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AB?:TRACTS

,

This research work is focused on jincdng an evaluation of 11uman re/Jionin an
organization A case study of ministry of economic and ampowermfnt Dutse,

!igawastate. This study reviewed /iter,iture that relate to thf concept urider stu?y,
importance ofhuman relation in an organization, A guide to good hum?n relatwn
in an organization, management approach to good human relation. ¡The study
also reviews five (SJ theories: Herzberg's Hygiene the6ry, Víctor}' Varoom
Expectancy theory, the fifty-fifty Rule theory, Maslow's

H?·
1

rarchy of 11eeds. The

stud;: w??ld provide a
framewo_rk to other student who int?· d to carry d..,u_t?imilarstudies. lhe study would be of1mmer.,edhelp and use to ]1 ,¡awa

state mm1stry ?f
economic and empowerment Dutse, fjgawa state and other private qnd public
organization in profferingsolution in setting this P:oblem º{poorhumqn relation
that exist in an organization. 1
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CHAPTER ONE

'·J?:1:

?

I
I-

-

1.0 INTRODUCTION
Over the years, human relation has played a vital, role in ¡mproving
organizational performance. According to Eito Mayo, (19?0):"I-Ium1n

relation
is a situation where by one tries to tnderstand the need Jnd aspiratijons of the
employees and to motivate them toward fulfillmedt of organizational
objectives" Mayo went on to say that the economic mo?ive as su¡i?estcd by.

I

.

scientific scholars laid so much stress. '.
1

I

,

.I-le further stated that the need for rncognition, security
ald

sense of pelongrng
is more important in determining ,, worker's 11;orale ª1d producti\.rity in an

organization. An evaluation of human relation has been applied to philosophy,
that a comfortable environment is a good treatment; effective communication
in an organization would encouragb employee's initiatiVe enthusiasm in an

I I
Ieffect toward improvingefficiency

aid
productivity. i

'

1-Iuman being are termed as "social animal" therefore, madagersare faced with
challenges of knowing how to interact with individuals. Tiley came in contract
with employee's in the discharge oft?eirduties, such as those employees' in the

. i
,

satisfied with attention according to the towards enhancing organizational

efficiency and effectiveness.

Since human relation has been described as a study of how employees can

achieve satisfaction within, an oqanization. We therefore, we' see the
'

'
I

1

importance of man·agers in possessi 1g a good quality of
?uman

relation as a

means of attaining organizational productivity. I-Juman rel?tion must be needed

d
. . t' I

h I

i I'in both the public organization an private orgarnza 10n, w ere t 1e u t1mate

goal is to make profit. The maxims sbythat ;,customers is
¡always rig?t" hence

the manager and other employee's :;hould show high degree of curtesy and

[
r
L

•
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friendly disposition, as contrary to that may lead
tt dispatrouage from

customers/ clients.
1 I

Consequently, it can be seen that human relation is in two ways
pro1ess

and as

such, both the employer and emplo:ree should maintain é,I sense of ?'uman and
both of them must examine from tirr e to time each other•/ contributibn to their

partnership for they must both have an equal.input of inte :est, trust, donfidence
1·aiid enthusiasm in each other in the interest of the organifation.

1.1 BACKGROUND OF THE STUDY
.

1

Relationship between employees ar.d management are o:f substanti?l value in

any organization.
·

Human J"elatior
is. the pr?cess of¡training Jmployees

addressing their needs, fastening organizational culture and rcsolvinb conflicts
·.

.
!

I

_between employees and

managemtnt.
Understandmg sqme of

the.
r-v ays that

human relations can impact thi coat, cômpetitivc9ess and long-term
I

.

economics sustainability of a business helps to underscdre their importance.
Human relations in the organizatioAare major part of ?hat make a business

: ! !

together on projects, communicate deas and provide motivation to get thing

..
••
'.ii

I
ii

!•
.
-

done. Without a stable and inviting l)rganizational culturê, difficult challenges
can arise both in the logistic of managing employees and in the bottom line.
13

. .

h
. . . j

d 1··1
· d'usmess wit engagmg orgamzat10n an a we -trame r-vorkforce are more

likely to retain and attract qualified ?mployees,foster loyalty with consumers
'

and more quickly adapt to most thé! needs of a changing organization. The
.

i

quality of organization relation is e ritical to employee retention. Employee

retention may seem trivial especially in an organization th?t is used tó a higher
. .

:

Lurnovcr is financially very coastly. Ev-ery new employee requires a substantial

invest'.11ent
and

traini?g.
In

.ªd???ion,_sever'.ngtie?wi?lj_oldemploy??s_cansometimes be challengmg, espec1aIIJ if the urcumstance ,c1rc not part1cularly
•

'
I

I

2
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I

i

amicable. Making s?tre quality empl ayees remain interesLdand en?agein the

business requires patience, compa5sion and •flexibility
·

1utcan actJany make'?
I

the business more financially sound. Organizational r?lationshipI provide a

source of employee motivation, whi(i;h is important to mai¡itaining prbductivity.
Employees who are interested in :heir work and in t?e wellbeink of other

employees tend to be more product,ve than those who a1ienot. I

.

This productivity pays obvious financial divides to the 1rganizatio1?,as it can

get more done in less times with fewer costs. Building ?elationshi?s, by both

recognizing an employees values to the organization
an/d

a concerp for their

needs, olten goes a long way. :

I

I
'

According to sally port magazine, research shows that heativity iS based to
I

,

large degree in social interaction. Employees creativity ik often dep:endent on

their ability to communicate with dther employees and share ideas. Without

quality organizational relationshiptemployees are lesJ likely to be able to
I

develop and share the solutions that a business need to survive.
:

I1.2 STATEMENT OF THE RESEARdH PROBLEMS
i

, •

Despite several advantages, human jelationhas in any org?nizationcouple with

huge amount spent on training em?loyee'sand other rJp management staff'.
I

'

I

still there are complaints of poor human relation from ern;ployer's/ employee's
•

I
I

and even customers/ visitors as well. Why do these
problefns

necessitated good

human relation in ministry of economic and empowerment, Dutse Jig?awa state.
'

'

·1:heemployee's also complain of lack of involvement in hecision making and

group participation in the organization. They also
con;plain

of insufficient

attention accorded to safety and se,:urity needs at workj Another
problem

is

poor channel of communication in tLe organization.

I
,1

L
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Furthermore, countries survival of a1y organization lies i 1 its ability to relate

well. It is this research, as set to expose, all problems iiecessitatetl electric

human relation in organization. I

I

1.3 AIMS AND OBJECTIVES OF TRHE STUDY I

The main objective of carrying out the study will include: I
¡

·

i. To examine the effect of humar relation on
employef

sin relatidn to their

performance as productivity. I
I

ii. To
ide.ntifyho?.

safety and securit?
nee?s_en¡°uragep?nctuality,

education, creat1v1ty and loyalty to the orgamzat1011, I

To develop guidelines for effective communication in briJgingcordi?l relation

between managers and subordinatE in the organization. I

iii. To find out th.e negative impacb ofit, towards organ¡),ationaleffdctiveness
I '

of efficiency ·
I

·

I I

iv. Other objective of this stutly is to pool resou?ces
i.e. employer's/

employee's meet a time together to achieve goals. i I·

1.4 RESEARCH HYPOTHESIS

For the purpose of carrying out this research successfuily the follbwing the

hypothesis are to be tasted to find c,ut the evaluation of human relation in an
.

