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Abstract 

The study seek to identify the impact of motivation on employees performance in health sector using Kaduna 

State health service providers as the case study,  For justification of our research, literature in related area 

were extensively reviewed. The population of the study covered fifteen hospitals in local government areas of the 

state with the staff selected from all the levels (medical and non-medical staff). Structured questionnaire were 

developed and used to collect data from the respondents, analysis was done using the SPSS analytical software. 

We adopted the use of primary and secondary sources of data collection and the finding from the study reveals 

that motivation improves employees’ attitude to work and will in service to humanities. These tend to link 

performance and goal oriented results that will improve the state health services. It is the recommendation of 

this paper that health workers should be adequately motivated to improve their performance which will in turn 

improve their care for humanity. 
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1.1 Introduction 

One of the ways to access or evaluate the influence of organizational goals on employee performance is to emphasize 

the role of employee commitment. Scholars have in several studies tried to identified many types of employee 

commitment, the public sector research has focused primarily on the extent to which employees are committed to the 

organization (Balfour and Wechsler 1990, 1996; Huczynski & Buchanan 2008; Moon 2000); with little attention 

given to the employers’ commitment to encourage the employees in the performance of their duties.  There is 

growing recognition of the importance of commitment in understanding employee performance (Denhardt, Denhardt, 

and Aristigueta 2002; Klein , Wesson, Wesson , Hollenbeck, Alge, 1999). Goal commitment depicts the extent to 

which an individual accepts a performance goal and is determined to reach it, even if confronted with setbacks or 

obstacles (Erez, Earley, and Hulin 1985). Bright (2005) identified a wide variety of factors that could contribute to 

goal commitment, and attributes it to two conditions: (a) Individuals are more committed to their performance 

objectives when they believe those objectives are achievable and (b) will result in important outcomes for themselves 

or, to the extent they are committed to organizational goals, the organization in which they work; however, these is 

not achievable without motivation. The health sector is not an exception. 
Health in Nigeria is a joint responsibility of all tiers of government. The Federal, State and Local Government Areas 

levels are all semi-autonomous in the governance, funding and management of the level of health care they are 

responsible for. The Federal has responsibility for tertiary level care, the state for secondary level care and the LGAs 

for primary level care.  

Motivation means and can be described as a set of incentives such as monetary, rewards, promotions and punishment 

system which determines or influence staff performances and attitude to work. Gbadamosi, & Adebakin, (1997), 

opined that work motivation means conditions which influence the arousal, direction and maintenance of our 

behaviours relevant in work setting. An integral part of management process is the management of people at work. 

All well managed institutions, sees their workers as source of their strength; adequate strategies for maximum 

performances of these workers should therefore be put in place while setting up institutions. 

 

Flippo (2001) stressed that employee performance in institutions results in a more motivated work force that has the 

drive for higher productivity, quality, quantity, commitment and drive. In Nigeria, effective use of rewards or 

incentives to influence workers performance to motivate them began in the 1970’s (Nwachukwu 2004, Egwurudi 

2008). 

 

The objective of this paper is to determine the impact of motivation on employees’ performance in health institutions 

with special focus on Kaduna State; in order to unveil what actually influences employees’ performance or find out 

the relationship between motivation and employees performance. The paper is divided into five different sections. 

The first part introduces the paper while the second part reviews the literature and other empirical studies. The third 

section is on methodology and the fourth is on results and discussion. The final section draws out the conclusion. 

 

2.0 Review of Related Literature  

Motivation is said to be intrinsic or extrinsic: intrinsic motivation refers to motivations that is driven by an interest or 

happiness in the task itself and exist within the individual rather relying on any external pressure. According to 

Bulkus & Green (2009), as adopted by Johnson & Steinman, (2009) motivation is derived from the word “motivate”, 

meaning a move, push or influence to proceed for fulfilling a want. Similarly, Bartol & Martin (2008), describe 

motivation as a power that strengthens behaviour, gives route to behaviours and triggers the tendency to continue. 

This explanation identifies that in order to attain assured targets individuals must be satisfactorily motivated.  

