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Abstract  
This study was conducted to determine the influence of Motivational variables on the Job 
Performance of Lecturers in Colleges of Education in South-South Nigeria. Two specific 
objectives, two research questions and two null hypotheses guided the study. The descriptive 
survey design was adopted for the study. The area of this study was all the states in South-
South Geo-political zone of Nigeria. The population of this study was 850 Lecturers in 
Colleges of Education in South-South Nigeria. A sample of 425 Lecturers comprising 260 
male and 165 female Lecturers was drawn using 50% of the population. The Multi-stage 
sampling technique was used for the study. Data were collected using a set of structured 
questionnaire entitled “influence of Motivational variables on the Job Performance of 
lecturers in Colleges of Education in South-South Nigeria Questionnaire”. The questionnaire 
was face validated by three experts from the University of Uyo, while the reliability of the 
instruments was 82 using the Cronbach Alpha Statistical tool after a one-time test of the 
instruments. Data collected for this study were analysed using Mean and Standard Deviation 
for answering the research questions. Independent t-test was used in testing the null 
hypotheses at 0.05 level of significance. The findings of the study showed much influence of 
regular promotion and in-service training on Job Performance of Lecturers in Colleges of 
Education in South-South Nigeria. Based on the findings of this study, it was recommended 
among others that regular promotion should be implemented and sustained by the Colleges 
of Education administrations to enhance job performance of lecturers in Colleges of 
Education in South-South Nigeria. In-service training of lecturers should be encouraged by 
Colleges of Education administrations to help improve job performance.  
 
Key words:  Motivation, Job Performance, Institution and Colleges of Education.            
 

Introduction  

Institutions tend to focus efforts of individual workers on meeting specific planned 
goals. These planned goals through motivation variables are important exercises that provide 
a clear road map for realising institutional objectives. However, motivation is the creation of 
a will to work by management of an institution. It is a central and vital component which is 
the key contributor to job performance of lecturers in Colleges of Education in South-South 
Nigeria. Motivation refers to a variety of drives, stimuli and educational activities which the 
management of an institution design purposely to give lecturers the additional knowledge, 
skills, attitudes, experiences and understanding needed to perform the required task  to 
achieve its specific objectives.  

In the view of Armstrong (2012), there are intrinsic and extrinsic motivation. Intrinsic 
motivation refers to individual’s motivational stimuli that comes from within. That means, 
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the lecturers in Colleges of Education in South-South Nigeria, have the desire to perform a 
specific task, because its results are in accordance with their belief system or fulfills a desire 
and therefore importance is attached to it, while extrinsic motivation refers to the individual’s 
motivational stimuli that comes from outside. That means, the lecturers in Colleges of 
Education in South-South Nigeria, have the desire to perform a task  that are controlled by an 
outside source, the result of performing the task will  still be rewarding for the individual 
performing the task. 

Oluchukwu (2000) viewed motivational variables as a management function that 
stimulates individuals to accomplish laid down institutional goals; it is a purposive, 
designated and goal oriented behaviour that involves certain forces acting on or within 
individuals in order to initiate, sustain and direct behaviour. More so, Michaelowa(2002) 
stated thatmotivationisthe willingness, driveordesiretoengage lecturersinactiveteaching. With 
this, NelsonandQuick(2003)observed thatmotivation factorsleadto 
positivementalhealthandchallenge peopletogrow, contribute totheworkenvironment and 
invest themselves in the organisation.  Ololube(2004)opinedthatincreased in 
themotivationofteacherslead 
toanincreaseinproductivitythatgivesboosttotheeducationalsystems. 
 

