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ABSTRACT

The extent employees’ needs are met by their organization could influence their
behaviour either positively or negatively which demands for further studies. This study
investigated motivation as predictor of employees’ job performance with reference to Ebonyi
State University Micro-Finance Bank Limited. The study adopted descriptive research design
where the researcher used secondary data from other related studies to evaluate the behaviour
EBSU MFB Ltd staff toward motivation. The data used were analyzed using Percentages and
Pearson ‘r’ to describe their stand on the research topic. Regression and ANOVA were used to
test the hypotheses at 0.05 level of significance. The result revealed that intrinsic and extrinsic
motivation positively correlate with employees’ job performance. The result also show that there
is no significant difference between intrinsic and extrinsic motivation as they correlate with
employees’ work performance thus settling the controversies surrounding the supremacy of
either intrinsic or extrinsic motivation as panacea for enhancing staff job performance. The
findings lead credence to two factor theory of motivation because while extrinsic motivational
factors result in employee job satisfaction, intrinsic motivational factors prevent job
dissatisfaction and both in both in extension may lead to increase or decrease in employee job
performance as the case may be. The practical implication of this is that managers need to
understand the interconnectivity of the two to bring about employee job satisfaction and
improved job performance for the overall banks’ increase productivity to help revamp ailing
developing economy like Nigeria especially with the scourge of Covid-19 pandemic. The
researcher recommended that EBSU MFB Ltd like other banks and business organization should
regularly access employees’ needs to ascertain what motivates to work. Bank managers should
also put in place robust financial and non-financial incentives as motivating employees for
increased productivity for local, national and global competitiveness.

Keywords: Motivation, Intrinsic Motivation, Extrinsic Motivation, Employee Job Performance.
INTRODUCTION

Banks like other business organizations are established to organize efforts and activities
of individuals to provide products such as goods and services for profit. As formal organization,
banks have common features like governance structure, aims and objectives to achieve, policy on
resource management, condition of service for worker and legal regulations controlling their
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business operation. Employees subscribe to bank jobs because of fat salaries that will enable
them meet their needs despite the high demand of their work (Abdolshah et al., 2018; Khan et
al., 2017; Lekic et al., 2020; Njuguna & Owuor, 2016). The volatile and competitive market
environment in the banking sector and the unfortunate down turn of global economy especially
in developing economies like Nigeria coupled with the effect of the Covid-19 pandemic which
have forced banks (microfinance inclusive) to develop strategies to reduce operation costs
including number of staff (Wijesundera, 2018).

This scenario has made banks to gear their efforts toward retaining only the best
employees with the same pay or less while expecting them to do more work harder in order to
maintain company’s productivity. It is obvious that under this condition, employees’ job
satisfaction could reduce and in extension their performance especially when they see that the
future is unsure. It is on this premise that Shkoler & Kimura (2020) was of the view that business
organization like bank should motivate good employees in order to retain them because they are
likely to look for other more attractive job opportunities elsewhere. On this note therefore, it is
necessary for researchers to explore how employees attitude and behaviour toward their job
could be influenced through motivation especially at the micro-finance bank sector which to the
best of the researcher’s knowledge have not been addressed.

Microfinance bank is a limited liability company licensed by the central bank of Nigeria
to carry on business of providing financial and non-financial services to customers especially
those who lack access to traditional financial services of commercial banks. The difference
between microfinance and conventional banks is in their scope of operations (FXOGOR, 2017).

Previous studies suggested that motivated employees are likely to perform their job better
and have low intention to leave their organization (Eneh, 2016; Nabi et al., 2017; Octaviannand
et al., 2017; Okoye & Ezejiofor, 2013; Oluwayomi, 2018; Omolo, 2015; Peretomode, 1991;
Shkoler & Kimura, 2020; Wijesundera, 2018). Motivation in the context of this work is the
process or action that courses workers behaviour to be energized, directed and sustained toward a
goal. In other words, motivation is a state of mind which causes it to be filled with the energy
and enthusiasm to drive a person to work in a certain way to achieve goals. It can be either
intrinsic or extrinsic. Intrinsic motivation comes within the individual worker or work itself for
instance sense of accomplishment, opportunity to use one’s ability (creativity); receiving
appreciation, positive recognition and being treated with dignity (Uzonna, 2013). Extrinsic
motivation on the other hand comes from outside the individual worker such as work conditions,
salary, promotion, allowances and other fringe benefits (Aja, 2016). These motivational factors
have severally been used to influence employees’ job performance.

