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ABSTRACTlhe issue of motiva/ion has conlinual/y posed a big challenge to business organiza/ions arnw1dthe glohe e.,pecial/y in the manufacturing industries where high levels ofproduclivity ajfecr orplay a maior role in derermining the profitability, growth, development, stability and _fiiture.\'1/ccess ofan organization Therefore an organization in a bid to achieve succes.1· in maintaining"compelilive edge m·er its rival as well as avoid a steady decline in the productivity lel'e/1· o/'itsemployees, must ensure members of the worliforce are adequately motivaled The prinwrvP1111Jn,1·e of this study is ro examine the e/feel of employee motivation on organizationalproductivity. This study adopted a descriptive and causal research desi1sn as well as 1he survevme/hod in iln-estigating lhe eflects ?f motivation on organizational productivily levels. The entir<'¡mpularion of the sfudy was 27 J as a result the sample size determined is 50 A ·well- structuredself-administered questionnaire was used as the main tool for data collection and wasad111i11isteredlo 50 res1iondems out o,fwhich 42 were retrievei and appropriately filled Data"ere <111a?r::ed using simple percentage and chi-square. From the hypotheses tested, the resultindicured that !here is a significant relationship between employee motivation andorguni?ational perji,rmance_ The results revealed that extrinsic factors were considered to have111or,· ,·ignijícant ef/ec/s on organizational performance than imrinsic jàctors. The studycr111c/11ded that although hath imrinsic and extrinsic factors are sign/ficant predictors of1>cr/or111ance, extrinsic Jàctors appear to be more significant or valued by respondents in lheorgw;i::alirm used as a study, Furthermore this sludy also recommended that management ofi11.11i111tw11 should lake appropriate measures in figuring ow those factors that motivate theirem¡,lovees and seek ways of ensuring that they are adequately motivated in order to improve!heir perfórmance andproductivity levels.
KEHVORDS: Motim/ion, Productivity, Organization, Employees.
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CHAPTERONE

INTRODUCTION
1.1 Background to the Study

Generally most businesses. organizations and their managers are faced with various challenges.One of such challenges is in the area of management which refers to the utilization of resources
elfectivcly and eilicicntly in order to achieve an organizations goals and objectives. Some of
these managerial challenges arc obvious in matters concerning employees such as

reimbursement. recruitment. performance management training and career development. health
and safety. benefits. motivation and administration amongst others. The human resource is the
most im¡,ortant of all resources among other factors of production and the human capital is what
differentiate one organization from the other (Maimuna & Rashad. 2013). Therefore. for
organizations to survive and remain relevant and competitive. it is essential for them to be able to
entice and maintain efficient and effective employ,•cs in a bid to enhance productivity (Sunia.
2014 ). This study however is centered on lhe aspect of motivation and focuses on the effects of
employee motlvation on organizational productivity.

Hellriegel (
l 996) viewed motivation as any influence that portray. direct. or maintain people's

goal directed hehaviors. lt refers lo the driving force that makes an individual to act in a specific
way. Jt is an inner drive that causes an individual to behave in a certain manner. The goal of most

organizations is to improve productivity therefore factors of motivation ¡,lay significant roles in

improving employee job satisfaction levels. This will in turn aid in improving an organization's

productivity levels. Employees make up the workforce of any organization as such they are an

ntegral part of the organization. Aluko (2014), stated that an organization is only as good as the

Norkforce that runs the organization. This is to say that when employees are motivated chances



are that their morale would be high as such perfonnance and productivity levels would increase
thereby lo a large extent boosting overall organizational performance level. ln order to achieve
high levels of productivity as such boost organizational performance or productivity, managerstlwrefore need to continually seek ways of ensuring that their employees stay motivated. This is
because a lack of employee motivation leads to reduced productivity which is harmful to
organizational performance and continuous success.
Jenni for and George (2006) defined employee productivity as the level of effort put forth by the
"orkforcc of an organization towards achieving organizational goals and objectives. There are
several ways by which a workforce can be motivated so as to enhance organizational
producti, ity. George and Jones (2012) states that motivation can be categorized into two classes
namely intrinsic and extrinsic. Intrinsic motivation arises from an employee's internal cravings
to execute a task out of sel !?interest rather than a need or wish for some external reward. External
mntiva1ion is the type of motivation that arises when an employee is compelled to act in a

specific way either as a result of that employee's desires for external rewards or to avoid
punishment.

Extrinsic motivation also helps boost an employee's effectiveness and efficiency levels. This is

hccausc certain external factors such as adequate compensation. work environment as well as

training and career development appeal to employees as such are essential ín inspiring them to

resourcefully and successfully discharge their duties. An organization that fails to provide a

conducive work environment, compensate its workforce adequately, create room for proper

training and career advancement is at risk of having a demotivated workforce. Tbis means that

such a workforce being demoralized would fail to effectively and efficiently discharge their

2



duties leading to low perfonnance and productivity levels (Nwachukwu, 2004). This studytherefore focuses on showing the effects of motivation on organizational productivity.
1.2 Statement of the Problem

James
( ]O 14) cited three warning signs of a demotivated workforce these include poor workplace

atrnosphere, slipping job standards and decreased productivity. He further stated that if any of
these factors is observed to be trending downwards then there is a great chance that the
organi?.ation is dealing with a demotivated workforce. Most businesses and organizations
especially le,kral university gusau have failed to recognize the importance of motivation as a

concept be it intrinsic such as employee well-being, relationship with co-workers, relationship"ith head of department, organizational policies etc. or extrinsic such as training and career
de, clopmcnt, good working conditions, amongst other factors that enhance or improve employee
perfrmnance as well iJS organizational productivity levels.

1.3 Objectives of the Study

rJ1c primary objective of this study is to acquire a deeper comprehension of how employee
motivation affect performance of workers in fugus as well as recognize the effects on

organizational productivity. This research therefore seeks to:

i. Determine the effoct of employee well-being on organisational performance.

ii. Dctennine the effect of employee relationship with H.O.D on organisational performance.

iii. Determine the cflcct of compensation on organisational performance.

iv. Determine the effect of relationship with co-worker on organisational performance.

v. Determine the effect of working environment on organisational performance.



I A Research Questions

i. What effect does employee well-being have on organi7.ational perfonnance?

ii. What effect does employee relationship with H.O.D have on organizational performance?

iii. \I/hat eflh:t docs compensation have on organizational performance?

ii'. What effect docs employee relationship with co- worker have on organizational performance?
v. What effect docs working environment have on organizational performance?

1.5 Research Hypotheses

i. Employee well-being has no significant effect on organizationalperformance

ii. Employee relationship with H.O.D have no significant effect on organizational performance
iii. Compensation has no significant effect on organizational performance

iv. Relationship \Vith co- \Vorker has no significant cfh:rt on organizational performance

v. \\orking environment has no significant effect on organizational performance

1.6 Significance of the Study

For this study not to be an effort m futility. it has to be useful to a number of people and

institutions among which arc;

i. Institution: The aim of this study is that the outcomes, results or findings should be

beneficial to management of federal university gusau.This is to enable them

understand the concept of motivation and its effect on productivity. It will also gives

an insight to managers and business owners on the importance of knowing their

employees and ensuring adequate motivation in their organizations.

4



ii• Research Institutions: This study also be also relevant to research bodies in the
nation hecausc findings would also be relevant to students and users of information in
conducting further research in areas similar to this study.

iii. Government Agencies: This research will be paramount importance because it
would aid government agencies (ministry of education) in making and implementing
policies that would enhance the stability, growth and development of federal
institution throughout the nation in matters concerning university productivity by
seeking ways ensure that employees are adequately motivated in their various
institution thereby increasing overall productivity and performance levels.

I. 7 Scope of the Study

The scope of this stud) is Federal University Gusau. Zaria road. Gusau local government area,
i'.amfara Stale. Nigeria. Where the study is being conducted. This study examines employee
moti\'ation and i!s resulting ctfocts on the organization·sproductivity levels.

1.8 Definition of Terms

Motivation: ls the word derived from the word 'mo!ivc· which means needs. desire. wan(s or
drives within !he individuals. it is the process of stimulating people to action to accomplish the

goals.

Employees: Employees arc people who are hired working under contract in an organization,
they are refen-ed to as the workforce of an organization.it can also be seen as any person hired by
m employer to do a particular job is an employee



Producth·itJ: is the rate at which goods and services are produced by a standard population ofworker.or a summary measure of the quantity and quality of work performance, with resource
deployment taken into account. It can be measured at individual, group or organizational levels.
Employee Producth•ity: is the rate at which employees effectively and efficiently dischargetheir duties.

Organizational Productivity: A measure of how efficiently and effectively managers use
resources to achieve organizational goals.

Effectiver1css: refers to a measure of how well workers productivity levels meet set goals and
ohjccti,·cs of lhe organization.

Employee Effectiveness: is a qualitative characteristic that indicates the extent to which job
related issues are addressed and the magnitude at which predetermined goals and objectives are
achieved hy an employee.

Efficicnc?: can be derived from the relationship hetwccn inputs and outputs. and refers
,rincipally lo the degree at which outputs are realized while minimizing costs associated with
1roduction.

?mploycc Efficiency: refers to the ability of an employee to do what is actually produced or
1crformcd with the same consumption of resources

6



CHAPTERTWO

LITERATURE REVIEW
2.0 Introduction

This chapter shall extensively examine literatures that are associated and significant to thesubject of this study. The review covers the concepts. empirical and theoretical explanationsrequired to racilitate a complete examination and comprehension of the research. It provides an
insight or other people's thoughts and opinions on the effects of motivation on employees andhm, it affects their productivity levels.

2.1 Conceptual Framework

2.1.1 Motivation

What is Motivation'' James and Stoner (2009) Suggested that motivation can be seen as those
psychological characteristics of humans that contribute to an individual"s level of commitment
lowards a goal. It comprises several elemenls that causes. directs. and sustains an individual"s
1clwvior in a specific way. ]-le went further lo say that moti vali on is one of a number of elements
hat alfrct an organization·s productivity and performance levels respectively.

Jennifer and George (2006) defined motivation as a mental force that governs the direction of an

ndividual's behavior in an organization, an individual"s level of effort, and an individual's level
,f delermination when faced with obstacles. ln addition she stated that even with appropriate
,tralegics and administrative structures in place. an organization can only be productive if its

mployees are sufficiently motivated to perform at higher levels.

leach (2005) described motivation as the individual's readiness to expend energy so as to

ccornplish set goals. He is of the opinion that motivation relates to a person's enthusiasm for



specific patterns or behaviors. Also he further stated that the ambitions. needs and wants of a
person may influence. direct and control their attitude. Davies (2005) suggested that the conceptof motivation entails what goes on inside a person that results certain behaviors. As regards
organizations. he stresses that an absence of motivation is reason enough for a worker not to
attain gratification from the work.

2.1.2 Types of Motivation

Lin (2007) proposed that motivation can either be intrinsic or extrinsic. ln the workplace as well
as other settings. motivation is often classified as being naturally extrinsic or intrinsic
(Ma11occhio. 2006). Lin. 2007; Ryan & Deci (2000) also identified several classes of motivation
namely: extrinsic and intrinsic motivation.

Intrinsic motivation: can be referred to as motivation derived from within the individual or
from the activity itselL it can he said to ha,c an atfomati,e outcome on the conduct,
performance and well-being of an individual

( Ryan & Deci. 2000).

In the workplace. it springs from impulses that nre characteristic of the work itself .It is what

workers derive hecause of their success in completing a task. Such Intrinsically motivated

rewards comprises the chance to showcase expertise and abilities. receive gratitude, good

recognition. freedom. responsibility and mutual respect.

