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 The study examines the nexus between motivation strategies and com-

mitment of interest group members. Specifically, the objective of the 

study is to investigate different strategies that can be adopted to get inter-

est group members committed. A well-structured questionnaire was used 

as a research instrument. Forty (40) questionnaires were administered to 

the group members of which thirty-three (33) were found useful for the 

study. Regression analysis techniques were used to test the three (3) 

formulated hypotheses. However, findings revealed that talent develop-

ment has a significant effect on group members’ commitment (R= 0.167, 

R2 = 0.028, P<0.05), financial reward has a significant impact on group 

members’ commitment (R= 0.329, R2 = 0.108, P<0.05), and there exist a 

significant effect of workplace relationship on group members’ commit-

ment (R= 0.221, R2 = 0.049, P<0.05). The study concluded that group 

leaders can secure members’ commitment if they are properly motivated, 

this implies that motivation has the capacity to influence members’ com-

mitment. It was recommended that managers at all levels need to develop 

various motivational strategies and should focus more on the mechanism 

that will bring about group members’ talents development and commit-

ment towards achieving organizational goals and objectives. 
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Introduction 

Actualization of organizational goals depends solely on the various resources 

employed which could be in the form of machine, material, money and man. Out of 

all these resources, only man has the emotional feelings to react to any variation in 

their management. The human resource is the most vital of all resources among other 

factors of production and the human capital is what distinguishes one organization 

from the other (Maimuna & Rashad, 2013). Hence, getting the best from human re-

sources without forcing and coercing them requires proper implementation of differ-

ent motivational strategies. 

The existence of an interest group is a function of its members; the interest 

group will cease to exist without its members. The aim of any organization is to be 

successful, even in the current environment which is highly competitive (Dobre, 

2013). Therefore, the success of an interest group is the accomplishment of its goals 

and objectives. Also, identification of needs employees seek to satisfy is germane in 

motivating them (Jensen, 2018). Thus, it becomes imperative for group leaders to 

distinguish what motivates each member in the group and develop appropriate strate-

gies to ensure they are motivated. 

A study by Mowday, Steers & Porter (1979) defined commitment as the strength 

of an individual’s identification with and involvement in an organization. Commit-

ment is part of the ingredients needed to succeed in life. Likewise, the success of any 

interest group depends on the commitment of its members. According to Danish, 

Rehman & Munir (2012) motivation has the power to influence the employee’s com-

mitment. The Interest group leader needs to motivate the group members to gain their 

commitment which will translate to improvement in performance (Irefin & Mechanic, 

2014).  

Osibanjo, Oyewunmi, Abiodun & Oyewunmi (2019) revealed that a committed 

member of an organization will embrace the values and objectives of the organiza-

tion, desire to perform beyond their contract agreement and have no intention to 

withdraw from the organization. Likewise, a committed member of an interest group 

will have no mind or impression to withdraw their membership from the group, go to 

any length to ensure actualization of the group objectives and support the vision and 

mission of the group. Commitment is voluntary and personal according to Osibanjo et 

al (2019). The Group leader cannot therefore force or coerce his members to be com-

mitted, it comes willingly from each member.  

In practice, motivation could be seen as a currency that the group leader can use 

to acquire members’ commitment. Therefore, it is logical to say that the continuation 



Izvestiya 

2019  •  Volume 63  •  №3 

204 

of an interest group largely depends on members’ commitment which lies in the level 

of motivation each member gets in the group. Different studies have been done on 

motivation and its impact on the organization but there is paucity of such studies on 

the interest group. However, in a related study by Kaliyamoorthy, Al-Shibami, Nusari 

& Ghosh, (2018), it was established that there exists a significant relationship be-

tween motivation vis-à-vis employee retention, yet employees tend to leave the or-

ganization when they are not adequately motivated be it internally or externally re-

spectively. Likewise, members of the interest group cease to be a member of their 

group once they are not motivated. Many interest groups that are music-based have 

emerged in the southwest geopolitical zone of Nigeria and today many of those are 

nowhere to be found. It is against this backdrop that this study focuses on an interest 

group that is music-oriented, based in the city of Abeokuta, Nigeria, that has been in 

existence for over ten years and has stood the test of time. Also, the group still retains 

the majority of its old members who sacrifice their time for meetings and financial 

commitment to acquire costumes for the performances and other financial commit-

ment that may arise in the group. Hence, the present study seeks to examine the nexus 

between motivation strategies and the commitment of interest group members. This is 

the fundamental framework that has formed the basis of this study. 

