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: ABSTRACT

The issue of motivation has continually posed a big challenge to business organizations around
the globe especially in the manufacturing industries where high levels of productivity affect or
Play a major role in determining the profitability, growth, development, stability and future
Yuceess of an organization. Therefore an organization in a bid 10 achieve success in maintaining
@ competitive edge over its rival gs well as avoid a steady decline in the productivity levels of ifs
employees, must ensure members of the workforce are adequately motivated The primary

purpose of this study is to examine the effect of employee motivation on organizational
productivity. Thig Study adopied o descriptive and causal research design as well as the survey
method in investigating the effects of motivation on organizational productivity levels. The entire
population of the siudy was 271 as g result the sample size determined is 50. A well- sirnetured
self-administered questionnaire was used as the main tool Jor data collection and was
administered fo 50 respondents out of which 42 were retrieved and appropriately filled. Dala
were analyzed using simple percentage and chi-square. From the hypotheses tested. the result
indicated  that  there iy g significant  relationship between employee motivation and
orgunizational performance. The results revealed that extrinsic Jactors were considered to have
more significant effects on organizational performance than intrinsic Jaciors. The study
concluded that although both intrinsic and extrinsic factors are significant predictors of
performance, extrinsic factors appear o be more significant or valued by respondents in the
organization used as a study. Furthermore this study also recommended rthat management of'
mstitulion should take appropriate measures in figuring out those Jactors that motivate their
ermployees and seek ways of ensuring that they are adequately motivated in order to improve
their performance and productivity levels.

KEYWORDS: Motivation, Productivity, Organization, Employees.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

(3enera!ly most businesses, organizations and thejr managers are faced with various challenges.
One of such challenges is in the area of management which refers to the utilization of resources
effectively and efficiently in order to achieve an organizations goals and objectives. Some of
these Mmanagerial challenges are obvigus 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 important of al 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 employees in a bid 1o enhance productivity (Sunia,
2014). This study however is centered on the aspect of motivation and focuses on the effects of
employee motivation on organizational productivity.

Hellriegel (1996) viewed motivation as any influence that portray, direct. or maintain people’s
goal directed behaviors. It refers to the driving force that makes an individual to act in a specific
way. It 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 play 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

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



are that their morale would be high as such performance and productivity levels would increase

thereby to a large extent boosting overall organizational performance level, In order to achieve
high levels of productivity as such boost organizational performance or productivity, managers
therefore 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,

Jennifer and George (2006) defined employee productivity as the level of effort put forth by the
workforce of an Organization towards achieving organizational goals and objectives. There are
several ways by which 3 workforce can be motivated so as to enhance organizational
productivity. 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
lo exceute a task out of self-interest rather than a need or wish for some external reward. External
mativation is the type of motivation that arises when an employee is compelled to act in a
specific way cither as a resuli 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
because certain external factors such as adequate compensation, work environment as well as
training and career development appeal to employees as such are essential in 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. This means that

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



duties leading to [ow performance and productivity levels (Nwachukwu, 2004). This study

therefore focuses on showing the effects of motivation on organizational productivity.
1.2 Statement of the Problem

James (2014) cited three warning signs of a demoti vated workforce these include Ppoor workplace
atmosphere, 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
Organization js dealing with a demotivated workforce, Most businesses and organizations
especially federal 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
with head of department, organizational policies etc. or extrinsic such as training and career
development. goad working conditions, amongst other factors that enhance or improve employee
performance as well as organizational productivity levels.

1.3 Objectives of the Study

The primary objective of this study is to acquire a deeper comprehension of how employee
motivation affect performance of workersl in fugus as well as recognize the effects on
organizational productivity. This research therefore seeks to:

i. Determine the effect of employee well-being on organisational performance.
ii. Determine the effect of employee relationship with H.0.D on organisational performance .

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

V. Determine the effect of working environment on organisational performance,



1.4 Research Questions

i. What effect does employee well-being have on otganizational performance?
ii. What effect does employee relationship with H.0.D have on organizational performance?

1. What effect does compensation have on organizational performance?

Iv.What effect does employee relationship with co- worker have on organizational performance?

v. What effect does working environment have on organizational performance?

1.5 Research Hypotheses

i. Employee well-being has no significant effect on organizational performance

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

1it. Compensation has no significant effect on organizational performance
iv. Relationship with co- worker has no significant effect on organizational performance
v. working environment has no significant effect on organizational performance

1.6 Significance of the Study
For this study not 1o be an effort in futility, it has to be useful to a number of people and
institutions among which are;

e 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 enahle 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,



Ii. Research Institutions: This study also be also relevant to research bodies in the

nation because findings would also be relevant to students and ysers of information in
conducting further research in areas similar to this study.

tii. 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 overal] productivity and performance levels.

1.7 Scope of the Study
The scope of this study is Federal University Gusau. Zaria road, Gusau local government area,
Zamfara State, Nigeria. Where the study is being conducted. This study examines employee

motivation and its resulting effects on the organization’s productivity levels.

1.8 Definition of Terms
Motivation: Is the word derived from the word ‘motive” which means needs, desire. wants or
drives within the individuals. it is the process of stimulating people to action 1o accomplish the
goals.

Employees: Employees arc people who are hired working under contract in an organization,

they are referred to as the workforce of an organization. it can also be seen as any person hired by

n employer to do a particular job is an employee



Productivity:

is the rate at which 200ds and services are produced by a standard population of
worker.or g Summary measure of the qQuantity and quality of work performance, with resource
deployment taken into account. It can be measured at individual, 8roup or organizational levels.
Employee Produectivity: is the rate at which employees effectively and efficiently discharge
their duties,
Organizational Productivity: A measure of how efficiently and effectively managers use
resources to achieve organizational goals,

Effectivencss: refers 1o a measure of how well workers productivity levels meet set goals and
objectives of the 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
achicved by an employee.

Efficiency: can be derived from the relationship between inputs and outputs, and refers
wrincipaily to the degree at which outputs are realized while minimizing costs associated with
sroduction.

3 Efficiency: refers to the ability of an em loyee to do what is actually produced or
imployee Effi 'y Y P!

serformed with the same consumption of resources



CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter shal extensively examine literatures that are associated and significant to the
subject of this study. The review covers the concepts, empitical and theoretical explanations
required (o facilitate o complete examination and comprehension of the research. It provides an
insight of other People’s thoughts and opinions on the effects of motivation on employees and
how 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. [t comprises several elements that causes. directs, and sustains an individual’s
aehavior in a specific way. He went further to say that motivation is one of a number of elements
hat affect an organization's productivity and performance levels respectively.
Tennifer 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 determination when faced with obstacles. In addition she stated that even with appropriate
Trategies and administrative structures in place, an organization can only be productive if its
mployees are sufficiently motivated to perform at higher levels,

Jeach (2005) described motivation as the individual’s readiness to expend Energy so as to |

ccomplish set goals. He is of the opinion that motivation relates 1o a person’s enthusiasm for |



specific patterns or behaviors, Also he further stated that the ambitions, needs and wans of a

person may influence, direct and control their attitude. Davies (2005) suggested that the concept

of motivation entails what goes on inside a person that results certain behaviors. As regards

organizations, he stresges that an absence of motivation is reason enough for a worker not to

atlain gratification from (he work.
2.1.2 Types of Motivation

Lin (2007) proposed that motivation can either be intrinsic or extrinsic. In the workplace as well
as other settings, motivation is often classified as being naturally extrinsic or intrinsic
(Martocchio, 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 itself, it can be said to have an affirmative outcome on the conduct,
performance and well-being of an individual (Ryan & Deci, 2000).

In the workplace, it springs from impulses that are characteristic of the work itself It is what
workers derive because of their suceess in completing a task. Such Intrinsically motivated
fewards 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, safety, and elevation etc. these motivators are
usually determined by the company the individual works for. Extrinsic behaviors require workers
to work hard or put in extra hours so as to get the reward that comes with it. Workers may not

Bl e task btare ' nspired by the additional benefits, awards ete.

L13 Intrinsie Motivational Factors



Although there

ar i i AR i) 7
€ various forms of ntrinsic motivation, this study focuses on an employee’s

wellbeing, employee’s relationship with co-warkers as well as their managers as factors that may

y ence a T ] o 3 ¥ i sy & ; -
{HBGIEG an entployee's productivity levels in an organization. Intrinsic motivation, derived

from within an individual or from the nature of (he work itself, positively influences behavior,
wellbeing and productivity {Ryan & Deci, 2000), These factors are discussed below
Employee Well-being

The concept of employees well-being in most organizations has become a thing of great interest
in recent years. In 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. Therefore the well-being of a workforce cannot be underestimated as workers also
have similar needs be it physical or emotional.

Relationship with Co-workers

An employee’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
find their workplace friendly. Cummins (2010) stated that employees who have a decent
affiliation with their fellow workers are usually prosperous and very productive in the workplace
even when their jobs are very stressful. This means that a co-worker’s support is very essential in
minimizing stress.

Relationship with Managers

A worker’s relationship with his/her manager describes the level of relations that exist between

Workers and their superiors i.e. managers, supervisors or bosses at the various levels on the



hierarchical structure in an organization even when managers have the ¢

certain level of power over them. Workers who enjoy great support from their managers are

Gl find gy Workplace friendly, Ag employees are the pillars of the organization.