Extrinsic motivation: behaviors are those that are external to the activity or the work. such as

compensation. conditions of work, welfares, salcty, and elevation etc. these motivators are

11 d
·

d b the company the individual works for. Extrinsic behaviors require workers
usua y etennrne y

k I d
·

t. 11ours so as to get the reward that comes with it. Workers may not
to wor 1ar or put 111 ex ia ·

like the task but are inspired by the additional benefits, awards etc.

!. L3 Intrinsic Motivational Factors



Although there are various forms of intrinsic motivation. this study focuses on an employee's
wellbeing. employee's relationship with co-workers as well as their managers as factors that mayinfluence an employee's productivity levels in an organization. Intrinsic motivation, derived
from within an individual or from the nature of the work itself. positively influences behavior,
wellbeing and productivity (Ryan & Deci. 2000). These factors are discussed below
Employee Well-being

The concept of employee· s well-being in most organizations has become a thing of great interest
in recent years. ln today's world, the increasing reliance on overall market forces places a

considerable load on salary earners and those of working age as regards delivery of goods and
services. Consequently this has adversely affected the health. safety and general wellbeing of the
workforce. Thercfórc lhe well-being of a workforce cannot be underestimated as workers also
have similar needs he it physical or emotional.

Relationship with Co-workers

1\11 employec·s relationship with co-workers describes the associations that exist between

workers of equal levels on the hierarchy in an organization without any form of authority over

one another. Workers who enjoy great support from their co-workers are highly industrious and

lind their workplace friendly. Cummins (2010) stated that employees who have a decent

affiliation with their fellow workers arc usually prosperous and very productive in the workplace

I J

• ·

b . • •rv strc .. sfül This means that a co-worker's support is very essential in
even w 1cn t 1eJr JO s me H.:

.,·
L ?. • L

minimizing stress.

Relationship with Managers

. . • ·

¡ I

·

/her manager describes the level of relations that exist between
A worker s relat1onsh1p w,t 1 us

. ·

anagers supervisors or bosses at the various levels on theWorkers and their superiors 1.e. m ,

9



hiemrchical structure in an .
·

·

organ,zallon even when managers have the capacity or possess acertain level of power over tI w k
·iem. or ·ers who en3oy great support from their managers arediligent and find their workplace fri ndl A
1

e y. s emp oyees are the pillars of the organization.
managers must ensure that they have a cordial relationship with their workers based on trust and
mutual respect ifthcv are to achieve high productivity levels from them_
2.1.4 Extrinsic Motivational Factors

Alsu there ars, ,·,uious forms of extrinsic motivation. this study focuses on an employee's work
rnvironmcnt. compensation as well as training and career development as factors that may
influence an cmployec·s productivity levels in an organization. Extrinsic motivation, derived
from outside the person or from those things that are external to the work or activity itself,
positively influences behavior. performance and productivity (Ryan & Deci. '.WOO). The above
mentioned fr1ctors are discussed below:

Work Environment

Most businesses limit the rate at which they enhance the productivity levels of their workforce to
skill acquisition. The kind of work place or cnvironmc:nt where a worker operates also affects the
level al which such an organization may flourish. Akinyele (20 I OJ suggesléd that about 80% of

productivity concerns are as a result of the nature of a worker's environment in most

organiza! ions. A favorable work sclting guarantees the well-being of workers which invariably

will encourage them to apply themselves to their responsibilities with a high level of morale

which may transform into higher productivity (Akinyele. 2007). Workers are likely to be more

productive in a well-structured work environment. Furthertnore. the quality of comfort which

varies in terms of the work environment also predicts the degree of contentment as well as

) d
· ·

1 1 f k" ces This is hecause the productivity levels of the workforce would
ro uct1v1ty eve o wor ,or ..

JO



not be optimal, if the state of their work environments are not conducive. Better workenvironments augments workcr·s
productivity.

Compensation

Compensation rclers to the amount of money and benefits that an employee receives from hisorganizatitl!l in return for his or her contributions to the organization (Hamidi, Saberi & Safari,2014). This practically satisfies material, social and psychological needs of the individuai(Aitinoz. Cakiroglu & Cop. 20 I 2). Employees receive different kinds of benefits in the fonn of
wages. salaries and pay. Mostly individuals with good education, relevant skills and experience
are unsatisfied with their _job and salary packages resulting in high rates of turnover and low
productivity. As such organizations make compcnsarion plans for them in a bid to minimize the
turnover and to motivate them.

Training and Career Development

in the aspect of management. training and career development is the area responsible for
structural activities intended at enhancing the pcrfónnance as well as productivity levels of

members of the workforce in an organization. there is a need lo constantly train and develop
\\Orkers. This is vital hecause w'Ol"kers who have been adequately trained and developed with the

I (lual,·¡·1cat,·ons ,and skills arc caJJabie of providing huge payoffs for their
right cducationa

·

·d
·

ti ,· • Jovalt\ to the organization, sound knowled?c and understanding ofcompamcs ev1 ent 111 1e11
• •

-

Productl·v,·ty leveis and their contributions lo overall stability and futureDperations, improved

;uccess of the firm.

!.1.5 Factors Affecting Motivation

of factors that affect motivation. These factors arelellriegcl (I 996) proposed a number
. .

.
• ( s and organizational differences.nd1v1dual differences, Job charactens IC

11



Individual Differences:

are particular needs beliefs b •h .· ·

·

·

• " a\ !Ors. interests and expertise that workers bring to the job. Thisis due to the fact that workers a t ¡¡ d'f· re na ura y I fcrent as such what may appeal to one worker maynot appeal to another.

,Job Characteristics:

describes the kind of task a worker is supposed to perform. It involves the limit content and
challenges associated with the task like the required skills to p<:rform the task. the importance of
the job and the kind of response that workers as regards the tasks they accomplish.

Organizational Practices:

are the guidelines and principles known as code "r conducts. management practices, HRM
procedures and re,vard systems organizations use tn guide bchuvior of" worker both inside and
outside the firm.

2.1.6 Dilemmamanager faces in motivating employees

It has hccn noted that most managers may not be great judges of employee motivation as they
believe they are. As a matter of foct. people generally appear to constantly misjudge those

clements driving employee motivation (Morse. 2003 J. A few of these misconceptions have been

outlined and discoursed below.

One-size-fits all reward and recognition: ¡\ lot of managers utilize this concept as a means of

d. d
-

spiring' members of their workforce. However, the challenges?ecognizing? rewar mg an m.

•
.

.

f 1 is that it fails to recognize those differences that are peculiartssoc1atcd with this type o progran --

,

It
·

·mperative to understand that employees may differ in tenns
0 members of the workforce. 15 1

12



of motives which may cause them to behave in diverse ways as they are motivated by different
things. Similarly, a workers cultural values, level of education, religious background, and evensexual orientations may have an effect on what motivates them. It is therefore crucial that an
organization tailor rewards and recognition in a manner that creates room to understand workersand their distinctive qualities (Atchison, 2003).

Mone}' is the ultimate Motivator: The notion that money is the most important or only
motivating factor was originally suggested by (Taylor, 191 l ). This misconception has misled
managers in the sense that some of them either view money as the sole motivator of workers or
tend to hm·e a preference for financial rewards. Also, it should be noted that financial rewards
can inspire workers to a certain limit: this is because when compensation is either low or
considered unfair. it is demoralizing to workers. \Vhen ii is high, it can also be seen as a de-
rnoti1 ator resulting in individual performance and levels of productivity being altered in a bid to
sustain high levels of compensation (Atchison, 2003 ). I le further suggested that once monetary
rewards can be predicted by workers it becomes a right instead of a motivator.

Not everyone can be motivated: Managers with this point of, iew tend lo disregard the idea or
motivation in general. The foct is that every worker is motivated by one thing or the other, the

challenge for manager., is that whatever it is ma} not be job related that is in line with what the

Work entails (Morse, 2003 J.

· · or intrinsic: Some managers are of the opinion that
All motivation is either extrms,c

· · ·

trinsic and therefore concentrate on only one of them whilemotivation is either cxtnnstc or 111 ·

disregarding the other.

13



2.1. 7 Productivity

Productivitv can be referred to as th ·
·

· · · · ·

·

e quantity of work that 1s attamed m a u111t of time by means
of lhe factors of production Tl " ·

¡

·
·

· iese ,actors lllC udc technology, capital, entrepreneurship, land and
labour. ft is the link between inputs and outputs and increases when an increase in output occurs
with ª ksscr than comparative increase in input. It also occurs when equal amount of output is

gcncrnkd using le,\er inputs (]LO, 2005).

Emplo?·ees productivity

According to amtomioni
( 1999) a worker's level of productivity is reliant on lhe extent at which

\\orkcrs belie\'c that certain motivational desires will be fulfilled stating that workers become

demoralized as such less productive once they perceive that their desires can't be met or

gratified.

Mathis and John (2003) suggested that producti,·it) refers to a measure or the quantity and

quality of work done, bearing in mind the cost of capital used. The greater the level of

organizational productivity, the greater the competiti\'c edge.

Organizational Productivity

There is a general understanding among researchers that performance is an impo11ant variable in

work organization (
Suliman, 2001) and has become a significant indicators in measuring

· ·

¡ ¡·
•

a ice in many studies (Wall ct al., 2004). Employee performance can alsoorganizut1ona pcr c>1 m 1 ,

b d I
.I

ti , ·oiiibination or expected behavior and task-related aspects (Motowidlo.e measure t 1roug 1 1c e

200JJ, even though performance is often determined hy financial figures. ln reality, performance

b. 1
Jue or relative judgment may reflect overall organizationalthat is based on an a so utc va •

.. 8 lk' and Cardy 2007; Wall el al., 2004), However Wiedowerperformance (Gomez- MeJia, a In ··
'

sure that is based on the perfonnance appraisal items offers(200 l) asserted that performance mea
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higher reliability in evaluating r ·
·

· per,ormance. High performance employees pursue higher level of

individual and organizational perfonnance which involve quality. productive. innovation rate and

cycle time nf performance (Bharadwaj. 2005) and therefore they will be able to assist

organisalinn to achieve its s\ralegic aims and sustaining the organisation competitive advantage

(Dess ler. 2011 l. Thus. in order to attract and suslain higher employee satisfaction and

performance. employer need to treat their workers as the most important inlemal resources and

gratify them (Jin. 2007) because commilted and satisfied employees are normally high

performers that contri bule lowards organizational productivity (Samad, 2007).

2.1.8 F.ffectinness

ln general. effectiveness is referred to as the degree to which set objectives are accomplished and

policies achiew \\hat !hey were designed lo achieve. It focuses on affecting the purpose that is

achieving the required or projected rcsulls. A program m service is said to be effective if such a

program is able to accomplish sel ohjectivt:s or estimati.:<l outcomes. As regards workers? it is a

measure of how well workers produclivily levels meet set goals and objectives of the

organization (Ycsufu. 2000).

2. l. 9 Efficiency

Efficiency 011 the other hand is productivity of estimated eflects; specifically productivity

without any form of waste. This has to do with workers abilities to work productively with

• • •

t· ncrg')' time and cost. Efiiciency is more or less a contrast betweenmmnnum wasle 111 terms o e ,

I d fi d process and generated outputs.the use of inputs in a clear Y e ,ne

•

¡· n and Productivity2.1.10 The Nexus between Motiva 10

I

· act of motivation as it relates to workplace productivity
Generally studies conducted on t le nnp

15



lT J"ll

has drawn significant attention in ti 1e aspect of management; however it has been basically
disre!!arded bv most estahlishm ¡ Th'- ·

· en s. 1s may be due to the fact that the concept of motivation is

complex and relative in th
I

e sense I iat what may appeal to an individual may not appeal to
another (Reilly. 2003).