'

organization:

i.

ii.

the better relationship betwE:en the management¡and emplqyee's, the

higher will be productivityin an organization. ]
·

I

the better the relationship b ?tween the managei'4ent and employee's,
I

the lower will be the productivityin an organizatio:n.

!..
!
E

RESEARCH QUESTIONS

. .
I i

.

1. What is the nature of human relat10n and its effect on JNOrkers' p!7ouctivity?

4
I

r
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I
I

2. What is the nature of hu man relation and its effect on workers' prdductivity
. . .

f
. I .

I

m mm1stry o economic and empowerment Dutse Jiga\(1/a state?
I

3. What step can be taken by an organization to make Juman rela?ion more

effective? I :.

4. What are the factors that lead to poor human relation in an organlzation?
!

1.5 JUSTIFICATION/ SIGNIFICANCE OF THE STUDY
I

The main significa?ce of carl'ying out this study 1.;'Vill inclurie:
To educate both staff and students to understand the effqct of humah relation

i1? an organization and to educate general public society at large kbout the
.

f'h 1

..
1 .Id d

...
!

I

important o u man re at10n mt
1e1Í

ay to ay
activ1ties.1

To highlight some organization particularly Jigawa state ¡ninistry of economic

and empowerment in introducing the need, which satisfy employee at work.

The study will serve as academic reference materials to those who will conduct

a similar research work and related,topic.

The study will contribute knowledge by reviewing hum?n relation technique

that make employees to perform better.

1.6 SCOPE AND LIIYIITATION

This research study explores the evaluation of human relation in an

organization' with a particular reference to Jigawa state i;ninistry ofcconomic

and empowerment. i

llcncc, many factors act as limitatiolof this study, but prominent among this
I

are:

•



I'

i
I
I
•
ii
!

,i.J

/ 'the period given for this research wc,rk is no_t sufficient to cover a study of this,

magnitude within the frame given long with normal acadiemic scheJ!ules and
.

· Other obligation is not an easy task. I

i
I

The economic hardship prevalent in this state is another Iiihitation to ?he study,
because these are higher cost of stationary printing, bind/ng and fatJs toward
completion of the study.

I i
·

Material used for this study wen not easily accessible, paragtaph and

àppo?ntment wer? ei:her
cancelle<l or reschedule d?9to

bur?aucracy_
in

gove1 nment
orga_mzat1ons. fv!anagement had to be

convmfced
that

mrormatwncollected was
g?mg

to be strictly applied for academic
¡

ursuits, b?fore they
were able attentwn to the researche ·.

, I

1.7 HISTORICALBACKGROUND I I

The Directorate of Economic and Empowerment was established by the
[

I

Governor l\lhaji Sule Lamido, shall be deemed to have

cor•
1e into

op?ration
on

the 1st march, 200B. j 1

1

The Directorate of Economic EmJowermentwas esdb!ished as a direct

response to the dire consequences ?funemployment. Th4s with a viewof ship

improving economic potentiality of people and.state at la(ge.
,

The Directorate was mandated amor:g other ?hings. DesigJedand implemented

pi:ograms to convert mass
uhemplorment

as well as arti?ulate policies aimed

at developing work programs and
ser

eme, Entrepreneur +vclopment,training

Úrnpowcrment, Rural ernploymen7 development creation, skill a;cquisition

training, employment promotion thrtough trainings and lc!anfacilitie?.

These programs and schemes are p 1t in place and direcÍ towards the general
· Jowerment of people ofjigawastate. A part f.Tom ¡Jrograms, therecconom1c crnr

·

:

,

6



branch and units that perfol'm function which facilitate 1iconomic
empowerment deliveryactivities across the state.

1. Poverty alleviation.
I

2. Job creation.
·

?
3. Employment generation.

1

•

I

4. Placement of youth, retire, r?tiring an intereste civil truapt in the
productivesectors of economy.

S. Reactivation of traditional crafts. J
6. Agricultural production and processing. !

1.7 .1 THE MAIN POLICY TRUST OF THE DIRECTORA Til

I
I

A Vide economic empowerment service for youth, women, ?nd
other

vulnerable group that is physically challenge widow's e t c.

13. Skill acquisition, training entrepreneurship.
C. Development of traditional

cr4fts.D. Agricultural production and p11ocessing.
E. Exile strategy for the intereste? civil servants.

1.7.2 THE STRUCTURE OF THE DIRECTORATE
.

I

The approach of the Directorate iis to reduce bureaJcracy to th,e barest
Iminimum through the utilization of sbrvices of reputable agencies, department,

consultancy, firms local, national, int16rnationaland individual expert/se.

The administrative structure is expected to be .small and !cutefor the purpose
of achieving the desired objeçtives. I: will have care depar'tment.

1) Programmed.department.
2) Administrative department.

3) Monitoringand evaluation deçartment.
1.7.3 OPERATIONAL

MODALI?I-ESI. .

.
i

.

The Directorate job includes tram111g,techn1cians through ?hcirt term vocat10nal

courses in the skill centers and nther institutions, erhphasi7.ing practical

knowledge, problem solving and expected satisfaction of
?he particip?nts.

?
I
i
i

7
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;J;.7.4 PROGRAMES DEPARTMENT

·,·
... Sl<il.ls

development service: The Directorate provides

skillr'
acquisitioJ training

it through its skill acquisition centers on nine (9) trades as f, llows:
¡·e

•

f .;Block making/ block lying.

I
ll/

_ Electrical installation.

_ Metal work /welding.
_ Carpentry and joinery.

-' Air conditioning and refrigeration.
_ Auto mechanic.

_ Fashion design.

_ House decoration (Hadejia & Gume!).

_ Computer appreciation (Gume!).

_ Blacksmithing (Gume!).

_
J?eather work (B/ Kudu).

_
Small engine repairs (Ringim).

I

I

1) Dutse pilot center (thete are e:¡uipment's qn the gr¿und housing is to be

bt'.ilt) b?tt
presently we are using Birnin-kudu ce1ter an arrangement

?iliLG.A
I

2) Gume! center.

3) Hadejia center.

11') Ringim center.
I

5) Kazaure center. ,
;

I

'

In addition, the Directorate will subject to government approval talie over all

skill centers in the L. G. A.'S that we;·e not formally unde?defunct GC & E. The

centers include Birnin-kuduskill center and the computer¡center set up by local

government. This is to enforce standardization of training and certification.
I

I .,,

8

r



;-/tzntrepreneurship service: The Di rec :orate a? part of its training pac <age also
/ provides the followingservice:

a. Micro credit using micro-finan,;e banks, commercial banks.
b. Marketing, storage and proces:;ing.
c. Monitoringand partnership.

1..7.5 MONITORING AND EVALUATIONDEPARTMENT
I

The department is charge with responsibilities ofmonitor.ngand insrection
of

all directorate programs. It also ensures that programs ??ein place1 and with
p_roper implementation. It collects and collects data for response writi'ng. It also
advice the management and success and short coming of !Directorate1

'
1

I

I I

The
_department

is
??arged_

with ove rali general adminisJration of
ct/rectora

te

as dl!"ected by the civil service. I !