Nevertheless, lecturers can perform below expectation when they are not motivated. 
Itis to notethat if thelecturersof Colleges of Education in South-South 
Nigeriaareproperlymotivated through regular promotion and in-service training these will 
facilitate the teaching activities in the institutions.In this discussion, it is worthy of note that, 
one of the motivational variables is regular promotion. This is indispensable and essential in 
building up high job performance of lecturers of Colleges of Education in South-South 
Nigeria. Akpan (2016) wrote that regular promotion is the regular movement of employee 
from one job position to another job position, that has a higher salary range, job title and 
often, more and higher level job responsibilities in an institution. This implied that when 
l e c t u r e r s  in Colleges of Education in South-South Nigeria are promoted regularly, 
lecturers perform well, and students tend to achieve more and perform better in their 
academics which enable students to compete adequately in the labour market. Also, Harrison 
and Novak (2006) opined that efforts by management to establish regular promotion 
opportunities contribute to employees’ job satisfaction and acts as a motivator for job 
performance. Uko (2016) asserted that there is a high influence of regular promotion on the 
effectiveness of Business Education lecturers in Universities in South-South Nigeria. 
Alongside, Gontur (2015) stated that regular promotion opportunities increase the level of 
individual performance and organisational commitment among workers in their career 
advancement, influences the workers behaviours and attitudes, particularly in the case of 
stable employment. 

 
Moreover, in-service training is another motivational variable that influences the job 

performance of lecturers in Colleges of Education South-South Nigeria. It is a form of 
training given to lecturers while in service with the employer to acquire skills in their various 
professions. For example, training professionals like teachers. This in-service training will 
update the skills, knowledge, competencies, and abilities of lecturers in Colleges of 
Education and their job performance. Thisisbecausethe success 
ofanyinstitutiondependsonhowwellherlecturersaretrainedand retrained. This training will 
promote acquisition of skills. However, in the view of Akuezulo (2000), 
Lecturersneedconstant in-servicetraining inordertounderstand new 
changestakingplacewithintheirteachingenvironment. Shortterm in-
servicetrainingencompassesawidevarietyofprogrammes suchasseminars, workshops, 
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conferences, symposiums, continuing education and personal enrichment courses.Abokwara 
(2010) said that in-service training is the basic instrument for raising teachers’ job 
performance productivity in Colleges of Education. Also, Ambetsa (2006) said that short 
term training courses contribute to individual’s personal development, increases their 
productivity in participation to work.  

 
Besides, jobperformance of lecturers (male and female) in Colleges of Education in 

South-South Nigeria,is theextenttowhich,lecturerscarry out their activities toachievethe 
institutionalgoals by producing quality graduates to match the labour market. Job performance 
refers to a specific task, duty and responsibility which make the work a lecturer carries out to 
be paid for by an institution. Jobperformance of lecturers in Colleges of Education in South-
South Nigeria,areofteninthecenterofattentionin educationalinstitutions. Educational 
institutions need high job performing individuals in order to meet her goals, to deliver the 
services they specialized in, and finally to achieve competitive advantage. Job performance is 
also important for lecturers in Nigerian Colleges of Education when a task is accomplished, 
the lecturers have satisfaction, with feelings of mastery and pride. Moreover, when job 
performance, is recognized by management of the institution, it is rewarded with financial 
benefits. This is a major, although not the only prerequisite for future career development and 
success in the labour market.  
 

Statementof the Problem 
The unsatisfactory job performance of lecturers in Colleges of Education in South-

South Nigeria could be due to lack of regular promotion and in-service training. Poor 
performances of lecturers in Nigerian Colleges of Education, revealed that these institutions 
could not achieve the objectives of the institutions due to lack of motivation. Lecturers 
develop a lasses-faire attitude to work because they are subjected to work under conditions 
where there is lack of motivation. The poor performance of lecturers due to lack of regular 
promotion leads to poor performance in students’ result, who cannot be employed in the 
labour market. In the view of Oko (2014), teacher motivation provide teachers with the desire 
to teach individual students well, this results in the students getting better grades, developing 
higher adjustment potentials and better self-concept. 

More so, low job performance of lecturers in Colleges of Education could be due to 
lack of in-service training. It is the combination of retraining and refresher courses, coupled 
with experience, that boost job performance.  Lack of in-service training, management of 
classroom and new techniques of handling special needs children in the class constitute a 
problem. Hence, this study is to determine the influence of motivational variables on the job 
performance of lecturers in Colleges of Education in South-South Nigeria.  Itis 
againstthisbackground,thattheneedforthestudybecomes imperative. 
 