General Iv. most or0ani,ations li ·

¡ ¡ r· ·
· ·

· " ·
· 11oug 1 t 1c use o mcenllves seek out ways to motivate their work

force. Thesc incentives could be in fonn of good working conditions, work environment and

compensation amongst others. Incentives are regarded as variable payments (monetary and non-

monetary) made to workers or a team of workers based on the quantity of output or results

attained. On the other hand. it can be seen as payments made with the purpose of stimulating

workers· performance and productivity levels towards achieving greater objectives (Banjoko.

?006)

lncenti, es can al su be described as any comrcnsation with the exception of basic wages or

salaries that varies based on the capacity or the workforce to attain certain standards. such as pre-

determined procedures and stated organizational goals and objectives (Martocchio, 2006).

Therefore one can conclude that there is a link between motivation and productivity this is due to

the fact that a Jack of motivation leads to a decrease in productivity and vice versa.

2.2 Theoretical Framework

Several theories on the concept or motivation has been conceptualized decades ago namely

d ¡ -·es Content or need theories are centered on the needs of a workforcecontent an process ueo11 ..

•

¡· nore on behaviors associated with the workforce. According towhile process thconcs ocus 1

.

(?00') content theories tend to acknowledge the basic necessities,Abbot and Doucoul1agos - ' ,

• .

b
· ·If as significant elements that contribute to job contentment

mcentives and the task or JO Ilse ·

.
,

, ·nfluencing the conduct of members of a workforce.
while examining the mternal !actors 1
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Examples include Maslow·s h. h
·

· ierarc y of needs theory, Herzberg's two-factor theory,
McClclland's theory and Alderfer's E!>G tlieorv.'- , Burns (2015) suggested that process theories
try to describe how behavior is ·f

¡ d
.

. .
· s imu ate

• directed. mamtamed and stopped. There are four main

tvpcs of process theories namely R
·

e·
·

em,orcement. Expectancy, Equity, and Goal setting.
lkme,er. only Maslow·, need theory, Herzberg's two-factor theory and Vroom's expectancy
theory are considered in this study.

2.2.l Abraham Maslow's Hierarchy of Needs Theory
ln the book titled l'vlntivation and Personality, Abraham Maslow a distinguished psychologist

postulated the Hierarchy of Needs theory (Maslow. J 954 ). He Stated that human needs can be

categorize into fi \'e groups and that these groups can be organized in a pecking order ranging
li-0111 the 111ost i111portant to the least important. These comprised needs such as basic or

physiological. safety. belongingness. esteem as 11dl as selt?actualization needs. He was of the

opinion that an individual is primarily motivated to fulfill physiological needs first before

considering others. This is because physiological needs otherwise known as basic needs are

essential fór an individuars survival. As such once these basic needs are fulfilled they are no

longer perceived as primary motivational elements by the individual who now moves up the

hierarchy seeking to fullill safety needs. The process lingers pending when self-actualization

needs are ful lilied. In a workplace. the logic to a certain extent is quite reasonable as workers

who lack essential needs fór continued existence such as food. air and water will barely be able

I k
•

-1-

·

act on productivity as such would put in little effort at work.
o ma ·e any s1g111 icant 1111p

.

d G, , (7006) agreed that individuals from all walks of life strive to
ln support. Jennifer an eorgc -

Physiological needs, safety needs. belongingness needs, esteem
grati(y five elementary needs: -

.
.

d They claimed that these needs form a hierarchy with the most
needs and self?actuahzat1on nee 5-

17



fundamenta I need that is
1

.
.

· P 1ys1olog1cal and r
sa,ety needs situated at the lowest part of the

hierarchy (Jennifer & George, 1-006 ). They were of the notion that needs at the

should be satisfied before ?r" t- e a er needs can be satisfied.

lowest-level

Self

Actualization

Esteem

Social Needs

Safety Needs

Psychological Needs

Physiological needs: represents those needs at the lower end of the pyramid which is also

referred to as hasic human needs. They involve the neccssit) to ensure satisfaction of the basic

natural drives like food, air. water and shelter.

Safety needs: this is the need for security constituting the need tor safety. freedom

from any form of injury be it physical, mental or fiscal terms. Such needs are stimulated after

basic survival needs have been achieved. They refer to a worker's desire for safer and favorable

work settings without any prospective fears or injuries.

Belongingness needs: describes the desire of the workforce for a sense of belonging, approval,

rapport and love. They are initiated after security requirements are fulfilled. These needs create

room for members of a workforce to be associated and bond with themselves. Workers are

18



moved to perform well in their ·

b.JO s when there is a feeling of acceptance
Esteem needs: focuses on the d fnee s o workers to be cherished and appreciated. It involves a

worker"s longing to be acknowl de ged and to have self-respect. When workers are elevated and
recognized in their numerous wo k h.· r ac 1evements, these kind of needs are fulfilled. Maslow
stated that this tYpe of needs a· t

·

d
• · IC nggere after belongingness needs are gratified.

Self-actualization needs· is a .· •k, ·

d
·

· · · · · ·
·

' \\OJ er s es1re to attam self-sat1sfactton and md1v1dual growth. It

is the desire of workers lo evolve and make the most of their potentials. The idea is for workers

to be dri, <:n to put in their best performances for the organization as long it provides room for

them to altain self-satisfaction in their areas of expertise giving them the chance to be all they

can be. Sclf?actualizcJ \\orkcrs represent prizcJ resources to an organization and management

can aiJ in satisfying this need by providing prospects for workers to utilize their skill set and

talents to the maximum.

1 he aforementioned needs comprises Abraham Maslm1 ·s hierarchy or needs from the lower

levels to the higher levels. He stated that people would attempt to placate those needs that are of

utmost priority to them first. Employers in a bid to maximize workers performance have to seek

ways to gratify their neeJs. This is because workers are only interested in perfornling well if

their wants are wel I catered for.

IMPORTANT OF ABRAHAM MASLOW'S HIERARCHYOF NEEDS THEORY

M ,

1 I ¡ n, of the earliest propounded theory of motivation is still very muchaslow s theory a t 10ug 1 o e

relevant and applicable in present day organizational settings. Despite its shortcomings, it has

.
. d ti t are peculiar to an individual and the effects it may have on

been able to ident1 fy those nee s 'ª

or productivity levels in an organization. Hence, it is vital that
an individual's performance

ds affecting members of its workforce and provide adequate
managers try to understand those nee ·
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motivation tailored to suit or gratify tliose needs. In order to achieve high productivity levels
from members of the work fo ,

I

•rec. t 1e organization must consider employees the backbone of the
organization as such an asset lo th ·

.· ·

e orga111za11on. Therefore to ensure that workers remain highly
productive and in a bid to a •I

· .. ,
·

e 11n e contmuous growth. stability and success of the organization,
Maslow·s th<'ory posits that ti , 'd. ¡· I

· · ·

• 1" nee so I 1e workforce must first be given due cons1derat1on.
2.2.2 Frederick Hcrzher? Two-Factor Theory
Frederick Herzberg maintained that two completely distinct set of factors determine employee
bdiador in organizations. These include Hygiene factors and Motivators. Herzberg established

that factor which appeared lo ensure an employee·s job satisfaction were connected to the job
contents or the aspects of the job itself and he referred to them as motivators. meanwhile, factors

I\ hich appeared to cause employees dissatisfaction were connected to the job context; and he

rderred to them as hygiene factors (lkrzbcrg. 2000).

Higiene factors arc factors that will eliminate dissatisfaction when present: examples are

compani policy. basic needs, status. working environment. salary. supervision etc. while

motivators arc those factors that will result in de-motivation and lack of interest in the job when

not fultilled and this could result in employees looking outside the organization for employment.

11
·

I

. , d 'scri'becl as UJ)keep elements considered important in evadingyg1enc e cments arc 1::.
·

dissatisfoction. On the other hand, these elements single-handedly do not ensure employee job

- •

1 f t' ,ation These are factors not directly concerned with the jobfulfillment and high leve s o mo 1\ ·

.

(
Smerek & Peterson, 2007). These faelors arc termed hygienehut concerned with the Job context ,

. . . reasonable level of satisfaction and their absence can
factors because their presence ensUI cs a ·

cause dissatisfaction.

make available hygiene elements in order to minimize
Hence, it is imperative that managers
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bases of employee dissatisfacti hon, owcver to it is much more important to ensure that
motivators are present since th, ,eSe are the factors that motivate employees and eventually result
in satisfaction. Motivators include _1.011 associated aspects including thought-provoking tasks,
work achievements acknowl 'd ,

·

e gment and responsibility, chances for advancement and growth,
recognition for achievement (l uml,, C t· 1.1 ct·

· '-'), oe zee a myane & Ferreira. 201 I). Motivated and
contented workers arc bctt 'I" •

· •

d
·

·
e posn1onc to be more committed as such producllve than those who

arc merely not dissatisfied.

This theory theref,wc admonish<:s that business managers should avoid being one-sided in

making decisions concerning factors that ensure satisfaction and motivation for optimum

performance. Based on his work. Herzberg ( 1987) then posited that in order to ensure job
satisfaction. the following conditions should he ensured in the organization: provision of

<.H:hic,cmcnt and adYance1l1l:nt opportunities. recognition for pcrformanci:. 1:nsuring fit between

L'mployccs· con1petencics and tasks. ensuring learning and dc\'clopment opportunities.

The motivation-hygiene theory is therefore rekrnnt for this research as it reveals that hygiene

factors including supervision. pay and benefits. company policies. work environment are vital to

avoid job dissatisfaction and motivators, which include. learning and development

Hcr-Lberg factor

that til,, !,·,ck of certain clements capable of causing dissatisfaction amongstHerzberg claimed ?

,

r·
.

d to as hvgiene elements. These elements focus mainly on themembers ofa workforce arc re ene ,, ,

.

11

.
. ti ,r external concerns. The presence of these elements maycharacteristics of the Job as we as O ie ·

.

.

• but a lack of it might result in dissatisfaction. These elements
not guarantee employee 111ot1vat10n -

consists of:
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a. Salaries

b. Operational Conditions

c. Job Security

d. I.evd and quality of supervision

c. Business policies and managerial processes

f. Personal relations at work.

Motivation Factors

These factors refer to elements capable of provoking workers to improve their work-related
pcrfomrnncc. 1 lerzbcrg ( 1974 ). characterized these elements as intrinsic stating that they are

largely concerned with the joh design. and how it is integrated in achieving set goals. He asserted

that managers aiming to attain enhanced perfom1ancc levels. must consider the inclusion of

several factors in lhe job setting. This in turn allows for lhe development of inherent motivation

11ithin \\Orkcrs. These clements comprise:

a. Interest in the work

h. Recognition

c. Growth / dcvelopmenl

d. J\chicvcment

Motivators results from an internal dispositions within workers. Herzberg ( 1974)_ stated th.at both

d ¡ Id be applied concutTentlv. He cited that the absence ofhygiene and motivation metho s s 10" ,

.
. . •¡·,, morale but causes dissatisfaction amongst workers. Likewise

hygiene clements docs not al eel

"arily affect motivation, but leads to satisfaction
I

-

,¡
, ts does not nccesst 1e presence oi those e emcn ·

among them

ZBERGTWO-FACTORTHEORY
IMPORTANT OF FREDERICK HER
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Despite criticisms levied at th T' e wo-Factor theory, it remains very important to organizations. It
implies that managers and thei .