1.7.7 DRAFT WORK PROGRAMMKANDBUDGET
1

It is expected that the directorate lm be a very modesu organization with a
I I

;substantial budget flexibility manag,?d to achieve minimum impact
i\1

terms of

reducing the size of the public servi?e and increasing ecdnomic actiyity in the

I

1.7.6 ADMINISTRATION AND FINCE DEPARTMENT

state.

I;
I-
I
I

This is approved wÍII enable us to kick off with yo_uth train:ing for a period of six

to nine month and will provide t1e financial resourc¢s to start, off other

programs especially vocational on traditional crafts and other skills that can be
I

,

used to empower our youth women and other
vulnerable-1groups. l

1.8 DEFINITIONO? THE TERMS !
'

Evaluation: i\ preliminary
evaluatirn

of the health care kystem a frame work
•

I

for the evaluation process. ;

Human relation: Has played Jita! role in imprciving org?nizational
performance. f

I
'

liJ,

1:

,:·'.

9
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I

1 :Organization: J\n organized group of people, a system: the wo1JJd health
organization. Work for a business/ óarity organization.

I
j

1.9 PLAN OF THE STUDY /OUTLINE CHAPTERS
j I·

The research study is divided in te five (5) chapters v?z-a-viz,ch!pter one
consist of the background of the stJdy, statement of the problem, /aimsand
objective of the study, scope and limitation of the study, r-1/storicalBa1ckgroundof the study area, Definition, of the terms/concepts. Pia? of the stl(dy terms
chapters, reference.

·
'

/
1

Ghapter two consist of introduction, conceptual fr?mework, :empiricalliterature, other think, theoretical frnmework, reference. I
!

I IChapter three consist of introductic n, research design, sampling tqchniqucs,.

:

'methods of data analysis, reference.
I

I

Chapter four consist of introduction, Demographic datal of the resrondents,responses presentation and analysis1 reference.
I

Chapter five consist of introduction[ summary, conclusidn, recommendation,
Bibliography, appendix (Questionnaire design). ;

'
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CHAPTER TWO

REVIEW OF RELATED LITERATURílS
2.0 INTRODUCTIO

I

Various researchers have been conducted on differe1it aspect of human

'.elations,
either in public or in

privl)1te
organization in cc!untry. Ho??ver, the

importance of understanding of th, significance of huJan relation toward
attainment of organizational objectiJes/goals cannot be e1mphasized:
More so, one significant aspect of human relations is the ilnpact of rrianagerial
decision on the behaviors. of individual'? employee ht work. 1f1enceno
organization can achieve its objective/ goals wÍth

materialsresources only.
Therefore, a successful manager dep1:nds upon his ability to predict and control
human behavior in an organization. Therefore, definitiok relevant! theories,
and the importance of human

relajions
could be

critica.;lly
exarnin&d in this

chapter. I

-?-1
CONCEPTUAL

FRAMEW?RK. I . !_ .

:lhe concept of human relat10ns 1s
¡used today in

organ1zat10ns
to denote a

systematic body of knowledge devoted to explaining thq behavior of man in
relations to task performance in org$ni,mtion.
/\ccording to llicks ¡rnd Byers (1972)1 human relation is an ¡integration of people
into work situation in a way that mot!vates them to work t?gether productively,
cooperatively and with economic, psychological and social satisfaction. They
went further to say that many factor?influence a person's behavior and attitude
such as age, sex, appearance, health, :motion, environmen?, education, religion,
nationality, and culture. They also iníluence reaction of otl?ers to the individual

and more so, frustration makes peo¡:,le to be disagreeable,
rfe Chukwu (1977) assl!rted that, "human relation as driving force that

stimulate our individualworker to c:ction" the researchd, here observed that

human relation is a driving force that undoubtedly stir4ulate employee's to

carry out an efficient service in the !rganization, in whicl} without attainment

of organizational goals cannot be pofsib!e. .

1

•

Hones (19 55) stated that: human relat10n has to do with how behav10r gets

stated, is organized, is
sustai?ed, ilsdirec:ed'.

is

sto?pcd ª'.1d,wh_at kind e!'.
subjective reaction is present 111

th1
orgamzat10n, whtle

te
are gomg on 1t 1s

111
I

j
I
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1?

¡, .

fthe encouragement given to employee's in order to put in t!heir maxiJumeffort
I

.:
towards the achievement of organizéition objective i. e su9h an encouragement

1_·

that urges the expected in organization.
J I

I2.2
E?Pll?IC_ALLITERA'?'UR?S j .

:
·

..It
wa?

obse1 ved that sc1ent1st and measurement scholprs paid 111sufficientattention to the human factor in productivity. The qconomic 111otive
as

suggested by the scientific scholar, laid so much streds, was un\mportant
compared with an emotionaJ and n,m-logical attitude. Mbny of mayo and his

colleagues such as Rensis linked Chris Arogris, (A. 13 13ro/wnWilliarrt Dickson,
Elfist )aches,

F?itz Roethics Beger e. :. c investigating
indu.r<itrialcfficifncy, they

conduct a senes of experiments at the Hawthorne p/ant of th(J western
electrical

comp_any
near Chicago, ,.nd they divided th9 experimept in two

'.1has?s. 11_1
the first phase (1021-7) jthey investigated th9

effect of changes in
1llum111at1on on productivityand shor,7ed without doubt th/at there w?re certain
factors,

. a'.1art ?rom physical ones iwhich affected the
/rnmanr?l?tion

and

productivity of· group of worked. The second phase (1927-32) of the

investigation consists of four mainl experiment in relay assembly and mica
splitting test room and in the bank Vi'ining observation roçim.
Furthermore, the investigation in rJJay assembly test rocjm involved five girls
for an experimental period of two y?ars under almost coristant monitoring by

the researchers. Changes were madE in there working condition, in their hours
of work, in the length and periodically of rest pauses id the tasks, which as

• • I

individual they had to perform in the style of supervision and in the incentive

payment scheme which were chare according to their performance. Generally,
it was found that productivitywithirJ the selected group Wf1S higher throughout
that of control group, there was grelatercohesion and better comnwnicatíons

and relationship the implication

_cl
whi?h

are
tha? anyj group_

or
i?dividual

sel?c?cd as_ an_
object of

inter?-?t
will acquire ego sat1sfactIOn which ?ill have a

positive effect on performance.
.

. I .

The later bank writing room obs· rvat10n were conducted with a team of

fo_.
urtecn

me_n
engaged in writing antj solderiDg banl?s

of ?9?ipmcnt'su_nlikc
the

telephone relay study when the re?earchers sat with g1d s obscrva?1on
were_

generally over. This cohesive
sub-rroup

was observed]acne:
and.

norms of

.

12
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rf.'ro?uction
for a fair day's work Cilnsiderabfo social

p?'essure
in !the form

.

various
verbal censures or ostracism was place informal! by the gro?pon the

members to conform to an accept(-d level of output. Out of the
l?nfusion

i/• s?r?ou.nüing_
the

Henthc'.rns_
studies a number of importfnt points 1ernerged.

f·
Jfüey

?uggest
that mot1vat10n and productivity are th? result

of¡ complex
;· behaviorpatterns and can influence by a range of variab]e. Meanw?ile, (time

and motion studies) and the physical condition of work aire clearly riot whole
Study. So also, in order to produce rreed to what incentivb employe9's will be
responsible and the workingenviror ment must be so ins?ructed as tp provide

• .

e Iopportunities ,or the satisfaction of 11 e eds, which is the matin concern bf hu man
relations.