MANARErs must ensure that they have » cordial relationship with their workers based on trust and

mutual respect if they are 1o achieve high productivity levels from them.
2.1.4 Extrinsic Motivationa] Factors

Also there are various forms of extrinsic motivation, this study focuses on an employee’s work
environment, Compensation as well as training and career development as factors that may
influence an employee’s productivity Tevels 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. 2000). The above
mentioned factors are discussed below;

Work Environment

Most businesses limit the rate at which they enhance the productivity levels of their work force to
skill acquisition. The kind of work place or environment where a worker operates also affects the
level at which such an organization may flourish. Akinyele (2010) suggested that about 80% of
pl‘Oduc[ivfly concerns are as a result of the nature of a worker's environment in most
Organizations. A favorable work setting guarantees the well-being of workers which invariably
will encourage them to apply themselves to their responsibilities with a high level of morale
Wwhich may transform into higher productivity (Akinyele. 2007). Workers are likely to be more
Productive in a well-structured work environment. Furthermore, the quality of comfort which

¥aries in terms of the work environment also prediets the degree of contentment as well as

roductivity level of workforces. This is because the productivity levels of the workforce would



not be optimal

- af . ; -
the state of their work Environments are not conducive, Better work

environments augments worker's productiviy
Compensation

organization in return for his or her contributions to the organization (Hamidi, Saberi & Safari,
2014). This practically satisfies material, social and psychological needs of the individuat
(Altinoz, Cakiroglu & Cop. 2012). Employees recejve different kinds of benefits in the form 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 compensation 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 performance as well as productivity levels of
members of the workforce in an organization. there is a need to constantly train and develop
workers. This is vital because workers who have been adequately trained and developed with the
right educational qualifications and skills are capable of providing huge payoffs for their
tompanies evident in their loyalty to the organization, sound knowledge and understanding of

dperations, improved productivity levels and their contributions to overall stability and future

suceess of the firm.

L.1.5 Factors Affecting Motivation

lellriegel (1996) proposed a number of factors that affect motivation. These factors are
bdividual differences, job characteristics and organizational differences.

11



Individual Differences:

¢ particular nee cliefs. hohavin.. : :
are p ar needs, beljefs, behaviorg, Interests and expertise that workers bring to the job. This

is due to the fact that workers are Naturally different as such what may appeal to one worker may

not appeal to another,

Job Characteristics:

describes the kind of tagk 4 worker is supposed to perform. It involves the limit, content and

challenges associated with he task like the required skills to perform the task. the importance of

the job and the kind of response that workers ag regards the tasks they accomplish.

Organizational Practices:

are the guidelines and principles known as code of conducts, management practices, HRM
procedures and reward systems organizations use to guide behavior of worker both inside and

outside the firm.
2.1.6 Dilemma manager faces in motivating employees

It has been noted that most managers may not be great judges of employee motivation as they
believe they are. As a matter of fact, people generally appear to constantly misjudge those
elements driving employee motivation (Morse, 2003). A few of these misconceptions have been
outlined and discoursed below.

One-size-fits all reward and recognition: A lot of managers uiilize this concept as a means of
*eognizing, rewarding and inspiring members of their workforce. However, the challenges_
Issociated with this type of program is that it fails to recognize those differences that are peculifir

© members of he workforce. It is imperative to understand that employees may differ in terms

12



motives whi / in di
of mo ich may cauge them to behaye in diverse ways as they are motivated by different

ings. Similarly, ker's y :
thing; tly. a workep's cultural values, level of education, religious background, and even
sexual orientations may have an effect on what motivates them, It is therefore crucial that an

rganization taj 5 ", i
organization tailor rewards and recognition i & manner that creates room to understand workers

and their distinctive qQualities (Atchison, 2003).

Money is the ultimate Motivator: The notion that money is the most important or only

motivating factor was originally sugpested by (Taylor, 1911). This misconception has misled
managers in the sense that some of them either view money as the sole motivator of workers or
tend 10 have a preference for financial rewards, Also, it should be noted that financial rewards
can inspire workers to g certain limit; this is because when compensation is either low or
considered unfair, it is demoralizing to workers, When it is high, it can also be seen as a de-
motivator resulting in individual performance and levels of productivity being altered in a bid to
sustain high levels of compensation (Atchison, 2003). He 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 view tend 1o disregard the idea of
motivation in gencral. The fact is that every worker is motivated by one thing or the other, the
cha]lcnge for managers is that whatever it is may not be job related that is in line with what the
work entails (Morse, 2003).

All motivation is either extrinsic or intrinsic: Some managers are of the opinion that

Motivation is either extrinsic or intrinsic and therefore concentrate on only one of them while

disreparding the other.



2.1.7 Productivity

Productivity ean be referred 10 as the quantity of work that is attained in a unit of time by means
of the factors of production, These factors include technology, capital, entrepreneurship, land and
labour. Itis the link between inputs and outputs and increases when an increase in output occurs
with a lesser than comparative inerease in input. It also occurs when equal amount of output is
generated using fewer inputs (ILO, 2003).

Employees productivity

According to amtomioni (1999) a worker's level of productivity is reliant on the extent at which
workers believe 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 productivity refers to a measure of 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 competitive edge.

Organizational Productivity

There is a general understanding among researchers that performance is an important variable in
work organization (Suliman, 2001) and has become a significant indicators in measuring
organizational performance in many studies (Wall et al., 2004). Employee performance can also
be measured through the combination of expected behavior and task-related aspects (Motowidlo,
2003), even though performance is often determined by financial figures. In reality, performance
that is based on an absolute value or relative judgment may reflect overall organizational
performance (Gomez- Mejia, Balkin and Cardy, 2007; Wall et al., 2004). However Wiedower

(2001) ted that performance measure that is based on the performance appraisal items offers
= asserted tha

14



i reliability i 3 :
higher reliability in evaluating performance. High performance employees pursue higher level of

individual and izati ; i . R
indivi organizational performance which involve quality, productive, innovation rate and

cycle time of performance (Bharadwaj, 2005) and therefore they will be able to assist

organisation to achieve itg strategic aims and sustaining the organisation competitive advantage

(Dessler. 2011). Thus, in order to attract and sustain higher employee satisfaction and
performance. employer need to treat their workers as the most important internal resources and
gratify them (Jin. 2007) because committed and satisfied employees are normally high
performers that contribute towards organizational productivity (Samad, 2007).

2.1.8 Effectiveness

In general. effectiveness is referred to as the degree to which set objectives are accomplished and
policies achieve what they were designed 1o achieve. It focuses on affecting the purpose that is
achieving the required or projected results. A program or service is said to be effective if such a
program is able to accomplish set objectives or estimated outcomes. As regards workers, it is a
measure of how well workers productivity levels meet set poals and objectives of the
organization (Yesufu. 2000).

2.1.9 Efficiency

Efficiency on the other hand is productivity of estimated effects: specifically productivity
without any form of waste. This has to do with workers abilities to work productively with

minimum waste in terms of energy, time and cost. Efficiency is more or less a conttast between

the use of inputs in a clearly defined process and generated outputs.

2.1.10 The Nexus between Motivation and Productivity

G ily studi ducted on the impact of motivation as it relates to workplace productivity
enerally studies con



has drawn

significant attention ; : :
gl attention in the aspect of management; however it has been basically

isregarded by m = L
disreg: ¥ most establishments, This may be due to the fact that the coneept of motivation is

complex and relative i i
comp lative in the sense that what may appeal to an individual may not appeal to

another (Reilly. 2003),

Generally. most organizations through the use of incentives seek out ways to motivate their work

force. These incentives could be in form 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,
2006).

Incentives can also be described as any compensation with the exception of basic wages or
salaries that varies based on the capacity of 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 lack of motivation leads to a decrease in productivity and vice versa.

2.2 Theoretical Framework

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

content and process theories. Content or need theories are centered on the needs of a workforce

while process theories focus more on behaviors associated with the workforce. According to

Abbot and Doucouliagos (2003) content theories tend to acknowledge the basic necessities,
and Dou 2| >

incenti d the task or job itself as significant elements that contribute to job contentment
entives and the ) :

while s the internal factors influencing the conduct of members of a workforce,
examining



FExamples

includ slow’s i
ST Maslows hierarchy of needs theory, Herzberg’s two-factor theory,

Clelland’s 1} /i i
Hiee Ui silicory and Alderfer's ERG theory. Burns (2015) suggested that process theories

4 eseribe / avior i e )
e oibe how behavior 18 stimulated, directed, maintained and stopped. There are four main

ss of o5 e i 3 ‘ -
types process theories namely Reinforcement, Expectancy, Equity, and Goal setiing.

{owever. only Maslow’s nee >
He er. only Maslow’s need theory, Herzberg's two-factor theory and Vroom's expectancy
theory are considered in this study.

2.2.1 Abraham Maslow’s Hierarchy of Needs Theory

In the book titled Motivation and Personality, Abraham Maslow a distinguished psychologist
postulated the Hierarchy of Needs theory (Maslow, 1954). He Stated that human needs can be
categorize inte five groups and that these groups can be organized in a pecking order 1;anging
from the most important to the least important. These comprised needs such as basic or
physiological. safety. belongingness. esteem as well as self-actualization needs. He was of the
opinion that an individual is primarily motivated to fulfil] physiological needs first before
considering others. This is because physiological needs otherwise known as basic needs are
essential for an individual's 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 fulfill safety needs. The process lingers pending when self-actualization
needs are fulfilled. In a workplace, the logic to a certain extent is quite reasonable as workers
who lack essential needs for continued existence such as food, air and water will barely be able
significant impact on productivity as such would put in little effort at work.

to make any

Ty + Jennifer and George (2006) agreed that individuals from all walks of life strive to
upport, Jennife =

gratify fi lementary needs: phvsiglggical needs, safety needs, belongingness needs, esteem
¢ five eleme : phy

needs and self: lization needs. They claimed that these needs form a hierarchy with the most
s and seif-actualiza 2



fundamental need that j . :
t is physiological and safety needs situated at the lowest part of the

hierarchy (Jennifer & G X ‘
Jeorge, 2006). They were of the notion that needs at the lowest-level

should be satistied before greater needs can be satisfied

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 basic human needs. They involve the necessity to ensure satisfaction of the basic

natural drives like food, air, water and shelter.
Safety needs: this is the need for seeurity constituting the need for 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 orinjuries.