.r organtzations must constant guarantee the adequacy of the
hvgicne factors to avoid dissati ·1' t·

-
· · s ac ton amongst members of the workforce. This is because

emplovee dissatisfaction lead. t
I

-

' s O oss of morale which in tum leads to a decrease in employee
productivity levels. Also. managers must make sure that the kind of work or responsibilities
assi1.med to cmplovecs is chal). ·

, · ·
•

.
· ·

· -
·

·
· cngmg. exciting and fulfillmg so as to ensure workers are msptred

to improve work related performance levels. This theory lays emphasis on job-enrichment so as

to encourage \\orkcrs lo be highly productive. Finally to ensure that employees are highly

productive. managers must ensure that the kind of task being assigned to the workers should

maximally utili?e their abilities and experiences. Focusing on the motivational factors can

impro, e work-quality and productivity levels of hoth the employees and the organization as a

"hole.

2.3 Empirical Framework

Various studies have examined the effect of extrinsic and intrinsic motivation on a workers'

performance and productivity levels. Also most of these studies have obtained different results

f.
·

I

· r. ·

·taric, Rcw·irds that an individual receives he it intrinsic or extrinsicrom their ana ysrs. ,·or ,ns - e. ,

- ·

d .. t· d. ig the conceJJt of motivation. Previous studies have proposedarc very cssentral 111 un eis an 11

-

I

, •

d ·an affect a worker' to be affected. which directly influencesthat rc\\'ards leads to fulfil rncnt c1n e

.
,

. .

1 tivity levels of the employee. Lawler {I 968) stated that certainthe performance as well "5 proc uc

• ·

I
Is in relation to their jobs. First, productivity is

elements affect worker's productivity eve ·

etar)' benefits thev actually receive as opposed
j- "'tarv or non-mon ..

dependent on the amount O mone "

I t' ng what other workers receive in comparison
d

, ve Also, eva ua ,

to the amount they feel they eser ·

.

vhile the worker's contentment with both
d.

.

dual perfomiances,
\

to their own affects their in iv I
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intrinsic and extrinsic rewards acquired has an effect on overall work performance and
productivity levels. Furthermore work· crs vary largely in the rewards they crave and the degree
of value they attribute to each rewa d .· ..r · Fmally. 111s observed that extrinsic rewards tend to please
workers more than intrinsic because the')' lead to the achievement of other rewards. As such,
these nbserYatinns rropnsc the ncccs ··t ¡· . d'· SJ Y or a 1vcrse reward system.
The research can·ieJ out by lin (2007¡ on the assessment of intrinsic and extrinsic motivation on

cmpk,yec rroducti\'ity, The results gotten from the examination revealed that there was a

significant correlation between extrinsic motivation and the productivity level of the workers,
11hile that of intrinsic motivation was statistically less significant than extrinsic even though a

correlation also existed between intrinsic factors and workers· productivity levels. As a result,

implications of the findings for future study were stated.

Jibowo (12007) in the study: motivation and \\orkplacc productivity amongst workers basically

assumed the similar m?thods as (I lerzbcrg, 2000). !'he study shows some supprn1s for the impact

of' motivation on productivity. llowcwr more ,,aJue was placed on extrinsic factors than

intrinsic. Another research h, Centres and Bugental 12007), also based their inquiry on

1 lerzbcrg·s tv.o-lactor theory of motivation. which diúded job variables into several groups:

hygiene factors and motivators. They utilized a population of 692 participants to test the

(li) ",orkcr effectiveness and eCiiciency levels. It was revealed that at
rationality of the theory

·

.
. .

¡ trinsic job clements were more appreciated, while at
higher professional levels, motivators 01 11

·

.
-

. . .

r extrinsic job elements were more appreciated. As a

lower occupational levels hygiene tactms O •
·

. t'ons that fülfills both intrinsic and extrinsic elements
result, they concluded that organiza 1

_ bl to <>ain the best out of them.
influencing employees' behavwr are a e 0

.

1

. ffi ct of financial incentives and its removal on
Also Taylor and Vest ( I 992) investigated tic e e
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workers performance and produ t"
.

e IVlly: it revealed that participants in the experimental groupwho received personal inducements ?· per armed heller than those in the control group. Assam
¡2002) also examined the role of '"t_. .· .ex 1111s1c and intrinsic motivation on productivity among
Nigerian workers. it shn\\ed that ·

' using a sample of employees of high and low professional
levels. The assumption that low

i ncome employees will he inherently motivated and highly
productive was not validated and ti . . ·

.
.

•

· le assumption that higher mcomes employees will place great
,alues on intrinsic motivational ,¡ ,

ti
¡

·e ements mn ow mcome employees was also not validated.
This explicitly illustraks the degree of value workers place on extrinsic motivational elements
e,en in the absence of any significant change in motivational levels across various classes of

employees in the organization.

(Haase. 2009) perceiYCd that poor compensation is linked to the profitability of an organization.

\\ age differences mnongst high and low salar, recirients "ª' linked to the loss of morale, lack

of commitment and km productivity. Also Nwachuk\\ u 12004) allributed the decline in

productivity levels of employees on some dcmcnls. amongst them is a company's failure to cater

for the well-being of their slafl'. provide adequate compensation. !raining and career

d I d t .. ki·11g ,-,111d1"t1·011s st1itahle workinQ environment and failure to promoteeve opmcnt, a cqua e \\"Or "" . · , ? --

.1

... ,,r'·,.,1-s nrnnagers and their organizations which is verycordial rclationshi ps amongs co-" ?" · ·

.

1- 1

. d ced their levels of productivity.demoralizing to the workforce !cae 1ng O ic u

.
. . . . - •

. nee to this research. is that carried out hy (Lake. 2000). HeAn mvestigat1on which 1s oi 1111po1ta

, _
_ . " tivation and job effectiveness of various workers taking into

Studied the relat1011sh1p between 111º ·

•

Tl .

1 dv concluded that most workers placed more
account their attitudes to the job in queS!JOn.

ie su
•

.
. . ? ·t

.. citing the need lo satisfy other needs as a.

. , than 1ntr1ns1c ,ac OJ s

1111portancc on extrinsic Jactors
·

ity of the research participants cited poor
.

.
. . .

. He also noted that maJor
rn?1or entena tor their choice.
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work environment. inadequate Working conditions and a Jack of resources as factors affectingworker etliciency levels in most
organizations.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.0 INTRODUCTION

This chapter provides an insinh¡ ii h
· ., Ho t e methodology adopted in the collection,

analvsis and interpretation of the dat ¡¡
·

a co ated for the sludy. It atlempts to provide a detailed
analvsis of the research plan and tools ulilized ·

th ¡·
·

f ·

d

•
•

111 e actua 1zat1on o this stu y.

3.1 RESEARCH DESIGN

Research design provides lhe glue thal holds the research project together. A design is used

to structure lhe research. to show how all of the major parts of the research project - the

samples or groups. measures. treatments or programs. and methods of assignment - work

together to try to address the central research questions.

There are various research designs but the one adopted for the purpose of this study is a cross-

sectional survey.

·

cclllectcd al a point in lime from a sample selectedIn a cross-sectional survey, data 1s

to describe some larger population.

3.3 POPULATION OF THE STUDY

Of a research shidy is defined as the census of
91 ) ti populationAccording to Asika ( 19 ,

Je

·

1· or that have the knowledge of the
tl charactens JC

all items or objects that possess Je

Phenomenon being studied.
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The population of the study comprises J7¡-
respondents which includes both Academy And Nondemy staff in Facultv Of Mana e A .

ACll •
g ment nd Social Sciences And Faculty Of Humanities And

Education

J.4 SAMPLE AND SAMPLING TECHNIQUES

To reduce the laborious process of distributing
personal inter\'iews with the entire population in the various institutions, a random selection
of selected people was carried out in lhe Faculty Of Management And Social Sciences And

questionnaires and conducting

Faculty Of Humanities And Education.

The sample size detcnnincd for this study was 50. using simple random sampling techniques.

3.5 RESEARCH INSTRUMENT

j• I 1·11"c11·11iation resulting from the research, the researcherTo ensure the reliability o t 1c 1'

deployed the use of the two data types.

I

• d,.· ·d from both primary and secondary sources.The data used in this study wast ius eiivc

3.5.I Primary Da ta

upon which subsequent interpretations or
I

teria! s on a topicPrimary sources arc l ic ma ·

,¡ as poems. diaries, court records,d documents suei '
from Ji rsthanstud1'es· arc ba.s ed. anything

th I· andsurvev.s. e nograp 11es,. ·d by experiments.
I l·csults geneiate .and inte1views to rescarc 1

so on. Primary sources are
first described, without anyd. f events as they are

recor s o

. . .

ch as census stallstlcs, which
also sets of data, su

They are
interpretation or commentary.

•

1 rpreted.have been tabulated, but not m e
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>

Primary data has the
advantage of giving the researcher the opportunity to conductan unbiased and extensive study on th e research problem set out to solve.

for the purpose of this research. the research ,
.

.
er used the under listed prunaiy research data:

1. Questionnaires: A structured questionnaire was used. which contained a seriesof questions. A structured

questions in sequence. It
sta11dard1·ses the research instruments and equally

rcmo\'es !ht: chances of the respondent tele-guiding the researcher. The researcher
used scaled questions.

questionnaire has the advantage of presenting

11. Observation: Observation means that the situation of interest is checked and a

person or some mechanical device records the relevant facts, actions. or

behaviors. Accurate data about what consumer, do in certain situations is

provided by observation. Observatinn dnc, nnt tell why it happened.

,

¡

·

..

·¡· ¡ ·¡,hone interviews are casv to administer and allow dala111. felcphonc 11tcrv1ew. e e ·
.

to be collected quickly at a relatively 1011 cost.

questions.

The interviewer can clarify the

I
1

, interviewing allows for greater sampleResponse rates tend to be higher and te cp rnne

control.

3,5,2 Secondary Data

fl. an analysis or
I

hand. o er
Secondary sources, on the ot ier

.
,

.
,

explain pnlllaI)
describe or ·

SOurces. They often attempt to

a restatement of primary

sources. Some secondary
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?

sources not only analyze primary sources but use th·

em to argue a contention or to persuadethe reader to hold a certain opinion.

\ lot of materials U!ied. especial Iv for ti h
.

'
· ie t eoret1cal framework of this study was obtainedfrom textbooks. journals. magazines and

newspapers. All these served as the secondarysource of data.

3.6 VALIDITY AND RELIABILTV OF THE INSTRUMENT

Data from the primary sources are very reliable. It has been tested over and over again and the
same results were achieved which means the information arc very reliable. The questionnaire
was administered and collected from respondents immediately. This research study has been

r?ad. corrections has been made by the supervisor and revision \\·ere modified.

3.7 PROCEDUREOF DATA COLLF:CTION

The methods of data collection for the study are:

(a) The use of research questionnaires

(bJ Personal interview

.
. . ,

1 0 ·riodicals. magazines and articles (both
l·n textbooks . .1own.i s. ,e(e) Content. analysis of data

published and unpubl ishcd ).

d
.

¡· r this research work. As indicatedrce of atd o
.

e the primary sou
l11e first two methods con5t1tut

d
.

ti
.

s manner were used to validate
.

. . data collecte Ill 11 '
.

. ords, pnmary
.

1nsection 3.5 above. ln other w
ti e sl10rt time available to the- Due to 1 ,

·I questwns.. the researc i

our hypothesis and in answering
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completion of this study. the questionnaire was collected back personally after repeated date.We made extensive use of the I ibrary and took a content analysis of literature on the research
topic.