 

Motivation is “the process of encouraging people to apply their efforts and abilities in ways that will promote the 

attainment of the organization’s goals as well as the satisfaction of their own needs”. Motivation is a progression and 

supporting goal-directed behaviour. Chowdhury (2007). Motivation is an internal action that derives individual staff 

to pull of personal organizational goals. (2009). More so, Kamalian, Yaghoubi, & Moloudi, (2010), stressed that 

motivation is a set of courses concerned with a kind of strength that boost performance and directs towards 

accomplishing some directs towards accomplishing some certain targets. Note that to motivate workers or staff, 

managers must do those things that satisfy these forces in order to induce or influence them to perform. There is no 

doubt that motivation can be used to enhance good performance and high productivity which can lead to the 
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sustenance of national growth and development and welfare of its citizen. Good performance is one of the hallmarks 

of development and economic prosperity. Similarly, motivation has been variously linked with urges, instincts, 

purpose, goals, desires, wants, needs, motives, drives etc. it is looked involving the psychological and the social 

aspect of human being. According to Gbadamosi, & Moruf (1997), motivation basically means “an individual needs, 

desires and concept that cause him or her to act in a particular manner”. It involves how to make the individual put in 

extra effort willingly in the work setting.  

 

A number of studies have been carried out on motivation and its effects on staff performance. Hafiza, Shah; 

Jamsheed & Zaman, (2011) investigated relationship between rewards and employees motivation in the non-profit 

organization of Pakistan, where they administered a self designed questionnaire to 125 respondents. They found out 

that there is a direct relationship between extrinsic rewards and the employees’ motivation and performance. Hence 

the concepts motivation and employees’ performance can be integrated with the similar work of Rizwan et al, (2001) 

(as quoted Nwachukwu, 2004), whom had empirically study a Pakistani teaching hospital to measure the impact of 

reward and recognition on employees’ motivation. 220 questionnaires were distributed and filled by employee of 

different sectors. The result showed that there exists significant relationship between recognition and employee work 

motivation. Furthermore, Jibowo (2007) conducted a study on the effect of motivators and hygiene on Job 

performance among a group of 75 agricultural extension workers in Nigeria. The Study basically adopted the same 

method as Herzberg, Mausner, and Synderman (1959), and it shows some support for the influence of motivators on 

job performance. Another study was carried out by Bergum, & Lehr’s, (1984) investigated the influence of monitory 

incentives and its removal on performance. The results showed that the subjects in the experimental group who 

receives individual incentives performed better than those in the control group. 

Basic to any explanation of why people behave in a certain manner is a theory of motivation. As Jones (1959), cited 

in Lawler (1968), pointed out that motivation theory attempts to explain "how behaviour gets started, is energized, is 

sustained, is directed, is stopped and what kind of subjective reaction is present in the organism." The theory of 

motivation that will be used to understand employees‟ performance is "expectancy theory” (Vroom, 1964 as 

described by Robbins (1998). The expectancy theory used is based upon Lawler and Porter (1967), Porter and Lawler 

(1968) as quoted by Robert (2005). According to this theory, an employee's motivation to perform effectively is 

determined by two variables. The first of these is contained in the concept of an effort-reward probability.  

Accordingly, Herzberg's two-factor theory of motivation, when the study posited that money is not even a motivator 

(Herzberg, 1966). Today's workforce is becoming more and more skillful and techno- logically inclined. Managers 

have to think of new ways to manage this knowledge workforce. With knowledge and skills come higher salary 

demands. These knowledge workers will no longer “work for beans.” According to Maslow's hierarchy of needs, 

people have physical, security, social, ego and self-actualization needs. People are motivated to fulfill lower-level 

needs before they move on to fulfill higher-level needs, such as ego (esteem) and self-actualization. (Herzberg 1966)  

As observed from the work of Mulwa, (2003) who conducted a study on employee performance in Public audit 

institutions in Kenya, he explains the various motivation theories like Abraham Maslow’s hierarchy of needs, 

Hertzberg’s two factor theories and the equity theory of Adams. The review shows that motivation is the key for the 

productivity, profitability and sustainability of every institution as the employees are its movers and its live blood. He 

also reveals that motivation is not a one off undertaking rather it’s a continuous undertaking by management as long 

as the organization does exist. It is the responsibility of the management to continually work on employee motivation 

for the sustainability of the organization. 

