
IMT INTERNATIONAL JOURNAL OF THE ARTS AND SCIENCES (IJOTAS), VOL. 3 NO. 4 
 

 
 

35 

Motivation and Improvement of Organizational Efficiency in Nigerian Public 

Sector: An Appraisal of Nigeria Immigration Service, Enugu State Command 

 

Cyril Obinna Nnamchi, Ph.D 

Department of Social Sciences and Humanities 

Institute of Management and Technology, Enugu 

Email: cyrilobinna247@gmail.com. Phone: +2348064141499 

(Corresponding author) 

 

Amechi J. Nwodo 

Department of Legal Studies 

Institute of Management and Technology, Enugu 

Email: amechij007@gmail.com. Phone: +2348033424563 

 

 

Abstract 

Every organization seeks to get the best out of their workforce. The extent to which this is realized 

depends on what actually motivates the behaviours of such workers or employees. In conscious 

attempt to make optimum utilization of employees for greater output, organizations tend to adopt 

motivational techniques and strategies mostly financial to achieve their aim. Consequently, this 

study focused on motivation and improvement of organizational efficiency in Nigerian public 

service: an appraisal of Nigeria Immigration Service, Enugu State Command. Herzberg Two 

Factor theory of motivation which opines that there is need to improve what he referred to as the 

‘motivator and hygiene factors’ to achieve the happiest and the most productive workforce was 

adopted as a theoretical framework. According to the theory, as a matter of fact, the organization 

or employers should ensure that employees feel appreciated and supported by applying the dual 

features of motivators and hygiene factors. On sources of data collection, questionnaire was 

employed as the primary source while textbooks, journals, gazettes, newsletters and other published 

works, including internet resources, constituted the secondary source. The study found out that 

emoluments and remunerations in the Nigeria Immigration Service has significant effect on 

employee improvement and efficiency (β =.146; t=3.118; p<0.05). However, the study 

recommended a periodic re-evaluation of salary and benefit packages of employees by 

organizations as workers see their pay as an indication of the value their employer placed on their 

services.  
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Introduction 

One thing that is common to all organizations is the fact of existence of a set goal to achieve. 

Meanwhile some organizations or institutions are primarily geared towards profit-making, while 

others are primarily established for the purpose of provision of peculiar services which of course, 

may not be voluntary but also not profit-driven.  

 

In light of today’s business conditions, motivating people to give their best has become more 

crucial than ever, because of stiff competition and economic uncertainties. The factor that can set 

apart an organization in this turbulent environment be it in the public or private sectors is its people. 

Therefore establishing and maintaining a stable workforce is a major concern of human resource 

department. Motivation in the work context is defined as an individual’s degree of willingness to 

exert high level of effort to achieve productivity (Robin & Decenzo, 1995). Naturally, organizations 

seek out individuals who are motivated to perform well in the workplace. In addition, they hope to 

employ people who have the ability to motivate others with whom they work with –subordinates, 

peers, and superiors– to work harder towards the accomplishment of goals assigned to them. If 

organizations can motivate employees to become effective problem solvers and to meet or exceed 

customer expectations, then the organizational goals and objectives can be realized (Havard Press, 

2005).  

 

Nevertheless, worker’s motivation is essential since there seems to be a direct relationship between 

motivation and efficiency. It also appears that only through motivation can managers help their 

employees generate the excellent performance that enables companies or organizations to boost 

profitability, survive and even thrive during tough times. Similarly, Hornby and Sidney (1988) 

opines that increased motivation especially financial incentives creates the conditions for a more 

effective workforce, but because work motivation is an interactive process between workers and 

their work environment, good management and supervision are still critical factors in reaching 

organizational goals.  

 

Nigeria Immigration Service is not profit-driven, but, for the goal(s) of an organization to be 

pursued and perhaps achieved, eventually, certain crucial processes are usually brought to bear. So, 

it should be noted that some factors are not unconnected to possible achievement of organizational 

goals especially when it has to do with human elements in production process or ultimately as it 

pertains to productivity. Therefore, it will not be incongruous to probe into such a key factor as 

motivation that is perhaps necessary for every organization to succeed in terms of productivity. 

 

As a public service, the Nigeria Immigration Service would thus be put under light in terms of the 

motivation or morale-booster programmes for its staff and how it affects its output especially in 

terms of security service delivery. Taiwo (2005), however, identified poor incentives and lack of 

other inspiring gestures for the Nigerian Immigration Services’ low productivity, arguing that since 
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the organization was extracted from the Nigerian Police in 1958, and then from 1963 when it 

became officially established by an Act of Parliament; enough attention was yet to be given to its 

workforce in terms of modern logistics and motivation especially financial enticement.  