1. Review of Literature 

1.1. Theoretical Framework: Theories of Motivation 

There are different theories that explain what motivates individuals in different 

groups. These theories provide group leaders with a framework within which they can 

direct their efforts to motivate their members. These theories can be grouped into two 

different categories; content theories and process theories. Content theories helps group 

leaders to answer the question “what” in order to understand different factors that moti-

vate group members. It is also known as Need theory, it explains the needs of group 

members and the requirement to satisfy these needs to keep them motivated. Abraham 

Maslow, Frederick Herzberg, and David McClelland are the key theorists of content 

theory of motivation. Abraham Maslow propounded Maslow’s Hierarchy of Needs, 

Two Factor Theory was postulated by Frederick Herzberg and Need for Achievement, 

Affiliation and Power by David McClelland. Process theories on the other hand explain 

how group members are motivated, it gives group leaders insight into the process of 

motivation. Reinforcement, Expectancy, Equity and Goal setting theory are developed 

by Burrhus Frederic Skinner, Victor Vroom, John Stacey Adams and Edwin Locke 

respectively. These theories are different forms of process theory. 
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1.1.1. Abraham Maslow Hierarchy of Needs Theory 

This theory was developed by Abraham Maslow in 1943 in his book Theory of 

Motivation. This theory consists of five dimensions of human needs. Abraham depicts 

these needs in a pyramid which is divided into five different levels, this pyramid is 

popularly known as the Maslow pyramid. These needs are presented in a pyramid in 

their order of importance and needs at the base of the pyramid must be satisfied be-

fore one could move to the next stage in the pyramid. These needs are explained be-

low. 

i. Psychological Needs: at this level, psychological need is the first need that 

people crave to satisfy first before any other needs will come in. This need in-

cludes basic human needs for survival such as food, clothes, shelter and oth-

ers. 

ii. Safety Needs: Once psychological needs are met; new needs appear which 

are known as safety needs. It is the desire for security, both physical and emo-

tional. Need to be free from danger and have security. 

iii. Social Needs: If the psychological and safety needs are satisfied, other needs 

called social needs come onto the scene. Maslow was of the opinion that there 

is the need for individuals to be loved, feel accepted and have belongingness 

wherever they are. Social scientists believe that the human being is a social 

being who cannot live in isolation without relating with people around them. 

iv. Esteem Need: The next need to be satisfied is esteem needs when the other 

preceding needs have been satisfied. Individuals desire to be respected, val-

ued and recognized wherever they go. They strive hard to achieve tasks and 

solve problems in order to gain recognition, respect and value. 

v. Self-Actualization: This is the last needs on the pyramid, it is the desire to 

grow and develop to one’s full potential and achieve what one desires to 

achieve in life. 

1.1.2. Two Factor Theory 

Two factor theory also known as motivation-hygiene theory was propounded by 

Frederick H 

erzberg and his associates in 1959. Herzberg and his associates were of the opin-

ion that there are two factors that are adjustable to influence motivation at work. He 

categorized these factors into two; motivating factors and hygiene factors. He be-

lieves that the motivating factor influences employees to work hard and deliver their 

best. Development, achievement, job itself, and recognition are different variables of 
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motivating factors. He also believes that Hygiene factors do not influence employees 

to work hard but their absence will cause them to be unmotivated, which will cause 

them to perform below their capacity. Workplace relationships, financial reward and 

good leadership are different variables of hygiene factors. 

1.1.3. Expectancy Theory 

Expectancy theory states that individuals’ behaviour is the function of result they 

expect from such behaviour. Vroom defined three variables that make up expectancy 

theory which are Expectancy, Instrumentality and Valence. 

i. Expectancy: This is workers’ expectation that their effort is capable of lead-

ing to an increase in organizational performance. This motivates them to put 

more efforts and give their best.  

ii. Instrumentality: This comes to play when individuals in an organization are 

aware that their performance will lead to the attainment of organizational goals. 