In business organization, performance could be addressed from the perspective of
organizational performance and employees’ performance. Organizational performance represents
the aggregate member of staff in an organization working together to achieve the organizational
goals and objectives. Employee performance on the other hand refers to how individual members
of an organization use their skills and abilities individually in order to accomplish organizational
goals and objectives. Staff or employees’ job performance in this context is how the employees
fulfill their work assignments and execute their required tasks. It explains how well or poorly
employees do their job duties or behave in their work place to accomplish job tasks (Donohoe,
2019). The close relationship between employees’ performance and organizational performance
demand that organizations that want to be competitive should find out how motivate their staff to
increase performance and also be willing to remain in the job.
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Statement of the Problem

The volatile, uncertain and competitive market environment of the banking industry
especially with the effect of the global Covid-19 pandemic, have increased employee turnover in
their bid to look for safer job. This scenario has presented as a challenge to the extent that banks
(microfinance inclusive) that wish to stay in business need to look for ways of motivating to
retain their good staff. This high staff turn -over might have accounted for numerous bank
collapse or mergence. Recently there is news of Access bank acquiring diamond bank. United
bank for Africa acquired Nigerian standard trust bank. IBTC bank and Stanbic bank merged to
form Stanbic IBTC. NBM bank, Indo Nigeria bank, Magnum trust bank, and Nal bank merged to
form Sterling bank. First bank is currently in talk with Heritage bank and Fidelity bank for
possible acquisition. The list is endless which attest to the fact that it is not rosy in the Nigeria
banking sector. This is a wake-up call for Microfinance banks to explore ways of assess their
staff’s needs with the view to identifying areas where motivation is lacking for remedy. Despite
these developments in the banking industry, no research work has focused on investigating
motivation (intrinsic and extrinsic) as predictor of bank staff job performance in Nigeria. Related
studies done outside Nigeria were on the impact of motivation in employees’ performance in
banks but not micro-finance banks. It is on this premise that this study was conceived to find out
the extent motivational factors could predict employees’ job performance in micro-finance banks
for the sector’s sustainability contribution to the overall national growth and development in
Nigeria.

Purpose of the Study

The general aim of the study is to analyze motivation as a predictor of employees’ job
performance in Ebonyi state University Micro-Finance bank (MFB) limited. This was realized
by reviewing other studies on motivation and employee job performance and also by evaluating
secondary data and findings for possible recommendations. Specifically, the objectives of this
study sought:

1. To ascertain the extent intrinsic motivations predict employees’ job performance in Ebonyi state University
Micro-Finance bank limited.

2. To determine the extent extrinsic motivations predict employees’ job performance in Ebonyi State University
Micro-Finance bank limited.

3. To compare the extent intrinsic and extrinsic motivation differ as correlates of employees’ job performance in
Ebonyi State University Micro-Finance bank Limited.

Rationale or Justification of the Objectives

Today most organizations strive to put in place policies that could take care of
employees’ job satisfaction such as compensation, staff development and job security which
could contribute to improved employees job performance and overall organizational success.
This emphasize that organization that places staff motivation as top priority will have
competitive advantage with reduced costs in staff turnover and experience increased productivity
steadily.
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Many studies have suggested the need to conduct further research on the relationship
between motivation and employee job performance so as to shed more light on the effect of
intrinsic and extrinsic motivational factors on employees’ behaviour by taking comprehensive
look at the workforce diversity and job satisfaction/performance. This informed the objectives of
the study.

Significance of the Study

The findings of the study will be of great help to staff, management and regulatory
agencies of the banking industry as well as other researchers conducting research on related
topic.

