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Abstract 

Employees’ perception of motivators has been critical issue around the marketability of Local 
Governments’ performance in Kogi State. Prompt payment of salary, delays in promotion, non-
advancement and pension scheme were investigated in relation with the performance of Local 
Government Councils in Kogi State. The study purposively sampled 246 respondents. The analysis of data 
was done using descriptive statistics, regression and correlation. Finding reveals that prompts payment 
of salary significantly and positively affects the performance of Local Government Councils in Kogi State, 
while pension scheme and delay in promotion of employees has inverse effect on the performance of 
Local Government Councils in Kogi State. Furthermore, finding reveals that non-advancement in career 
has no significant effect on the performance of Local Government Councils in Kogi State.  The study 
concludes that when salaries payment is delayed and pension scheme is not implemented, employees are 
likely to be de-motivated. Also, employees attach more importance to prompt payment of salary and this 
has been found instrumental to the performance of Local Government Councils in Kogi State. This study 
therefore recommends that the government should ensure prompt payment of salary, career advancement 
of employees and promotion; as these will enhance the marketability of Local Governments’ performance 
in Kogi State. 
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Introduction 

The empirical outcomes of past researches has proven that motivation is beyond financial 
consideration, but monetary evaluation of the aspect of motivation continues to be the primacy 
in doing jobs and performing better among Local Government employees in Kogi State. 
Anyway, the controversy is expected to be continuum. Osabiya (2015) posited that the ideas of 
Taylor, his rational economic concept of motivation and subsequent approaches to motivation at 
work fueled the continuing debate about financial rewards as a motivator and their influence on 
productivity. Close scrutiny of what really motivates has made Guru (2010) to resolve that 
motivation is a set of forces that cause people to behave rationally.  
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The Kogi State Government devised several strategic approaches to influencing the 
performance of Local Government employees since 2016. The real question is: can the 
government market the performance of her local government employees? The answer is 
absolutely no. The government failed to understand the power of motivation before adopting 
strategies (which are observed to have created sharper fall in the already low performance of the 
employees in Kogi State. Employees are often on alert and are always ready to protect their 
interest. Guru (2010) asserted that employees join the organization with varying need and 
expectations. A marketable performance is that type that gets the talk of the day; attracts other 
states’ government to question and imitate success factors. The government may be faced with a 
mere and unrealistic dream of achieving marketable performance when the motivators of her 
employees remain unknown. Hughes, Ginnett and Curphy (2009) posited that motivation has 
short-term influence on the mindset of employees and also how they control their commitment. 
This implies that establishing a conducive environment for marketable performance in the local 
governments of Kogi State demands a continuous focus on employees’ motivation. 

The observed dominant problems among employees of local governments of Kogi State are 
poor remuneration, non-conducive work environment, long awaiting promotion, non-
advancement in career, etc.). It is also observed that these are factors that have often led to low 
morale, low level of job satisfaction, absenteeism and high turnover rate. Naharuddin and 
Sadegi (2013) added that peoples working under inconvenient conditions may end up with 
unmarketable performance and face occupational health risks causing high absenteeism and 
turnover. Apparently, the absence of these factors has caused increased crime rate, death rate 
and hospitalization of local government employees in the past three years. Chandrasekar (2011) 
strongly holds that job and work environment stimuli affect individual employees even on a 
daily basis. This study anticipates that marketable performance of local governments of Kogi 
State will be unrealistic when there is no conducive work environment, long awaiting promotion 
and non-advancement in career. These factors may also be associated with low morale, low 
level of job satisfaction, absenteeism and high turnover rate of employees in local governments 
of Kogi State. Thus, the objectives of the study are: 

o to investigate the effect of motivators/de-motivators on performance of local 
governments in Kogi State. 

o to ascertain the relationship between motivation and employee morale, job satisfaction, 
absenteeism and high turnover rate among local government staff of Kogi State. 

The study reviewed relevant literature relating to the subject matter with a conceptual 
framework. Other sections of the study include methodology, data analysis, results, conclusion 
and recommendations. 

Literature Review 

The central focus of motivation theory is to explain the determinants of goal directed behavior. 
This is also supported by Kreitner and Kinicki (2004) as they made reference to ‘motivation as a 
psychological process that causes arousal, direction and persistence of voluntary actions that are 
goal directed’. Though, Luthan (1998) argued that ‘motivation must not be conceived as a single 
predictor of behaviour, since it interacts with mediating processes’. Luthan ibid rapped it up that 
motivation is a cognitive process based on its invisible nature. This thus calls for the 
consideration of conceptual clarification on motivation. 