Employees knowing fully that their effort and contribution will lead to organi-

zational success and achievement of goals. This motivates them to do more. 

iii. Valence: Motivation comes in when individuals get to know there is reward 

for them whenever the organization achieves its goals and objectives. This is 

the reward that follows their efforts and performance in the organization. 

Expectancy Theory = f (Expectancy, Instrumentality, Valence) 

1.2. Conceptual Clarifications 

1.2.1. Concept of Motivation 

The word motivation was derived from the word “motive” which connotes reasons 

for a particular action. It refers to what pulls individuals to perform a particular task or 

achieve a particular goal. Different scholars have defined motivation in different ways; 

Luthans (1998) defined motivation as a process of energizing, stimulating and directing 

individual actions and performance. According to Rajput (2011), motivation is what 

individuals in an organization need to display readiness to apply effort in order to per-

form better. According to Ali, Bin, Piang and Ali (2016), it is one of the key elements 

that impact human capital of any organization. Motivation energizes employees in an 

organization to direct their efforts at the actualization of organizational goals. Shadare 

and Hameed (2009) were of the opinion that motivation is one of the basic tools man-

agers can deploy to ensure efficiency and effectiveness. It is also the administrative tool 

that can be adopted by managers to shape the employees’ mindset towards the actual-

ization of organizational goals. Pinder (1998) states “work motivation is a set of ener-
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getic forces that originates both within as well as beyond an individual’s being, to initi-

ate work-related behavior, and to determine its form, direction, intensity and duration”.  

Abioro (2013) stated that motivation is what managers can use to make people to 

move in a particular direction with promises of rewards rather than force or threat. 

Ali, et al (2016) opined that motivation can help the organization to increase employ-

ees’ performance and achieve organizational goals. Abbah (2014) further argues that 

motivation is the ability of a manager to provide leadership for subordinates with the 

ability to inspire them to channel their efforts towards the realization of organization-

al goals. Ouchi (1987) described motivation as one of the factors that determine the 

choices people make about their behaviors. The choice of individuals regarding their 

behavior in the organization determine how diligent and committed they will be to-

wards the attainment of the organizational goals. Therefore, the behaviour of individ-

uals in the organization determines their performance and commitment. 

1.2.2. Forms of Motivation Strategies 

i. Talent Development: This is a motivation factor which enhances and blends 

group members’ talent. It helps group members to be proficient enough with 

their talent and deliver their best. Training helps individuals to develop their 

endowments. Maycock and Ikuomola (2015) are of the opinion that talent de-

velopment requires proper planning. Pruis (2012) believes talent is scarce in 

an organization, which makes talent development a crucial activity. Talent 

development requires proper commitment of resources which could be in the 

form of time, finance and other organization resources. These propositions 

assist in the formulation of the first hypothesis: 

H01: Talent Development has no significant impact on group members’ com-

mitment. 

ii. Financial Reward: This is a monetary benefit an employee receives for perform-

ing and/or achieving a particular task. Safiullah (2012) described it as a motivator 

that can be used to reinforce employee’s behaviour. Novianty and Evita (2018) 

were of the view that financial rewards have the capacity to increase employees’ 

motivation. Lee (2015) in his study discovered that financial reward has a signifi-

cant effect on employees’ performance. Al-Belushi and Khan (2017) proved that 

employees are motivated by salary and wages. Azeez and Lawal (2016) exam-

ined the relationship between turnover intention and financial reward, they dis-

covered that the higher the financial reward, the lower the rate of labour turnover. 

Fapohunda (2012) agrees that good financial reward increases productivity and 

reduces turnover. These observations lead to the second hypothesis: 

H02: Financial Reward has no significant effect on group members’ commitment. 
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iii. Workplace Relationship: This is a unique form of relationship that exists in 

an organization, it could be between group members and group leader or be-

tween members. Dorothea (2015) sees workplace relationship as a mecha-

nism that can be used to ensure members’ commitment and feel attached to 

the group. Madlock and Booth-Butterfield (2012) further revealed that work-

place relationship influences employees’ satisfaction. These observations also 

lead to the third hypothesis formulation: 

H03: There is no significant impact of workplace relationship on group members’ 

commitment. 