.¡ /
ln. summary to their experiment, mc1yo and his colleagues analyze their basic
finding as follows: '

a) Work is a group activity.
! I

b
J

The need for recognitioh, securing and sense 'of belongi?g is more
important in

determining
a worker's modle and productivity

than the physical
condition

in which he worlJs.
e} The worker is perso11 whose attitude an,d effectiveness are

conditioned by social d?mands from both
insi¡de

and outside of the
organization. / I

d} Informal groups withi? the organization eiercise strqng social
' I ,control over the habits ?n attitüdes of an individual worker.

e} Planned and de;elopectl · I

f) It is included that empltjyeeneed some
inter9al

rest
perio?s

in the

working environment
ind

a sense of accep?ance, belong111g and
mutual

inter-relations?ip_ through informatipn of

?rou?.
s

tend
to

constitute one of the b?s1c needs of the wo11kers m the work111g
environment. !

The researcher therefore expresses that human relation in an organization is

1 ¡ TIJ)roving only higher productivity, but also encouraging respon. sibilities,110. l t .

,

pride of work and cooperation, as, well as increasing $eneral efficiency of

workers, what is needed must motivate workers at
vyork

is not• only an

·e ·11 ci·c·iti··ve but employee needs sense ol acceptance, belonging andCC0n0111l I e
,

;

13
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I I

mutual inter-relationship 'th
·

[ I
.

.

'S
wi

tnanagernent t d I .ob1ect1ve.. owar

achir•ving
organizatiOllé!l

peter Druker (1968) observed ,,

-

I

.
. .

•

, ,
.

the t 1e tr .

. .wDrklo1 ce. lhe stimuli f
end today is tow rds a moré.thrnkmg, . rom

ne1vspa .
I

Iemployee s attitudes toward.
· pers and televlision and. caterings work as w ll .

1

I
I

Yet measurable in output t , 1

e as t 1ousand leisure. The input is not
, enns, out th, .

1

..employees need to know wl· . [.
e movement

1?
towards prov1d111glat IS going J

l
Iwho is

play.
ing and how Well•

en, w 1at the rultj of
organiz¡'1tion are,

. , d
-

.
.

. d ¡
.

.

' and wt at the oppos,ite is UIJ to. They also went togive a vice an iave it listened t d 1

,

it has not been needed. The
o au

a?ted?o,
or

'.e_ceive
a good re;b.son _why., __

.
. . _

Y want shdre m dec1s10n knct fortunes of theorgarnzat10n, to achieve and h .
.

I

·.· .
_

ave their achievement
I recognized, to talkeffectively to each other and listen.

·

The researcher observed tJ
· t ti h?

• !1ª 1e man relat10n mainly, concerned with ourcm 110 ec's satisfaction · ·
·

·

• -

,

·

: .
.

'

.

l Y · l hat IS the l 1gher level of morale 111 orgarnzatwn théltleads to adequate output, high invdlvement, initiative, creativity arid reduce

unnec?:'.?ª?
dispute over

_clisci:lin?f.Ei?ployment thercfj)re _wants
to be p?;rt

c111d pe1 td111111g the plan of the 01 ga1111zat1011 towards goals ach1evrng.
The performanceof every employeei in an organization depends on tl;e extent
lo which Lhe worker is satisfied at wbrk.

1\ugustinc /\liazu (1956) on his assehion he says that "the Nigerian managers
.

Imust fully understand their workers¡so that. th_ey can.
be

in.I
position rn

diagnosethe appropriate motivational charactenst1cs of the; N1gerwn working
environment. This clearly emphasiles the effect of human relations by the

l.irawing
attention of managers

tdemployee'?, the·.ess_en.cc' º.f.c.ord1al·

I

·

l

·

¡ f ·tile atta1·nm nt of orgarnzatwnal obJectJves. Wntrng onre at10ns 11p at wor < or ·

_

.

¡ l
,_,'s ¡Jerfor anee anel result, M. I<. O. Ab1ola asserted

111anagcmcnt Jnc emp oyee • ·

/
,

. _

,. .
. .. t t·actor in any production entenmse 1s the human

that, the most 1mpo1 tan
.

·

_
,

,
. ,

¡ edJI According to him, without employees,clemcnL (the cnrnloyee s ,iwo V
.

.t which an anticipation of result ec1n be IJ¡¡scd.
1h .,. ,

•· ·

l }"rfcirmance up on
··1

'
.

• e, c. c<111 )e no i '--
. .

i ,r C'm]Jloyer to work 111 a manner
: .

.
. '.,' .'

"11 issue lS ?OW
to f,C . .

I

il1JWL:vcr, I.lie most Cl JtlC, · ·

.· h _, employee's a sense of fulfillment.
. .

.
. .· .. ,

- It and

given
t e

' '.th.it w!ll achieve desire I esu
·I t·vated workforce even the best

.
.

.

.

·J
uta pro JeJ y mo i

I

,

lk further stated that wino
. ,

..

·

..

. . ,

tangiblj
result. t

01 lllcJnagers cannot produce
I

f 14
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ThC researcher understood th t
.

t'xirnum result rnust prop, ª1
any

organiza.tion that eeds to achieve itsrna er y mana .
.

.

.

,

.lcmcnt served as very Vital t ge Jts workforce1 Meanwhile humane oward )rg ·•. ..
. .

·

·

,. ,
an1zat1onal

efftc1e¡icy.zJ THEO RE l lCAL
FRAIVIEWORI(

Theories arc reasoned supRosir
1

•

d ,¡e· 'd th
IOn put forward to explain facts ór events.Nv,/OrI e 111c cory as cogniti , .

1
,

I 1 f
ve map Which help to make somo sense tosevera num 1er o events takin I

j
1

·
·

. g P ace all over the world I- owever theories arcLisually subjected to rigoroús p .
.

·

I

'

.

··

.

.

· roce ,s to prove facts or p'henomena: Relevanttheories on
h?1man relation will apply. /

1

Various theorieshavebeen •Jr j d .

:
·

t opoun1 e by vano us scholars on human relat10n.Therefore, human relation theory s(les employee's as hurüan beings who havei'cclings and emotion, like and dislike, love and hatb, indepen'dent ;1nd
dependent. Meanwhile, the term human relation

hfs been applied to
philosophy that a comfortableenvirmment, good medic?! treatment, effective
communication and other benefitwi'l automatically have motivated dmployces
to work hard and as well as boost organizational efficiency reduce absenteeism,
clisloy:il ty, feeling_ insecurity and¡

to some extent ccrntribute in higher
productivity.

I

'

llrncc some theories that
r":late

to ,human i"elations are
¡going

to be examine
ill'luw: 1 ·

VU MASLOWS HIERARCHY OF NfEEDS •

_ _

,
. (l 0,3,,) theory (hierarchy of needs) which 1s based on theAbraham Maslow s 7< •'

• '

_
• -·

.¡· ¡

,· -. _ ..

fe
affected when people try to satis y t1e¡¡,

. . .· .
,

. . •

11 behavwrs a
...ussumption that huma

. .

t lJellavior Maslow identifies.

,

1

•

_, rchyw1ll motiva e ·

.