 

Nevertheless, studies on motivation and productivity especially in the public sector indicated that 

the most effective form of encouragement of employees to enhance greater output in Nigeria is 

financial incentive which lack of it tend to result in low productivity and undesirable work 

behaviour in most organizations studied (Basil, 2010; Ozoude 2009). To this extent, this research 

work seeks to look at the Nigerian Immigration Service, Enugu State Command, with a view to 

understand the relationship between motivation especially financial incentive and productivity in 

the sector. 

 

Theoretical Framework 

According to Panay (2016), we all want to be more productive but getting motivated enough to 

actually get things done can seem impossible. Social scientists have been studying motivation for 

decades, trying to find out what motivates our behaviour, how and why dozens of theories of 

motivation have been proposed over the years but the Hertzberg’s Two Factor theory on motivation 

also known as dual-factor theory was adopted in this study. 

 

The Two Factor theory was developed by a psychologist, Fredrick Herzberg, in the 1950s. 

Analyzing the responses of 200 accountants and engineers who were asked about their positive and 

negative feelings about their work, Herzberg found two factors that influence employee motivation 

and satisfaction. The Two-Factor theory includes two types of factors that affect how motivated or 

satisfied an employee is at work. These comprise of hygiene factors and motivator factors. 

The identified factors are analyzed below. 

 

Hygiene Factors 

Hygiene factors are those that need to be addressed by a business in such a way that they would not 

result to the employee’s unpleasant experiences and feelings at work. The satisfaction of hygiene 

factors motivates employees in their work. Hygiene factors are associated with the job context or 

environment in which the job is performed. Company policy and administration, technical 

supervision, salary, working conditions, and interpersonal relations are examples of hygiene factors.  

These factors are associated with an individual’s negative feelings about the job but do not 

contribute to motivation. Pamela et al (1998:503) opine that Herzberg’s Two Factor theory carries 

some very clear messages for managers. The first step in motivation is to eliminate dissatisfaction, 

so managers are advised to make sure that pay, working conditions, company policies, and so forth 

are appropriate and reasonable. Then, they can address motivation itself. But additional pay and 

improvements in working conditions will not accomplish this. Instead, managers should strive to 
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provide opportunities for growth, achievement, and responsibility; all things that the theory predicts 

will enhance employee motivation. 

 

The hygiene factors are: (a) Wages, salaries and other financial remuneration, (b) Company policy 

and administration, (c) Quality of interpersonal relations, (d) Working conditions, (e) Feelings of 

job security, (f) Quality of supervision. 

 

Motivator Factors 

Motivator factors emerge from the need of an individual to achieve personal growth. Job 

satisfaction results from the presence of motivator factors. Moreover, effective motivator factors do 

not only lead to job satisfaction, but also to better performance at work. Fredrick Herzberg’sTwo 

Factor theory of motivation led to the classification of the factors in the workplace into the tangibles 

and the intangibles. The tangibles, also called the maintenance or hygiene factors, include some of 

the necessities of the job like salary, job security, work conditions, personal life, and status. Others 

include company policy, technical supervision, interpersonal relations with supervisor, 

interpersonal relations with peers, and interpersonal relations with subordinates.  

 

Herzberg also noted that the tangibles are important when they are lacking but of low motivational 

value when they are there, serving only to meet the minimum expectations of the workers. He 

further stated that the intangibles, also called the motivators or satisfiers, constitute the real 

motivating factors in the work place. They bring real satisfaction on the job.  

 

The motivator factors include: (a) Challenging or stimulating work, (b) Status, (c) Opportunity for 

advancement, (d) Responsibility, (e) Sense of personal growth/job achievement, (f) Acquiring 

recognition 

 

According to Herzberg’s findings, while motivator and hygiene factors both influenced motivation, 

they appeared to have effect independently of each other. Thus, while motivator factors increased 

employee satisfaction and motivation, the absence of these factors didn’t cause dissatisfaction. 

Likewise, the presence of hygiene factors didn’t seem to increase satisfaction and motivation but 

their absence caused an increase in dissatisfaction. 

 

However, the Nigeria Immigration Service is a prototypic organization that requires an assessment 

using Herzberg’s Two Factor theory to really ascertain the impediments of employees with regard 

to the output of the organization. Two-Factor theory has been proposed by scholars (such as 

Herzberg et al, 1959) as one of the well-regarded theories on job attitudes, particularly in intrinsic 

motivation of employees such as financial incentive for the public sector in Nigeria. 
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Therefore, this theory depicts that for the happiest and most productive workforce, there is need to 

strive to improve both motivator and hygiene factors. The Nigeria Immigration Service, Enugu 

State Command as one of the public service sectors with the responsibility of bringing out the best 

out of her employees through incentives and other organizational encouragement and enhancement 

mechanisms geared towards greater output requires to be aptly studied using Herzberg’sTwo Factor 

theoretical paradigm. As a matter of fact, the indicative variables of this theoretical conjecture 

principally financial enticement were used to evaluate the operational apparatus of NIS in her 

relation to her employee in terms of incentive to ensure a greater output. 