 

Motivation research draws on a large number of theoretical perspectives. Various motivation theories that one may 

come across each deals with the processes that help explain the ways and how's of human behaviour and the direction 

that they make you take. Each of us is motivated by needs while our most basic needs are inborn, having evolved 

over tens of thousands of years. Maslow’s theory of needs helps to explain how this need motivates us all. The 

hierarchy of needs states that we must satisfy each need in turn, starting with the first, which deals with the most 

obvious needs for survival. Physiological Needs are necessary for human survival and include air, food, water, 

shelter, sleep, rest, warmth, sex, etc. While the Safety Needs pertain with the desire for safety and protection e.g. 
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protection from elements, security, order law, stability, non-hostility. The Social needs include: affection, 

belongingness, acceptance, friendship, workgroup, family, relationships, need for companionship and association 

with others, identification, etc. Also the Esteem Need have a positive self-image, and to have our contribution valued, 

and appreciated by others e.g. achievement, mastery, independence, status, dominance, prestige, success, self-respect, 

reputation and managerial responsibility. Lastly the Self-actualization Needs are the Realizing personal potential, 

self-fulfillment, seeking personal growth and peak experiences. While the Douglas McGregor theory of 1960 

postulated two distinct ideas about motivation of people in the workplace. These he termed "theory x" and "theory y" 

their assumption managers are : 

(i) The average person dislikes work and will avoid it if he or she can. 

(ii) He lacks ambitions, dislikes responsibility to be directed or led. 

(iii) Coercion and close control are required to induce him to work. He is resistant and is indifferent to 

Organizational needs.  

 

Many scholars interpret theory y as a positive set of beliefs about workers. McGregor thinks that theory of managers 

are more likely to develop the climate of trust with employers or staff, that are required for human resource 

development than theory x managers. McGregor's x-y theory remains a valid basic principle from which to develop 

positive management style and techniques. Hertzberg Two-Factor Theory, (Motivation- hygiene theory) a clinical 

psychologist and pioneer of 'job enrichment' is regarded as one of the great original thinkers in management and the 

motivational theory. (Hertzberg et al, 1959), in their work concluded that employees/ staff are motivated by intrinsic 

motivation variables, such as achievement. However, people will strive to achieve (hygiene) needs but are not 

motivated to perform them (Yazdani, Yaghoubi, & Giri, (2011).). He was the first to show that satisfaction and 

dissatisfaction nearly always arose from different factors and are not simply opposing reactions to the same factors as 

had always previously been believed.  

 

Hertzberg further argued that, man has two sets of needs; one as an animal to avoid pain and two, as a human being to 

grow physiologically ( hygiene needs and motivational needs) not only that, he is most noted for his famous ' 

'hygiene' motivational factor theory, he was essentially concerned with peoples well-being at work (Herzberg, et al 

1959). Poorly managed organizations and institutions fail to understand that people are not 'motivated' by addressing 

'hygiene' needs, but they are truly motivated by real motivators such as achievement, advancement, development, etc. 

Frederick Herzberg motivator-hygiene theory is closely related to Maslow's hierarchy of needs but relates more 

specifically to how individuals are motivated at work place. 