· ' ·unsatisfied need saw 111 the 11era
1 ¡

,
. • , - hy of

1feed:
·

Iln? following order of hiei arc
. .

!

i. Physiological eeds.
. .

Safety needs.IL •

h in mess needs.
... Social or

be.!011
g gIll.•

: ¡:stcem

needs/
JV. "

,

V Sclf?actua.Jiza
ion

.
-

d ?mie theory based on twu·
·

. "Holistic Y11"
. , eferred as

Lhcory which we
,,r .. _

I

I
l

.

··ptes Viz. .L,nt a mema pnnc1 ·

j

15



1) Deficit principle: when I
:

I

ª need satisfi ·'d
·

,
1

peop e act to satisfy de .

· t 15 no longer a trivial ofl-iehavior
.

· pnvecl need • · ·
'

2) Progression princiJ)le· •t
s. ·

I 1
• 1 stat8d tha • . ,

·

one.
only needs to satisfy

.

t the five (5) needs are in ?ierarchy,a higher need wh
l

. ' .

f"
z,4.2 MA.SLOWS ASSUMPTipN

en a ov,er need 1s satis ied .

i. /I person will have many needi. ,

¡¡, This need varies in importan.. d
.

c? an can be rank,•d 1·111 h1·,•r'"1·cl1y·... I\ rJcrson will see\ t •
..

..

.. u
·•

111. t
• < o satisfy th, .

. ,

· - most important nee'd first. i

iv When a person succeeds •

. .
.

1

•

·

.
.

· In ,at1sfymg a need it 'will no lorlger be a
motivator for time being.

·

, The ¡Jerson the turn h1's att t· • · :1 •
• en 10n to the next important need.

/1. The psychological needs: th ise are needs that t½ust be satisfied to
sustain lifo, e.g. hunger, shelter, sex and other bod; needs. These needs
cause employees to act, becrnse then their essehtial need !has been

provided. They form the basi¡ that every human would workito enable
him survive.

¡'. '

Ill. Safety needs: these need aris? from the natural tendency of human ncec

fur protection from anythinglharmful, e.g. disaster, illness and secunty
of income. '

I

c. Social belonging: thêse inc!Gde the need for affection,
bclo1?gings,_

friendship, interaction, accebtancc by pear and support feel111g of-

belonging in all society fact.
I

I .
.

d h· ve a firm and reasonable high evaluatwn
D Es Leem needs: the nee to c. ·•• • .

_ • •
,

•·

.
_

1
d external as¡1ccts. I his mte1 nal c1spcn

If. Tl .. Ins inter na an e

for one se ·. 115 '
. d : . . nee of, one's achievement,

.
.

,

1 feelmg an assura ,

111cludcs the persona
'fh , tnrnal aspect is the need to be

etence e ex ..

knowledge and comp
·

d ·,. ected by others.
1

. i . ·eciated an resp
• .

l

..
rccuu111zec, appi '

. ¡·vi·duals into action to exp 01t one
• ,

.

l

.. mov,?s me i

. •

¡: e,,¡¡· -·-ictualization: nis
t· to become. These nee?l mc1ude.. . ,? ,

.

• h,thewan s
.

.
_ t· l so -1s to become w '

. II' ¡·Lilfillrnent. As ecich ni tlwsc
pcHen ia,. <.

.

, • tC'ntialitws, se -

, .

I

,
_ ,. ¡1·.,.1tion of ones po -

I
. ,_,d become! dominant that 1s the

r 1c I cc1 ,,,
_. ·f· .,d the next nee

. ·. li saUS IC '

nc:cd is substantia Y
!

·h wn belOW,
'

individuals ass 0

i. Self- actualization.
ii. Esteem need:

16
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·•1
·•ri

•

iii. Need for
s?fety or security.

iv, Psycholog1cal or biolog· .

1

.

1ca neei,
"aslow explains that thes·e div, nee s could ·

·

further separates these needs.into h'
Ill hierarchy or as show 2.bove. He

safety needs were described
ir.her and

low?r need, i.e. psychological and
as lower needs A d

.

l f ·1 ¡¡·

actualization as high order level n , , .·
•

· n
soei/,

esteem anc se -

I ··g,her nee.'dS
are satisf· _,

I

.

eeds. lhe difference

betwr
een the

.

o is that
11 , iec internally whil 1

. . .

.

L\, .. ,xposed to us tl1e 1
.. .

' e ower need 1s s t1sf1ed externally.
' e e: . • Jas,c main ne .

h
j l

· ec st at people bring with them to: work· he
5uggestec t 1e manager's work is t .

:

1

'

' O, ' :

i. Create avenue that will , bl • .. 1

., , _.

,
.

ena e md1v1duals satisfy trieir needs ?nd at the
same tune support the goals

of.th
. .

I '.e organization. ,

ii. Managers should d · : .
.

.

0 away Wt1h obstacle prevention needs sat1sfact1on
carc!:ismg for caStrating and negative attitudes. I

However, managers should observe their employee's in /irder to kriow what

their need are, individually and differently, that is not insensitive to the needs

of their subordinate with a view to improve worker's perf;irmance. ;

The researchers here are of the opinion that Maslow's theory could not be

workable in the absence of hum1n relations. The r9lationship:
between

managers and the subordinate deterhline the success of failure of applying this

I

.

l
.

ty·
! I

t1eory )ecamc sans rng.
Wron" need could not encourage a .Jvorker to perform better. Furthermore, a

b
I

.I

successful manager, is one who has the ability to relate well with subordinate to

understand their needs and aspiration in order to motivate them toward

attainment of organizationalobjecti?es. I

2.4.3 HERTZBERG'S HYGIENE THEbRY
, h' t ti ., relationship of employees to the work is a basis one

llcrtzber[) bel!cvcs t a 1e
, . .

.

b
b , . ell de ·ermines their success or failure. hednc

that their work can e ve1 Y w ·

,
,

.

•·

• ti e c¡fü stíon on what do employees want from

llc1·t·zl)et·g· (1º59) mvcst1ng 1 ·

• 7• ,

·

•

•)
.•

• 'Jncler tl1is the• ma1rJUcr
·th the hygiene t1eo1y. , . , , b

tl· ,- ·
·

l '1 I\.· l ccJn1e up wi ,

1c11 JO). 11l
.

..

.

.,

.l (200) two hundrcd ,1ccountants
. . . ·. .

. .

I icli they rntcrviewc<
crmtrnls Lile LtclOl s W 1 '

. ,

. the i·ob which when present will make
. .

.. •t , the factors m ·

:

and c1w11wers LO descn JC

h with their 11·obs 13asec.l on the
? . a or un appy

.. ·

th?m fell cxceptwnally h
P?Y . f fe•elings, happiness was not brought

•

. ¡ t report:, 0 '

I

111tervicw they observe t 1a
.

. • ctors" the satisfied relate to the nature
,

.
, f ·I e "íntnnstc ia .

J\bout by the presence
O t 1
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I

I

I .

!tt content of the job he do ,
!

'··· ··t Tt ?•
es e.g. recog1 ·r l

responst JI 1 Y a1,u advancem
11 ton, the worl? itself achievement

1

.

ent. If a job d .

,

•

,

chal eng111g, worker's resp
.

. .

oes not offer workers advancement
•

. ons1b1hty re
.

. .

¡·
'

chance to complete a ta 1

•
.

' cognition for a job well do 1e or the
.