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 f bers of a workforce 0 be associated and bond with themselves. Workers are
or mem 2



ved to perform wel] ; s
0 - wellin their jobs when there is a feeling of acceptance

Esteem needs: focuses o :
n the needs of workers to be cherished and appreciated. It involves a

worket's longing 1o aa ;
EIng 10 be a knowledged and 1o have self-respect. When workers are elevated and

recognized in their 4 ;
& numerous work achievements, these kind of needs are fulfilled. Maslow

stated that this type of needs are triggered after belongingness needs are gratified,

Self-actualizati e Al i !
¢ 1zation needs: is a worker's desire to attain self-satisfaction and individual growth. It

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

to be driven to put in their best performances for the organization as long it provides room for
them to attain self-satisfaction in their areas of expertise giving them the chance to be all they
can be. Self-actualized workers represent prized resources to an organization and management
can aid in satisfying this need by providing prospects for workers to utilize their skill set and
talents to the maximum,

The aforementioned needs comprises Abraham Maslow’s hicrarchy of needs from the lower
Jevels 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 needs. This is because workers are only interested in performing well if

their wants are well catered for.
IMPORTANT OF ABRAHAM MASLOW’S HIERARCHY OF NEEDS THEORY

Maslow’s theory although ane of the earliest propounded theory of mativation is still very much

televant and applicable in present day organizational setlings. Despite its shortcomings, it has

been able to identify thase needs that are peculiar to an individual and the effects it may have on

TioT ivi i ization. Hence, it is vital that
n individ [ oductivity levels in an organiza 1
individual’s pe formance or pr

3 f its workforce and provide adequate
ds affecting members 0
Managers 1ry to understand those nee



motivation tailored 1o sy; p
1t or gratify those needs. In order to achieve high productivity levels

from members of the work d ol
kforce. the Organization must consider employees the backbone of the

organization as such an asge W
E A assetto the organization. T herefore to ensure that workers remain highly

roductive and in a bj e e
p bid to achieve continuous growth, stability and success of the organization,

Maslow’s theory posits that the needs of the workforce must first be given due consideration.

2.2.2 Frederick Herzherg Two-Factor Theory

Frederick Herzberg maintained that two completely distinct set of factors determine employee
behavior in organizations. These include Hygiene factors and Motivators, Herzberg established
that factor which appeared to 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
which appeared to cause employees dissatisfaction were connected to the job context; and he
referred to them as hygiene factors (Herzberg, 2000).

Hygiene factors are factors that will eliminate dissatisfaction when present; examples are
company policy. basic needs, status, working environment, salary. supervision etc. while
motivators are those factors that will result in de-motivation and lack of interest in the job when
not fulfilled and this could result in employees looking outside the organization for employment.
Hygiene elements are described as upkeep elements considered important in evading
dissatisfaction. On the other hand, these elements single-handedly do not ensure employee job
fulfillment and high levels of motivation. These are factors not directly concerned with the job
n, 2007). These factors are termed hygiene

but concerned with the job context (Smerek & Peterso

; e asonable level of satisfaction and their absence can
factors because their presence ensures a red

Cause dissatisfaction.

m: i ienc elements in order to minimize
ake available hygiene ¢

Henee, it is i ive that managers ma

, 1t 13 lmperative

20



bases of employee dissalisihcti011

however to it is much more important to ensure that

molivators are present sine 2
nce these are the factors that motivate employees and eventually result
in satisfaction. Motivatore irn ; )
ators include job associated aspects including thought-provoking tasks,

work achievements, ack S e
cknowledgment ang responsibility, chances for advancement and growth,

recognition for achievement (Lumley, Coetzee Tladinyane & Ferreira, 2011). Motivated and

contented workers are better positioned to be more committed as such productive than those who
are merely not dissatisfied.

This theory therefore admonishes 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 be ensured in the organization; provision of
achievement and advancement opportunities, recognition for performance. ensuring fit between
employees” competencies and tasks, ensuring learning and development opportunities.

The mativation-hygiene theory is therefore relevant for this research as it reveals that hygiene

factors inc]uding supervisioﬂ. pay and benefits, company policies, work environment are vital to

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

Herzberg factor
Herzberg claimed that the lack of certain elements capable of causing dissatisfaction amongst

members of a workforce are referred to as hygiene elements. These elements focus mainly on the

characteristics of the job as well as other external concerns. The presence of these elements may
eristic ) :

not { loyee motivation but a lack of it might result in dissatisfaction. These elements
guarantee emp

consists of:



a. Salaries

b. Operational Conditiong

¢. Job Security

d. Level and quality of supervision
¢. Business policies ang Mmanagerial processes
f. Personal relations at work.

Motivation Factors

These factors refer to elements capable of provoking workers to improve their work-related
performance. Herzberg (1974), characterized these elements as intrinsic stating that they are
largely coneerned with the job design, and how it is integrated in achieving set goals. He asserted
that managers aiming to attain enhanced performance levels, must consider the inclusion of
several factors in the job setting. This in turn allows for the development of inherent motivation
within workers. These elements comprise:

a. Interest in the work

b. Recognition

c. Growth / development

d. Achievement

Motivators results from an internal dispositions within workers. Herzberg (1974), stated that both

hygiene and motivation methods should be applied concurrently. He cited that the absence of
hygi | ts does not affect morale but causes dissatisfaction amongst workers. Likewise
‘giene clements does

c S 0 S 1 i ior ut leads to satisfaction
€ presen g 5 es t 11CCC&SaI'I])/ affect motival , ds 1
i Presence of those clements do n but

among them
3 THEORY
IMPORTANT OF FREDERICK HERZBERG TWO FACTOR
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Despite criticisms levied at the Two.Facy, th
3 or theory,

it remains very important to organizations. It

implies that managers and i izati
their Organizations must constant guarantee the adequacy of the

hygiene factors to avoid diseaqior .-
dissatisfaction amongst members of the workforce. This is because

employee dissatisfaction Je
E: leads to loss of morale which in turn leads to a decrease in employee

roductivity levels. Also. manmoer
p - Managers must make sure that the kind of work or responsibilities

assigned to employees is challeno; o )
ass1g ployees is challenging, exciting and fulfilling so as to ensure workers are inspired

improve work related performe
o 1mpro ork related per formance levels. This theory lays emphasis on job-enrichment so as

o encourage workers (o 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 utilize their abilities and experiences. Focusing on the motivational factors can
improve work-quality and productivity levels of both the employees and the organization as a

whole.

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 resulis
from their analysis. For instance, Rewards that an individual receives be it intrinsic or extrinsic
are very essential in understanding the concepl of meotivation. Previous studies have proposed
that rewards leads to fulfillment and can affect a worker' to be affected, which directly influences

the performance as well as productivity levels of the employee. Lawler (1968) stated that certain
elements affect worker's productivity levels in relation to their jobs. First, productivity is

/ lly receive as opposed
: e n-monetary benefits they actual
dependent on the amount of monetary or no

i ther workers receive in comparison
3 Also, evaluating what o
to the amount they feel they deserve. ;

: ; 'S o ith both
10 thei ffects their individual performances, wiile:ihe worktaris e ichinEAREE
eir own affects thet
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intr

insic and extrinsjc rew
S ards i
ds acquired has an effect on overall work performance and
productivity

levels. Furthery
1ore. workers vary largely in the rewards they crave and the degree

of value they attribute o eqe . (i
ach reward. Finally, it is observed that extrinsic rewards tend to please

workers more than intrinsic hens
sic because they lead to the achievement of other rewards. As such,

these abservations propose the necessity for a diverse reward system

The research carried o lin (2
i out by lin (2007) on the assessment of intrinsic and extrinsic motivation en

employee pr ThHe rasiira « :
employee productivity, The resuls gotten from the examination revealed that there was a

significant correlation between extrinsic motivation and the productivity level of the workers,

while 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.

libowo (|2007) in the study: motivation and workplace productivity amongst workers basically
assumed the similar methods as (Herzberg, 2000). The study shows some supports for the impact
of motivation on productivity. However more value was placed on extrinsic factors than
intrinsic. Another research by Centres and Bugental (2007), also based their inquiry on
Herzberg's two-factor theory of motivation. which divided job variables into several groups:
hygiene factors and motivators. They utilized a population of 692 participants to test the

rationality of the theory on worker effectivencss and efficiency levels. It was revealed that at

higher professional levels. motivators or Intrinsic job elements were more appreciated, while at
lower oc tional levels hygiene factors or extrinsic job elements were more appreciated. As a
Qaccupationa S
izati at fi both intrinsic and extrinsic elements

i ; ations that fulfills
result, they concluded that organiz

in the best out of them.
influencing employees’ behavior aré able to gain the be
il 1992) investigated the effect of financial incentives and its removal on

50 Taylor and Vest (1 i
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workers performance angd Productivity. i revealed th
* € at

| participants in the experimental group
who received personal Inducemeng performed beer than those in the control group. Assam
()50 Sximined the role of extrinsic and intrinsic motivation on productivity among
Nigerian workers, it showed that using a sample of employees of high and low professional
levels. The assumption that Jou, income employees will be inherently motivated and highly

ductive was not vali : .
pro ot validated, and (he assumption that higher incomes employees will place great
values on intrinsic motivational elements than low income employees was also not validated.
This explicitly illustrates the degree of value workers place on extrinsic motivational elements

even in the absence of any significant change in motivational levels across various classes of

employees in the organization.

(Baase. 2009) perceived that poor compensation is linked (o the profitability of an organization.
Wage differences amongst high and low salary recipients was linked to the loss of morale, lack
of commitment and low productivity. Also Nwachukwu (2004) attributed the decline in
productivity levels of employees on some elements, amongst them is a company’s failure to cater
for the well-being of their staff, provide adequate compensation, training and career
development, adequate working conditions, suitable working environment and failure to promote
cordial relationships amongst co-workers, managers and their organizations which is very
ding to reduced their levels of productivity.

demoralizing to the workforce lea

An investigation which is of importance to this research, is that carried out by (Lake, 2000). He
‘estigati / .