The findings of the study will reveal types of motivational variables that better satisfy
staff needs to increase their productivity in the bank sector.

The management of the banking sectors will be equipped with the needed strategies and
approaches to motivate their employees for enhanced job satisfaction/ performance.

The findings of the study will provide the bank regulatory agencies with necessary
information on the various incentives required by bank staff for possible enforcement.

The findings of this study will provide intending researchers with empirical data for
future research in related topics. Also when the findings of this study are published or presented
in academic for will contribute to existing knowledge and influence future studies.

Scope of the Study

The study investigated the extent intrinsic and extrinsic motivate predict employees’ job
performance as well as the differences between intrinsic and extrinsic motivation as correlates of
employees’ job performance in Ebonyi State University Micro-Finance Bank limited, Abakaliki.
The study simply analyzed the relationship or correlation between intrinsic and extrinsic
motivation with employees’ job performance.

Research Questions

The following research questions will guide the study:

1. To what extent does intrinsic motivation predict employees’ job performance in Ebonyi State University Micro-
Finance Bank Limited?

2. To what extent does extrinsic motivation predict employees’ job performance in Ebonyi State University Micro-
Finance Bank Limited?

3. To what extent does intrinsic and extrinsic motivation differ as correlates of employees’ job performance in
Ebonyi State University Micro-Finance Bank Limited?

RESEARCH HYPOTHESIS

The following null hypotheses tested at 0.05 level of significance were formulated for the
study.

Hoi:  There is no significant relationship between intrinsic motivation and employees’ job
performance in Ebonyi State University Micro-Finance Bank Limited.

He:  There is no significant relationship between extrinsic motivation and employees’ job
performance in Ebonyi State University Micro-Finance Bank Limited
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Hos: There is no difference between intrinsic and extrinsic motivation as correlates of
employees’ job performance in Ebonyi State University Micro-Finance Bank Limited

RESEARCH METHODOLOGY
This section will be discussed under the following sub-headings:
Research Philosophy

This research is based on the epistemological objectivist point of view because it utilized
different types of knowledge from theories and data from existing literature to understand and
interpret the present situation so as to draw conclusion to generalize on universal social reality.
Here, it is assumed that every business organization has its policies on condition of service and
job descriptions which prescribe employees’ duties, operating procedure to adhere, formal
structure of position for reporting that are very much similar to other organisations. Also the
researcher borrowed ontological stance since the study aimed to discover the motivational factors
that govern employees’ behaviour toward their job performance in order to predict how
employees would act in the future despite the personal beliefs and values of the researcher.

Approaches to Theory Development

Approaches to theory development are classified into deductive, inductive and abductive
(Ketokivi & Mantere, 2010; Abdulkadir, 2020). Abductive approach was used in this study to
generate testable conclusions by using known premises in terms of logic and information
generated from empirical studies to generalize interaction between the specific and general ideas
for generalizability. Available secondary data was used to analyses a phenomenon; identify
themes and patterns from the theoretical review. These known premises, themes and patterns as
shown in Table 1 is tested through Munyua (2017); Eneh (2016) secondary data to draw
conclusions and generalizations on those stated known premises.

It is also through the adductive approach that this study incorporate existing theory
discussed in the literature review to verify and criticize the present findings where ever possible.

Research design

In recognizing the purpose of the study which sought to investigate the extent intrinsic
and extrinsic motivate predict employees’ job performance as well as the differences between
intrinsic and extrinsic motivation as correlates of employees’ job performance in Ebonyi State
University Micro-Finance Bank limited, Abakaliki. This is a correlational study which adopted
both descriptive survey and evaluative approaches. The purpose of choosing descriptive survey
is that it will enable the researcher to use secondary data to describe an existing phenomenon
(Kumar, 2020; Krishnaswami & Satyaprasad, 2010), aimed at findings out the extent motivation
predict employees’ job performance.