3.8 PROCEDURE FOR DATA ANALYSIS

This involYes the use of some statistical tools such as percentage test in order to make
comparison. and draw conclusions;

Percentages is a statistical tool that uses I 00 as its base. It is simple and makes

comparison easier - percentages are used in describing relationship.

l\:rccnlagl's: The simple percemagc methods were used for the analysis of the result obtained

from the c¡ucstionnaire. The formula is given bélow as:

X

?X

Where:

100 =X%

X= values of subgroup

¿X= total value (sum) or sub group

f b Pin total sumX% = percentage o su grou

j sing Chi-square.Also the hypothesis was teS!el u.

Fomrn!a: X2 =(O-E)2

E

X2 ?
Chi-square
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4.0 INTRODUCTION

CHAPTER FOUR

PRESENTATIONAND ANALYSIS

ln this chapter. the information gathered for the study is presented.In presenting and analyzinglhe data. more emphasis was laid on this question that are directing related to the objectives
and problems under study.

ln addition to sources of data mentioned earlier. this study made use of questionnaires which are

analyzed with the aid of the chi-square statistical tool to test the hypothesis.

4. 1 DAT.\ ANAi. YSIS AND INTERPRETATION

4.2 SECTION A RESPONDENTSBIO-DATA

f Number

I !2
I so

Respond%
16

I
84

f 100 -=

, .

·

.

·

. ·idministered. it shows that out of the 50 questionnairerhc above table analyze the quest1011nd1re '

•

I

, . . "l"'d and return. while the remaining 8 (16%) wheredistributed 42 (84%) where proper) answc e

not return.
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Table 4.2.1 : Age of the respondent

I Age group
-?-- Number

I Respond?f
Below 30_______ 9

21.43
--------------,

31-40
16

38.10??
13

30.95Al:,;;-?eso?----- ----

4
I 9.52??

G [M-Sources :fidd survey 2019

The abo\'e tabk analyze the age group of the respondent, it shows that out of 42 respondent
9¡ 2 I .43'}·;,¡ where below 30, 16(38.10%) of the despondent fall between 3 I to 40 years,
13(30.95%) of the respondent fall between 41 to 50 years,4(9.52%) of the respondent fall
between 50 and above.

Table 4.2.2: Marital Status of the respondent

.?.J\far.·italsta.tus
·

__

-w?¡;;,
- - ·-

¡_5ingle -? _ _ _ l_O__ __

, Married 31

Í Divorce
---·--

1

I
Total

- -

,
42

Sources :fie/d survey 2019

.
-l-Respo;,ei%-

23.81
73.81
2.38
100

!'he above table analyze the marital status of the respondent. it shows that out of the 42

respondent. I 0(23.81 %) arc single,3 I (73.8 I%) are married and I (2.38%) are divorce.

Table 4.2.3: Educational Qualification

?onal Status

3umber?EL 2

NCE/OND 10

HÑD¡,____¿se
1s

POST

_¡_,
-=----------

?DUA TE

¡
12

28.57

? -?= .42
100-- _j

ources :field survey 2_0_1_9

--

Respond%
4.76
23,81
42.86
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The above table analyze the educational status of the respondent. it shows that out of the 42respondent.2(4.76) are O"level holder.] 0(23.8] %) are NCE/OND holder.18(42.86%)are
I IND/8.sc holder. while 12(28.57%) are postgraduate.

Table 4.2.4: job Status of the respondent

IJ?;hst;?------
Number

Re?nseo/o

---=-----?--
,;?ad?mic staff -----718;;------------¡ 42.86
'

rl<ln acad?i;;rf------?
57.1_4

__

Total
42

JOOSources :field survey 2019

The above table analyze the job status of the respondent. it shows that out of 42 respondent
18(41.86?0) are academy staff while 24(57.14%) are non academy staff.

4.3 Section B

Effect of cmploJ'ecs moti\'alion on organizational performance

4.1.6 Table 6

·

;;;-
1

En?loycc Well-being
. !

SA
7¡

I I am okay with my present workrng 20(47.6_)
1

conditions

r-23
-

Work pressure puts s1rcss on me
/-

1 feel safe at work
4 F.U.G provides me with adequate 7( 16.16)

leave and holiday period __
. . 3(7 I 4)5 F.U.G does a lot as regards the

j
.

health and safety of its cn?ces______ --

Source: field SL!r\'ey 2019

l 1(26.19)
8(19.05)

A N

13(30.95) 4(9.52)
D

4(9.52)

SD

1(2.38)

l 9(45.23) 6(14.29) 3(7.14) 3(7.14L
8(19.05) 10(23.81) 10(23.81) 6(14.29)_

113(30.95)7(16.67) 6(14.29) 9(21.43)

16(14.29)
l 1(26.19) 13(30.95) 9(21.43)

-

I above tableAnalysis of the data I rom 1 ,e

l 3 respondent representing47.62% Strongly Agree. .

lten1 1. 20 respondent representing
·

_

1 h'le 4 respondent representing. 9.52% Neutra. w 1

dent represcntmg30.95% Agree, 4 rcspon
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9.52% Disagree and
l respondent representing 2.38% Strongly Disagree. it show that most ofthe employees are okay with there present working condition.

Item 2.
I I respondent representing 26.19% Strongly Agree. 19 respondent representing45.23% Agree. 6 respondent representing 14.29 % Neutral, while 3 respondent representing7.14 % Disagree and 3 respondent representing 7.14 % Strongly Disagree, it show that work

pressure put stress on most of the employees.

Item 3. 8 respondent representing 19.05% Strongly Agree. 8 respondent representing 19.05 %
Agree. I O respondent representing 23.81 % Neutral, while I O respondent representing 23.81 %

Disagree and 6 respondent representing 14.29 % Strongly Disagree. it show that there is a

ha/anee between the employees who do not feel safe at work and the employees who feel safe at

/tem 4. 7 respondent representing 16.16% Strongl, i\grcc. I -1 respondent representing 30.95

% Al.!rcc. 7 respondent representing 16.67 'l-,, Neutral. while 6 respondent representing 14.29%

Disagree and 9 respondent representing 21 .43 % Strongly Disagree. it show that F.U.G provides

there employees witb adequate leave and holiday period.

7_ 14%, Strongly Agree. 6 respondent representing 14.29%Item 5_ 3 respondent representing

26_ 19% Neutral, while ¡3 respondent representing 30.95%Agree, 11 respondent representing

.

d 1 •cprcsenti ngDisagree and 9 respon en 1 •

. f·t . of it employees.as regards the health and sa e Y

2 I .4J% Strongly Disagree, it show F.U.G does a little
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4.1.7 Table 7

3

4

5

Employee relationship with co- I SA
j

A N D SDworkers
My Relationship with mv co- 8(19.05)

] 10(23.81) 9(21.43) 11(26.19),vor?ctlv profession;! 4(9.53)I enjoy working with my co- 7(16.16) 13(30.95) 10(23.81) 9(21.43) 3(7.14)
workers
I enjoy a friendly relationship with 13(30.95) 10(23.81) 9(21.43) 7(16.16) 3(7.14)

_I!_l\' co-workers outside of work
F.U.G organizes social functions 0(0) 0(0) 0(0) 40(95.24) 2(4.76)
and 0et togeth1.·r [!arties for all staffFU.Ci does a lot to imp.rove the. 8(19.05)

i
7(16.67) 7(16.67) 10(23:sff i--1 0(23.81)_!:?}at:o?l2_!P amungsl all sta!I__J_

-- -
-?

... ?
.,

.
• •.

"'
- "'ISouH.:..:. fidd su1\1;;;, .:..019

Analysis of the data from lhe above table

Item I 8 respondent representing 19.05%, Strongly Agree. I O respondent representing 23.81
"•o Agree. 9 respondem representing 21.43 % Neutral. while· 11 respondent representing 26.19
% Disagree and 4 respondent representing lJ.53 % Strongly Disagree. it show that most of the

employees relationship with co worker arc strictly prolcssional.

Item 2. 7 respondent representing 16.16 % Strong!) Agree. ! 3 respondent representing 30.95

I /J
.

·

d
- it rcpr"s·"1111·11g ?"l 8 I % NcutraL whik 9 respondent representing 21.43% Agree. rcspon e, ,. , -- .

• ,
. d, 1 "presenting 7.14% Strongly Disagree. it show that most of the% Disagree and _, rcspon en I e ·

.

k
·

.·¡¡1 tl1cre co workers.employees CllJOY wor mg v,1

.

,O 9• °Ir Strongly Agree, JO respondent representing 23.81hem 3. 13 respondent rcprescntmg · · ) 0

21.43 % Neutral, while 7 respondent representing 16.16% Agree. 9 respondent representing

o •

d t representing1/, Dtsagree and 3 respon en

.

1

_ worker outside work.
.

l

.

nship with t 1ere co
employees enjoys friendly re attO ·

7_ 14 % Strongly Disagree, it show that most of the
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Item 4. O respondent
representing O% Strongly Agree, O respondent representing 0% Agree,Orespondent representing O % Neutral, while 40 respondent representing 95.24% Disagree and2 respondent representing 4. 76 % Strongly Disagree, it show that F. U.G do not organize socialfunctions and get together parties for all staffs.

Item 5. 8 respondent representing 19.05% Strongly Agree, 7 respondent representing 16.67 %
Agree. 7 respondent representing 16.67% Neutral, while 10 respondent representing 23.81 %
Disagree and I O respondent representing 23.81 % Strongly Disagree, it show F.U.G does less in
improving the relationship among all staff

4.1.8 Table 8

r--1- -Employee
Rela.tionshipWith_7_SA_ ¡_A

__

IN _

' I H.O.D
:::--1-? - ·t - __¡

13(30.95) 2(4.76)¡T-¡ My relationship ?,¡¡¡;-;;,y
H.ü.D? 5(11.90) 15(.,571) 17(16.67)I

.

. stnct/y profcss1011.il__
. . ?--- --1--

· --

I

, '8) 5(11.90)
11? I LO.D criticizes 111c when I fail ?8(66.67) )( I 1.90) 3(7.14) ( .... ,

•. ji ltl 111cet c_xpcclations _ .. _.
.. f , ,

I 7(40.48)2-0(47.62)4(9.52)
I-;--

¡ rccciw credit or pra,w from Ill) 0(0) 1(-.oS)10
1

d
'

Í
I I.O.D when I meet or excee

j ?,cctations . _

. . .¡4 .

My H.O.D involves me m dcc1s1011 3(7.14)

?1
making processes --:--.

1--17(4() 4g¡ 10(23.81) 3(7.14)
---.

. e, di

.rclationsh1p
wit l .•

1

5 I en1oy a ,nen )
_

l11Y H.O.D outside oi wnr? I

Soure;: field survey 20 I 9

SD 7

6(14.29) 5(11.90) 19(45.24) 9(21.43)

-

ti , above tableAnalysis of the data 1 rom ic

7(16.67) 5(11.90)

I Agree 15 respondent representing 35.71.

¡ l. 90% Strong Y
•Item I. 5 respondent reprcscntmg

30.9511.1 1, respondent representingº

nting 16.67% Neutral, w , e ?
1/o Agree, 7 respondent represe
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% Disagree and 2 respondent re •

t· 4 7 opresen tng . 6 1/o Strongly Disagree, it show that most of theemployees relationship with H.0.D arc strictly professional.

Item 2- 28 respondent representing 66.67% Strongly Agree. 5 respondent representing 11.90% Agree. 1 respondent representing 7.14 % Neutral, while 1 respondent representing 2.38 %
Disagree and 5 respondent representing l J .90 % Strongly Disagree, it show that most of the
employees are criticized when they fail to meet expectation.

