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     Abstract 

This study investigated self-efficacy, intrinsic motivation and job 
satisfaction as predictors of job performance of industrial workers with the aim 
of improving employees’ productivity in Nigerian industrial settings. 

Descriptive study of expo facto was adopted. The population for this 
study was made up of employees of both Frigoglas Nigeria Plc Ijebu-Ode (500 
workers) and Ayokunle Industry Ltd Ijebu-Ode (600 workers). A total of 150 
workers were selected through simple random sampling technique from each 
organization.  

Four research instruments titled Intrinsic Motivation Inventory (IMT), 
Self-Efficacy Scale (SES) and Job Satisfaction Scale (JSS) were used to collect data 
for the study. Job Performance was assessed using the Annual Performance 
Evaluation Reports (APER). The IMT was adapted from Ryan (1982). The test 
retest reliability of the instrument administered within two weeks interval 
yielded .80. The SES was self developed and has coefficient of .82. JSS was also 
self developed and have coefficient of .76. It measured job satisfaction.  The 
response format used for the instruments was the Likert format with options 
ranging from Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) =2 and 
Strongly Disagree (SD) =1. Higher score on the scale indicate high, intrinsic 
motivation, self-efficacy and job satisfaction. All the instruments were divided 
into two parts. Part A solicited responses on personal information about 
respondents while part B collected data on the various variables under study. 
The workers completed the questionnaires while their APER forms were 
collected for each worker that completed the questionnaire.  Multiple Regression 
Analysis was used to analyse data collected.0.05 level of significance was applied 
in the analysis. 

As a result of the finding, the analysis of the hypotheses are clear 
indication that (1) self-efficacy, intrinsic motivation and job satisfaction will 
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predict the job performance of industrial workers and (2) relatively, each of these 
variables will predict the job performance of  workers. 

Therefore, it is suggested that for organization to achieve their stated 
objectives and goals, managements of those organization must put in place 
policies that will encourage self-efficacy, intrinsic motivation and job satisfaction 
among workers.     

  Key Words:  Motivation, Job Satisfaction, Workers. 

 

 

Introduction 

          Organizations seem to exist based on their goals and objectives. This perhaps made 
attainment of organization goals takes a paramount position in management thought. The 
attainment of these goals however is said to be depended largely on the resources at the 
disposal of such organization. Potent among the resources for the achievement of 
organization goals is the human resources which is dependent on their job performance. 
However as noted by  Oloyede (1999), Ayodele (2002), Adikwu (2006), and Oba (2008),  
there is acute problem  of low performance in many Nigerian Industries which has serious 
negative implication on the ability to achieve organization goals.   

       Katz (2005) defined performance as goal accomplishment. It is the process of 
reaching an end-that is, organizational goals. Performance is therefore, the qualitative and 
quantitative measure of activities, duties and operations which a job holder achieved 
efficiently and effectively within a defined time limit.  Studies have found that the main 
objectives and purpose of personnel performance is achievement of target goals set by the 
organization which is fully dependent on the performance of its personnel and that 
personnel performance plays a significant role in the overall development of the 
organization. (Cole 1996, Dessler, 1994 and Ubeku 1975)..  

         The issue of job performance has been a great concern to many organizations 
especially in Nigeria. There have been many agitations on the part of the workers which 
had led to much industrial unrest. The workers of  Nigerchin Nigeria Ltd and Kablemetal 
Nig. Plc were on strike for many months demanding for a better working condition 
(Adikwu 2006 & Democratic Socialist Movement 2008). Also, the Food and Beverages 
Workers Union had called her members for a boycott in recent years. This had led to many 
job cut and loss of profit on the part of their management. To pacify these workers, their 
management had tried to put some measures on ground by motivating them through 
financial inducements, provision of welfare services, many of them have also introduced 
casualisation of workers which has even worsen the situation.  