Stidical e relafi hip between motivation and job effectiveness of various workers taking into
studied the relationshi

. n 5 < ]
e I des to the job in question. The study concluded that most workers placed more
Count their attitudes to the :
o S it ed to satisfy other needs as a
impor, {rinsic factors than infrnsic factors citing the ne y
ortance on extrinsi L : .
iori " the research participants cited poor
g hoice. He also noted that majority of the r p P
or criteria for their choice.
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ork environment.
W

nadequate Wworking conditions ang

ker efficiency levels in most Organizationg,
worl
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CHAPTER THREg

RESEARCH METHODOLOGY

30 INTRODUCTION

This chapter provides e
P S an insight jnqq the methodology adopted in the collection,

sis and interpretati 3
analy tpretation of the datg collated for the study. It attempts to provide a detailed

analysis of the research plan and tools utilized in the actualization of this study.

31 RESEARCH DESIGN

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

to structure the 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.
In a cross-sectional survey, data is collected at a point in time from a sample selected

to describe some larger population.

33 POPULATION OF THE STUDY

Accord; Asika (1991), the populatioﬂ of a research study is defined as the census of
tording to Asika 3
¢ or that have the knowledge of the

: cteristi
all items or objects that possess the chans

Phenomenon being studied.
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Education

L AND SAMPLING TeCHNIQUEg

To reduce the laborioys process

of  distributing Questionnaires  and conducting

ersonal interviews with the entire S .
P Population in the varioys institutions, & ridomb STeaGhn

of selected people was carried out in the Faculty of Management And Social Sciences And

Faculty Of Humanities And Education,

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

15 RESEARCH INSTRUMENT

To ensure the reliability of the information resulting from the research, the researcher

deployed the use of the two data types.

The data used in this study was thus derived from both primary and secondary sources.

3.5.1 Primary Data

e uices are the materials on a topic upon which subsequent interpretations or

T ki ms, diaries, court records
idie are basi i ¥ TS and documents such as poems, :
1es sed, any‘lhlng from 11 sth

i urveys. ethnographies, and
S ierviews 1o research results gencralcd by expetiments, survey graphies,
1 s [0

 events as they are first described, without any
o S

: ; s
% on. Primary sources are record

ch as census statistics, which
sets of data, su
ey are also

Nerpretation or commentary. 1B

haye been tabulated, but not interpreted.




‘or the purpose of this re = ;
For the purp rescarch, the Tesearcher used the under listed primary re h data
B searc ata:

1. Questionnaires: A strue :
Structured questionnaire was used, which contained a series

of questions. A siryeriee :
structured questionnaire  has the advantage of presenting

uestions in se ce y

q Sequence. It sandardises the research instruments and equally

removes th > :
¢ chances of the respondent tele-guiding the researcher. The researcher

used scaled questions, A

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

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

behaviors. Accurate data about what consumers do in certain  situations is

provided by observation. Observation does not tell why it happened.

i, Telephone Interview: Telephone interviews are casy to administer and allow data

to be collected quickly at a relatively low cost. The interviewer can clarify the
questions.

Resp tes tend to be higher and telephone interviewing pllovs Rpipmmicel e
sponse rates fer

tontrol,

352 Secondary Data

ffer an analysis ot a restatement of primary

d, o
Sﬂcondary sources, on the other hand, i ST
R imaty sources.
s explain Pl
scribe OF
irces, They often attempt to de
. They often
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cources not only analyze Primary sources,
S, but y

8¢ them 1o ar| i
; Ue a con
« reader to hold a ce i pifing 4 ention or to persuade

A lot of materials used, especiaii.
! PeCially for (he theoretical frame

i work of this study was obtained
from textbooks. journals,

Magazineg o
and newspapers, All these served as the secondary
source of data.

1.6 VALIDITY AND RELIABILTY 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 are very reliable. The questionnaire P
was administered and collected from respondents immediately. This rescarch study has been

read, corrections has been made by the supervisor and revision were modified. i |
3.7 PROCEDURE OF DATA COLLECTION
The methods of data collection for the study are:
(a) The use of research questionnaires

(b) Personal interview

(¢) Content, analysis of data in textbooks, journals. periodicals, magazines and articles (both
ent, analysis &

Published and unpublished).

imary source of data for this research work. As indicated
rimary

The first two methods constitute the P ;
lected in this manner were used to validate

Y 1

: ) mary data co
1N sact; i other words, prt .
£64.5 above. In to the short time ayailable to the

jons. Due
. ch question !
Oup hypothesis and in answering the resear q |



completion of thig study, the questionnaire Was collected back personall

y after repeated date.
We made extensive use of the library and took a content analysis of literature on the research

topic.
3.8 PROCEDURE FOR DATA ANALYSIS

This involves the use of some statistical too]s such as percentage test in order to make

comparison, and draw conclusions;

Percentages is a statistical tool that uses 100 as its base. It is simple and makes

comparison easier — percentages are used in describing relationship.

I e 'sis of ined
Percentages: The simple percentage methods were used for the analysis of the result obtal

from the questionnaire. The formula is given below as:

X X 100 = X%
Where:

X = values of subgroup

Y X = total value (sum) of sub group

X% = percentage of sub group in total sum

Also the hypothesis was tested using Chi-square.

Formula: X?=(0-E)?
E

X~ Chi-square




&t

SU[eA pajoadxg =7

AMN[eA paridsq() =0




CHAPTER FOUR

PRESENTATION AND ANALYSIS
4.0 INTRODUCTION

In this chapter, the information gathered for the study is presented.In presenting and analyzing

the data. more emphasis was laid on this question that are directing related to the objectives

and problems under study.

In addition 1o sources of data mentioned earlier, this study made use of questionnaires which are

analyzed with the aid of the chi-square statistical 100l to test the hypothesis.

4.1 DATA ANALYSIS AND INTERPRETATION

4.2 SECTION A RESPONDENTS BIO-DATA

Que"stionnaire administered Number | Respond %
‘I Not return ! 8 ;Z
| Return | 42
[Total | 50 [ 100

Sources :field survey 2019

The above table analyze the questionnaire administered, it shows that out of the 50 questionnaire
1€ above (4 / i

distributed 42 (84%) where properly answered and return, while the remaining 8 (16%) where
istributed 42 0 :

not return.
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The above

table a i
nalyze the educational status of the respondent, it shows that out of the 42

responden1‘3(4.76_) are O'leve] I101der.]0(23.8]%) are NCE/OND holder. | 8(42.86%) are

HND/B.sc holder, while 12(28.57%) are Ppostgraduate,

Table 4.2.4: job Status of the respondent

Job Status
| academic staff

| ‘_“_k
non academy staff
ey e
Total

Sources :ficld survey 2019

The above table analyze the job status of the respondent, it shows that out of 42 respondent

18(42.86%) are academy staff while 24(57.1 4%) are non academy staff.

4.3 Section B
Effect of employees motivation on organizational performance

4.1.6 Table 6

saA [ A N D SD

T R =3 .
I s/n | Employee Well-being |
- g 13(30.95) [ 4(9.52)  [4(952) | 1(2.38)

[t J I am okay with my present working J 20(47.62)

J: conditions

 sress [1955.23) | 6(14.29) [ 3(7.14)_[3(7.14) |
2 | Work pressure puls siress on me II(Z().I‘)}I 19(45.23) | 6(14

%Jff;:[ azrr?::lwof-k [ 8(19.05) | 8(19.05) [ 10(23.81) | 10(23.81) 6(14.29) |
; : 7(16.16) | 13(30.95) | 7(1667) | 6(14.29) | 9(21.43)

4 | FU.G provides me with adequate
leave and holiday period
F.U.G does a lot as regards the | 3(7.14)
health and safety of its employees

Source: field survey 2019

6(14.29) | 11(26.19) | 13(30.95) | 9(21.43)

Analysis of the data from the above table

e tin
I dent representing  47.62% Strongly Agree. 13 esponet teveEatie
em 1. 20 respondent r . i
30 et represeiing 9:57% Neutmal, while 4 respanient e il
“U95%  Agree, 4 respondent I




9.52%

Disagree and 1 respondent Tepresenting 2,389

Strongly Disagree. it show that most of

the employees are okay with there present working condition,

11 respondent Tepresenting 26,199, Strongly Agree, 19 respondent representing

572 ree o 1
45.23% Agree, 6 respondent répresenting 14,29 9 Neutral, while 3 respondent representing

7.14 % 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. 10 respondent representing 23.81 % Neutral, while 10 respondent representing 23.81 %
Disagree and 6 respondent representing 14,29 9 Strongly Disagree. it show that there is a
balance between the employees who do not feel safe at work and the employees who feel safe at
work.

ftem 4. 7 respondent representing  16.16% Strongly Agree. 13 respondent representing  30.95
% Agree, 7 respondent representing 16.67 % 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 with adequate leave and holiday period.

liem 5. 3 respondent representing 7.14% Strongly Agree, 6 respondent representing  14.29%
Agree, 11 respondent representing 26.19% Neutral, while 13 respondent representing 30.95%

Di d 9 respondent representing 21.43% Strongly Disagree, it show F.U.G does a little
1sagree an res )

z CS.
85 regards the health and safety of it employee
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4.1.7 Table 7

r Employee re!atmnshlp with co-
A workers

I | My Relal'mnship with my co-
_ | workers is strictly professional
20 enjoy working with my co-
workers
3 | Ienjoy a friendly relationship with
_my cn-wmkcrs outside of work
4 [ FUG organizes social functions
a-nd get together panies for all staff
I 5 | F.U.G does a ot 0 improve the 8(19.05)

relationship amonest al] staff’
J;_\_ALL_‘_;‘_

Source: field survey 2019

0(0) 40(95.24) 2(4.76)
7(16.67) 10(23.81)

8(19.03)

7(16.16)

13(30.95)

Analysis of the data from the above table

Item 1. 8 respondent representing 19.05% Strongly Agree. 10 respondent representing 23.81
% Agree. 9 respondent representing 21.43 % Neutral. while | 1 respondent representing 26.19
% Disagree and 4 respondent representing 9.53 % Strongly Disagree, it show that most of the

employees relationship with co worker are strictly professional.