!tern 3. O respondent representing 0% Strongly Agree, I respondent representing 2.38 %
Agree. I 7 respondent representing 40.48% Neutral, while 20 respondent representing 47.62 %
Disagree and 4 respondent representing 9.53 % Strongly Disagree. it show that most of the
employees do not receive credit or praise from the H.O.D when they meet or exceed expectation.

Item --1 . .< respondent representing 7.14% Strongly .,\grcc. <, respondent representing 14.29 %

Agree. 5 respondent rcpresl.'nting 11.90 ?/;1 Neutral. while I 9 r?spon<lent represGnting 45.24 º/o

Disagree and 9 respondent representing 21.43% Strongly Disagree. it show that most of the

employees are not involve in decision making .

Item 5. . , ..• , t" , 40 48% Strongly Agree. I O respondent representing 23.81J 7 respondent 'cp, cscn ,ng .

·

7 14 % Neutr-il while 7 respondent representing 16.67 %% Agree, 3 respondent representing · 0 · ' •

,
. ,

•

,
J I 90 % Strongly Disagree, it show that most of theDisagree and 5 respondent representing ·

. . .

di 'relationship with there !-LO.D.
employees do not en1oy /nen }

39



4.1.9 Table 9

I En

(________.__
I

I en

en,
2 F.l

en

----1-;
Ji,

---:¡-·-1::--

rrfii
Snurce. hdd survey 2019.

iployee
respo_nses regarding Work

I SA
I A N D SDenvironment

joy a conducive and friendly work 19(45.24) 20(47.62) 3(7.14) 0(0) 0(0)
1ronment

T(i-?f?-?-;?-;¡?improve the work 4(9.52) 2(4.76) 17(40.48) 10(23.81) 9(21.43)
vironment
njoy a certain level of autonomy ln 4(9.52) 19(45.24) 12(2.86) 6(14.29) 1(2.38)cl??? my duties

l 1.G organizes routine safetv 0(0) 2(4.76) 4(9.52) 20(47.62) 16(48.10)vironmcntal e!_"Ograms
.,

Iy office is spacious and comfoi1able
I 9(21.4JJ

I 19(45.24J 1(2.38) 13(30 95) O(QL____
-

Analysis of the data from the above table

hem I. 19 respondent representing 45.24% Strongly Agree. 20 respondent representing 47.62
% Agree. 3 respondent representing 7.14 '1,, Neutral. "hilé O respondent representing 0%
Disagree and O respondent representing 0'11., Strongly Disagree. it show that most of the

..:mplo;,t!i:s enjoy conducive and friendly working enYironment.

Item 2. 4 respondent representing 9.52% Strongly Agree. 2 respondent representing 4.76 %

Agree. 17 respondent representing 40.48 % Neutral. while 10 respondent representing 23.81 %

Disagree and 9 respondent representing 21.43 % Strongly Disagree. it shO\v that F.U.G does

less in improving the working environment.

9_52% Strongly Agree. J 9 respondent representing 45.24 %Item J. 4 respondent representing

7 86 % Neutral. while 6 respondent representing 14.29 %Agree. 12 respondent representing
.

7 38 % Strongly Disagree, it show that most of theD d t rcpresentmg -·isagrec and 1 rcspon en

.

d" barging there duties.. tonomv 111 1scemployees enjoy certam au "
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Item 4. O respondent representing 0% Strongly Agree. 2 respondent representing 4. 76 %Agree. 4 respondent representing 9.52 % Neutral. while 20 respondent representing 47.62 %Disagree and 16 respondent representing 48. I O % Strongly Disagree. it show that most of theemployees relationship with co worker are strictly professional.

Item 5. 9 respondent representing 21 .43% Strongly Agree. 19 respondent representing 45.24
º-,, Agree. I respondent representing 2.38 % Neutral. while 13 respondent representing 30.95 %
Disugree and O respondent representing O % Strongly Disagree. it show that most of the
employees ofüces are spacious and comfortable.

4.1.I0Tabk 10

1:----· j
-

En-?>lo?·;; .-=;spouses

regarding?
,1 1

Co?ensation
_¡ ---- ----

'-c---t -- -:-·- --:--
- ¡¡______

8( /9 O'>¡ _ IO(ê3 81
I 15(,, 71) 7( 16 67) 2(4 76)?

I
I

j f._l'?l'!,)__S_lll_C_?<'-
--'--e; •-? ----?00) 0(0)

'=,·-
i Jl,clie,c more inctcnti,es should he 19(45.-4)

¡
10¡ __ ,_8]) 13(30 95) (

I

-

I mc/uded
111__111.) total IC\\ard ?kage +-c--:-c=-

13(30 95) -22(52.3!2___ 1(2.38)

! -,?I ,-,?,;li satisfied wi??r?a?! ?;1:;¿; ?;? ;1;

9-(2143)-13(30.9-5)_'5(35.7-1)I

1-t---rfp-;:;;fain-kind rewards to cash
I

I re\\ards
_ _. -.-- _

76) l:'(28.57) 15(35.71) 13(30.9,)
I

1'57--,-;:;;ccive allowanccs_for special duties

I

0(0) 2(4

I_ --
-

,
J and overtime on the J0b.

Sou?ce: field survey 2Dl9

Analysis of the dat? from the above !able

I Agree 10 respondent representing 23.81
-

19.05% Strong Y ,Item l. 8 respondent representing

0 dent representing¾ Agree, 15 respon
_

·t show that most_

4 76 % Strongly Disagree, rdent representing ·16.67 % Disagree and 2 respon

I While 7 respondent representing35_ 71 % Neutra ,

b Paid well.of F.U.G employees are een
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Item 2. 19 respondent represent"ng 45 24% s
1

• o trongly Agree, 10 respondent representing23.81 % Agree 13 respondent rep t· 30
'

resen ing .95 % Neutral, while O respondent representingO % Disagree and O respondent representing O% Strongly Disagree, it show that most of theemployees believes that more incentives should be included in there total reward package.
Item 3. 4 respondent representing 9.52% Strongly Agree, 2 respondent representing 4.16 %
Agree, 13 respondent representing 30.95 % Neutral, while 22 respondent representing 52.38
% Disagree and 1 respondent representing 2.38 % Strongly Disagree, it show that most of the
employees are satisfied with there current pay.

Item 4. 2 respondent representing 4.76% Strongly Agree, 3 respondent representing 7.14 %

Agree, 9 respondent representing 21.43 % Neutral, while 13 respondent representing 30.95 %

Disagree and 15 respondent representing 35.71 % Strongly D,sagree, it show that most of the

employees prefer in-kind reward to cash reward.

Item 5. o respondent representing 0% Strongly Agree, 2 respondent representing 4.76 %

28 57 r, Neutral, while 15 respondent representing 35.71Agree, 12 respondent representing • 0

ting 30 95 % Strongly Disagree, it show that most of% Disagree and 13 respondent represen .

.

11 anee for special duties and overtime on the job.the employees do not receive ª ow

4.2 TESTING OF HYPOTHESIS

Hypothesis 1

. . ff ct on organizational performance.

sign1f1cant e eHo: Employee well-being has no

ff ton organizational performanceH1:
Employee well-being has significant e ec
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Contingency value/observed value

4.2.1 Table 11

sin

I

,-y
¡ -

J EIJ!ployeeWell-bein_1;
J

SA A N D SD Total
l

I
I am oka) Willi my presenl working 20 13 4 4 I 42
1..:onditions

2 ------------------\Vnrk pressure puts stre:-;s on me ]] 19 6 3 3 42
3

-

-1-fCTl;:;,fe ;t work
8 8 10 JO 6 42

4 F.U.G provides lllC with adequate leave 7 13 7 6 9 42____
and holid'!¿J>criod

?
5 F_{I.(¡ does a 101 as regards the health and

j
3 6 li 13 9__ Lsafor, of its emplovecs

?

28- 210
-

o_t;i_lj_
j 49 59 38 36

--
--

Expected value

Expected return= !L'_i'
OT

Where

R= row

C=column

OT= overall total

Table 12

[s/n ?-
--

EmployeeW?ll-being
. I ,.?A--- ·

t \Vorkrnc 4- 4 J

I
l

-

f----;¡-m okay with my prcsen " ? "'1.8condilions

r 2

4

A
42*59

210
-118

N D
-?--J8 42*36? 210

=7.6 =7.2

J feel safe at work

---
I 42*49\vork pressure puls stress on me ? =9.8

42,¡,49

2Ío~9.8

42*59
210

=11.8

42*59

2Ío
=11.8

------;--:-:?::----¡¡;:;?e fl_42*49with adequate leave 2ÍO=9 8F.U.G provides me
and holiday period

4?*4_9
__ .

42*59?,::-;-;-- -. -d----:tl-,e'h?e::a,;:lthh-;;a;n,.dj 1¡t210=93 210?G does a lot as regar 5

_
-

43

42?
210
=11.8

42*3.?. 42"36
2]0 210

=7.6 ;,,.7.2

42*38 42,.36
210 210

=7.6 .,-;:7.2

42*_Jj
-210
?7.6

:!l?lQ
210

=7.2

SD
42'28 42

210
~5.6

42¥28
210

=5.6

42*28
?
?s.6

42 I
42

4'*38 42*36 I 42*28 42
;rn 210 I

210



j

-

safety of its employees
º

¡ iR "7 6 =l.Z =ó.ó[},talt-------------+4:c:9---+--5-9¡..___JS

Chi Square Table

Table 13

r:o-- ------ -:?:-.8c------?-----::-:-::-:----¡---:-:,--=----I l3 11.8Ji--?-?-==---?
Li_ 7.2

P--- 56
¡_11 9.8

¡
19 11.8 7.2 51.84 4.39-¡; ,e ·U

1"_64____2º.!45
f--'3 1:2 -4.2

--
:3 5.6 2.6

--J-¡--1._2_1 _=====:-s 9.8 -1.8 3.24
?33Ko--- :

??8 ;\ª-=--=--=---=lt:4=
-

-__tt¾
-

?--- --f? ----1 ?; -=_--=_=-lf?f? --

?:?! ?r-7- -

----9:¿-----+.28
__ TT:'? - 08

---113
- --

11s·-----?2 _ _]144 o__g_
-- --

---/6 -06
I

o.36 ºº5if- - - -- -h- - - -

-1-2

11
44 0.2_ -- _j_ --

3 4 11 56 2.06
I?

. ·

r?··
-

-IS8 4624 4.72- -- -

-5.8 33.64 2.856 11 8

11.56 1.52_1_1

__

7.? 3.4
33.64 4.67_1_3_ 7.2 5·8

I 11.56
'

2.06

12=_
s.6 3·4

1
48.66

LEVEL OF SIGNIFICANT= 5% OR O.OS

DF= DEGREE OF FREEDOM

A=Aow

C=colUMN

DF:
(A-1) (C-1)

IS-1¡ (5-1)

O-E
I

(O-E)' LO-E)'
E10.2 ' 104.04 10.61

1.2 1.44 O 12-3.6 12.96 1.71-3.2 10.24 1.42-4.6 21.16 3.78
0.15

-?1.2 1.44
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DF=16

CRITICAL VALUE=26.296

DtCISION

Accept Hl which says employee well-being has significant effect on organizational performance and
reject Ho which says employee well-being has no significant effect on organizational performance.IIYPOTHESIS2

I lo: Relationship with co- worker has no significant effect on organizationalperformance
111: Relationship with co- worker has significant effect on organizational performance

Contingenc) vaJuciobscn cd value.

4.2.2 /able 14

I I F-;;;pr,,;:;c relationship with
I

¡1 ?o-n,:?""_£__rs??f-¡í ,\:!) Relat-io?hip with 111} co-
,1

. _ 0?????r':l:,_
stri?t_!_}'._P1.:??_(essional .