 

Tools used In Motivating Staff in Organization when institution or organization unmotivated staff, productivity and 

work relationships usually suffer. For this reason, management often wastes a great deal of energy trying to find out 

how best to motivate their employees. These Include: 

i) Empowerment: It is an intrinsic motivator used to empower employees. This is done by giving them individual 

responsibilities and the encouraged them to be creative and innovative as possible as they can and this make staff to 

feel like active participants in the organization when employee feel like they are institution they usually move 

towards the institution objectives.  

ii) Self-improvement: This enables staff to receive the training they needed to be better at their jobs it enhances 

productivity. Bottom-line-staff are different with different desires, needs and personality traits therefore to motivate 

staff, managers should endeavour to know and vary whatever motivators they employ they should use both internal 

and external motivators’ internal motivators such as praise recognition and pay increases will do. 

iii) Salary and wages and condition of service: Prompt payment of salary usually motivates staff to work hard at work 

place. Managers should see to it that wages are enhanced and conditions of service adequate for their staff to work in 

and bring out their best. 

iv) Staff Training: No matter how automated an organization may be, high productivity depends on the level of 

motivation and effectiveness’ the work force staff training is an indispensable strategy for motivating workers 

institutions must have good training programmes which enhances staff productivity. 

v) Information and communication: Another way manager can stimulate motivation is to give relevant information on 

the consequences of their actions. Studies on work motivation seem to confirm that it improves workers performance 

and satisfaction. 
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Despite the above, Dolan & Lingham (2012), also suggested a model of motivation as diagrammatized below: 

 

       

  
      

Figure 1: Model of Motivation 

 

 

Source: Dolan, S.L. and Lingham, T. (2012). Fundamentals of International                 

Organizational Behaviour. London, McGraw Hill Company.  

  
The process of motivation is thought to happen in the following sequence: 

(i) Unsatisfied need. You feel the need for something that is lacking, for instance, for some interaction with others 

after working alone all day; (ii) Tension. The unsatisfied need creates a feeling of tension within the person. This 

tension tends to mount as the need remains unmet; (iii)   Search. To reduce the feelings of tension, the need must be 

satisfied, so you begin to search for ways to do this. In doing so, you change your behavior and direct it toward 

attaining your goal; (iv) Search outcome. Search behavior can lead to a successful outcome, in which you satisfy 

your need and reduce your feelings of tension, or to an unsuccessful outcome. When the outcome is unsuccessful, the 

need remains and you continue to search for ways to reduce the tension; (v) Feedback Following need satisfaction, 

tension is reduced and the need subsides, usually to be replaced by awareness of another need that requires attention. 

If the need remains frustrated, you are driven to continue the search. 

 

3.0 Methodology 

This section deals with the planned procedure under which the study was carried out the study.  That is, it discusses 

the research design, population, sample of study, sources of data, instrument or a method of data collection and data 

analyses techniques. Three null hypotheses were hypothesized. There are: H01: Relationship at work will not 

significantly influence job motivation;   H02: Stress will not significantly influence job satisfaction and H03: 

Employee Performance will not significantly influence interpersonal relationship. The questionnaire was used to 

collect data in other to ascertain the impact of motivation on employees’ performance in health sector of Kaduna 

State. The study population is restricted to Government owned hospitals within Kaduna Metropolis with an estimated 

number of 315 employees, of which for the purpose of the study, 200 were selected using random sampling technique 

among the Doctors, Nurses, Attendants and administrative workers, (Categorized as Medical and Non Medical or 

others) which gave us 50X4=200.  Only 180 distributed questionnaire were filled and returned while 20 were not 

properly filled and as such were not used. Thus the sample size for this study is 150 respondents. We ascertained the 

reliability of the instrument before use, by ensuring that the questionnaire are not ambiguously presented to the 

respondents. Also Secondary data was used as regards to the study. Regression was used to analyze the variables.  
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4.0 Results and Discussions on Findings 

The questionnaire comprises two sections labeled section A and Section B. Section A pools question on the personal 

and demographic data of the respondents, while section B constitutes the technical questions and issues investigated 

in the study. Also test of hypothesis and discussion of findings will be done.  

 

The based on the data captured, the majority of the respondents were female (59%) as compared with male 

(41%).The implication is that the population of female employees are more in number than male employees in the 

hospitals. The results from the data indicate that most of respondents were above 25 years of age, further break-down 

indicates that 39% of the respondents fall between ages41-50 years. On a general note, we can deduce that the 

respondents are matured enough to understand the issues addressed in this study. The Doctors represent 39%, Nurses 

41% and others 20% 

 

The Second Part of the questionnaire shows the responses from employees on what motivates them to perform and 

attain organizational goals and objectives. 