It spondent rep: esenting 16.16 % Sll‘()ngl\" Ag ee, 13 L’Spﬂlldeﬂl representing 3 0.9
em 2. 7 res d cpres 124 169 T e ting 3 5

0 (& ) i CULr. hile ]'L*Sp()ﬂdtlll represen ing 21.43

¢, S PC & > SC. Ul]g 23.81 % Neutral, w 9 2
% Agi'u;. 10 1t spunduﬂ cpresen 1
sagrec 3 resp i o St isagr it show tl at most of the

% Disag and spondent cprcsunlmg 7.14% ‘Slli)ni‘jl‘/ ledgme. it sh

0 1sagree = h

joy ing with there co workers.
employees enjoy working with

I . 30.95 9 ' 1} i 0 re: lltlllg .81
lem 3 3 res dent cpr esenting 0.95 % Str Ol'lj:]y AglCC, 1 SpOlldCIﬂ represe: 23
4 1 csponden

; : ting 16.16
ssenting 21.43 % Neutral, while 7 respondent representing
% Agree, 9 respondent repres

w that most of the
dent represcntmg 7 14 % Str Ollg“‘ DlSdg €, 1L sh t most of th
é gree and 3 respon e ( th

ide work.
oA co- worker outsi
employees enjoys friendly relationship with there

37%



Item 4. 0 respondent Tepresenting () %

S
: trongly Agree, 0 respondent representing 0% Agree,)
respondent re i ;
p Presenting () % Neutral, while 40 respondent Tepresenting 95,24% Disagree and
2 responde esenti i

P nt representing 4,76 % Strongly Disagree, it show that F.U.G do not organize social

funetions and get together parties for gl staffs.

Item 5 e SN FehTRcanT:
oM 3. 8 respondent fepresenting 19.05% Strongly Agree, 7 respondent representing 16.67 %

Agree, 7 respondent fepresenting 16.67% Neutral, while 10 respondent representing 23.81 %

Disagree and 10 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

PCRIR e e
| | Employee Relationship With
| H.0.D

== e =R
| 1| My relationship with my HO.D is
‘ | strictly professional

h I'My H.O.D criticizes me when 1 fail
1 | 10 meet expectations

|3 T receive credit or praise from my
!

L ‘H.().D when 1 meet or exceed

" BA | A | N D SD

5(11.90) 'Tl'ﬁﬁ'j.ﬁ"?‘( 16.67) | 13(30.95) | 2(4.76)

28(66.67) | S(11.90) | 3(7.14) | 1(2.38) 5(11.90)

0(0) [12.38) | 17(40.48) [ 20(47.62) | 4(9.52)

expectations _

My H.O.D involves me in decision
making processes

11 enjoy a friendly relationship withl 17(40.48) | 10(23.81) | 3(7.14) | 7(16.67) | (11.90)
my H.0.D outside of work ]

Source: field survey 2019

3(7.14) | 6(14.29) [5(11.90) | 19(45.24) | 9(21.43) |

Analysis of the data from the above table

lem1, s dent representing 11.90% Strongly Agree, 15 respondent representing 35.71
m 1. 5 respon

i X i S ent represenﬁng 30.95
Ie, i 7% Neutral, while 13 respon

% S dent representing 16.6 d

\gree, 7 pondent rep
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% Disagree and 2 respondent Tepresenting 4.7¢

% Strongly Disagree, it show that most of the

emplovees relalionship with H.O.D are strictly professional.

2098 e &Nt Fenrasant
ltem 2, 28 respondent Tepresenting 66.67% Strongly Agree, 5 respondent representing 11,90

) e, 3 rec g - el :
Yo Agree. 3 respondent representing 7.14 9 Neutral, while 1 respondent representing 2.38 %

Disagree and 5 respondent representing 11,90 % Strongly Disagree, it show that most of the

employees are criticized when they fail to meet expectation.

Item 3. 0 respondent representing 0% Strongly Agree, | respondent representing 2.38 %
Agree, 17 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 recejve credit or praise from the H.O.D w hen they meet or exceed expectation.
Item 4. 3 respondent representing 7.14% Strongly Agree. 6 respondent representing 14.29 %
Agree. 5 respondent representing 11.90 % Neutral. while 19 respondent representing 45.24 %
Disagree and 9 respondent representing 21.43% Strongly Disagree, it show that most of the
employees are not involve in decision making.
ltem 5. 17 respondent representing 40.48% Strongly Agree, 10 respondent representing 23,81
% Agree, 3 respondent representing 7.14 % Neutral, while 7 respondent representing 16.67 %
Disagree and 5 respondent representing 11.90 % Strongly Disagree, it show that most of the

i ip wi re HO.D.
employees do not enjoy friendly relationship with there H
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4.1.9 Table 9

—
ﬁ‘.mployee responses regarding Work
environment

I enjoy a conducive and friendly work
__| €nvironment
F.U.G does a 1ot to im
L environment
I enjoy a certain level of autonomy in
¥_dﬂgrj:_m_g my duties
FUG organizes routine safety

environmental programs

];; My office is inus and comfortable
Source: field survey 2019,

N

Bt s -
19(45,29) 3(7.14)
49.52)  [24.76) 9@
19(45.24) | 12(2.86) | 6(14.29)

O(m) 4(9.52) 2047.62) | 16(a8.10)
[G16) | sz i s

Prove the work

Analysis of the data from the above table

ltem 1. 19 respondent representing 45,249 Strongly Agree, 20 respondent representing 47.62
% Agree. 3 respondent representing 7.14 %  Neutral, while 0 respondent representing 0%

Disagree and 0 respondent representing 0% Swongly Disagree, it show that most of the

employees enjoy conducive and friendly working environment.
. 3 0,
It 2. 4 respondent representing  9.52% Strongly Agree, 2 respondent representing 4.76 %
em 2, <
vhi C. { Iing 2381 %
i % Neutral. while 10 respondent represen
ay ent representing 40.48 %
Agree. 17 respondent repr:
isagree, i at F.U.G does
d 9 respondent representing 21.43 % Strongly Disagree, it show that F.U.G
Disagree an res <
less in improving the working environment.

5 cpresenti 5.24 %
resenting 9.52% Strongly Agree, 19 respondent representing 45.24 %
liem 3. 4 respondent repres .

€e, CSeN 2 1 y ot 14.29 %
S ) Iil]g’ 86 % NCUU‘H]. while 6 respondenl lel‘CSLﬂ.tl 114 9 %
Ag 12 res pOHdCl t repr =

€ repres! I is i that most of the
sagrey ‘C]'Ilil’lg 2.38 % St ()]'lg!y isagree, 1t show tha
i g and 1 rcspondenl ep

L ing there duties.
“mployees enjoy certain autonomy in discharging
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Item 4.

0 respond senti
pondent Tepresenting (o4 Strongly Agree, 2 respondent representing 4.76 9%

Agree. 4 reg RRATT:
& respondent Tepresenting 952 o Neutral, while 20 respondent representing 47,62 9

Disagree g s 4 .
Agree and 16 respondent fepresenting 48,10 9 Strongly Disagree, it show that most of the

employees relationship with co worker are strictly professional,

ltem 5. 9 respondent fepresenting 21.43% Strongly Agree, 19 respondent representing 45.24

o A i o : a9 =
%o Agree.] respondent Tepresenting 2.38 % Neutral, while 13 respondent representing 30.95 %

Disagree and ¢ respondent representing 0 %

Strongly Disagree, it show that most of the

employees offices are spacious and comfortable,

4.1.10 Table 10

T s =

1 | Employee responses regarding
oo b e __Compensation
(1| F.UG pays me well

oo et b LRES e

8(19.05) Jﬂmzz‘sn

) |10 %16.67)
10(45.24;‘ 10(23.81)

; 2 | I believe more incentives should be
| included in my total reward package

ﬁ! am not satisfied with my current pay

4 [ T prefer in-kind rewards to cash

! | rewards - 3

|5 i I receive allowances for special duties

J | and overtime on the job

. Source: field survey 2019

[
[3%)

4(9.52) |
2(4.76)

22(52.38) | 1(2.38)
13(30.95) [ 15(35.71)

L
e
|

0(0) 13(30.95)

Analysis of the data from the above table

liem 1. 8 respondent representing 19.05% Strongly Agree, 10 respondent representing 23.81
% Agres, 15 respondent representing 35.71 % Neutral, while 7 respondent representing
6 Agree, 15 resp

i i that most
16,67 % Di d 2 respondent representing 4.76 % Strongly Disagree, it show
67 % Disagree an

#F.U.G employees are been paid well.
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item 2. 19 fespondent Tepresenting 45 749,

Strongly Agree, 10 respondent representing

23.81% A ree, i
o Ag 13 respondent Tepresenting 30,95 % Neutral, while g respondent representing

0% Di i
% Disagree angd 0 respondent representing 0 % Strongly Disagree, it show that most of the

empl i i ;
mployees belieyeg that more Incentives should pe included in there total reward package.

ltem3. 4 respondent representing 9,529 Strongly Agree, 2 respondent representing 4.76 %
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.

Itema4. 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 Disagree, it show that most of the

employees prefer in-kind reward to cash reward.

Item 5. 0O respondent representing 0% Strongly Agree, 2 respondent representing 4.76 %
Agree, 12 respondent representing 28.57 % Neutral, while 15 respondent representing 35.71
% Disagree and 13 respondent representing 30.95 % Strongly Disagree, it show that most of

the employees do not receive allowance for special duties and overtime on the job.