 

Methodology 

This research made use of survey and documentary research design. A survey research design itself 

can be seen as the proposed or adopted systematic and scientific plan, blueprint, road map of an 

investigation, detailing the structure and strategy that will guide the activities of the investigation, 

concerned and executed in such a way as to obtain relevant and appropriate data for answering 

pertinent research questions and testing hypothesis. The choice of these methods is the fact that 

survey in a descriptive study is more appropriate in dealing with public feelings, opinions, and 

views in relation to analyzing the facts thereto and documentary method which involves review of 

relevant documents such as textbooks, journals, periodicals and magazines to identify scholarly 

postulations on the subject of study. 

 

Population, Sample Size and Technique 

The population of the staff of Nigeria Immigration Service, Enugu State Command is 318 (Officers 

and Men) (CDFIPB 2012). The sample size of 109 was determined using statistical method.  And in 

determining the sample, the researcher employed a statistical formular devised by Yamene (1973). 

Stratified random sampling technique which appreciates a homogeneous class or group within a 

heterogeneous sample population was adopted for the study. 

 

Data Analysis 

For testing of hypotheses, Statistical Package for Social Sciences (SPSS) was adopted. The data for 

the computation of X
2
 is dependent on the numerical values got from the responses using the Likert 

5 point-scale. 

 

Table 1.1: Questionnaire Distribution and Return 

Questionnaire  Respondents Percentage (%) 

Returned 88 80.7 

Not returned 21 19.3 

Total distributed 109 100 
 

Source: field survey, 2019 
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Table 1.1 above shows the distribution and returns of the questionnaire. The copies of questionnaire 

administered were 109 representing (100%) from which 88 (80.7%) were returned, while 21 

representing (19.3%) were not returned. The 88 copies of questionnaire that were returned were 

considered adequate enough for making valid deductions and conclusions. Hence, the research 

analysis was based on the returned copies of questionnaire. 

 

Demographic Factors 

Based on distribution according to sex, 58 respondents representing 65.9% of the respondents stated 

that they are males while the remaining 30 respondents representing 34.1% stated that they are 

females. Therefore, majority of the respondents are males. On age variations, 5 respondents 

representing 5.7% out of the entire respondents are within the age of 20-24 years, 9 respondents 

representing 10.2% out of the entire respondents are within the age of 24-29 years, 16 respondents 

representing 18.2% out of the entire respondents are within the age of 30-34 years, 17 respondents 

representing 19.3% out of the entire respondents are within the age of 35-39 years, 12 respondents 

representing 13.6% out of the entire respondents are within the age of 40-44 years, 15 respondents 

representing 17.1% are within the age bracket of 45-49 years, 9 respondents representing 10.2% are 

within the age bracket 50-54 years while 5 respondents representing 5.7% out of the entire 

respondents are within the age bracket of 55-59 years. However, the majority of the respondents are 

within the age of 35-39 years. 

 

In determination of years of service, 36 respondents representing 40.9% indicated 1-10 years of 

service, 30 respondents representing 34.1% indicated 11-20 years of service, 17 respondents 

representing 19.3% indicated 21-30 years of service while the remaining 5 respondents representing 

5.7% indicated 31 years and above. Hence, the analysis indicates that the majority of the 

respondents fall within 1-10 years. Similarly, on ranking, 1 respondent representing 1.1% out of the 

entire respondents indicated GL-13, 14 respondents representing 15.9% out of the entire 

respondents indicated GL-12, 15 respondents representing 17.1% out of the entire respondents 

indicated GL-11, 6 respondents representing 6.8% out of the entire respondents indicated GL-10, 2 

respondents representing 2.2% out of the entire respondents indicated GL-9, 25 respondents 

representing 28.4% indicated GL-8, 2 respondents representing 2.2% indicated GL-7, 10 

respondent representing 11.4% out of the entire respondents indicated GL-6, 8 respondents 

representing 9.1% out of the entire respondents indicated GL-5, 1 respondent representing 1.1% out 

of the entire respondents indicated GL-4 while 4 respondents representing 4.5% out of the entire 

respondents indicated GL-3. However, the majority of the respondents are within GL 8. 
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Table 1.2: Mean rating of responses of respondents on Emoluments and Remunerations as 