12 I J cnjo} \\ork:ing \\·1th 111)' co- 7
1

G\drkcrs
_r3 ¡

;:,?¡-,;_;·a-friendi;-:-?elatic'.1is,i1ip_
13

I

\I irh my co-workers outside of
' \\Ofk

.

4 F.U.G
-

organizes sacral O

fonctions and get togclllcr
parties for all staff

__ -:·-----
8F.U.G- docs a lot to 1111provc

the relationship a/llong,t all
staff
TOTAL

Source: field survey 2019

E?pectedva I ue

Expected return= R.."'..i:

OT

Where

36

13

10

10

9

o o 40 ?-2 4?----.j

7 10 10 427

I 3s
I

11 n 210 j40
'

--
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R= row

(=column

OT= overall total

Table 15

Employee relationship with SA A--- .
.......____ __ CQ_:\\'O?

I M:, Relationship with my
-c::::o_---,4?2•n37.(,-,r-4¡o2;;,,40?-b4cc2,ca3-;5---t---c4;-;;2.:•7"7;---r-4;;,cc,cc2,;-----t--c4-;;1:------jworkers is strictly professional ??7.1 21000·8 210 =7 210 210-,..,4.4

,._

=15.4

1-21 en_jo) \\urking with my co- 42'36 ,!-2'•10
I

'
-:,--_I(! ?7 __

, 'l(l "?--_;=?---- -
,--cc,

1 J

/

I enjo\ a friendlv rc/ationshi1J 42*.16 ?I
• •

.

,.,

-210=-7.2
I

j

,, ith ITI) co-workers outside of 210 ==R
I \\•Orkr---t------

- --- -

---c--;-,.,;;;-;cc-----¡--==---==----r-c;-=:-----i-;,;=;-----
1

--1

/ F_l 1.G nrganiLes social 42'3_<,
4;'40 ¡

42'35 c!l'11,
I

lunc11ons and get 1oge1her 210 -7.2

I

-10 ?s ' 210 -7
-?;':[___ _ __j_parlie, for all staff

?
1 5 I FJ ,_(J docs a l<1t lo improve I 42*.10 12?0

/

_lhe
__

relationsl1ip amongst ail I

210 ·-7.2

-

210
! ,t¡¡II_______ I -?- - -[ _T"'?"!_____ --------r-36

_ 4_[1_ _
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42*22 42
210 =4.4

,tz•12 42
-?

"º -4.4

42*12 42
210 =4.4

J j
22 210

J

Chi -square table

Table 16
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L___ -

?
?--illf----?-

?--
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w--?
l_la~-
,1 9--------
'3
?-
?
?--------
?----------
-------------

E

7.2
8

7

15.4
4.4
7.2
8

7

15.4
4.4
7.2
8

7

15.4

I
(O-E)'

0.64
4

4

17.64

j
0.16
0.04
25

9

-6.4 ____4 ,º·961.96 0.45-1.4
• º3 64 4.67

?-ª----???
e ÚBC-?-.L4_-5_8__

___Jl.4 -

N D SD Total

??
210 :,:__7

42*35
210 =7

:Ll!.12
2!0=15-4

-12*77
21()

,,,-¡5.4

-12*22
210 =4.4

O-E

0.8
2

2

-4,2 _

-0.4
-0.2
5

3

1 ID-E)' 7
E

0.09
0.5---- -

057
1.15
0.04
0.005
3.16
1.29
2.66
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13? . ?
J -1.4

1.96 0.45r? _l-7.2
? 8

I

8
51.84 7.2? ? 64

8
, 40 -------------?- -7 49

72--??4.6 605.16 39.30---¡¡--- 4.4
-2 .4 5.76 1.31-7-? '

O. 8 0.64 0.097----------------
8

-1
1 0.1310---_________}_____ JO o

o-----? 15.4
I

-5.410 4.4 29.16 1.89x'- -- - ---?-6 31.36 7.13----??--??---------------
92.735LEVEL OF SIGNIFICANT? 5% OR O.OS

IJf= Ül.:GHEê 01-- FREEDOM

R:::cRow

C= COLUMN

DF? (R-1) (C-1)

(5-1) (5-1)

DF=16

CRITICAL VAlUE=26.296

IJECISIO.'\"

Accept the Hl which says relationship with co- worker has significant effect on organizational
perftmnance and reject the Ho which says relationship with co- worker has no significant effect on
organizational performance

HYPOTJIESIS 3

1/0· ¡_·
_ f ¡ r· ¡11·r

... 1·r11 1-1 (.) D l1av" no significant effect on organizationalperformancer
• :mp oyce fC U IOJlS ,_, · · e •

II]: Employee relationship with H.O.D have significant effect on organizational performance

Contingency value/observed value

4·2.3 Table 17
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¡7E-;;.plo}·ee
Relationship With SA¡ H.o.o

My relationship with my H.0.D 5?rofessional ·

_

My 11.0.?--11· ,, '2º'8º'

-

's,,
'J., '

.,, 's,,
,,

.412·) '

???3 I receive credit or praise from hio,--"I Ti¡,'7,- 12'.>io1
I

?41
I ,41;21

my H.0.D when l meet or? -?.'-c_eed
?-?a?ti?,,,?,s¡-:·

=--::?;;:-j---:,---t,6,--1;5,--lll99'--¡99,-
/

?41221

I

4 M:-, li.O.D involves me in 3I decision mal,.
inl.!...z'lroccsses

-5,-1-;;¡;joy a friend!:, relationship l 7i ,, íth Ill\ J-1.0.Í) outside ofv.'ork
,_-_:-t}?t?I=?=-

53

A N

25

42

210

Expected value

Expcckd return= 1i."J;
OT

Where

R= row

(=column

OT= overall total

Table 18

----?- -. --, ·1, Withr---.-::1Emplo?·ec Relations 11

'¡ ff.O.D
__

,,--¡ M) ;cT,;i¡(l¡,ship ,?i1?1y
H O D

! is strictly professiondl

I?
MyT!.().D c,?ticizcs me when I

tàil to meet cxpectal!ons
.

r'lisc from 42*53

·13
I receive credit or P '

or 2 IO. HO D when I meet
=10.6

my . .

.

exceed expectations
in 42*53My H.O.D involves me

210
d

. .

k'iig processes "10.6
_

ec1s1011 ma J

_
,

-?2'37
.

hi
I

42 5.,
--:,¡¡¡-c74

S-
I enjoy a friendly

_relatwi:?r/ I _210
-

' "'ti H O D outside of ?\C
I

º l0.6
, ?,

1 my . -

,

I 37

I

-:;;--.____
I

5 3t]? '

D SD
15

Total
7

13 2 42

10

37 35 60

5

SA

42*.¿J
2JO

-

ji),()

1J?j_J
210

/0.6

A

42'.17

211J=7A

N;:-;--,¡-roil SSDn

'

'Total 7

-¡ '"ºº ,14422'*'2255 42
42'.15 42'6

1210
?s2111'-'7 210 -=12

-12"-35 42*6_0 4J*254 ""2'210_::7 210---=12 -210 =,5

42•_17

21(),,74

I

42*60 --------¡2*25 42
I
I 42*)5

210 :;;12 210 ?s21ü ?7 I

42*60 42"'25 42142*352!0-'c12 210 =5210 ?7

42*60 42*25 42

14;;?5
210 =5,7 2l1J e f2

25
I

210
i 35 60
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CHI-SQUARETABLE

TABLE 19

DF: DEGREE OF FREEDOM

R=Row

C=coLUMN

DF:(R-1) (C-1)

IS-1¡ (5-1)



CRITICAL VAlUE,,26.296

DECISION

Accept the Hl which says employee relationship with li.O.D have significant effect onorganizational performance and reject the Ho which says employee relationship with H.0.D have
no significant effect on organizational performance
I IYPOTI IESIS 4

Ho: \\orking environment has no significant effect on organizational performance.

111: working environment has significant effect on organizationalperformance

4.2.4 Table 10

-----
42

20

]J

16

o

I

49 26

Expected value

Expected return= R...'.....L

OT

Where

Rs row

C•column

Oh overall total
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Table 21

r ·-Emp? regarding SA--e--??I I cn10:, a conducive and friendly 42J•••13;,¡,; -,T42;.,,:62,,-:;,.,,-,-==\\Ork environment ?

2J(J 210--------------
-=-7.2 =12.4

2 F.U.G dne?;T,?;:;o
ii?m?p:;::rc?l\::;.e;-:t;¡:h:;:e--,4,;2•"<51J-T4;;;2;;,t.17,--t??--t-.:i';;;;-work environment 210 210

=10.6 --=7.4
I enjo) a certain level of autonomyin discharging my duties

A N D SD Total

'1121 ? ? 42210 210 210
=7,4 c9,8 =5,2? 42*60 .:!)*25 42210 e] 210 =12 2w ?s

? 42*37
210 2IO

"10,r, =7.4

?
210 =7

42*60 42•25
210 =12 2/0 =j
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?

?
210..._
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.

--10.1, ?7.4
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J 36 62

?
210

• 7.4

42*35 41*tí() 42*25 42210 -cc.7 21(1 ---,-12 210 =5

37 49 26 210

CHI-SQUARE TABLE

TABLE 22
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. --

---,.E 0-E
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J
7 I ·6

I
36

5.14J12
J 1

11
O.OBJ

5

J ·S
J 25

5

SIGNIFICANT? 5% OR 0.05 179.33
OF? DEGREE OF FREEDOM

R?Row

e? COLUMN

DF? (R-1) (C·l)

(5-1) (5-1)

DF?l6

CRITICAL VALUE?26.296

OECISIO:',"

Accept the Hl which says \Hirking environment has signilica111 effect on DrganizatiDnalrerfonnancc and re¡ect the Ho which says working cn,ironmcnl has no significant effect onorganizational performance.

IIYPOTIIESIS 5

Ho: . Compensation has no significant effect on organizational performance.

ff I: . Compensation has significant effect on organizational performance

4.2.5 Table 23

J;
-

-i;:·;,,-¡;¡;;;;cc r?sponscs l'cgarding'

Compensation
J___ F.U.G pays me well ---. --1 d d2

I believe more incentives should be me u e

---..... in n1v total reward packag?
l.__ rãm'not satisfied with my c,_.,u,._,i-r,_-e"'.11::...1

r:;Pª°")--;'-:----1 7
-

4

?
----

d ,c!Jf _rr:e_e,?,?-a!!rd?sc.,---f-i"--2-
? I nrefer in-kind rewar s to ca? 1

.

r? ·al duties andI receive allowances for speci

---??:- ,J..:.;,;?,,?---_-_i¡Ji[_-_-_-???-2--?-
?on the job ?- -

_"-.j? -
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I
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13 o o 42

13 22 I 42

9 13 15 ,{2
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Expected value

Expected return=
R..:'_1.