1.2.3. Concept of Commitment 

Akintayo (2010) described commitment as the level through which the employee 

feels devoted to their organization. It is the degree at which the employee has a personal 

attachment to the organization and determination to remain in the organization. Irefin and 

Mechanic (2014) posit that employees’ commitment is important to the organizational 

success. This success depends on actualization of the set goals. Manmohan (2013) further 

agrees that organizational goals cannot be achieved without the commitment of organiza-

tion members. Ebikeseye and Dickson (2018) opined that no organization can perform 

effectively unless its members are committed to its goals and work as a team. Nguru and 

Gichuhu (2018) described commitment as emotional attachment to the organization. Com-

mitment is the dedication of an employee to the realization of organizational goals. It is the 

emotional feeling of the employee to remain in the organization through thick and thin. 
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1.2.4. Motivation vis-à-vis Commitment 

Motivation is one of the key factors that keep employees committed to the or-

ganization most especially during difficult moments. Both motivation and commit-

ment are psychological processes; motivation helps to spring up commitment in em-

ployees. Manmohan (2013) opined that employees’ commitment depends on the de-

gree of motivation that they get in the organization. A motivated employee will re-

main attached and loyal to the organization. Huang (2015) further stated that motiva-

tion has a strong influence on organization commitment. Al-Madi, Assal, Shrafat and 

Zeglat (2017) in their study, revealed that motivation has a strong impact on employ-

ees’ commitment. However, based on the above assertions, this study intends to ex-

pand the frontiers of knowledge by evaluating the nexus between motivation strate-

gies and commitment of interest group members in Nigeria. 

2. Methodology  

The study focused on New Wine Ensemble. New Wine Ensemble is a choral 

group that was established in 2002 in Abeokuta, Ogun State, Nigeria. The group 

comprises of individuals with the common interest to sing and entertain people with-

out expectation for profit. The justification for adopting this choral group was that 

they are the only group available to the researcher as at the time of this study. De-

scriptive and survey design were adopted in the present study. Forty (40) close ended 

questionnaires were administered to the group members during one of their annual 

programs of which thirty-three (33) were found useful for the analysis. The question-

naires were administered to members that have been in the group for a minimum of 

three (3) years. The questionnaire was structured in four sections. Section A focused 

on demographical characteristics of the respondents with six questions, Section B 

focused on Talent development with six questions, Section C focused on financial 

reward with four questions while section D focused on group workplace relationship 

with five questions. Both descriptive and inferential statistics were adopted. A de-

scriptive tool was used to analyze the demographical characteristics of the respond-

ents while regression analysis techniques were employed to test the formulated hy-

potheses raised in the study. A statistical software package called SPSS (Statistical 

Package for the Social Sciences) was used to analyze the data.  
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3. Result and Findings 

Table 1 

Demographical Characteristics of the Respondents 

Variables Categories Frequency Percentage 

Gender Male 23 69.7 

Female 10 30.3 

Total 33 100 

    

Age Below or equal 20  1 3.0 

21 – 30  16 48.5 

31 – 40 16 48.5 

Total 33 100 

    

Marital Status Single 21 63.6 

Married 12 36.4 

Total 33 100 

    

Educational level SSCE 1 3.0 

NCE/OND 8 24.2 

B.Sc/HND 22 66.7 

M.Sc 2 6.1 

Total 33 100 

    

Occupation Music Related 12 36.4 

Non-Music Related 21 63.6 

Total 33 100 

    

Duration of being a member Below 4 Years 5 15.2 

4 – 6 10 30.3 

7 – 10 7 21.2 

Above 10 Years 11 33.3 

Total 33 100 

Source: Authors, 2019. 
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Entries in table 1 show the demographical characteristics of the respondents, 23 

(69.7%) of the respondents are male while 10 (30.3%) are female. This implies that 

male gender dominates the group. In terms of age, only 1 person which represents 3% 

of the respondents is less than or equal to 20 years of age, 16 which represent 48.5 are 

between age 21 and 30 while the remaining 16 represent respondents between age 31 

and 40. This implies that the majority of the group members are mature individuals. 