Several factors are believed to influence a person’s desire to perform work. The 
need based theories explained these desires; they explained the importance of motivation 
primarily as a phenomenon that occurs intrinsically, or within an individual and job 
satisfaction. Also the social cognitive theories believed that putting all other things in 
place, the personal disposition of an individual plays a very significant role. Therefore, the 
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focus of this study is to investigate whether intrinsic motivation, self-efficacy and job 
satisfaction has a role to play in predicting job performance of industrial employees   

           Motivation seems to be a fundamental instrument for regulating work behaviour 
of staff. This may have made Olawoyin, (2000) to conclude that the optimization of work 
behaviour can best be achieved by motivating the workers.  Ololube (2006) also asserted 
that motivation to work whether intrinsic or extrinsic are very essential in the lives of 
workers because they form the fundamental reason for working in life.  As important as 
motivation is to workers performance, studies have supported the importance of intrinsic 
motivation over extrinsic motivation. For example, citing Maslow need hierarchy, 
Hersberg two factor, MClleland achievement motivation and Alderfer Existence 
Relatedness and Growth theories, Cole (1996), Drucker (2002) and Mercer (1998) claimed 
that financial rewards and incentives are important but they are not sufficient positive 
motivation. To them, intrinsic motivation- such as natural or personal drives, desires, 
impulse etc belonging to a person internally, has a role to play in job performance of 
workers. 

        With the same connecting string, Firestone & Pennel (1993); Johnson, (1990) and 
Rosenboltz, (1989), noted that commitment to the workplace have been found to be 
enhanced by psychotic rewards (acknowledgement of competence), meaningful and 
varied work, tasks autonomy and participatory decision-making, positive feedback, 
collaboration, administrative support, reasonable work load, adequate resources  and pay, 
and learning opportunities providing challenge and accomplishment . 

.Job satisfaction is link to performance (Dessler 1994). Job satisfaction is more of attitude, 
an internal state which may be associated with feeling of achievement either qualitatively 
or quatitatively. Furthermore, Mckenna (2000), Peretomode (1991), Whawo (1993) and 
Ololube (2006) were of the opinion that job satisfaction is necessary in order to achieve a 
high level of motivation and performance.  Herzberg, Mausner and Synderman (1959) two 
factor theory is said to be heavily based on need fulfillment because of their interest in 
how best to satisfy workers (Dessler,1994; Ololube, 2006) Herzberg et al (1959) believed 
that the Hygienic or Maintenance factors will make workers to be dissatisfied and this will 
not improve performance. Motivation factors such as drive to excel, job enrichment, 
recognition etc will make workers work harder. They are sometimes called intrinsic factors 
(Yalokwu, 2000). However, War (1998) in Ololube (2006) cautioned that improved job 
satisfaction can sometimes decrease job performance.  

     The importance of self-efficacy in successful job performance must not be 
underestimated (Magar, 1992).   Self-efficacy is the personal disposition of the job holder. It 
is the belief in ones capabilities in executing a course of action and it affects a person’s 
choice of behaviour, motivation, perseverance and facilitative thought patterns (Bandura, 
1977, 1986 & 1997).  Researchers that supported the relationship between self-efficacy and 
job performance stated that, people who hold strong self-efficacy beliefs tend to - be more 
satisfied with their job and demonstrate more commitment (Trentham, Silvern & Brogdon. 
1985) and have lower absenteeism (McDonald & Siegall, 1993). 

       Also, Hackett (1995) and Lent & Hackett (1987) confirmed that individuals who 
lack confidence in skills they possess are less likely to engage in tasks in which those skills 
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are required, and they will more quickly give up in the face of difficulty. Self-efficacy 
involves the judicious use of one’s time to achieve set goals Drucker in Ola, and the 
effectiveness of leaders (Maxwell, 1995)  

    It cannot be disputed that self-efficacy has been a much more consistent predictor of 
behaviour and behaviour change than has any of the other closely related expectancy 
variables for example, self-concept (Graham and Weiner, 1995). Collins (1982) concluded 
after a research that ability was related to performance but regardless of ability level, 
workers with high self-efficacy tackled more problems correctly and reworked more of the 
ones they missed. In the same vein, Bouffard-Bouchard, Parent, and Larius & Egrare 
(1991) found that workers with high self-efficacy engaged in more effective self-regulatory 
strategies at each level of ability. 