Research Strategy

The study collected data from internet sources, project reports and existing theories.
Abductive and descriptive/ evaluative research design combined together formed the research
strategy. The stated known premises, themes and patterns used to arrive at testable conclusions
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through abductive approach are used to answer three major questions of the research: To what
extent does intrinsic motivation predict employees job performance?, To what extent does
intrinsic motivation predict employees’ job performance?, and What is the relationship between
intrinsic extrinsic motivation and employees’ job performance in a descriptive and evaluative
manner.

Types and Sources of Data

Based on the fact that this research is a desk based research, its methodology utilized
secondary data. These secondary data were collected from internet sources and unpublished
project reports. The used in the literature review section are peer reviewed articles, journal,
unpublished research projects and text books. Analysis of data for this study was done through
Munyua (2017); Eneh (2016); Wijesundera (2018) project reports surveys which were used to
answer the research questions and hypotheses of this research. The reliability and validity of the
questionnaire used by the researchers for data collection.

The limitation envisaged by the research was that the secondary data were got from
researches carried in conventional banks outside the area of study. However, commercial banks
and Microfinance banks perform similar functions but at different levels.

Data Analysis Methods

The data sets are analysed using quantitative and qualitative methods. Different sets of
statistical data are reviewed from Munyua (2017); Eneh (2016); Wijesundera (2018) project
reports. Percentages, Pearson Product Moment Correlation Coefficient and Pie chats were used
to answer the research questions while regression equation and ANOVA were used to test the
hypotheses at 0.05 level of significance. Using these methods, known premises were built,
themes and patterns were identified and established as were presented in chapters four and five
of this work.

Ethical Issues

This research topic, purposes and research questions were derived from existing theories
and literature review. The secondary data used as sources of data were collected from
unpublished project reports combined with internet sources because of time and cost constraints.
Ethical challenges regarding to accessibility of the data was not encountered because the
secondary data were research reports publically available in the internet and the University
libraries. Also the data collected were reliable and sufficient to answer this research questions.

Ethical issues were considered from the point of data collection to conclusion. The
general code of ethics was also applied throughout the research work. The researcher has acted
openly and truthfully and the data analysis/ findings were presented appropriately. The
researcher has no conflict of interest with the data presented with the source and results. The
research was conducted with utmost responsibility and obligation not to harm any individual or
group. No confidential data and anonymity were incorporated or disclosed in this research. The
sources of data, method of data analysis and findings were adequately acknowledged. Also the
analysis of data and interpretation were carefully checked to ensure the accuracy of this research
and any other outcomes.
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Evaluation of Secondary Data

The major evaluation of secondary data was based on the research works summarized
above. First the research purpose (objectives) and questions were considered in relation to the
secondary data. Munyua (2017); Mushtaque et al. (2021); Eneh (2016); Wijesundera (2018)
research field surveys were used to answer the research questions and hypotheses of this study
has shown below.

Analysis of Secondary Data

Research question 1: Extent intrinsic motivation predict employees’ job performance of
Ebonyi State University Micro-Finance Bank Limited.

Agree Undecided

Strongly Agree

65.91%

Source: Wijesundera (2018)

FIGURE 1
PIE CHART SHOWING PERCENTAGE RESPONSE OF RESPONDENTS ON EXTENT
INTRINSIC MOTIVATION INFLUENCE THEIR JOB PERFORMANCE

The above pie chart shows that majority of the respondents (66%) strongly\ agreed that
non-financial incentives listed in the survey have positive influence on their motivation level and
work performance, 17% of the respondents agreed to the same statement. However, 17% of the
respondents neither agree nor disagree to the statement that non-financial incentives influence
their motivation and work performance positively.

Correlation between Intrinsic Motivation and Job Performance
The results in Table 1 above illustrate that job performance and intrinsic motivation have

a correlation of 17.8%. This indicates a positive significant relationship between intrinsic
motivation and job performance.

Table 1
CORRELATION BETWEEN INTRINSIC
MOTIVATION AND JOB PERFORMANCE
| Job | Intrinsic
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performance motivations
Intrinsic motivation 0.178 1.000
Job performance 1.000 0.178
Source: Munyua (2017)

MODEL SUMMARY

This model as shown from the results in Table 1 aims at determining the relationship
between intrinsic motivation and job performance.