According to Mullin (2005), motivation is the ‘forces within a person that affect his or her 
direction, intensity and persistence of voluntary behavior’. Matoka (2011) in another way views 
motivation as a decision making process, through which the individual chooses the desired 
outcomes and sets in motion the behavior appropriate to them. This definition, by implication, 
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may mean that employees’ decision to be committed to improve and marketable performance of 
local governments in Kogi State can only be influenced through motivation.  

However, it is commonly agreed that employee motivation can be separated into intrinsic and 
extrinsic motivation (Staw, 1976). Staw argues that one of the first attempts to make that 
distinction was in Herzberg’s Two-Factor Theory (1959). Emphasis on intrinsic and extrinsic 
motivation became well blown in the later years up till now (Amabile, 1993; Deci & Ryan, 
2008). There have been series of discussion on how intrinsic and extrinsic motivation can affect 
performances. 

 
Fig. 1. Conceptual Framework 

Source: Amabile (1993), Deci & Ryan (2008), Bellè and Cantarelli (2010). 

Figure 1 shows that both intrinsic and extrinsic motivation can affect performance. In their 
review, Frey and Jegen (2001) corroborated that economic rewards (financial rewards) increase 
extrinsic motivation and decrease intrinsic motivation. Bellè and Cantarelli (2010) added that 
effective implementation of monetary incentives depends on the relative strengths of the two 
opposite effects. This actually implies that none of the two is capable of existing in isolation 
without the other. The lopsided research outcome regarding whether non-financial rewards and 
financial rewards is an indication of economic differences across international boundaries. The 
present economic recession in Nigeria may even force financial rewards into being the best 
motivational approach. Employees may appreciate monetary incentives as it cushion economic 
hardship in their individual households. In times of financial crises, as cut-downs, insecure 
employments and minimal increases in salaries become more common, many employees  
withdraw  from  needs  of  self-esteem  and  self-actualization  to  more  basic  needs, such as a 
roof over their heads and food on the table, and this has led to a wider range of needs presented 
in the work-places (Whitmore, 2009). 

The relationship between employee motivation and performance has been studied in the past 
(Vroom, 1964). But high correlations between the two were not established. Later research 
concluded that employee motivation and performance are indeed positively correlated (Perry 
and Porter, 1984). Motivation is something that can lead to better performance (Ivancevich and 
Matteson, 1988). Motivation boosts performance and directs towards accomplishing some 
definite targets (Kamalian et al, 2010). This relationship is studied in this study and the aim is to 
provide useful information on how the performance of local governments can be improved in 
Kogi State. 
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Methodology 

Due to the nature of the study and ethical issues (fear of being punished for participating, 
rejection of survey by administrators and perception of participant regarding the fact that the 
study may have no effect), multiple-method approach was adopted. For example, affected 
employees of about twelve local governments in Kogi State were chatted through social media. 
As such, the study systematically conducts a social-media-assist survey. This enables the 
gathering of data from multiple units within the study’s universe. The survey was conducted on 
conveniency basis. The researchers appointed the evening hour with the respondents to attract 
full attention. The study purposively sampled 246 respondents. A semi-structured questionnaire 
was used. The researchers spent approximately two hours per day on the administrateion of the 
questionnaires. The researchers collectively administer these questions on social media for 
period of eighteen weeks. This method supports quality and credibility of this study. The 
categories of staff surveyed are presented in table 1. All data collected were analyzed using 
descriptive statistics, regression and correlation. The descriptive statistics was used for the 
demographic characteristics of respondents, the regression model was applied to scientifically 
analyse the effect of motivators/de-motivators on performance of local governments, and the 
correlation matrix was used to analyze the relationship between motivation and employee 
morale, job satisfaction, absenteeism and high turnover rate among local government staff. 

Table 1. Respondents Sample Frame 

S/N Department Sub-samples 
1 Personnel Management 65 
2 Primary Health Care 63 

3 Agric. & Natural Resources 8 
4 Budget & Planning Research & Statistics 4 

5 Finance & Supply 36 
6 Education & Social Development 25 

7 Works, Land & Housing  45 
                                                                                    246 

Source: Field Survey, 2020. 

Analysis and Results 

This section shows the data analysis on demographic characteritics of the respondents, 
regression analysis of potential covariates with performance and the correlation between 
employee morale, employee absenteeism, turnover rate, motivation and job satisfaction. 