  Self-efficacy regulates the way in which an individual perceives his or her competence. 
This perception influences an individual's ability to complete a task and a set, attainable 
goal (Pajares & Schunk, 2001).   According to Pajares (2007), and Schunk & Pajares (2001), 
research studies have demonstrated that self-efficacy affects the level of motivation, 
learning, and achievement. Covey (1994), after conducting a research on the importance of 
self-efficacy to job performance, proposed seven habits of highly effective people, which 
allow individuals to fully experience themselves and their sense of self-worth, and this 
enables them to deal effectively with others from a position of quiet inner strength.  

Hypothesis 

  The hypothesis below was tested at 0.05 level of significance:  

1. There is no significant contribution of intrinsic motivation, self-efficacy and job 
satisfaction to the prediction of job performance of  industrial workers.  

2. There is no significant contribution of intrinsic motivation to the prediction of industrial 
workers job performance 

3. There is no significant contribution of self-efficacy to the prediction of  industrial 
workers job performance 

4. There is no significant contribution of job satisfaction to the prediction of industrial 
workers job performance 

       Research methods 

The population for this study was made up of employees of both Frigoglas Nigeria  
Plc Ijebu-Ode (500 workers)  and Ayokunle Industry Ltd Ijebu-Ode (600 workers). A total 
of 150 workers were selected through simple random sampling technique from each 
organization. The total sample from the two organizations was 300.  

  Research Instruments 

Descriptive study of expo facto was adopted. Three research instruments titled 
Intrinsic Motivation Inventory (IMT), Self-Efficacy Scale (SES) and Job Satisfaction Scale 
(JSS) were employed. Job Performance was assessed using the Annual Performance 
Evaluation Reports (APER). The IMT adapted from Ryan (1982) has 35 items. The scale has 
been used in previous studies (Koestner and Deci 1991, Deci Egharari, Patrick and Leone 



 

 

 

- 573 - 

(1994) and yielded internal consistencies between .75 and .85. The test retest reliability of 
the instrument administered within two weeks interval yielded .80. The response format 
used for the scale was the Likert format with options ranging from Exactly True = 4, 
Moderately True =3, Rarely True = 2 and Not at all True =1. Higher score on the scale 
indicate high intrinsic motivation. The SES was self developed. It has 22 items and has 
coefficient of .82. The response format used for the scale was the Likert format with 
options ranging from Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) =2 and Strongly 
Disagree (SD) =1. Higher score on the scale indicate high self-efficacy.  JSS was also self 
developed. It has 24 items and has coefficient of .76. The response format used for the scale 
was the Likert format with options ranging from Strongly Agree (SA) = 4, Agree (A) = 3, 
Disagree (D) =2 and Strongly Disagree (SD) =1. Higher score on the scale indicate high job 
satisfaction. All the instruments were divided into two parts. Part A solicited responses on 
personal information about respondents while part B collected data on the various 
variables under study. The workers completed the questionnaires while their APER forms 
were collected for each worker that completed the questionnaire.  

 Multiple Regression Analysis was used to analyse data collected.0.05 level of significance 
was applied in the analysis.  

RESULTS  

Hypothesis One 

There is no significant contribution of intrinsic motivation, self-efficacy and job 
satisfaction to the prediction of job performance of industrial workers. Data were subjected 
to multiple regression analysis with all the variables entered into the model at the same 
time. Results of the multiple regression analysis that have been tested for significance are 
presented on Table 1 that indicates the regression coefficients and the analysis of variance. 

Table. 1:  Multiple Regression Analysis of the Prediction of Job Performance of Industrial workers from 
intrinsic motivation, self-efficacy and job satisfaction. 