.

f. d
.

s < succes ,fully Th
díssat1s 1e with it but ne'th .

· e workers are not
ndi•cessarily1 er w1l], he d

.

researchers observed that " .

" enved any sati ;faction fr m it The
• .

<
·

1eel111g )f
1

•
.

1

absence of- dissatisfying, 111•
.

.

un 1appmess wen: not caused by the
amtenanc•-• or e t

• .

¡·

·
I

hygiene, as hygiene ope!" t
" ·x nns1c ·actor. l·lert,.berg qalled this

. .

a es remov., h ¡ ·h . . . . .

.
: .

man, 1t 1s not curative b t

· eat ha,.aids frcm•1 the environment uf

' u preventicn suei 1

.

f
'

'

re.lationship
with the ·I

,

.
I

1 1ygiene

actor·
describec1 worker's

. ..

woi < env1ronruent.
Hence sat1shes relates to I

I
· w1at workers do I·¡ ·

¡· t· r··

·

1 1

organizational polic and ad
. .

.
.

·

.'

w 11 e
:

e 1ssa ·1s ·1es me uc e

condition.
y m1111strat1on, technical

supervisors an1
working

The data suggested that:
i

a) The factors that were
i

present in job satisfaction was produce wcre

separate and distinct from faci:ors that led to job di.lsatisfactioJ.

b) T!w º()posite
of job satisfactic¡n "is not" jobbing sJisfaction,but no job

. c:?ssa:1?Iac_tion. _ •. . I . .

. j
e) S1mlla1 ly, theoppos1te Job d1ssat1sfact1on is not jobbing satisfaction "But"

no job dissatisfaction. :

1

According to Hertzberg it is poss/ble to increase job !satisfactionwithout

reducing job dissatisfaction and vie?versa.

2.4.4• VICTORY VROOM EXPECTANCY THEORY

A person may be something in the belief that the effort lput forth vyill satisfy

certain goals. In behaviors will be attempted by the individual victor vroum

[196'1-) developedan expected theory model. This theor?
differs substantially

from Maslow's notion of uniform st·ucture of need and ¡.¡ertzberg's ,dual class

of motivé.ltion. Expectancy theory asserts that "an individual's motivation to

f. ¡ 1
s any <riving' tim? depends on his/ hei¡- particular.,

goals and

per orm proc uce a. " , ,

.

¡· ¡

. ]·it·ivc"s usefulness of performance as a path to the

pcrceptiOn o
· t 1e. 1

e ,
·

¡

attainment of these goals.
'

2.4.5 THE FIFTY- FIFTY RULE THEORY
·

I
. .

.

f .1

·11¡011 that fifty percent (50%) of mot1vat1on comes

John/\. I·
·

· (1990) 1s o t 1e opi
.

l dlt
¡ft ?rcent (50%) from his/ her environment.

from within an employee ªnd fi Y p
I

r
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·;, );

-.

John
believes that Ieadershi _

Therefore, it is difficult to th· pl.ªnd motivation are like brother a 1d sister.
in { if a lPader h

I

I.¡0wever, apart from tile .

d'.
.

· w o does not IT otivate others.
1n 1v1dual's ,

¡

?from the common task a d
nee es there are other needs mana tingn group organ· · •·

I

,,-0tential motivation up .
; ,

lZatíon involvev1hich have at least a
,.

.

on us. I he value w th ·1· . ,

t
. ., .

. f .
,

work we are doing in th, . .

or w1 mess
.

r 1mporta11ce o the
e Context of a chang· r d 1 1

, ·

,

1•

,
·

• ,,11]ist our dee,p ·t
• mg an c1a engmg empronmentcan " • es interest ai,d I

·

·

e.1gage our purpc>s1·v,, "l1"1·gyHe further contended that if .
.

. "f "" ·

,ª
leader_1snot part of a soluti0n to a problem, he is

part of the problem· fifty 'Je ., -

J

.. .

' , rcent of mccess depends on the team ( employees}
and fifty on the leader The fil't f''f

1 :

, .. .

·
1 Y· L ty rule challenge the leader to get his part·

rlght, first bef-ore criticizin<r the cont .1.b t· f 1 ¡ I
• b u 10n o· ot 1er part

The researchers her. ·

, •
. . .

. . .

·e wish to st1 ess that despite the tremendo Lis 1111poJ·tance of
sir Adair's view that I

-·
1

· '

•
· re at1ons 11p between leadership and .motivation could not

be effective and straightwithout human relation. The abilily for a leader to lead

dcp?1-?ds?onsiderable
on

?1is
humau

r:lation
with subo/dinates.Mjire

so, an
effective dfe not necessarily be effoct1ve leaders and that it is hard to have
effective leader managing wrongly, This is to suy humai? relation is of great
importance of goals attainment in th e organization. I

!
'

2.5 IMPORTANCE OF HUMAN RELATION IN AN ORGANIZATION
!fornan relations enhance nice atn\osphere at work atid improve¡ effective

I

I
fl

.

¡·communication which is a welcome deveopment ·or our rnçrease o

productivityas well. i
i

Jn order, that the organization can achieve its goals/ o?jective thé work of
·

¡· ·ct I lo e·e 1nust tel tJº linl<ed into coherent pattern of activities and
111( 1v1 ua emp y··

·
•

? ·

relationship. . _ .

I

,
• _ . _.

. l· t· 1 1·s the 1Jrncess of bnngrng em?'lloyee s closer to the
Meanwhile human re a 101 • ,

.

.

. .

'

,
.

1

, b' ,crives of both parties can be achieved under a

organ1zatwn so that t1e o JC _ ..

•
. b ·'d res the i:ap that usually ex1srn between ¡nanagers

fnendly atmosphere. It 11 g
!

and their subordinates.
.1

.

.1 ('t' tel behave in certain desirable
.

.
-

.

. l'vidLrd can ,1c rnc u., '

1 lowcver, be/ore an inc 1
'

!h ily a fundamental knowledge of his
, .

.
.

. l •tter and more , app , .

I
.•

vv,1ys, 1.e. to work )e
. 11•cause employees generally begm to use

.
. ·. important. U e

mme anel personahlY is
1.,ater ·idvantage. Fplling of pride anel

bTlY to a g.1e
'

Jtheir initiative and a 11
.

·t ething more than fihe usual day's work,
·

I
- 1tributmg s' m

1

importance is usual Y coi
,

,
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'

;;,,,,-

¡'ye
' 'c:om1)ared With respect·r .,

'

·'fr· '

.

l

r'
.

,11
!If/
.. i·e·•.·.n. '. ·

•
ece1veu om supervision, raised emp o ees wed their accepted standa d f 1:·1· .

,

1

-
·

J:eyon
·

. ) .

.

··• .

r o a
1 lty. It 1s essential foi- moral to qe <ept at\:]ligh level. 1 art1cularly Where poor 'Norking condition an! beyond tl?e control

;1hhe management. Because a low le\'el of moral can lead to inacleq ua?e output,
1_Jbsenteeism, disloyalty or

unnecessury disp.ut¡s over dis;;ip!ine and¡
waste of

_;mate1:ials.: ,
.

.

.
.

.

. . l
,

. . .

,

TIT spite of the 1mp01 tance observatwn, the followmg çornt also serves as
,' t:ssentials of good human relation in )Ur organization.