Table 2. Demographic characteristics of respondents 

Variables Responses Frequency Percent 

Years of PTS experience  

15 to 25 years 86 35.0 

26 to 36 years 22 8.9 
37 to 47 years 65 26.4 
48 to 58 years 53 21.5 
59 years and above 20 8.1 
Total 246 100.0 

Sex 
Male 155 63.0 
Female 91 37.0 
Total 246 100.0 
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Table 2 (cont.) 

Marital status 

Single 65 26.4 
Married 109 44.3 
Divorce 57 23.2 
Widow(er) 15 6.1 
Total 246 100.0 

Level of education 

PSLC 48 19.5 
SSCE 116 47.2 
Higher Institution 82 33.3 
Total 246 100.0 

Job experience 

0 to 1 year 55 22.4 
1 to 5 years 96 39.0 
6 to 10 years 57 23.2 
More than 10 years 38 15.4 
Total 246 100.0 

Source: Field Survey, 2020. 

The result shows that 86 respondents representing 35.0% are within the age bracket of 15 to 25 
years; 22 respondents representing 8.9% are within the age bracket of 26 to 36 years; 65 
respondents representing 26.4% are within the age bracket of 37 to 47 years; 53 respondents 
representing 21.5% are within the age bracket of 48 to 58 years; and 20 respondents 
representing 8.1% are 59 years and above (see table 2).  

The table 2 shows that 155 respondents representing 63.0% were male; and 91 respondents 
representing 37.0% was female. Based on this result, majority of the employees surveyed were 
male. The male counterpart in Kogi State has more household responsibilities, and relies on 
salaries.  

109 respondents representing 44.3% were married; 65 respondents representing 26.4% were 
single; 57 respondents representing 23.2% were divorced; and 15 respondents representing 
6.1% were widow(er). Therefore, the majority of the employees surveyed were married (table 
2). The married people seem to have more responsibility in Kogi state, and may need financial 
motivation based on the economic situation of Kogi State. This is important to the study 
because, the marital status of the respondents indicates that they have better understanding of 
the subject matter and have appreciable contributions to the study.   

The result shows that 48 respondents representing 19.5% held primary school leaving 
certificate; 116 respondents representing 47.2% held secondary school certificate; 82 
respondents representing 33.3% held either OND/NCE or HND or B.Sc certificate or higher 
certificate from higher institutions (table 2). 

The result shows that 55 respondents representing 24.4% have the work experience of the range 
of 0 to 1 years; 96 respondents representing 39.0% have the work experience of the range of 1 
to 5 years; 57 respondents representing 23.2% have the work experience of the range of 6 to 10 
years; and 38 respondents representing 15.4% have the work experience of the range of 48 to 58 
years (table 2). 

It was earlier noted that financial motivation plays so much role in the work life of the people in 
the local governments of Kogi State. The a-priori expectation of this study is that motivation 
will culminate into the increased performance of staff and subsequently the performance of the 
Local Government Councils in Kogi State. With respect to this, the results in table 3 will 
scientifically validate the effect of prompt payment of salary and pension scheme on the 
performance of performance of Local Government Councils in Kogi State. 
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Table 3. Regression analysis of Potential Covariates with Performance 

Covariate Coefficients ( ) Standard Error 
Value of t-
Statistics 

Value of R2 

Prompt Payment of 
Salary 

.236 .060 3.926 .590* 

Pension Scheme -.608 .053 -11.504 .353* 

Source: Field Survey, 2020. 

Table 3 shows that 59.0% of the variation in performance is explained by prompt payment of 
salary of local government staff. The presence of 41.0% unexplained variation suggests that 
there are other predictor variables which affect variations in performance of Local Government 
Councils in Kogi State. The co-efficient for prompt payment of salary (0.236, α = 0.01) shows a 
positive relationship with performance. The result shows that improvement in the government 
effort towards prompt payment of salaries of the employees will lead to 23.6% proportional 
improvement in performance of Local Government Councils in Kogi State. The value of the t-
statistics shows that there are differences in performances among Local Government Councils in 
Kogi State due to salary issue. The R2-value of 0.590 shows a strong predictor. However, this 
result proves that prompt payment of salary has significantly positive effect on performance of 
Local Government Councils in Kogi State. 