REGRESSION                                            ANOVA 
 Model Sum of 

Squares 
Df Mean 

Square 
F P 

 
 

R - .986 
 
 R2 - .971 
 
R2 (adj) - .971 

Regression 
 
Residual 
 
Total 

21770 
 
641.660 
 
22412.000 

3 
 
284 
 
287 

7257.777 
 
     2.259 

3211.818 < .05 
 
 

 
The results in Table 1 above indicated that intrinsic motivation, self-efficacy and 

job satisfaction together significantly predicted job performance of industrial workers [ R = 
.986;  R2 = .971;  R2 (adj) =971;  F(3,284)  = 3211.818; p < .05]. This revealed that 97.1 % of the 
variations in industrial worker’ job performance was accounted for by intrinsic 
motivation, self-efficacy and job satisfaction. The null hypothesis of no significant 
contribution of intrinsic motivation, self-efficacy and job satisfaction to the prediction of 
workers job performance was rejected by the findings of this study. The findings imply 
that intrinsic motivation, self-efficacy and job satisfaction would combine to predict 
performance of industrial workers. 
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Hypothesis Two: 

There is no significant contribution of intrinsic motivation to the prediction of 
industrial workers job performance 

 Data were subjected to multiple regression analysis with all the variables entered 
into the model at the same time. Results of the multiple regression analysis that have been 
tested for significance are presented on Table 2 that indicates the regression coefficients 
and the analysis of variance. 

Table. 2:Multiple Regression Analysis of the Prediction of Job Performance of Industrial workers from intrinsic 
motivation. 

REGRESSION                            ANOVA 
 Model Sum of 

Square 
df Mean 

Square 
F P 

R =.763 
 R2 = .613 
 R2 (adj) = .612 

Regression 
Residual 
Total 

13741.231 
8670.769 
22412.000 

1 
286 
287 

13741.231 
30.371 

453.246 <.05 

 
     The results in Table 2 above illustrated that intrinsic motivation significantly 
predicted job performance of industrial workers [ R = .783;  R2 = .613; R2 (adj) =612; F(1,286) = 
453.246; p < .05]. This showed that 61.3 % of the variations in industrial worker’ job 
performance was accounted for by their intrinsic motivation. The findings rejected the null 
hypothesis of no significant contribution of intrinsic motivation to the prediction of 
workers job performance. The findings therefore imply that intrinsic motivation would 
predict performance of industrial workers. 

Hypothesis Three:  

There is no significant contribution of self-efficacy to the prediction of industrial 
workers job performance 

Data were subjected to multiple regression analysis.  Results of the multiple 
regression analysis that have been tested for significance are presented on Table 3 that 
indicates the regression coefficients and the analysis of variance. 

Table. 3: Multiple Regression Analysis of the Prediction of Job Performance of Industrial workers from self-
efficacy. 

REGRESSION                            ANOVA 
 Model Sum of 

Square 
df Mean 

Square 
F P 

R =.903 
R2 = .815 
R2 (adj) = .814 

Regression 
Residual 
Total 

18267.776 
4144.224 
22412.000 

1 
286 
287 

18267.776 
    14.490 

1260.690 <.05 

    
         The results in Table 3 above showed that self-efficacy significantly predicted job 
performance of industrial workers [ R = .903;  R2 = .815; R2 (adj) = 814; F(1,286) = 1260.690; p 
< .05]. This showed that 81.5 % of the variations in industrial worker’ job performance was 
accounted for by their self-efficacy. The findings rejected the null hypothesis of no 
significant contribution of self-efficacy to the prediction of workers job performance. The 
findings therefore imply that self-efficacy would predict performance of industrial 
workers. 
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Hypothesis Four: 

There is no significant contribution of job satisfaction to the prediction of industrial 
workers job performance 

Data were subjected to multiple regression analysis.  Results of the multiple 
regression analysis that have been tested for significance are presented on Table 4 that 
indicating the regression coefficients and the analysis of variance. 

Table. 3: Multiple Regression Analysis of the Prediction of Job Performance of  Industrial workers from job 
satisfaction. 