 

 

 

 

 
Figure 2: Pie chart showing what respondents considered as motivational factors 
 

Figure 2 above shows that 61% of the respondents emphasized that financial or monetary benefits, plus promotion 

and recognition are motivational factors that influence them on carrying out their responsibilities in the work place. 

Also 30% of them went for promotion and recognition while 9% selected financial/monetary benefits as their 

motivational factors. This shows that majority of respondents have the knowledge of what they require as 

motivational factors.  
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Figure 3: Bar chart showing impact of motivation on employees’ performance. 

 

 

 

From the above figure, 99% of respondents agreed that motivation enhances employees’ acting positively in 

workplace with all accepted motivational factors required by individuals and the negative to have 1% with the 

opinion that motivation affects their performance negatively; here we can infer that when motivation increases, 

employee performance increases also. 

 

Figure 3: reveals the motivational factors (promotion and recognition, training and development and financial 

/monetary benefits), really influence/impact on employees attitude to work 
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The chart above indicates that  (96%) of the respondents concluded that motivational factors like promotions, 

recognition, training and development and others influences employees attitude to work hence improve performance. 

only (4%) of the respondents have negative answer of ‘no’. 

Hypotheses testing 

H01: Relationship at work will not significantly influence job motivation. 

 

 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. B 
Std. 
Error Beta 

1 (Constant) .625 .250   2.501 .015 

Relationship at work .460 .083 .575 5.531 .000 

 

According to table above, the correlation co-efficient (R) 0.575, indicates that 57.5% independent variable is strongly 

influenced by the dependent variable. The co-efficient of the determinant (R Square), R
2
 of 0.330 shows that 33% of 

the variation in motivation is explained by the independent variable (relationship at work); while the 67% variance in 

motivation is explained by other factors not captured in this research. Furthermore, the standard error of 0.807 

96% 

4% 

Key 

Yes 

No 

 Model Summary
b
 

Model R 
R 

Square 

Adjusted 
R 

Square 

Std. 
Error of 

the 
Estimate 

Change Statistics 

Durbin-
Watson 

R 
Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .575
a
 .330 .320 .807 .330 30.588 1 62 .000 1.688 

a. Predictor: (Constant), Relationship at work 

b. Dependent Variable: motivation 
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indicates that on the average, 80.7% of changes in the dependent variable (motivation) will not be explained by the 

independent variable, while the adjusted R
2
 of 0.320, explains that 32% of variation in motivation can be traced to 

relationship at work. 

As shown in table above, the relationship between relationship at work and motivation is positive and significant, 

with a p-value of 0.000 which is significant at a level of 0.01. The co-efficient of relationship at work (0.575) 

indicates that if relationship at work increases by 1%, motivation will also increase by 57.5%, holding other variables 

constant. Therefore, the null hypothesis is rejected and we therefore states: (HA1) Relationship at work significantly 

influence job motivation.  

  

 

 

 

 H02: Stress will not significantly influence job satisfaction. 

 

 

 

 

 

 

 

 

 

 

 

Model Summary
b
 

R 
R 

Square 

Adjusted 
R 

Square 

Std. 
Error of 

the 
Estimate 

Change Statistics 

Durbin-
Watson 

R 
Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

.328
a
 .107 .093 .777 .107 7.463 1 62 .008 1.845 

a. Predictors: (Constant), stress 

b. Dependent Variable: job satisfaction 
 
 
 

Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. B 
Std. 
Error Beta 

1 (Constant) 1.328 .254   5.233 .000 

Stress .461 .169 -.328 2.732 .008 

a. Dependent Variable: job satisfaction 
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From the result above, the correlation co-efficient (R) of 0.328, shows that (32.8%) independent variable (stress) is 

strongly influenced by job satisfaction. Also co-efficient of determinant (R Square) of 0.107 indicates that 10.7% of 

the changes in job satisfaction are explained by the stress. While 89.3% of changes in job satisfaction is explained by 

other factors not included in this research. Likewise, the standard error of 0.777, indicates that on the average, 77.7% 

of variation in job satisfaction will not be explained by stress, while the adjusted R
2
 of 0.093, explains that 9.3% of 

variation in job satisfaction can be traced to stress. 