Also, the result in table 3 shows that 35.3% of the variation in performance of Local 
Government Councils in Kogi State is explained by existence of good pension scheme. The 
presence of 64.7% unexplained variation suggests that there are other predictor variables which 
affect variations in performance of Local Government Councils in Kogi State. The co-efficient 
for pension scheme (-0.608, α = 0.01) shows a negative relationship with performance. This is 
contrary to general expectation of this study. This simply implies that increase in the 
government effort towards establishing effective pension scheme for the employees will lead to 
60.8% decrease in performance of Local Government Councils in Kogi State. This result may 
be subject to the burning desire of employees at the present time of the study. The R2-value of 
0.353 reflects a very weak predictor. However, this result proves that effective pension scheme 
has inversely weak effect on performance of Local Government Councils in Kogi State. 

In table 4 the interdependencies between prompt payment of salary/pension scheme and 
performance of performance of Local Government Councils in Kogi State were analyzed. 

Table 4. Regression analysis of Potential Covariates with Performance 

Covariate Coefficients ( ) 
Standard Error 

( ) 
Value of t-
Statistics 

Value of R2 

Non-advancement 
in Career -0.982 0.570 3.033 0.497 

Delay in Promotion -0.659 0.269 5.378 0.668** 
Note: **Significant at the .05 level 
Source: Field Survey, 2020. 

Table 4 shows that 49.7% of the variation in performance of Local Government Councils in 
Kogi State is explained by non-advancement in career. The presence of 50.3% unexplained 
variation suggests that there are other predictor variables which affect variations in performance 
of Local Government Councils in Kogi State. The co-efficient for non-advancement in career (-
0.982, α > 0.05) shows a negative relationship with performance of Local Government Councils 
in Kogi State. The result shows that non-advancement in career of the employees will bring 
98.2% proportional decrease in performance of Local Government Councils in Kogi State. The 
value of the t-statistics shows that there are differences in performances of Local Government 
Councils in Kogi State due to non-advancement in career. The R2-value of 0.497 shows an 
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average predictor. However, this result proves that non-advancement in career has no significant 
effect on performance of Local Government Councils in Kogi State.   

Also, the result in table 4 shows that 66.8% of the variation in performance of Local 
Government Councils in Kogi State is explained by delay in promotion. The presence of 33.2% 
unexplained variation suggests that there are other predictor variables which affect variations in 
performance of Local Government Councils in Kogi State. The co-efficient for delay in 
promotion (-0.659, α = 0.05) shows a negative relationship with performance of Local 
Government Councils in Kogi State. This simply implies that delay in the employee’s 
promotion will lead to 65.9% decrease in performance of Local Government Councils in Kogi 
State. The R2-value of 0.668 reflects a strong predictor. However, this result proves that delay in 
promotion of employees has inverse effect on the performance of Local Government Councils 
in Kogi State. 

Table 5. Correlations Matrix 

Variables EME EAE ETR EMN JSN 

EME 
Pearson Correlation 1 -.238** -.048 .038 .229** 

Sig. (2-tailed)  .000 .457 .555 .000 
N 246 246 246 246 246 

EAE 
Pearson Correlation -.238** 1 .321** -.448** -.474** 

Sig. (2-tailed) .000  .000 .000 .000 
N 246 246 246 246 246 

ETR 
Pearson Correlation -.048 .321** 1 -.031 -.024 

Sig. (2-tailed) .457 .000  .633 .713 
N 246 246 246 246 246 

EMN 
Pearson Correlation .038 -.448** -.031 1 .717** 

Sig. (2-tailed) .555 .000 .633  .000 
N 246 246 246 246 246 

JSN 
Pearson Correlation .229** -.474** -.024 .717** 1 

Sig. (2-tailed) .000 .000 .713 .000  
N 246 246 246 246 246 

**. Correlation is significant at the 0.01 level (2-tailed).  
Note: Employee Morale - EME; Employee Absenteeism - EAE; Employee Turnover - ETR; Motivation - 
EMN; Job Satisfaction - JSN 

Table 5 shows the correlations among variables such as employee morale, employee 
absenteeism, employee turnover, motivation and job satisfaction in the Local Government 
Councils in Kogi State. Result (R= -0.238; Sig.= 0.01) shows that the relationship between 
employee morale and employee absenteeism is negative and significant. This implies that 23.8% 
change in employee morale will lead to proportional decrease in employee absenteeism in the 
Local Government Councils in Kogi State. Employee morale has negative relationship with 
employee turnover (given R= -0.048; Sig.= 0.457), but it is empirically insignificant. Also, the 
relationship between employee morale and motivation is positive but insignificant (given R= -
0.048; Sig.= 0.555).  