Purpose of the Study  
The main purpose of this study was to determine the influence of motivational 

variables on the job performance of Lecturers in Colleges of Education in South-South 
Nigeria. Specifically, this study sought to achieve the following objectives: 
1 Determine the influence of regular promotion on the job performance of lecturers in 

Colleges of Education in South-South Nigeria.  
2 Determine the influence of in-service training on the job performance of lecturers in 

Colleges of Education in South-South Nigeria. 
 
Research Questions 

The following research questions were raised to guide the study: 
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1.  What is the influence of regular promotion on the job performance of lecturers (Male 
and Female) in Colleges of Education in South-South Nigeria? 

2.  What is the influence in-service training on the job performance of lecturers (Male 
and Female) in Colleges of Education in South-South Nigeria? 

 
Null Hypotheses 

The following null hypotheses were formulated and tested at 0.05 level of 
significance: 
HO1 There is no significant difference in the mean responses of male and female lecturers 

on the influence of regular promotion on job performance of lecturers in Colleges of 
Education in South-South Nigeria. 

HO2 There is no significant difference in the mean responses of male and female lecturers 
on the influence of in-service training on job performance of lecturers in Colleges of 
Education in South-South Nigeria. 

 

Methodology 
A descriptive survey was adopted for the study. According to Hair, Bush and Ortinau 

(2000), survey is a procedure for collecting large amounts of raw data using interviews or 
questionnaire. Thus, the justification for the adoption of this instrument (questionnaire) is 
hinged on its ability to generate the required data from the sampled lecturers for analysis. It is 
adopted because the researcher does not intend to manipulate any of the variables under 
study. The descriptive survey also enable the researcher to find out the influence of 
motivational variables on the job performance of lecturers in Colleges of Education in South-
South Nigeria.   

This study was carried out in five state Colleges of Education in South-South Geo-
political zone of Nigeria for easy access and convenience. The South-South Nigeria is a very 
densely populated region. It is a low-lying area which is noted for its sandy coastal ridge 
barriers, seasonal rainfalls, seasonal and permanent swamp forest. Generally, the southern 
part of the South-South is bounded by the Atlantic Ocean where crude oil exploration takes 
place. It is, therefore, the oil and natural gas producing region in the country.  

The population of this study comprised 850 lecturers, comprising 530 males and 320 
females in state Colleges of Education in South-South Nigeria to reduce cost and for 
convenience. The state Colleges of Education are: College of Education, Agbor, Delta State. 
Akwa Ibom State College of Education (AKSCOE), Afaha-Nsit, Isaac Jasper Boro College 
of Education, Sagbama- Bayelsa State; Cross River State College of Education (CRSCOE), 
Akamkpa; Edo College of Education. 

A sample of 265 males and 160 females in the Colleges of Education representing a 
50% of the population constituted the sample size in order to arrive at a good representation. 
The multi-stage sampling technique was used to select the sample size of the study.  

The instrument was face-validated by three experts, two from the Department of 
Vocational Education, one from the Educational Foundation, all in the Faculty of Education, 
University of Uyo.  

The reliability coefficient of the instrument was determined using the one-time test 
method. The instrument, was administered on 18 male lecturers and 12 female lecturers from 
the population. 375 lecturers comprising 247 male lecturers and 148 female lecturers were 
not used in the final study. The instrument was on a four point rating scale of So Much 
Influence (SMI), Much Influence (MI), Some Influence (SI), No Influence (NI).  The data 
was obtained and analysed using Cronbach Alpha statistical tool. The instrument has a high 
internal consistency coefficient of .82 indicating that the instrument was suitable for use in 
the study.The instrument was distributed to the respondents by the researcher with the help of 
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one research assistant. The researcher and the assistant visited the institutions to administer 
the instruments. The researcher and assistants went after one week for the respondents to 
complete the instrument in order to retrieve them to ensure high rate of return. The 
instrument was completed and returned successfully, although not all the instruments were 
returned. Mean and Standard Deviation were used in answering the research questions while 
the independent t-test was used to test the Null hypotheses at 0.05 level of significance using 
the Statistical Package for Social Science (SPSS). 