21 (63.6%) of the respondents are single while 12 (34.6%) are married. This implies 

most of the group members are not yet married. 1 (3%) out of the respondents is 

SSCE holder, 8 (24.2%) are NCE/OND holder, 22 (66.7%) are BSc/HND holder 

while 2 (6.1%) are MSc holder. This implies that the majority of the respondents are 

elite and well exposed people. Talking about their occupation, 12 (36.4%) do some-

thing that is related to music while 21 (63.6%) - which represent the majority of the 

respondents - are engaged in occupations that are not related to music. Regarding the 

number of years of being a member 5 (15.2%) joined less than 4 years ago, 10 

(30.3%) fall between 4 and 6 years, 7 (21.2%) fall between 7 and 10 years, while 11 

(33.3%) have been in the group for over 10 years. This implies that the majority of 

the respondents are not new to the group system. 

3.1. Test of Hypotheses 

Table 2 

Regression Analysis 

 

C
O
M
M
IT
M
E
N
T
 

Hypothesis One Hypothesis Two 
Hypothesis 

Three 

Talent 

Development 

Financial 

Reward 

Workplace 

Relationship 

Beta Coefficient 0.167 (16.7%) 0.329 (32.9%) 0.221 (22.1%) 

R Square 0.028 0.108 (10.8%) 0.049 (4.9%) 

Sig. 0.000 0.020 0.00 

P Value < 0.05 < 0.05 < 0.05 

Decision Significant Significant Significant 

Source: SPSS Output, 2019. 

 

Interpretation  

Entries in table 2 show the result of the regression analysis carried out on the 

SPSS package. 



Izvestiya 

2019  •  Volume 63  •  №3 

212 

Hypothesis one has a beta coefficient of 0.167 (16.7%) which shows a positive 

relationship between Talent Development and Members’ commitment, R
2
 of 0.028 

(2.8%) which implies that Talent Development can account for 2.8% of variation in 

members commitment. P<0.05, which implies that the result is significant. The result 

of hypothesis one shows that Talent Development has a significant effect on group 

members’ commitment. 

Hypothesis two revealed a beta coefficient of 0.329 (32.9%), this shows that Fi-

nancial Reward has a positive impact on members’ commitment, with R
2
 value of 

0.108 (10.8%), which implies that Financial Reward contribute 10.8% of the variation 

that occurs in members’ commitment; while significant level is less than 0.05. This 

indicates that the result is significant. The overall result shows that Financial Reward 

has a significant impact on group members’ commitment. 

The result of the third hypothesis has 0.221 (22.1%) as value for beta coeffi-

cient which revealed that Workplace Relationship has an effect on members’ com-

mitment. R
2 
value of 0.049 (4.9%), which indicates that Workplace Relationship ac-

count for 4.9% of variation in members’ commitment. P<0.05, which signifies that 

the result is significant. The result of the hypothesis reveals that workplace relation-

ship has a significant effect on group members’ commitment. 

Conclusion 

Organizational commitment is the function of motivation employees/group 

members get in such organizations. The study examines the nexus between motiva-

tion strategies and commitment of interest group members in Nigeria. However, the 

findings of the study reveal that all the three variables which represent motivation 

strategies (talent development, financial reward and workplace relationship) play a 

significant role in motivating group members and ensure their commitment to the 

goals and objectives of the group, despite the fact that the motive is not for profit. The 

result further shows that talent development, financial reward and workplace relation-

ship is a veritable tool that can be adopted by business owners to achieve employees’ 

loyalty. The study concluded that group leaders can secure the group members’ com-

mitment if they are motivated, this implies that motivation has the capacity to influ-

ence members’ commitment. Also, the study reveals that financial reward contributes 

mostly to members’ commitment, though the group is a non-profit oriented group. 

Recommendations 

Based on the findings of this study, the following recommendations are thereby 

made; 
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i. There is a need for group leaders to set up strategies to ensure group members 

are well motivated. 

ii. Group leaders should focus more on a mechanism to ensure group members’ 

talents are developed and blended. 

iii. There should be proper policy for talent development; training, music classes, 

coaching and mentoring. 

iv. Though the group is a non-profit-making group, the group leader should en-

sure that a stipend is given to each member whenever they attend programs 

and financial reward is given to the group. 

v. There should be a high level of relationship between leaders and members in 

order to have a sense of belonging in the group. 
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