[
I

.a) Human relation encourage em )!ayees to develop in,itiative, rm1ke use of
intelligence and promote acti\e and constructive

cilOperation¡
between

supervisorsand workers.
I '.

b) Hu man relation encourages employees to be mote predictJe in the
• •

1
I

,orgamzat1on.
1

:

• d l alty in thee) lt brings mutual understanding between
employee¡s

an oy
,

workers.
·

lf
..

i
.

,j t •ust laya ty in thed) It minimizes suspicious and encourage cop 1c

ence1
1 •

iworkers.
:

:

. .
.,

. . ·ew on all aspect ole) Human relation encourages erpployees
to express v1

the orc,anization (individualct9mocracy). Ib
. . b, . ,Jf- otived anel self-respect.f) Encourage employees to e

se¡
m

1

¡,) Foster unity among workers.
I .

l ,rJ
'

. .

t ·1chicve a maximum Jene ',.h) Enhance
orga111zat101'.

o e

• b within the organization by use of trade
i) Give room to settle dispute f1

º¡ ' ,union.
velop appreciate soJution to problem at•

. helpyouc,e '·j) !fornan rclat10n can

work.
.

2.6 MANGEMENT APPROACHTO GOOD HUMAN RELA'l110N

J\ccording w peter Drunker (1968) the following are the s?ep that management

of the organization can cak? in the direction of enhanding a bettc¡r human

rcbtio11.
i

a) Provide a standard of living: employee's and salary/ wages that will

com¡)cnsatc their skills and re ;ponsibility, unless w?Jrkers feel that their

.

'
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I
•

I
I
-

I

i

-

1
I

I

wages are adequate th . .

·

!en eme ent • I

fr?n1,
the

,??rkforce.
product?on or se vice can b? expected

b) Make their Job worthwh·l .

i

mínimum contribut·
1 e. no employee can havE expected to make a

10n to a
1· b . I I

Therefore, a few w
o

• which he
thirks is

ins¡gnificant.
cannot stimulate int:rd?

of explanation concerning the
"wl1y''

of job

e) Effective commu . ?est
and create a solution of employee's.

mcat1on· b ti I

t
.

.

· 0 1 management and ern¡J!oyees should haveoppor umty and desire
•

,1• t· .

to ,ixchange views before effecti?e human
1 e d 1011 can be maint .

d .
. . . ..

'

1. .

I

,.
aine It fosters mot1vat10n by clanfymr to

emp oyee s what is to b, d I

•

'
· e on,i, how well they are tio do it and what can

be done to improveperforma 1ce if its workforce j' i
·

d Provide securí • ·

·

.

·

.
·)

_

ty. although absolute secunty is impossible I
Ill a free

. enter¡)nse syst, b h
l .

.

· · · · em, ut t e (!mployee can be guµranteed/ safeguard
against any irresponsibility or haphazard is responsible1 of good
management to provi9ethis s'ecurity. •

e) Provid? '.·ecognitio'.1
for abili?and effort:

?mployeb•;'quite rightly expect
recogrntlonfor their effort anq are disappointed when it does not appear.
Failure of knowledge accbmplishment to ao inevitable falling
performance/ recognition needs not always maJerials. The rise that

comes with public acknowlcidgment of a well d?sire is often ample

recompense for the work or ?articularly in the short runs.

f) Provide good leadership: a ?ood human relatiot? programmer must

consider the quality of the !d.dership in the organization as well as the

work of subordinate. A firm and crisp leadership can create confidence

j 'thciut stich guidance the employee's output, must lie
am assurance w1 •

below the optimum.

. , . HUMAN R?LATIONIN AN ORGANIZATION
2.7 A GUIDE I O, GOOD .

.
• ·. · ·., t

.
.

. . . 1964) h Jman relation Ill an qrgarnzatwn ts a wo·

J\ccordm·¡..,·'.to
v1cto1 vi oom

(1• [¡¡ycr/em]Jloyees
shoulb

maintain.a
sense of

. d
. . cb bot 1 crnp

·

:

wc1y proc?ss an as su
b iiiine from time to time, each other

f ·l 'Tl must (! exa ,

humour, and both o
nci

·I

.

They must both lwve an equal amount
.

. .

.
. If .

, 1Jartners up.
_ .

contnbution to then ° ice'
h

.· sm in each other, rn the mtcrest oí Lhe
.

_.
.

, nd cnt us1a.
interest, trust, confidenceª .

l.
•, t large.

org;:¡nizé.ltion and pub te a
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=

The followingguidelinessh
1

·

,
•

_,¡,
.· .

ou d be strictly di :
.

. ..

human I e c1t1on man orga ·. .

ª 1enng m mamtam111g ar. effective
. nizat1on·

a] /\ mínimum req
.

·

.
,

.
. uirement for th .

.
.

security of thew
1

.
e protect1orrl safety, health and

. Or<ers sr ou] i b rof the employe ( ·)

e e moved statutory obligation on the
r s a ceo •din r -

¡

.

I
1

employer is alw .

·

g to t 1e vano us labor laws. A. good
ays ahead of] M . . I

and safety pr . aw.·
eanwhde, hours of work, rest,

' event1on of a
.

··ct
Ifacilities latr·

cci ,ents, ventfü1tion, light, washing
·

, mes e. t ·h . .

• .
.

· c. s oulct be strictly taken care' of by the
01 ga111zat1on.

1
·

,

b) Employee's must be .

. .

!

_

d
· given a cond1t1on, as to p.lacc them <1' positionto evote to their

1

.

11
. .

·

!

, .

wor

<?
the mtelhgence,

pJcysical
skills, energy

and enthusiasm tl ., . . . . .
.

.. _ .ley po sess so that their I ork be eH1'cicnt and
output production t th •

.
!

I)O uant1ty and quality will be highest.
c) I\ strict code of dtsciplifü with no favoring of Jny employ'ee will be

maintained in the organ:zation for tne exerci?e of justicl and fair
play.

¡

.

d) Ability understands whft type of incentivep an empltiycc will

respond to, and the working environment must so structure so as

to provide the opportunities for satisfying tha? needs.

e) Different_
method of trai?ing employee's such

jas
on the

jol:,
off the

Job, sernmar and conferences, c. t. c. shoul?I be established to

encourage the workers tb be more productive! motivated, creative,

imaginativeand loyal to fhe organization. I

I) Management should con1ult the employee's representatives on any

tt, . wJ11·ch affect them, viz change in the organization methods
rna crs, 1 , • . •

ct d ·t.,, t e no re,:,! cooperation is possible without etfoctive
an pro uc s "'· .

• 'I' ,

. .

. . _. c·hanoe ml·st be made
carefull.y,

because 1t 1s the
l)éJftlClpatJOn. , ' t, ? . . .

1

f ·I ers td view every change with suspruous.
lisychology o wot < •

, 1

·

..
1• Id organize an l'ffective communication flow

J
Tl , cmploye1 s 1ou 1

•

g 1c
,

. , . . d subordinates or between supervisors with
between ma11c1gus an ·

.
.

• ... •
.

. ..
, •

. -

h
. ttiinment of

org,m1zatlonal
goc1ls. 1 hus 110

l

. . roward t e a ·

wor <els,
. , well without effectiv ,, communication.

·,. t' n can SL1rv1ve .

orgarnza 10
1.1 personal manager 1s needed, who stand

. cc and qua I y .

h) /\11 expcnen
·

_1. at"S decide on what to do, how ami
.