REGRESSION                            ANOVA 
 Model Sum of 

Square 
Df Mean 

Square 
F P 

R =.736 
R2 = .541 
R2 (adj) = .540 

Regression 
Residual 
Total 

12135.909 
10276.091 
22412.000 

1 
286 
287 

12135.909 
    35.930 

337.762 <.05 

 
      The results in Table 4 above illustrated that job satisfaction significantly predicted 
job performance of industrial workers [ R = .736;  R2 = .541; R2 (adj) = 540; F(1,286) = 337.762; 
p < .05]. This showed that 54.1 % of the variations in industrial worker’ job performance 
was accounted for by their job satisfaction. The findings rejected the null hypothesis of no 
significant contribution of job satisfaction to the prediction of workers job performance. 
The findings therefore imply that job satisfaction would predict performance of industrial 
workers. 

Discussion 

The result of hypothesis one revealed that intrinsic motivation, self-efficacy and job 
satisfaction significantly predicted job performance of industrial workers. This means low 
performance of industrial workers as observed by Oloyede (1999), Ayodele (2002), 
Adikwu (2006), and Oba (2008) may have been as a result of lack of those variables 
mentioned above among the workers. This finding however corroborated the position of 
Olawoyin, (2000), Ololube (2006), Mckenna (2000), Peretomode (1991), Whawo (1993), 
Trentham, Silvern & Brogdon. (1985) and Bandura, (1977, 1986 & 1997) when they opined 
that factors of intrinsic motivation, job satisfaction and self-efficacy are essential for 
workers’ optimal productivity.  

          The result of hypothesis two revealed that intrinsic motivation significantly 
predicted job performance of industrial workers. This finding conforms to Cole (1995), 
Drucker (2002) and Mercer (1998) when they claimed that financial rewards and incentives 
are not sufficient positive motivator. To them, intrinsic motivation- such as natural or 
personal drives, desires, impulse etc belonging to a person internally, has a role to play in 
job performance of workers. 

In workplace  psychotic rewards (acknowledgement of competence), meaningful and 
varied work, tasks autonomy and participatory decision-making, positive feedback, 
collaboration, administrative support, reasonable work load, adequate resources  and pay, 
and learning opportunities has been proved to be providing challenges and 
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accomplishment for workers (Firestone & Pennel (1993); Johnson, (1990) and Rosenboltz, 
(1989). 

         The outcome of tested hypothesis three revealed that self-efficacy significantly 
predicted job performance of workers. This confirms Bandura 1987, 1988 research findings 
that self-efficacy has the capabilities to produce designated level of performance.  Also, 
according to Pajares (2007), and Schunk & Pajares (2001), research studies have 
demonstrated that self-efficacy affects the level of motivation, learning, and achievement. 
It cannot be disputed that self-efficacy has been a much more consistent predictor of 
behaviour and behaviour change than has any of the other closely related expectancy 
variables for example, self-concept (Graham and Weiner, 1995). 

         Hypothesis four which stated that job satisfaction will not significantly predict 
industrial workers job performance was rejected. This revealed that job satisfaction is a 
potent factor in productivity of workers.The finding agrees with Spector (1997), 
Peretomode (1991), Whawo (1993) and Ololube (2006) who were of the opinion that job 
satisfaction is necessary in order to achieve a high level of motivation and performance.   

The implication of the findings is that organizations need to put policies in place so as to 
make the workers develop interest in their jobs and also help develop their efficacy beliefs 
which will lead to job satisfaction and enhancement of productivity. 

Conclusion 

This study concluded that intrinsic motivation, job satisfaction and self-efficacy are 
very essential for optimal productivity of industrial workers, acknowledgement of 
competence and commitment would boost workers morale. 

Recommendation 

Based on the findings of this study, it is therefore recommended that 
organizational orientation programme should be designed and organized to encourage 
inner drives and fulfillment in workers. Also organizations should consider job 
enrichment, acknowledgement of competence and commitment as measures that would 
boost workers morale. 
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