Table 2

SUMMARY OF THE MODEL

THE CORRELATION BETWEEN
INTRINSIC MOTIVATION

WITH JOB PERFORMANCE.
Model R R square

1 0.178 0.032

Source: Munyua (2017)

The analysis of result in Table 2 showed that intrinsic motivation and job performance
has an R Square value of 0.032. This implies that the model indicates 3.2% of the total variance
of the independent variable (intrinsic motivation). The implication of this study is that other
factors not studied account for the remaining 96.8% of the variation in the dependent variable
(job performance).

ANOVA (Analysis of variance) to Establish the Relationship between Intrinsic Motivation
and Job Performance.

Table 3
RELATIONSHIP BETWEEN INTRINSIC MOTIVATION AND
EMPLOYEES’ JOB PERFORMANCE.

Model Sum of Degree of Mean F p-
squares freedom square value
Regression 1.485 1 1.485 6.076 | 0.015
Residual 45.200 168 244 - -
Total 46.684 169 - - -

Source: Munyua (2017)

The above Table 3 shows the analysis of (ANOVA) result for the model with intrinsic
motivation as the independent variable and job performance as the dependent variable. The result
shows that the model has a P-value of 0.015 < 0.05. This implies that there is significant
relationship between intrinsic motivation and job performance.

Research question 2: Extent extrinsic motivation correlate with employees’ job
performance in Ebonyi State University Micro-Finance Bank Limited.

Table 4
PERCENTAGE RESPONSE OF RESPONDENTS ON THE EXTENT EXTRINSIC
MOTIVATION PREDICT EMPLOYEES’ JOB PERFORMANCE

Response | Frequency | Percentage | Valid | Cumulative
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% % %
Strongly Agree (SA) 61 62.9 62.9 90.7
Agree (A) 18 18.6 18.6 18.6
Disagree (D) 9 9.3 9.3 27.8
Undecided (U) 9 9.3 9.3 100.0
Total 97 100.0 100.0
Source: Eneh (2016)

The result of data analysis in Table 4 above shows that 62.9% of the 97 respondents
strongly agree that extrinsic motivation enhances employee job performance, 18.6% agreed that
extrinsic motivation predict employee’s job performance, 9% disagreed that extrinsic motivation
influences employees’ job performance, while 9% also were undecided on the issue.

51%

Strongly

Agree

Source: Wijesundera (2018)

FIGURE 2
PIE CHART SHOWING PERCENTAGE RESPONSE OF RESPONDENTS ON EXTENT
EXTRINSIC MOTIVATION INFLUENCE THEIR JOB PERFORMANCE

The respondents were asked to respond whether financial incentive had a positive
influence on their motivation and work performance. The above pie chart revealed that 51%
strongly agree and 49% agreed to eh statement. This implies that all the respondents agreed that
extrinsic motivation has a direct impact on their work performance.

The below Table 5 shows the correlation coefficient used in determining the existence of
a linear relationship between extrinsic motivation (independent variable) and employees’ job
performance (dependent variable). Using Pearson Product Moment Correlation, the coefficient is
0.264. This indicates a positive correlation between extrinsic motivation (X) and employees’ job
performance (Y) in EBSU (MFB) Itd.

Table 5
CORRELATION RESULT ON EXTRINSIC MOTIVATION
AND EMPLOYEES’ JOB PERFORMANCE

Intrinsic
motivation

Employee
job

9
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performance
Extrinsic Pearson 1 0.264
motivation Correlation
Sig. (2tailed) - 0.009
N 97 97
Employee Pearson 0.264 1
Correlation
Job performance Sig (2 tailed) 0.009 -
N 97 97
Source: Eneh (2016)

Research question 3: To what extent does intrinsic and extrinsic motivation differ as
correlate of employees’ job performance in Ebonyi State University Micro-Finance Bank
Limited.

