | (34.67) | (10) (18.67) | (5.33) | 100.33 | 3.04

Source; Survey data, 2013
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Table 7 on item 1, showed that 6 respondents diyaagyeed that their manager is strict, autocratid task-
oriented. 7 respondents agreed, 3 undecided,s@rdied and 8 strongly disagreed. The mean sco?e8af
implied that majority of the respondents were uasurambivalent about how they perceive their manag

On item 2, 9 respondents strongly agreed that timainager is liberal, democratic, employee-conceamzdi
production-oriented. 16 agreed, 2 undecided, &gidéed and none strongly disagreed. The mean et385
was an indication that majority of the respondeageeed that their manager is liberal, democratigpleyee-
concerned and production-oriented, which is the tnposferred and recommended leadership style thiat w
motivate employees to give it their best shot mieof production and performance

In all entirety, an average mean score of 3.04 guldhat most respondents were indeterminate almwutttmey
actually perceive their manager’s leadership style.

DISCUSSION OF FINDINGS

Among others, the researcher found out that Firmdionetary incentives greatly motivate employeBsat
apart from pay, employees work for other beneilts promotion, recognition, experience, etc. Mgtentations
and earned rewards induce performance as it woakknemployees exert extra effort and remain corathitt
and attached to the firm, wherein they work. Aggol) satisfaction results in improved performancel a
increased productivity. Adequate training enhangegormance. Employees perform better from theinow
volition when motivated and not necessarily whemedkened with sanction. A good and harmonious wagrki
relationship among employees and/or with supeti@s a positive resultant effect on employee wotikude
and performance. Leadership style that is libetaimocratic and employee concerned is the mostrpeefdy
employees and this will go a long way to motivatergployees toward improved performance and thusase
productivity such that, firms’ established goala t& optimally attained.

CONCLUSION

From the foregoing, one can deduce that the rolenafivation in the social and economic advancenunt
contemporary firms cannot be over-emphasizeds #&xpected that the results of the findings of thisearch
work and recommendations will be of immense assigtdo firms in determining how best performance oa
improved upon and enhanced, how best employeedsnzn be satisfied, how employees’ expectationshea
met cum how employees’ efforts can be rewarded rdowgly for high performance and their commitment
appropriately ensured. No doubt, a firm that pueagemphasis on motivation is directly planningife growth
and success.

RECOMMENDATIONS

Premised upon the findings of this research stthily,recommendations were that firms should motitiatér
employees by paying them attractive salaries, emgmuemployees by way of prompt salary payment afan
due as it will help retain employees’ loyalty tetfirm. Moreso, firms should reward employeesHard work
and equally promote those who are deserving of sipgortunities. For this will induce performanaedaspur
them on, to want to continue to excel, work willjpgnd enthusiastically toward achieving congrugodls.
Adequate training and development enhances perfaenand as such, firms should design programmes for
adequate training and development of employeesettimg manpower needs. This is necessary becanse f
need capable, committed and talented workforcectiwark in a desired manner. Modern day employees i
contemporary firms need more than just a job. Thegd where they can work to grow, become more
proficient, hence firms need to train and develognt since it will enhance their skills. Firms shibadopt a
democratic leadership style and be production-tedmnd employee-concerned. Yes, concern for grepto
will make them strive for superior performance.

Contrarily, appropriate disciplinary actions shoblkel taken against deviants in consonance with tipalated

disciplinary procedures of the firm, to serve adeterrent to others and make them more up and daing

discharging their respective duties.
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