4.2 TESTING OF HYPOTHESIS

Hypothesis 1

r Orgamzat'onal pertormance
HO' E M ing has no Sigﬂf“ca’ te :
i PiOVEE we eing

izational performance
i Employee well-being has significant effect on organ
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Contingency value/obseryeq value

4.2.1 Table 11

I am okay with
conditions
2 _\inrbgressure Puts stress on me
L feel safe at work

My present working

ides me with adequate leave
eriod

does a lot as regards the health and

of its employees

TFuG

Expected value

Expected return= R*C

ot
Where
R=row
C=column
OT= overall total
Table 12 o o
[sh | Employee Well-being . f‘lmsfx 4:«513 N | D |sD
1 T am okay with my present working el
conditions =11.8

42%36 | 42028 | 43
12%49 42%59 42*38 | 42*36
i s stress on me i 210 210 210 | 210
essure puts stres. 210 =9.8
Work pressure p byl e e e
7% 0%59 4238 | 42436 | 42428 | 42
%ﬁgg 210 210 | 210 | 210
I feel safe at work alo el e <76 |=72 | =50

42

42%49 42
210 =98 | 210

F.U.G provides me with adequate leave
and holiday period

42738 | 42936 [ 42228 | 42

d
does a lot as regards the health an




safety of itg employees

Chi Square Table

Table 13

T
)
1w‘|oi‘

_1‘.‘_"
Ll S

L= TS |
© |~

.05
LEVEL OF SIGNIFICANT= 5% OR 0.0

OF= DEGREE OF FREEDOM
R=Row

= COLUMN

DF:(HJ) {C~1)

By(s.q)



DF=16

CRITICAL VALUE=26 296

DECISION

Accept H1 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.
l'IYPO’I'HI{SlS 2

Ho: Rclauonslup with co- worker has no significant effect on organizational performance

Hi: Relationship with co- worker has signifi

cant effect on organizational performance

Contingency value/obsery ed value.

4.2.2 Table 14

[ ]_FTn[E;;e relationship with
|
| | co-workers

P_[ | My Rclaiiuﬁl‘wip with my co-
;_ 7L\igicriiis!riqllip|ﬁ'¢ssinnal
=

[T enj working with my co- 47
workers 5 :
FT | Efx_jo’;’a f‘n’endbrcialmnth/ 3 40
| with my co-workers outside of
| work
FUG organizes social | () 0 0 " 40 2 42
functions and get together |
parties for all slaff‘ﬂgﬁ_ - O - =
F.U.G does a lot to improve | 8 i (
the relationship amongst all | ’ :‘
i}‘gﬁ’fAL [36 40 |35 |77 22 [ 210

Source: field survey 2019
Expected value

EXDECled return= R * C
ot

Where




R=row
C=column
OT= overall totaf

Table 15

Employee relaTiu_nship with
s o-workers
My Relationship with my co-
workers ig strictly professional

fl I enjoy working with my co-
workers

277
210=15.4

enjoy a friendly relationship
with my co-workers outside of
work

2735
210 =7.2

— ~ “_.ﬁi—.‘ BT T
F.U.G organizes social

| functions  and get  together
arties for all staff

Chi —square table

Table 16
_E)? O-E)

g o=
T | 064 [0.09 |
' 7.2 (038

. i B E o

7
? fr 15.4 |42 | 17.64 ;;i
4 ' |04 [0.16 : |

4 b 0.005
ko [7.2 o
= |8 1.29

‘ 2.66
0.45
467

[ns0 =

i 2

5 a8 |
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LEVEL OF s:GchINT: 5% 0R 0,05

DF= DLGREE OF FREEDOM
R=ROW

C= CoLUMN

DF=(R-1) (c-1)

{5-1) (5-1)

DF=16

CRITICAL VALUE=26.,296

DECISION

worker has significant effect on organizational

Accept the H1 which says relationship with co-
has no significant effect on

performance and reject the Ho which says relationship with co- worker

organizational performance

HYPOTHESIS 3

Ho: Enip relationship with H.O.D have no significant effect on organizational performance
i Employee rel: L.

Hi. Employee relationship with H.O.D have significant effect on organizational performance
: oyee re -

Conlingency value/observed value

Y23 Taple 17
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My rclationship w

1S strictly rofessional

My HOD criticizes me when

my H.O.D when |
— EXceed expectationg

My HOD involves
‘7d_egiisi0gnﬁmakin-:

processes
I enjoy a frieng

Ll

| Total

|

Expected vajue

Expected return= p = c
or

Where

R=row
C=column

OT= overall total

Table 18

[ [ Employes Reatonsi Wi

H.0.D

E;npioyee Relationship With
H.0.p
ith my H.O.D
_| 1ail to meet EXpectations
| receive credit or

praise from
meet or

ly rcfa[iunship
Lmlﬂ‘lﬂ;(ﬂ) outside of work

SA

i VKA'y_reEi}énship with my H.O.D
is strictly professional

/ 42#53

210
=10.6

My H.O.D criticizes me when |
fail to meet expectations

42460

42*53 210 =12

210

exceed expectations

With my H.0.D outside of work [

=106

i ' 42%53

! receive credit or praise from _—

My HO.D when I meet or| |~

i 42#%53

My HOD involves me in £
decision making processes -106

: i 42*53

! enjoy a friendly relatlonshlp‘\ e

. =10.6




(=]

]

——

‘w‘m;

|
I

;\,___:

olun
]

CHI —SQUARE TABLE

TABLE 19

CEIE Y
ol

[113.02

LEVEL OF SIGNIFICANT= 5% OR 0.05
DF= DEGREE OF FREEDOM

R=Row

= cotumn

= (R1) {c-1)

5-9) {5-1)

DF1g
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CRITICAL VALUE=26.296

DECISION

HYPOTHESIS 4

Ho: working environment has no significant effect on organizational performance,
Hi: working environment has significant effect on organizational performance
4.2.4 Table 20

| [ Employee responses r;g_;ding
|| Workenvironment
I | I'enjoy a conducive and fricndly
_| work environment Be )
2 [ F.U.Gdoesalotto improve the
-} jlé!l:kii.‘n\'il:ﬁmﬂlllf m s o
3 | Lenjoy a certain level of autonomy | 4
|___| indischarging my duties
m-ﬁlioﬁaniz_es routine safety
{___[ environmental programs
! 5 | My office is spacious and
comfiortable
Total

o S

Expected value

Expected return=r ¢ c
ot

Where
R= row
C=eolymn

%= overall total

50




Table 21

B Employee responses regarding
L Work environment
I 1 Tenjoy a conducive angd friend|y
work environment

T S
{ 2 EN G does alot to improve the

work environment

I enjoy a certain level Ofammmmy
in discharging my duties
4 | FUG organizes routine safety
environmental programs

e

| ﬁ_]]Tl'_y office is spacious and
| comfortable
|

L [Total

CHI-SQUARE TABLE

TABLE 22
e N T
l‘ l alllew Ty
v g 70.56
79 10.6 LU
%3- 74 158.76
5 7




LEVEL Of SIGNIFICANT=

5% Or 0.05

DF= DEGREE oF FREEDOM
R=ROw

C=coLumn

DF= (R-1) (c-1)
(5-1)(5-1)

DF=16
CRITICAL VALUE=26.296

DECISION

Accept the H1 which says working environment has significant effect on organizational
performance and reject the Ho which says working environment has no significant effect on
organizational performance.

HYPOTHESIS 5
Ho: . Compensation has no significant effect on organizational performance.

HI:. Compensation has significant effect on organizational performance

4.2.5 Table 23

- - T A N | D | SA | TOTAL
|3 ﬁ__émp](,_wg responses regarding | SA J
| Compensation i g (10 15 2 42

7
I |FU.G pays me well ; 19 [ 10 13 10 g i
20 bem&%’ﬁﬁcmivcs should be included : | —
in my fotal reward package 7 ) 13 2: 7 T
S e ot satisfied with my current pay 9 3 g 12 13 |42
[ Pprefer in-kind rewards to Caf'h re“iards i 0 2 R
’ I teceive allowances for special duties an &2 Enel 210
O¥ertime on the job 13 27 ;
B ‘
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Expected valye

Expected return= g + ¢-
or

Where

R= row
C=column

OT= overall total

Table 24

Compensation

R
Employee responses regarding
F.U.G pays me well

f
‘kl_‘fThelie\e more incentives should bqulEcE:T
| in my total reward package

| 3 I am not satisfied \N‘I'ITE}?UJ'I‘EHI pay

{T I prefe

e - = ﬁ_ﬁ_'if—— T Foveis S
" 5 I'receive allowances for special duties and

’ overtime on the job

r in-kind rewards to cash rewards

CHI SQUARE TABLE

TABLE 25

Q

) 2 ot (0-E)? (O-E}?

0.30
3.92
0.55
1.70
2.85
23.30
3.92
0.03
114




B
H
-

DF= DEGREE OF FREEDQN,

R=ROW
C= COLUMN

DF= (R-1} (c-1)

(5-1) (5-1)

DF=16

CRITICAL VALUE=26.296
DECISION

anizational performance and

Accept the H1 which says compensation has significant effect on org
performance.

"eject the Ho which says compensation has no significant effect on organizational

54



FuyEUI UOISIIAP UT SAJOALI 10U 31 $3240)duy ay
ol Ry ¥

¥ V Hiel JIXD % & Y ] S | 2021 10
G jsowl os e fa] o | ‘0 2] O Lv._m._n_ 10 11paad u>.~
1V "uone)o: dxa Pa3dXa 10 jaalu A U1 Uaym (] O'H 14 L
1 [e)aa

‘O SUONE[DI 8IS 3Y1 Jo jsopy
Op ssakojdwa ay yo 0w pur [rIoissajoid £pomns are O H yum diysuoneqar g
a'O'H Y diysuonepay dadojduiy

-aakordwa 1 jo K13j8s pue yieay aip

& Y
preSar se oy $30p pue pouad Kepijoy pur 9AB3] aenbape yyim saakojdwa apraoid DY oSy

HOM T8 3)es [29] Jou op saafodwa jsow pug soadofduwa ayy wo ssans ind aunssaud yrom

PR AMYM “WonIpuoa Funjiom yuasaid A2 s Avyo aue saakojdws AULJo Js0wW By moys g

u:._aci_:u.ﬁ 801dury
ISMO[10J SB pazimuring SEYIOM UYoreasay 2 Jo ynsar ay |

Apms ayj jo ‘E«EE:m Is
SUOlRPUSUILLOYey

PUe suoisn[ouos “sBurpuy [Bourdurs pug [eanaioay; yyoq surpuy “Apnys e

SAPR[AL SIYT “yarpasay 2HUs 341 o s3urpuyy UM pajeroosse SUOISSRISIP Sasuduugs Iardey

2SI

uonInpoLyuy 0's

ZO;<QZMEEOUH= NV mZOEDAuZOU Adviy NS

JALA HALdVH)




Employee responses regarding Work €nvironment

Most of the tmplovees enjoy Ci

less in impmving the working
€5 and most of the employees offices are spacious and comfortable,
Employee responses regarding Compensation

Most of F.1U.G employees are been paid well and most of the employees believes that maore

Incentives should be included in their total reward Package. Also most of the employees are

satisfied with their current Pay and most of the employees prefer in-kind reward to cash reward.