In answering the research questions using the real limit of mean score, the real limit 
of mean score of 3.50-4.00 of a motivational variable was accepted as having so much 
influence on lecturers job performance; the real limit of mean score of 2.50-3.49 portrayed 
much influence; real limit of mean score of 1.50-2.49 reflected some influence; while the real 
limit of mean score of 1.00-1.49 indicated no influence respectively. 
 

Data Analysis and Results 
Research Question1:What is the influence of regular promotion on job performance of 
lecturers (Male and Female) in colleges of Education in South-South Nigeria? 
 
Table 1: Mean responses of the respondents on the influence regular promotion on job 

performance of lecturers. 
S/NO Influence of Regular Promotion Gender N Mean SD Remark 

1 Normal promotion influences job 
performance of lecturers. 
 

Male 
Female 

251 
145 

3.59 
3.56 

.52 

.53 
SMI 
SMI 

2 Expected promotion on time 
influences job performance of 
lecturers. 
 

Male 
Female 

251 
145 

3.41 
3.38 

.70 

.70 
MI 
MI 

3 Standard promotion influences job 
performance of lecturers. 
 

Male 
Female 

251 
145 

3.29 
3.26 

.90 

.87 
MI 
MI 

4 Ordinary promotion influences job 
performance of lecturers. 
 

Male 
Female 

251 
145 

3.39 
3.37 

.58 

.59 
MI 
MI 

5 Accepted valid promotion influences 
job performance of lecturers. 

Male 
Female 

251 
145 

3.35 
3.32 

.71 

.72 
MI 
MI 

Note: SMI=So Much Influence, MI= Much Influence Source: Field work (2017). 

 The result presented on Table1 showed that the item on normal promotion had the 
highest mean (x�= 3.59, 3.56) for male and female respectively. The mean falls within the real 
limit of 3.50 – 4.00. This indicated that this item exerts so much influence on job 
performance to both male and female lecturers. The remaining items had means ranging 
between 3.26 and 3.41, and fall within the real limit of 2.50 – 3.49, which indicated much 
influence on job performance to both male and female lecturers. The table also showed that 
the Standard Deviation of the items fall within the range of 0.52 - 0.90. This indicated that 
the respondents were not divergent from one another in their responses. This means that the 
respondents agreed that regular promotion influence job performance of lecturers in Colleges 
of Education in South-South Nigeria. 
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Research Question 2: What is the influence of in-service training on job performance of 
lecturers (Male and Female ) in Colleges of Education in South-South Nigeria?  
 

Table2:Mean responses of the respondents on the extent in-service training             
influences job performance of lecturers. 

/NO Influence of In-service Training Gender N Mean SD Remark 

1 Short courses training influences job 
performance of lecturers. 
 

Male 
Female 

251 
145 

3.43 
3.42 

.57 

.60 
MI 
MI 

2 Sandwich programme influences job 
performance of lecturers. 
 

Male 
Female 

251 
145 

3.34 
3.32 

.74 

.74 
MI 
MI 

3 Master Degree programme influences 
job performance of lecturers. 

Male 

Female 

251 

145 

3.63 

3.57 

.55 

.55 

SMI 

SMI 

4 Doctor of philosophy programme 
influences job performance of 
lecturers. 
 

Male 

Female 

251 

145 

3.54 

3.49 

.53 

.58 

SMI 

MI 

5 Continuing education programme 
influences job performance. 

Male 

Female 

251 

145 

3.52 

3.49 

.62 

.61 

SMI 

MI 

Note: SMI=So Much Influence, MI= Much Influence Source: Field work (2017) 