Table 6
DIFFERENCE BETWEEN INTRINSIC AND
EXTRINSIC MOTIVATION AS CORRELATE OF
EMPLOYEES JOB PERFORMANCE

Variable Strongly | Agree | Undecided | Total
agree

Intrinsic 66% 17% 17% 83%

motivation

Extrinsic 51% 49% 0% 100%

motivation

Source: Summary of the Figure 1 and 2

The above Table 6 shows that 83% of the respondents agreed that intrinsic motivation
positively correlate with their job performance while 100% of the respondents agreed that
extrinsic motivation correlate with their job performance. Although p-value of 0.264 as indicated
by the correlation between extrinsic motivation and employees’ job performance is higher than
the p-value of 0.015 as indicated by the correlation between intrinsic motivation and employee’s
job performance however, the difference is not significant. This implies that intrinsic and
extrinsic motivation provided by organization positively relate with employee’s job performance.

Significance of the Independent Variable on Dependent Variable

This section aimed at finding out if there is any statistical significance between the
dependent variable and independent variable

H;: Intrinsic motivation has no significant relationship with employee job performance in
EBSU (MFB) Itd.

Table 7
SIGNIFICANCE OF INTRINSIC MOTIVATION ON JOB
PERFORMANCE
Model Unstandardized Standardized t P-
Coefficients Coefficients value
B | Std. Error Beta
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1 (Constant) 1.332 .084 15.907 | .000
Intrinsic .065 .026 178 2.465 | 0.015
motivation

Source: Munyua (2017)

The above Table 7 shows the significance of independent variable (intrinsic motivation)
on dependent variable (job performance). From the result, there is a significant relationship
between intrinsic motivation (independent variable) and employees’ job performance (dependent
variable) since it as a P-value of 0.015 < 0.05. The model coefficient that determines effect of
intrinsic motivation on job performance is given as: 1.332 + 0.065 X; =Y, where X; is intrinsic
motivation and Y is job performance. Therefore the null hypothesis was rejected.

H,: Extrinsic motivation has no significant relationship with employee job performance in
EBSU (MFB) Itd.

Table 8
SIGNIFICANCE OF EXTRINSIC MOTIVATION ON
EMPLOYEE JOB PERFORMANCE

Model Unstandardized Standardized t Sig
Coefficient coefficient
B Std. Error Beta
Constant 3.929 237 16.607 | .000
Extrinsic 142 .053 .264 2.667 | .009
Motivation

Source: Eneh (2016)

The test analysis result in Table 8 shows at calculated value of 2.667 while its P-value is
0.009 at 0.05 level of significance using two-tailed test, the t-table value is 1.980. The decision
since the t-calculated value 2.667 is greater than the t-table value (1.980) after, the null
hypothesis was rejected and it was concluded that extrinsic motivation has significant
relationship with employees’ job performance in EBSU (MFB) Itd.

Ha: There is no difference between intrinsic and extrinsic motivation as correlates of
employees’ job performance in Ebonyi State University Micro-Finance Bank Limited.

Table 9
DIFFERENCES BETWEEN INTRINSIC
AND EXTRINSIC MOTIVATION AS
CORRELATES OF EMPLOYEES’ JOB

PERFORMANCE
Variables Correlation coefficient
Intrinsic P — value = 0.015
motivation
EX'[_I’InS_IC P — value = 0.009
motivation

Source: Summary of tables 7 and 8 above

The result on Table 9 showed that intrinsic and extrinsic motivation has correlation
coefficient P- values of 0.015 and 0.009 on employees’ job performance respectively indicating
positive correlation. These values although different but the difference is not significant.

SUMMARY OF FINDINGS
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The summary of result and findings of this study were presented in this chapter,
conclusion, recommendation and suggestions for further studies were also highlighted here.

The purpose of this study was to investigate motivation as a correlate of employees’ job
performance with particular reference to Ebonyi State University Micro-Finance Bank Limited.
The study was guided by three research questions and three hypotheses.

Descriptive survey design was adopted for the study secondary data from published
article online and unpublished academic thesis was used to state the known promises, themes and
patterns in order to arrive at testable findings through adductive approach. The data were
analyzed using percentage, pie chart, Pearson ‘r’ and ANOVA.