OT

Where

Fl= row

C=column

ÜT= overall total

Table 24

CHI SQUARE TABLE

íABLE 25
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1.4

4.6
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E
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---
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3.92

_

4. 6

?6 0.03
I
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?
?
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2

3

9

13

15

o
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112-
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i X''----------
LE VE

-

6.2
-6.2

6.6 38.44 6,2--
-2.6

6.76 '!.?------------? -3,4
11.56--------E:.? ---------- 2.140.6
0.36 --

-? 0,0310.6
112.36 9.86--------?- -5.2--
27.04- -----?? 4.36-4.6 21.16________ 5.4 3.21-2.4 5.76-- -- 12.4 -3.4 1.07

11.4 11.56 0.93-
-. -- - ----- ? 2,5662 0.22- -------

I
8.a 77.44--- -6.6 ___

12.49---,... -6.6 43.56 6.65.4-·---- -3,4 11.56 2.14--?- -
--

12.4 -0.4 0.16 0.01----- 11.4 3.6 12.966.2 1.146,8 46.24 7.46----
L OF SIGNIFICANT= S% OR O.OS 106.85

DF= DEGREE OF FREEDOM

R=ROW

C= COLUMN

DF= (R-1) (C·l)

(5-1) (5-1)

DF=16

CRITICAL VALUE=26.296

DECISION

Accept the Hl which says compensation has significant effect on organi1.1tional performance and
rejectthe Ho which says compensation has no significant effect on organizational performance.
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CHAPTER FIVE

SUMMARY, CONCLUSIONSANO
RECOMMENDATION5.0 Introduction

This chapkr comprises discussions associated with findings of the entire research. This includessummar) of the study. findings both theoretical and empirical findings. conclusions andrccommendatic>ns.

5.J
Summary· of the stud}•

rhe result of the research work is summarized as follows;

EmploJ·ee Well-hdng

II sho\\
I hat most n/'1he employees are okay with !heir prescn1 working condition, while that

11ork pn:ssure put .stress <lfl lhe employees and most employees do not feel sale at work.

Also F.1 i.(j provide employees with adequate leave and holiday period and does little as regard
lhe hca/lh and safely ofit employee.

EmploJ·ee Relation?hip With H.O.D

Most of the staffrdationship wilh /-J.O.D are strictly professional and most of lhe employees do

not receive credit or praise from the fl.O.D when they meet or exceed expectation. Also most of

the
employees are not involve in decision making.
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•111111 ¡--

?

Employee responses
regarding Work environment

Most of the emplovees cn·¡ov d ,·
d fi. .

·.
.

. con uc1ve an nendly working environment. And that F.U.G does
less in

impro\·ing the Working environment. Also most of the employees enjoy certain autonomy
in

discharging their duties and most of the employees offices are spacious and comfortable.
Employee responses regarding Compensation

l\fost of F.U.G employees are been paid well and most of the employees believes that moreincentives should be included in their total reward package. Also most of the employees aresatisfied with their current pay and most of the employees prefer in-kind reward to cash reward.
5.2 Conclusions

J·mplo1ccs should he considered the most vital abmc other factors of production, the mostvaluable resource availahle to an organization. This is because they are an integral part of the
organization as such it is very important for organizations. in pursuit of a competitive edge. to

I h . t' ¡· t' _,11 of their emplO)'Ccs is mad,• a top priority. This is to ensure that
ensure t 1at ! e sa 1s ac "

·

.· ·

, , t(t ide to work through improved performance and productivity
emp)oyccs displa) pos1t1,c a I L

• 1, t, lack of adequate motivation resulis in low productivity
levels. Also it is important to nok l ld ª

and vice versa.

· · ·

or extrinsic in nature has aI

'" motivation be it mtnns1cThis study conc)udcs that cmp oyec '

I in an organization. It also
.

·,d· ·tor of performance leves
,

. -

f" t d 15 a pie 1cs1g1uf1cant e ,ec an ·

1 d a right
.

f motivation appeal to emp oyees an. . . , d xtrins1c factors oconcludes that holh mtrmsic an c.

.

. .

ut nest perfonnances from a workforce.illix of both are essential in bnngmg 0
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5.3
Recommendations

The
following

rcconi111endations are made based on the findings of thestudy:

I ·

l'vlanage111e11t must ensure employees are adequately motivated. Employee well-beingshould be given due consideration and heahh and well-being programs should beorganized to cater for lhe needs and welfare of employees.

Management should encourage interpersonal relations amongst co-workers and theirmanagers to promote a sense of belonging and unity amongst staff Also managersshould ensure employees arc involved in decision making processes and given a chancek) air !heir views.

Also management must ensure they create a work environment that is conducive
for workers with adequ?tc working conditions as well as providing the right tools and
,csourccs to ensure \\orkcr cflcctnencss m d1scha1ging their 1espcctl\c duties

4. d I. ¡·
·

l activities is key to achic\'ing efficiency in

Furthermore proper sebe u rng O .Iº'
·

sation p·1ckagcs in frirm ol·monctary or non-monetary
the workplace. J\dcc.¡ualc compcn ' .

.

, . , tint employees stay productive. Management
rewards arc essential 111 order to ensure '

f . ., l'iirlv justlv and competitively allocated toshould ensure that rewards and hcne lis aic ' ".. .

employees.

·
.

· ·

, programsji Plovees engage m trrnnmg
•

to ensure that a em ,
t st also stnvc5. Managemen mu ·

.

t"I" e their skills and
I ortumty to u t izalso have equa oppto acquire new skills ªnd
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competencies
Management h Id k

·

s ou ma e sure that career development opportunities
are clearly communicated to employees.

6. An estahlished career path and an adequate development plan should be put in placefor employees. development programs should be linked to each employees career needsand not just the organization's needs. Employees should be selected for sponsoredtraining programs fairly and justly.

7. management should provides adequate information about strength and weaknesses ofemployees in form of feedback from employee evaluations.

8. Employees who offer the same level of inpurs wirh respect to skills, efforts,qualifications. experience. should be entitled to equitable outcomes in terms of pay.prnmotion. job security. and opportunity for ad, an cement. Additional inputs and
outstanding performance should entitle an employee to additional rewards.

finally. this study recommends that management should make policies that a(ds in ensuring
. d. t ·Iv extrinsically motivated to remain intrinsically motivated on the

that employec-s arc a cqua e " · ·

employee rnornle resulting in a competitive edge
job. This will in turn enhance or boost

I cm¡Jloyce engagement. lower turnover and improved
through higher commitment leve s.

performance and productivity levels.

S,4 Limitations of the Study

d .

.

• difficult getting the respon ents to.

. ·e ondents at work made li , eryThe
demandmg schedule of I sp

. . .

tirnelv fashion was•

f questionnaire 111 -
s a result. retrieving copies o

.

Participate in the survey. A
. well as resources in covennghas limited tm1e asVery

challenging. Also, the researcher

-

a this research.ex1e
·

.

·¡ bl
·

conductm,,ns1ve literature avm a e m
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APPENDIX I

Dear Respondent.

Department Of Busincs.,
!\d111inislrntion,

Faculty Of Management !\nd Soc fol
Sciences,

Federal University Gusau,

Zamfara State.

1 am a linal year of the above named institution. conducting a research on '"Effect Of Employee
llfotivatíon On Organizational

Performance; A Case Study of Federal University Gusau .. ./n
panial lu/fiJ/ment of the requiremem for the award of Bachelor uf Science

( 13.sc) Degree in
Business Administration.

LETTER OF INTRODUCTION

f hereby solicit your inestimable input in supplying information required in this questionnaire.Any information provided and obtained from the reposes and records "ill hL· strictly confidential
and II ill be used only for the purpose of the study.

Thank you

Yours faithfully

Ibrahim Yusuf

researcher
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Questionnaire

Effect Of Workers Moth,ation On OrganisationalPerformance Of Fogus

1 nm conducting a research on effect of "''orker motivation on Organizational performance of Fugus, for

lhl• award of Bsc. Business Administration at Federal University, Gusau

Y ou arc requested ln kindly fill 1he questionnaire below. after reading all the phrase carefully and tick/

mar? (\;)the most appropriate answer as per your opinion

Section A

f>lt!ase rl!s¡w11d fo lhe following stalemellf hy making a tick (?) on the appropriate number indicate the

rc1p¡¡me tlwt best describe your AGREEMENT or DISAGREEMENT un the 5-poinl scale as.fo/lows: 5=

strongly agree (SA),4= agree (A),3= neutral(N) ,2= disagree(D),1= strongly disagree (SD)

\
s1n

\
E·

.

mployee Well-being SA A N D
I

SD

1.1,
I am okay with my p_i:csent working conditions

_ .--f \\-,ork p1essure puts stress on me

__c_.:__ _ __Jf---+-----1----\.---+-l--17

\_J I

I feel safe at work
-------

1 ?(' ·d
;,;-;?===?--c?cc:---1----1--------l----l---1:__--l

I

I

·

·

-.
' prov, cs me with adequate leave and holiday

¡- _ _1ycr1(...,K_I ?---------·----- c-·-c·-::-- -cc+---+----+--+---1-------<
5

1 F .t 1.G does a lot as regards the heallh and safet\' of

I __¡__i!2_ cmplo,ccs

·

I

---- ----- ---------+---+----+---l----.1-----1
r --1- -------------- ----?·---+----+----+--+-----1----1
: l __ _!?relationshipwith co-work?? -----+------1.---1----1---__¡

\

1 ?Ay R<.:-btionsh1p \-..·ith my co-\v·nrkcrs is stricth

_J_prufcssional _ _ _

·

? ':
I cnjo)' \,·orking with_._n_1.,._.·_c_o_-_"_•o_rk __ c1_·s

.1-------l-----'---___¡_
1

:Í
'

I- cnj,1y a rriendl, relationship with ni) co-11orkcrs
I

I

I I
out?idc of work

I

:

·

4 7 F.U.<i ?.,;-;:,;;;¡;¡functions and get together \

I LPart.i?s for"??sl1:__
_¡__ __

I

\
I

'

¡-5-¡1 r.U.Ci does a lot to 11nprove the relat1onsh1p [ 1\ \I\ ]
I

· amonust all staff ¡

.

1---f
-

F,lllployec Relat1onsh1p With H.0.0 j
I

1

1-1--11\1y-;:;,Tat011?I?
my HO.D is strictly

\

\ JJ?·9!?S_'.S!?'!?.I
. ?

.

1-2- I
My li.O.D criticizes ,ne when I !ail to meet

t}.l--1?
l-'.3

¡

rc.cei.vc..

credit or prm?c
trom my H.0.D \Vhen I

.

meet Cl!."-??? .

-·- -\

-¡-r?MY-H.0.0.
involves 1nc' Ill dec1sl0ll mak111g

.

?
2-?.£??-s__ .,..? .

.

-
l____

e-
I 011·10,. a friendly relat1onsh1p with my H.ü.D

7

I

) . J

I

outside of?--
i

--- -----
I

¡- --------?-
L- -----------
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-

_Í___ Employee responses regarding Work
I ---+-----

environment
¡

,-=r
en¡o? a conducive and friendly \\ork e,,v·

[
-

------"-- 1ronment

2_ I_?es a lot to 11npro\'e the \\>Ork environment
:

-;

\

\ enio) a certain le, cl of aulonom) 111 dischargmg

\ _
111) d,?ucs _

't?::???;;?;;:?;?:;;;;:?:::?"""
F.U.G pays m?vcll

\ helie\.'C more incentive½ should be included in my

\

total re,\a?ck??----
Cl =: I am nrit satisfi? with my current pay

-

l_ -:!_--+-!_2:cfer_
ln-kind ?c\\•ards to cash rewards

•-s

]

5
[

I rccci,c allo\\anccs f<>r special duties and overtime

L __

l útl thejoh ? --? -

.-

Sl'diün B: demog,raphy variable. respond to the following by making a tick (\I) on the appropríate answer

I) ,,cndcr(a)Male() (b)fcmalc ( )

?} Ag_l'

i)hclo,'30( l (iii li-40 ( ) ( iii)4\-SO ( )(iv)abovcSO( )

?) marital slat us

i)Singk( ) (ii) married( (iií) divon.:c( )

.j) Educational Status

i) ()" Level ( )
ii l

NCEIOND ( ) iii)\ IND/13.SC (
I iv) PostgraduateDegree ( )

5) ¡oh status ..

·¡) academic staff ( )
non academy stat! ( )

!

I

I

\
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