Employee morale has positive relationship with job satisfaction (R= 0.229; Sig.= 0.01). The 
relationship is a significant one. This implies that increase in employee morale will lead to about 
22.9% increase in job satisfaction in the Local Government Councils in Kogi State. The result 
also shows that employee absenteeism has positive relationship with employee turnover (Given 
that R= 0.321; Sig.= 0.01). The relationship is empirically significant. This implies that 32.1% 
increase in employee absenteeism will bring about proportional decrease in turnover. This may 
also mean that employees are in search of jobs elsewhere during the period they are absent at 
work. 
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The relationship between employee absenteeism and motivation is significantly negative (given 
that R= -0.448; Sig.= 0.01). This may imply that 44.8% increase in employee absenteeism is 
brought about by proportional decrease in motivation in the Local Government Councils in 
Kogi State. That is, employee absenteeism is as a result of low motivation. Employee 
absenteeism also has significant negative relationship with job satisfaction (given that R= -
0.474; Sig.= 0.01). This implies that 47.4% change in employee absenteeism will lead 
proportional decrease in job satisfaction. This may mean that when employees are given the 
freewill to be absent from work, they are likely to be prone to factors (such as peer influence, 
better offer elsewhere and so on) that can affect their job satisfaction. This aligns with the 
finding of Drakopoulos & Grimani (2011) that “there is a weak negative relationship between 
absenteeism and job satisfaction” (p.1). 

The relationship between employee turnover and motivation is empirically proven to be 
negative, but insignificant (given that R= -0.031; Sig.= 0.633). This refutes the finding of 
Hussain, Saeed, Ibrahim, & Iqbal (2018) that motivation has significant impact on employee 
turnover. Also, the relationship between employee turnover and job satisfaction in the Local 
Government Councils in Kogi State is empirically proven to be negative, but insignificant 
(given that R= -0.024; Sig.= 0.713). This refutes the finding of Alam & Asim (2019) that “job 
satisfaction was found to have a significant negative association with turnover intention” (p.87). 
The relationship between motivation and job satisfaction in the Local Government Councils in 
Kogi State is positive and significant (given that R= 0.717; Sig.= 0.01). The result proves the 
strength of the relationship (being above 50%). This implies that increase in motivation will 
lead to about 71.7% increase in job satisfaction in the Local Government Councils in Kogi 
State. This advances the finding of Idiegbeyan-Ose et al. (2019) that a relationship “exists 
between motivation and job satisfaction” (p.1) 

Conclusion and Recommendations 

Motivation remains a very paramount issue in Local Government Councils of Kogi State today. 
Though it has been argued that financial incentive is not a motivator, but this present study 
found that prompt payment of salary and pension scheme are positive motivator. When there are 
non-advancement in career and delay in employee promotion, de-motivation sets in, and as 
such, these factors are regarded as being negative in Local Government Councils of Kogi State. 

A positive relationship exists between prompt payment of salaries of the employees and the 
performance of Local Government Councils in Kogi State. From the finding of this study, it is 
upheld that prompt payment of salary positively and significantly influences performance of 
Local Government Councils in Kogi State rather than pension scheme. Employees attach more 
importance to prompt payment of salary and this has been found instrumental to the 
performance of Local Government Councils in Kogi State. When salaries payment is delayed, 
employees are likely de-motivated and less performing. In addition, an inverse relationship 
exists between delay in employee promotion and performance of Local Government Councils in 
Kogi State. Delay in promotion of employees has inversely affected the performance of Local 
Government Councils in Kogi State. 

Motivation is positively correlated with morale and job satisfaction among the staff of Local 
Government Councils in Kogi State. Nevertheless, the relationship between employee turnover 
and motivation is insignificantly negative. Motivation will also bring about reduction in 
employee absenteeism. Thus, this study recommends that: 

o The state government should ensure prompt payment of employees’ salary; this will 
provide platform for a marketable performance in Local Government Councils in Kogi 
State.  
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o The state government should ensure advancement in career of employees. This is because 

advancement in career of employees may indirectly and positively affect performance of 
Local Government Councils in Kogi State. 

o Employee promotion should be regular and without any course for delay.  
o Employee motivation needs to be guaranteed in Local Government Councils of Kogi State; 

as it has significant positive relationship with employee morale and job satisfaction. The 
commitment of the management to mployee motivation will lead to reduction in employee 
absenteeism. 
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