The findings showed that non-financial incentives (intrinsic motivation factors) like
working conditions, job security, recognition, promotion, employee engagement and
performance appraisal influence employees of EBSU Itd job performance positively which by
further interpretation indicate a positive correlation between intrinsic and extrinsic motivation
and employees’ job performance with correlation of 17.8% with R square of 0.32 and P-value of
0.015<0.05.

The study established that financial incentives (extrinsic motivation factors) such as
salary, healthcare, commission housing and traveling allowances as well as bonus have direct
impact on EBSU MB Itd employee’s job performance indicating that extrinsic motivation predict
employees’ job performance with correlation of 0.264 with P- value of 0.009 < 0.05.

The study also find out that both intrinsic and extrinsic motivation positively correlate
EBSU MFB Ltd employees’ job performance based on the p-values indicated above.

There are significant relationship between both intrinsic and extrinsic motivation and
EBSU MFB Itd employees’ job performance.

Similarly the different between intrinsic and extrinsic motivation as correlates of EBSU
MFB Ltd employees job performance was not significant.

DISCUSSION OF FINDINGS

Research purpose 1: Extent intrinsic motivation predict employees’ job performance the
findings revealed that intrinsic motivation has a positive correlation with employees’ job
performance in EBSU MFB LTD. This finding was supported by Munya 2017 who established
that intrinsic motivation contributed significantly to employees’ job performance in KenyaUnity
Savings and Credit Cooperative Society Ltd. Also Inuwa (2016); Shrirang et al. (2021); Altekar
(2021) found out that non-financial monetary incentives like job security, staff growth
opportunity, employee engagement and so on increase employees’ job satisfaction and their job
performance. Similarly, Khan et al. (2017) in their study established that fringe benefits,
empowerment, recognition and good work environment enhance employees’ motivation to
improve their work performance. This findings indicate that employees are motivated to perform
their work better if there are adequate reward and vice versa.

Research Purpose 2: Extent extrinsic motivations predict employees’ job performance.
The findings this study showed that extrinsic motivation has a positive correlation with
employees’ job performance in EBSU MFB Ltd. The findings was corroborated by Eneh (2016);
Nabi et al. (2017) who found out that salary, bonuses, commission and other allowances have
positive correlation with employee’s productivity. This was supported by Wijesundera (2018)
whose study indicated positive correlation between monetary incentives (extrinsic motivation)
and employees’ job performance in a Dubai based semi-government Commercial bank.
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Research Purpose 3: Difference between intrinsic and extrinsic motivation as correlated
of employees job performance. This study found out that both monetary and non-monetary
incentives positively correlate with employee’s job performance. Although the P-values of their
correlation differ but not significantly. This finding was in line with Wijesundera (2018) who
observed that employees ranked some non-financial and financial incentives highly as
motivating indicators, which implies that both intrinsic and extrinsic motivation positively
correlate with employees’ job performance. It can be inferred that employees should be
motivated by these determinates in order to improve their performance.

CONCLUSION
Motivation as Predictor of Employees’ Job Performance

The findings of this study showed positive correlation and significant relationship
between both intrinsic and extrinsic motivation with employees’ job performance. These are
significant indicators that motivation predicts employees’ job performance. The study concludes
that rewarding employees with appropriate intrinsic and extrinsic motivation factors will not only
improve their performance but also promote their job satisfaction to remain in the organization.

RECOMMENDATIONS

Based on the findings, the researcher recommended that EBSU MFB Ltd should
regularly access employees’ needs to ascertain what motivates them to put their best. Bank
managers should also put in place robust financial and non-financial incentives for motivating
employees to increased productivity for the organization’s local, national and global
competitiveness.

LIMITATIONS

This study utilized secondary data from studies carried in Kenya and UAE banks where
the working conditions have significant variation with the country under study that may
influenced the motivation and performance of their employees. In order to gain more
generalizability of the findings, further empirical studies should be conducted in banks within the
area of study. However, EBSU MFB Ltd and other banks throughout the world can utilize the
findings from the current research for better management of incentives motivate employees to
enhance their job satisfaction and increase job performance.
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