major motivating factors 

S/N ITEMS  SA A  U  D  SD N FX  

 X 

Decision 

1 I am not satisfied with my 

wages and pay  

8 22 7 26 25 88 226 2.6 Accepted  

2 My pay and other emoluments 

are not commensurate with my 

input in Nigeria Immigration 

Service 

4 17 11 31 21 88 204 2.3 Rejected   

3 My wages and pay affects my 

output positively  

10 23 8 34 7 88 241 2.7 Accepted  

4 Dedication to duty is rewarded 

through increased emoluments 

and remunerations in Nigeria 

Immigration Service 

24 37 4 10 5 88 305 3.5 Accepted 

5 I am paid as at when due 12 18 9 32 14 88 237 2.7 Accepted  

6 The pay package in Nigeria 

Immigration Service affect 

staff work rate and efficiency 

on control and monitoring of 

migration, border surveillance 

and other functions  negatively 

6 21 17 21 17 88 224 2.5 Accepted  

Total   Mean        3.3 Accepted  
 

Source: Field Survey, 2019 

Table 1.2 above shows the mean mark calculated from the response of the respondents on 

Emoluments and Remunerations. Based on the decision rule, that if X is below 2.5 it is considered 

rejected and if X is 2.5 and above it is considered accepted. However, all the items in the table 

except item 2 which was rejected due to the fact that it is below 2.5 mean score, were accepted due 

to the fact that it is above the mean score of 2.5. However, the overall mean is 3.3 it therefore 

indicates that emoluments and remunerations in the Nigeria immigration service has a significant 

effect on efficiency and output of employees. 

 

Test of Hypothesis: The results for the test of hypothesis, which was tested with the Liner 

Regression analysis and the results is presented below: 

Ho:  Emoluments and remunerations in the Nigeria immigration service have no significant 

effect on efficiency and output of employees. 

Hi: Emoluments and remunerations in the Nigeria immigration service have significant effect 

on efficiency and productivity of employees. 
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Table 1.2a: Model Summary 

 

Model 

R R 

Square 

Adjusted 

R Square 

Std. Error 

of the Estimate 

1 .740
a
 .548 .541 .33794 

 

a. Predictors: (Constant), Emoluments and remunerations  

Table 1.2a above revealed that there is a relationship at R= .740 between emoluments and 

remunerations and the level of efficiency and output of employees. An examination of the table 

shows that the R square = .548 which implies that emoluments and remunerations accounts for 

54.8% of variations having a significant effect on the level of efficiency and productivity of 

employees. 

 

Table 1.2b ANOVA 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

 Regression 25.064 3 .834 4.035 .008
b
 

1 Residual 20.671 85 .207   

 Total 45.735 88    

a. Predictors: (Constant), Emoluments and Remunerations  

b. Dependent Variable:  Efficiency and productivity of employees  

Table 1.2b shows that the F-value is the Mean Square Regression (8.355) divided by the Mean 

Square Residual (0.114), yielding F=73.155. The model reveals that salary structure is statistically 

significant at (Sig =.000) therefore it is a significant predictor of efficiency and productivity of 

employees at F (3,184) = 73.155. 

 

Table 1.2c: Coefficients
a
 

a. Dependent Variable: Efficiency and productivity of employees  

 

The table above revealed the degree of influence emoluments and remunerations had on the 

efficiency and productivity of employees and its level of significance. The statistical results is given 

as; (emoluments and remunerations; β =.146; t=3.118; p<0.05). The statistical result implies that 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

 

1 

(Constant) .806 .203  3.973 .000 

SS .146 .047 .740 3.118 .002 
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emoluments and remunerations are statistically significant predictor of the level of efficiency and 

productivity of employees. 

 

Linear Regression Model is given as Y = a + βX Where Y = efficiency and productivity of 

employees  

a = constant 

βx = Coefficient of X 

Therefore efficiency and productivity of employees = .806 + 0.146SS 

Based on the results in the Anova table above, the significant levels for emoluments and 

remunerations is less than 0.01 therefore we accept the alternate hypothesis and reject the null 

hypothesis. That is, emoluments and remunerations in the Nigeria immigration service have 

significant effect on efficiency and productivity of employees. 

 

Summary of Findings 

Having carried out this research project, the study revealed that emoluments and remunerations in 

the Nigeria immigration service have significant effect on efficiency and productivity of employees. 

 

Conclusion 

From the findings of the study, it can be concluded that opportunity for advancement, appreciation 

for work done, salary, promotions and other factors were the main source of motivation. Therefore, 

there is relationship between motivation and performance especially in the Enugu State command 

of the Nigeria Immigration Service. 

 

Recommendations  

Based on the findings and conclusions, the following recommendations were made: 

1. Organizations should re-evaluate its salary and benefits package periodically as the 

employees perceive the money they are paid as a direct indication of the value the 

organization has placed on their services. This can help boost the morale and motivation of 

the employees and consequently, their performance. 

2. Additionally, it is also recommended that Nigeria Immigration Service, Enugu State 

Command as well as other organizations should implement non-monetary rewards as a cost-

effective way of boosting further the morale of their workforce aside remunerations.  
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