The result presented on Table2 showed that the item on masters degree programme 
had the highest mean (x�= 3.63, 3.57) for male and female respectively. The means fall within 
the real limit of 3.50 – 4.00. This indicated that this item exerts so much influence on job 
performance to both male and female lecturers. The item on doctor of philosophy and 
continuing education programmes had the mean (x�= 3.54, 3.49 and 3.52, 3.49) for male and 
female respectively. The means fall within the real limit of 3.50 – 4.00 and 2.50 – 3.49 
respectively. This indicated that these items exert more influence on male (so much 
influence) than female (much influence) on job performance. The remaining items had means 
ranging between 3.32 and 3.43, and real limit of 2. 50 – 3.49, which indicated much 
influence on job performance to both male and female lecturers. The table also showed that 
the Standard Deviation of the items fall within the range of 0.53 - 0.74. This indicated that 
the respondents were not divergent from one another in their responses. This means that the 
respondents agreed that in-service training influence job performance of lecturers in Colleges 
of Education in South-South Nigeria. 
 

Discussion of Findings 
Influence of Regular Promotion on Job Performance of Lecturers in Colleges of 

Education in South-South Nigeria. 
 

The findings of this study have shown that regular promotion influences so much job 
performance of lecturers in Colleges of Education in South-South Nigeria. This study 
revealed that normal, expected, standard, ordinary and accepted valid promotion influences 
job performance of lecturers in Colleges of Education in South-South Nigeria. Further test 
revealed that, there is no significant difference of the mean responses of male and female 
lecturers on the influence of regular promotion on job performance of lecturers in Colleges of 
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Education in South-South Nigeria. This implies that both male and female lecturers agreed 
that regular promotion influence job performance of lecturers in Colleges of Education in 
South Nigeria. The findings of Harrison and Novak (2006) supported this view as the authors 
contended that efforts by management to establish regular promotion opportunities contribute 
to employees’ job satisfaction and acts as a motivator for job performance.  

This finding is in line with Uko (2016), who asserted that there is a high influence of 
regular promotion on the effectiveness of Business Education lecturers in Universities in 
South-South Nigeria. Alongside, this research finding is also in line with the assertion of 
Gontur (2015) that regular promotion opportunities increase the level of individual 
performance and organisational commitment among workers in their career advancement, 
influences the workers behaviours and attitudes, particularly in the case of stable 
employment. However, the author opined that normal regular promotion of long-standing 
employees is reinforcing in Colleges of Education in South-South Nigeria because, their rise 
through the ranks motivate their job performance as well as the younger workers at lower 
levels. 

 

Influence of In-service Training on Job Performance of Lecturers in Colleges of 
Education in South-South Nigeria. 
 

The findings of this study revealed that in-service training influences so much job 
performance of lecturers in Colleges of Education in South-South Nigeria. The results 
revealed that short courses training, Sandwich, Doctor ofPhilosophy andcontinuing education 
programme have much influence on job performance of lecturers in Colleges of Education in 
South-South Nigeria. However, the results of the analysis also revealed so much influence of 
Master Degree programme on the job performance of lecturers in Colleges of Education in 
South-South Nigeria. The result also indicated that there is no significant difference in the 
mean responses of male and female lecturers on the influence of in-service training influence 
on job performance of lecturers in Colleges of Education in South-South Nigeria. The 
findings are supported by the findings of Abokwara (2010) who said that in-service training 
is the basic instrument for raising teachers’ job performance productivity in Colleges of 
Education. This finding is also in line with the findings of Ambetsa (2006) who said that 
short term training courses contribute to individual’s personal development, increases their 
productivity in participation to work.  

Based on the data analysed and findings of this study, the author made the following 
comments. Motivational variables such as regular promotion and in-service training 
influence much on job performance of lecturers in Colleges of Education in South-South 
Nigeria. However, if Colleges of Education administrators show sufficient commitment 
towards providing lecturers with regular promotion and in-service training it would improve 
job performance and produce quality graduate to fit into contemporary technology-driven 
office in both private and public institutions     
 

Recommendations     
Based on the findings of this study, the following recommendations are made: 

1. Regular promotion of lecturers should be implemented and sustained by the Colleges 
of Education administration to enhance job performance of lecturers in Colleges of 
Education in South-South Nigeria. 

2. In-service training of lecturers should be incorporated by the Colleges of Education 
administration to help improve job performance of lecturers in Colleges of Education 
in South-South Nigeria. 
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