52 Conclusions

Employees should pe considered the most vital above other factors of production, the most
valuable resource available to an organization. This is because they are an integral part of the
organization as such it s very important for organizations, in pursuit of a competitive edge, to
ensure that the satisfaction of their employees is made a top priority. This is to ensure that
employees display positive attitude to work through improved performance and productivity

levels. Also it is important to note that a lack of adequate motivation results in low productivity

and vice versa.
ivati it intrinsic or extrinsic in nature has a
This study concludes that employee motivation be it intrinsic or extrinsic in nat

3] gm“ca fecl : N o f performance levels ir 1 ion. It also
i nt F [ ar d is a pled]LtOr o1 p 1 an organizal al
Nt eltec H s

i ivati eal to employees and a right
“oncludes that both intrinsic and extrinsic factors of motivation app p
a

ances from a workforce.
X of both are essential in bringing out best performanc
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53 Rccummendations

The f /i CQ i
lollov\mg rcwmmendanons are made bageq on the findings of the

Study;

St ensure employees are adequately motivated. Employee well-being

well-being Programs should be

organized to cater for the needs ang welfare of employees.

2. Managemen, should encourage interpersonal relations amongst co-workers and their

Mmanagers to promote g sense of belonging angd unity amongst staff. Also managers

should ensyre employees are involved in decision making processes and given a chance

to air their views.

3. Also management muyst ensure they create » work environment that is conducive
for workers with adequate working conditions as well as providing the right tools and
fesources 1o ensure worker effectiveness in discharging their respective duties,

4. Furthermore proper scheduling of Jjob activities is key to achieving efficiency in
the workplace. Adequate compensation packages in form of monetary or non-monetary
rewards are essential in order to ensure that employees stay productive, Management
ewards S8

i Fairly., justly iti ated to
hould ensure that rewards and benefits are fairly, justly and competitively allocated
should ens G £
employees.
e that all employees engage in training programs
3, Management must also strive to ensure

i ilize their skills and
Lills and also have equal opportunity to utilize
0 acquire new skills

57



Competencies, Mang

A

gement shoylg make sy

are clearly CoOmmunicateq 10 employees,

6. An establis|
hed career path and an adequate development Plan should be put in place
for employees, development Programs should pe linked to each employees career needs
and not jusg the Organization’s needs. Employees should be selected for sponsored
training Programs fairly ang Justly.
7/ Mmanagement shoyld provides adequate information about strength and Wweaknesses of
employees in form of feedback from employee evaluations,
8. Employeces

who offer the same level of inputs with respect to skills, efforts,

qualifications. experience. should be entitled 1o equitable outcomes in terms of pay,

promotion, job security, and opportunity for advancement, Additional inputs and

outstanding performance should entitle an employee to additional rewards.

Finally. this study recommends that management should make policies that aids in ensuring

that employees are adequately extrinsically motivated to remain intrinsically motivated on the

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

through higher commitment levels, employee engagement, lower turnover and improved

performance and productivity levels.

% Limitations of the Study

J'J g 4 rcsponden S 1o
T [8) 2nts at work made it ve Yy difficu et 1€

dule Or €5 nde It

”]and“lg schedu. t:

pate 1 t A 1 eving copies oI g i i i i hion was
It 1evi i  gquestionnaire 1 ely fas|

i .]1 he surve S a leSUI , Tetrl g p1 J

# Y.

ﬂ”e“gl A]S() the ar as T E:d fime as well a SOUl e5 in cover ng
\ 5 Cher hi 1 as re C
g rese

. : arch.
Klenar,y 10 . . g this researc
Hengiye literature available in conducting

58



Bibliography

Abbott, M, g Doucoylj; :
Couliagos, C (2003). The efﬁciency of Australian universities: A data

envelopmeng analysis. Economicg of Education Review, 27 (1), 89-97

Adams, J, (1 5 quity i i
(1965). e JUIY in socig] exchange in advances iy experimental socig) pPsychology. 2

Berkowit, Ed.

Adeniji. A, A (2011). Organizationg) climate and job satisfaciion damong academie staff in some

selected privae universities iy Southwest Nigeria, (PhD Thesis). Covenant University,
Ogun State, Nigeria,

Agbeto, O, (2002). Towards an understanding of inequity. Jowrnai of Abnormal Social
Psychology, 6 7.422-436,

Akerele. A. (2001 )- Role of laboyr in productivity, Nigerig Journal of Indusiria Relation, 5, 50-

8.

n

Akinyele S. T. (201 0). The influence of work environment on workers productivity: A cage study
of" selected oil and gas industry in Lagos. Nigeria. African Journal on Business
Management 4( 3), 299-307.

Akinyele, S. T. (2007). A critical assessment of environmental impact on workers productivity in
Nigeria. Research Journal on Business Management. 1(1), 50-61 .

Allis, 0., & Ryan, P. (2008). Zero to One Million (Ist Ed.): McGraw-Hills.

Allinoz, M., Cakiroglu, D., & Cop, S. (2012). The effect of job satisfaction of the talented

2 i . i g rocedia - Social and
mplOyCCS on o ’am' ational commitment: A field research. P ce
c N Or: 7. SCar (1

Behavioral Sciences 38, 322-330.

i g i Vlgena and
aven l)e] 4 acmg Manufaclu 1 Cor panies n
N' (N Vi 201 ) 6 Chﬂ”CngeS F 2

Jospitality Industry.Tata
f\ndreWs S (2009). Human Resource Management: A Textbook for Hospitality
e . Hu §

59



09

. SASPUDLY 40/ 00 )y
0 AJISI9AIU[] BPLIO]]
UOISUR)XR SV ] BPLIOL JO Al

(zooz) " seuday "V DROSAM H syoig o sy
k / 1ap) (200
AT U UOHDALIOPY BUIPUD]S P
e [I'H Melnop
! ‘ ' i (L00z) T H ‘U,IPJEu:aﬂ
BIR] Yovo.ddy [prpuaiadyg up UUATBUDRY 2241083y wungy (L)
€62 ~ 26T VSN “(uosog) utf/p MEBIDIN
' i Z) "H T ulpeyi
(uompy yip) ovouddy 1PMauiadxy up WHBUAIBUDYY 294108 Y Uy "(5007) I 17 up g
"PlIOM pue Ade1g MO & MON oLy ag unuthpy (g()()g) Vo0 “.mu[nls »q "uos)a.laﬂ
RSB 12j10)) uopuo Y04 112 2pdoay fo mawasPULYY (5007) S ‘(1 yorag

'95-£G ‘(01 ))Lg ‘/ualudﬁja.mg Jumtmﬁmmn-‘ jh PUIRO : 1asmod

uile)s aAvy Kioay) [BUOnBAOW s B1oqziay 8301 (5000) D plory » ‘N sauor-jasseg

TOOT "y Kepy ‘S[assnug ‘ueneanpy ur _‘:DUDDU[}}
Pue Gieng) LIS UOISIe0 ) ubada.my ‘Tutien pug toneonps jjnpe Sowoid o
samatjod uaroryge 401 15anb ay 890l aam2q pue a0y 10 sys 8upm.1duq (£0027) v ‘Tuluesseg

U ‘ssauy ayH
VAL Is1eywy ‘P3 puz ‘nyj00; Sispun spaoy Sutip.y 4L (000z) ‘] ‘uosqin ¥'S

Shysiqng ueqeg SOFRT JuowasSpymy $.

‘Wedneg

A2un059. Unuing 0107) Vg ‘Oyolurg
PRI 2LoBIN yrpwin g SOTe “swuasdy PONDY a11.10¢L 16 BurSoungy 9002) g “Oyolurg

Ot
i !)LI ‘uo;mﬂsim_rwpy punp ’s‘.s'au_n'ng ‘mnwaﬁbm;w j'() [l)u.ﬂw[' ]Du();ﬂ)u..'aju! £¢ SuoIsuad

+22L (6007) g WD “oseeg

(eragyy “sofle] jo
z(]gsJaAgun Sisayr S5y DY)

SHqndypy) HONIBng 90f pun “OUDAyoy (200g) 4 'V ‘wessy




Bhatti. K. K., & Qureshi,

employee COmmitment anq employee productj

VIty. Internationar Review of Business
Research, 3. 34 68,

BIBLIOG RAPHY

v. M. (2000). Employee work €ngagement; Best practices for employers. Research Works-
Parrncr"s‘i'ri,n_/r)f' Workplace Mentar Health, 1, 1-11.

Brenner, P. (2004). Workers physical Surrounding. (5th Edition). Tata MeGraw Hill

Broussard. 5. C., & Garrison, M. E. B, (2004). The relationship between class
and academic achievement ip elementary school-aged children. Family and Consumer
Sciences Research Journal, 33(2), 1061 20,
Brown. W. A & Yashioka, C. F. (2003). Mission attachment and satisfaction as factors in
employee retention. Journal af Non-profit Management and Leadership 14(1), 5-18.
Burns. A. J.. Roberts. T .. Posey. C., Bennett. R. J. & Courtney. J. I, (2013), Assessing the role
of security education, training, and awareness on insiders' security-related behavior: An
expectancy theory approach. In: System Sciences (HICSS), 2015 48th Hawaii
International Conference.
Centers, R, & Bugental D. E. (2007), Intrinsic and extrinsic motivations among different aspects

‘ i ; ) )
of the working population. Journal of Applied Psychology, 15(1), 7-20.