The result also shows that the relationship between stress and job satisfaction is negatively significant, with a p-value 

of 0.008 which is significant at a level of 0.01. This result accepts the alternate hypothesis (HA2: Stress significantly 

influences job satisfaction). The co-efficient of stress (0.328) indicates that if stress at work is increased by 1%, job 

satisfaction will reduce by 32.8%, holding other variables constant.  

 

 

 

H03: Employee Performance will not significantly influence interpersonal relationship.   

Model Summary
b
 

Model R 
R 

Square 

Adjuste
d R 

Square 

Std. 
Error of 

the 
Estimat

e 

Change Statistics 

Durbin-
Watson 

R 
Square 
Change 

F 
Change df1 df2 

Sig. F 
Chang
e 

1 .181
a
 .033 .026 1.242 .033 5.037 1 14

8 
.026 1.429 

a. Predictors: (Constant), Employee Performance 

b. Dependent Variable: interpersonal relationship 

     

  

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. B 
Std. 
Error Beta 

(Constant) 2.837 .220   12.922 .000 

Employee 
Performance 

.275 .123 .181 2.244 .829 

 

From the calculation above, the correlation co-efficient (R) 0.181, explains that 18.1% independent variable is strongly 

influenced by the dependent variable (Interpersonal Relationship). The co-efficient of the determinant R
2
 of 0.330 

shows that, 33% of the variation in Interpersonal relationship is explained by the independent variable (employee 

performance). Also, the 67% variance in Interpersonal relationship is explained by other factors not captured in this 

research. Likewise, the standard error of 1.242 indicates that on the average, 1.242 units of changes in the 

Interpersonal relationship will not be explained by employee performance. While the adjusted R
2
 of 0.026, explains 

that 2.6% of changes in interpersonal relationship can be traced to employee performance. 

Thus, the result above shows that, the relationship between employee performance and interpersonal relationship is 

positive and insignificant, with a p-value of 0.829 which is significant at the levels of 0.01, 0.05 and 0.1 Thus, we 

accept the null hypothesis (H03: Employee Performance will not significantly influence interpersonal relationship). 

The co-efficient of employee performance (0.181) indicates that if employee performance increases by 1%, 

Interpersonal relationship will also increase by 18.1%, holding other variables constant.  
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Findings 

The findings from the study reveal that motivation improves employees’ attitude to work and also their will in 

servicing the humanities. These tend to link performance and goal oriented results that will improve the state health 

services. In general, the study shows that the kind of motivation given to workers in an organization has a significant 

influence on workers performance. This is in line with Frederick Herzberg Henry theory of needs which emphasizes 

that fairness in employees desired needs tends to produce higher performance from workers. The findings also agrees 

with the work of Bergum and Lehr’s (2004), which showed that subjects who received individual incentives 

performed better than those who did not receive. However, employees’ performance does not significantly influence 

interpersonal relationship in a workplace, but stress significantly influences job satisfaction and finally, Relationship 

at work significantly influence job motivation.  

5.0 Conclusion and Recommendations 

The study draws the conclusion that motivation improves employees’ performance by adopting and using all the 

required factors needed by individuals in an organization with special reference to the health sector. Also adequate 

motivation tools such as recognition, promotion and good remuneration boost the health workers morals despite the 

exposure to the health hazards that is more likely to exist.   

 

Motivation is a process that starts with a physiological or psychological need that activates a behavior or a drive that 

is aimed at a goal, it is the recommendation of this paper that: (i) government at all levels should come up with 

adequate plan on ways to motivate health workers employees (ii) Work performance is also contingent upon 

employee abilities and as such, constant training of health staff is highly encouraged. If employees lack the learned 

skills or innate talents to do a particular job, then performance will be less than optimal, (iii) another dimension of 

performance is motivation and as such health workers should be adequately motivated to improve their performance. 
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