Wwin vis ervi. s v it your first s ep info managemen,
apjlﬂ E. & i 20) Upervisor 5 s vival kit your Jjirs t
1 Goodwi 5 C. ( 0 ) S i . g (RY

(%th Edition). Prentice Hall.

¥ ' ition). New York.
L inder, P. (2006). Business esearch methods, (8th edition)
EL: Schinder, P. (2006). 3
D, & b : risory support. Group
i R 0 Job stress and the buffering effect of supervisory supp

; 5, & C' (2 ]0). ob § b

104,
Organization. Management. 15, 92-10

61



actors on joh attitude ang Job behavior |1 Job

Enlcn'gemen.' and ()rgani:afiohal Context, Perdong; P&yc}w!aggv 22 418 426

Deci, E. = “ "
¢Cl. E L., Ryan, g M. (2000), The what” and the “why” of goal PUISUItS: Human peeds and

the ‘\elfldererrm'nari(m of Behavior, P.\‘ycha!ogical Inquiry, i1, 227-268.

Eshitetj. S. N.. Okaka, 0 Maragia, g, N. Odera, 0, & Akerele, E. K. (2013). Effects of

succession planning Programs on staff retention, Mediterranean Journal of Socigr

Sciences, 4(6), 157,
; Examining motivation theory in hig

theory analysis of tenured faculty productivity, International Jourmay of Management,

Business, andg .‘1dmini.s‘ll‘an'aﬂ, 15(1), 1-7.

Ezulike. A_ (2001 ). "E\'aiuuting productivity leve| in Nigerian civil service: A case study of Imo

State” Unpublished Posigraduate Thesis, Calabar: University of Calabar.

Farr. R. (1977). On the nature of attributional artifacts in qualitative research: Herzberg’s two
factor theory of work motivation. Journal of Occupational Psychology, 50(1), 3-14.
George. J. M. & Jones, G. R. (2012). Understanding and Managing Organizationgl Behavior.

6th edition. Reading, MA: Prentice Hall.
Ghana, Kpakpakpa.com. Retrieved 13th January, 2017 from
i -facing- facluring-in—nigeria-ghanaf
ak com/spotlight/challenges-facing-manu
http://kpakpakpa.com/spot
R fessionals devote more time to intrinsic rewards?
Simncarlo, F. L. (2014). Should HR profes 5
. 7 5-31.
Compensation & Benefits Review, 46(1), 25-3 e
: . e : in|
i . (2005). Employee relationship management: Applying
G'”e"SOH. M. L., & Sanders, T. C. ( :

jon System Research, 22(1), 45-
izati U.S. navy sailors. Information System
toncept of personalization to U.S.

S0,

62



Glen,

W. (November, 2014), ¢ Challenges facing the global manufacturing sector in 2015.

Global Manuf'acturing. Retrieved 18th February, 2017 from

hnp://\vuw.manu facluringg]obal.com/] eadershipf’226/6-chalIcngcs—fécing-the-gfobal

manufacy uring-seclor—in»L’O 15

Greenberg, J._ & Baron, R. A, ( 2003). Behgvior in organizations. Understanding and managing

the human side of work, Englewgod Cliffs, NJ: Prentice

Guay. F.. Chanal. 1., Ratelle, C. F.. Marsh, H. W., Larose, S.. & Boivin, M. (2010). Intrinsic,

identified. and controlled types of motivation for schoo) subjects in young elementary
school children. Brirish Journal of Educational Psychology, 8i4), 71 1-735.

Hamidi, N., Saberi, H. & Safari, M. (2014). The effect of implementation of talent management
on job satisfaction governmental organizations (Case Study: Ministry of Roads and
Urban). Journal of Novel Applied Sciences, 3(1), 100-113

Harris, P. (2001 ). The impact of working life on health behavior: The effect of job strain on the

cognitive predictors of exercise. Journal of Occupational Health Psychology, 7. 342-353.
0g > pre WJE: )

Hellri I, D. S. (1996). Management 7th ed. Cincinnati Ohio: South Western college
negel, D. 8. .

publishing.

2 = -ny p P i i ganlzation,
g I 1974 tiva ].(}JI Jiene pr files: Pin Olll[lllg what ails the o
( ) Moti h gien 0

Organizational Dynamics, 3(2). 18-29) e
: : Wi d Son Publishers.
H"zbcrg! F. (2000). The motivation to work, New York: Willy an

63



Hoobler, J. M Brass, D J. (2006) Abusive supervision

and family undermining as displaced

aggression, Journal of Applied | sychology, 97 125-1133.

chailenges. Internationg) Journal of Social Sciences, 5: | 13-129,
International Labour Organization (2005). Number of work related accidents and illnesses

continues to increase, IL.0 and WHO join in cal] for Prevention Strategies Press Release
Ivancevich, J. | . (1994). Managemen; quality and Competitiveness, Hlinois: Irwin publishers.
Ivancevich, J. M.. Konopaske. R, & Matteson, M. T. (2011). Organizationa] behavior and

Management. New York, NY: McGraw ~Hjj]
Ivancevich, J_ & Matteson, M. (2002). Organizational Behavior and Managemeny (6th Edition).
New York: MeGraw-Hijj
James A. F. Stoner, R.F. (2009). Managemeny. patarang, Delhi, India: Dorling Kindersley,
James. C. (2014). “The warning signs of a demotivated workforce™. LinkedIn, retrieved on May
12,2017 from hups://www,_mulube.com/walch‘.’\tZIVT_QLLJ.I]\ﬂc
lennifer, M. & George, G. R. ( 2006). Contemporary Managemenr. Creating value in
organizations. New York, USA: McGraw-Hill/[rwin.
Jibowo, A. A. (2007). —Effect of motivators and hygiene factors on job performance among
extension workers in the former Western State of Nigerial. The Quarierly Journal of

Administration, 12 (1):45-54.

b R.E.. & Steinman, L. (2009). Use of implicit measures for organizational research: An
h, K. E., Ste 7 3

ience, 41, 202-212.
mpi”Caj € j rual of Behavioral SLIL}’TCC, 5
1 Aampk. (cmudian‘ Journ } 4 202 2

64



Kohun, s, ( 1992).15'1«,5'1'?10

S8 environmeny. Ibadan: Um'versily Press

Koontz, 0.p. (2008). The Social Psychology of Industry, Penguin Books.
Krejeie, R, V. & Morgan, D, w. (1970) Delcrmining sample size for research activities,
Educational ang Psyehological Measuremeny, 30, 607-610

Kyko O,C. (20035). [n.vn-mncnrurion: Know Your.s-elf and Others, New York: Longman
Lake, s, (2000). Low Cost Strategies for employee retention: Compensation ang Benefits
Review. 32¢4) 65-72.

Lawler. E. E, (2003). Reward practices and performance Management 52 system effectiveness,
Center for effectjy C organizations,

Leana. C.. Appelbaum, E., & Shevchuk, 1. (2009), w

ork process and quality of care

in early
childhood education: The role of job crafting. Under review. Academy of Managemeny
Jowrnal.
Lin, H. F. (

2007). Effects of extrinsic and intrinsic motivation on employee knowledge sharing
intentions. Journal of Information Science, 33(2), 135-149,

Linus, 0, (2006). Business Research Methodology. Lagos: Grey Resources Edition.

b L, Cooper, C. L. & Lin, H. Y (2013). A cross-cultural examination of presentism and
SUpervisory support. Career Development International, 18, 440-456

L”HIJE_',;E, I., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job Satisfaction

- S ion technology
i izational commitment of employees in the informati
organizatio

b o 15(1) 100-118.
EUViroum ent. Southern Afvican Business Review, 15(1),

65



APPENDIX i

Department Of Business Administation,

Faculty O Management And Social
Sciences,

Federal Unfvcrsily Gusay,
Zamfara State.
Dear Respondent,
LETTER OF INTRODUCTION

I'am a fing| Year of the above named institution, conducting a research on “Effect Of Employee
Motivation Op Organizational Performance; A Case Study of Federal University Gusau™ In
partial fulfillment of the requirement for the award of Bachelor of Science (B.sc) Degree in
Business Administration.

I hereby solicit your inestimable input in supplying information required in this questionnaire,

Any information provided and obtained from (he Teposes and records wil] pe strictly confidential
and will be ysed only for the purpose of the study,

Thank you
Yours faithfully
Ibrahim Yusuf

researcher
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R
Employee ri:spn.nses regarding Work
environment
Uma/w“dm___ﬂlmy work environm
F.U.G does a lot to improve the work en\rironmeenntt
\ 1 enjoy a certain level of autonomy in discharging
| L pmiduie ) Lk
F.U.G organizes routine safety environmental
rograms xn
My office 1s spacious and comfortable
Employee responses regarding Co
F.U.G pays me well
| believe more incentives should be included in my
total reward package 7

Y

=

I prefer in-kind rewards to cash rewards
| 1receive allowances for special duties and overtime
| onthejob

=k
n |4

k7

Section B: demography variable, respond to the following by making a tick () on the appropriate answer

1) Gender (a) Male ( } (b)female ( )
2} Age

i) below 30 () (i) 3140 ( ) (i) 41-50 ¢ ){iv)above 50( )
3) marital status
Singlel ) (ii)marricd( Y (iiiy divoreel )

4) Educational Status ] )
i) O'Level () i) NCE/OND { ) iiiHND/B.SC ¢ yiv) Postgraduate Degree ( )

5) job status N
i) academic gtaff () non academy stafl ( )

68