.

·I his subo! m e.,

LUgcthct wit 1
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¦

!

when it should be.
" :

I e r
done. He une[ .. , . - !1 r orm even better T I

erstands whrt rnot1vat1c them t:o

exercise some t d

· 0 ead employee's sudcessfully o?c has to
.

0 ay do
1 o¡ ,ff .

-

j

what 1s needed most in the
ne ective human 1 elation. ,

engineers who hold the respect :um,:nltnder?t?nding in his role 4s human

he is associated. In short . al?employees in the organization vJith whom

di,plomacy,tact and powe
'

in?egn?'• pers1inality, imp,,1rtially, imagination,
rrequ1reb·,111gs .

f I

jManagement must acce,)t th., . :.

uccess u mang,?r.
t e prin1.1ple that in th ,

·

·1

•
- ·.

I ¡·· ,¡
1'

-¡
•

·

f ·tcll"S "ern1)loyee,'s"
e me u stria ,e C\, t 1e two

ac . t • are counterp 1.
1

•. ,
. . .

.ar s. n 01 ga111zat1011 anc that the two must to
work together to create wealtl d . , . ,

.
.

. . -

, 8 FACTORS TH .
,

1

ªº.
then share It on basis

?f· agreed proportwn.
2. A f LEAD re, POOR HUMAN llELATION IN AN
ORGANIZATION ¡ 1

¡\ucru.stine Alinizu (1956) th<> f ll ·
.

I '

,,
_ _

·
, " o owmg are among the fac?ors that lead to poor

human relation 111 organization. ·

I
I

a) Poor communicatior system: - wrong communication between

supervisorsand subordinates create a bad atmosphere in the

organiz?tion.
lt is epsential that all corrpspondenc?. notices,

m.struct10n e. t. c. sh9uld be expl,nrnng ami¡ adequately put over.

b) Lack of incentives: - b subordinate may b9
denied some certain

right or privileges, ihich may psychologifc1lly
affect his output

of work.

e) Traditional treatment of employee's: · (automatic fashion)

employee's need to be flexible and fully involved in the decisiu11

l

·

11I·ch is no doubt to develop appropriate solutions tu
ma <1ng, w

,

problem at work.
_

.

- the ¡mrt of the employee's: ·

111 a whereby a

d) l• rustratwn on
.

, . t praise their subordrnélte when they deserve
manager does no

_ j ,.
_ . .

. .. _

.

•
, ,ook for the1T down fall I c1ther, than the11

.

I
so they even .

,to e O •
'

le ov"rlook the importance: of sense of
. . MaI1y peop

'--

pro gres?- .

. 1ccofh1sduty. 1

pcrformai ,
. t· 1 structure: - Jarlk of proper standard

.. , f organ za 101 - 1

e) Inadequate O

b •ngs wrong approach to ernploycc:s.
-

.

l
·tructure n -

organizat1onc1
s

:

I

,

I

I

I
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CHAPTER THREÉ
O RESEARCH METHODOLOGY3,

, l INTRODUCTION.t
b .

,

·

.. ·
• descri ed as instru ?

.
. .

!
• •

•

·¡h1S 15
.

ment used or employed m colleli:ting mforn\at10n foi•tudy Ilere the researcl .. h·
1 1. 1

1 .

the 5 ·

.

• 1e1 tg l tghted methodologir of the study, as it
relates to population and sample size: in the investigation. ,

These hypotheses have informationfrom the population o· the study. l?arnplingtechnique will be used so as to case é nalysis in chapter foLl r.
3.z RESEARCH DESIGN

I

I

']'be study shall be descriptive and under taken thrJugh oral interview,
questionnaire. The for the choice of descriptive research lmethod is

?o
ensure

detailed systematic analysis of facts ,ind characte_ristics ofcollecred
?ata

ot the
study to help proper analysis, comparison and evaluation ?ffinding.
33 POPULATION OF THE STUDY
/\gbe (2000) define.s population as

t\1e
total number of pe:ople sampl?d for the

study. This mean that to study everyone resident in an )1rea marked for the

study is impossible, as a result the rqscarchcr selects from a certain numbe1· of

the populationalso known as the re?pondents.
3.4 SAMPLE SIZE

,

Davis (1979) S(:es sample as the process of obtaining a
iv1ite part of the total

population to make an inference.
I ,

Thus, a sample size of a 50
shalf

be selected at random to have equal

representation. :

3.5 SAMPLING TECHNIQUE I
. .

.
,

, (1974) it is an internally accepted norm, that d

/\ccordmg to DR R Sornen
. . ....

1 ·hould not exceed fifty (50)
. . soc· al scter ce I csc<11 C1 s

mc1x1rnurn sample foi ª · ?

f h' .. d ·only fifteen (15) question will
.

. , . f
. tlw success o t is stu y

4uest1ons. I hercloi e, OJ • •

.

d t t C' distributed to (50) respondents.
.

.
. ire desJg ,e o i .

.

be asked 011 the
questionna. .

11_, ct· ·tributcd to clitfcrent cadres oí tlic
. .

. •. • •
·• ,5 will Je JS ·

I he prrntcd qucstionnaue

I Il•e•ndC'd qLiestions. I
.

·J·
·Jose anc ope

,

organiz;1tion us111g b??
1

e ·

ECTION .
.

. .

3.6 METHOD OF DA I A COLL
.

'

to be used wtuch arc primary dnd
.

,
.

.
: f I ta collection arc

I wo maJor sources o e a

secondary sources.

, 24
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rJ \I,:. ..

?:.

1 'it
PRIMARY DATA: .

. ,;t!fttd!'/r
these sours, Interview .

..

·

: > over some que t·
will be condu

1

,;JA·····•.··º··..

:r
..e·

'· ·

s.ionnairesw·th (

ctec to the: staff of the board.
·,, ·b ited to tw d

1 15) que •t'
. tils·t·n·L

O epartrnents
s 10n has be ?n designed and is to

Id , , d
as a sample w·th· I

. c)ose an open en ed questions
1 m the oqanization ?ith both

li. INTERVIEW:-
.

•rhis ís the process of face to f . I
.

.

ace cc,nversat· b '. . .
.

.

respondents, question could st·¡¡ b

• ion etween 111 the
mtet'1vtew

and
• 1 e asked f

the researcher used this meti d

· or compreheusiveness. Moreover,
1º due to the ? 11

·
'

']'o clarify certain issues wt
.

·h .

0 owmg reason: -

J'1tc ared1fficultto -
. .

.

the questionnaire'?
out fm ward ,or to be ex• ressed m

iii. SECONDARYDATA:.. .

I

Under this source of inform t' h, 11 • J
,

,
. ,

_ . ,

· a 10n, t O data has been extracted from ?extbooks,
f1les, memos, and all documentary works. .I

·

Research instrument i

Primary data was required and used in this research project. Primar; data was

collected through various administering questionnaire to staff of the lioard. The

questionnélire was administered to r1espondents and inforp1ation obtµined.
3.7 METHOD OF DATA ANALYSIS ! ,

Tabular presentation (using simple;percentages) will be' the mc1in method of

analysis to be used in this research work to represent the elata gathered from
I

the staff of organization. I

Meanwhile, this format will also be ?sed to assess the degree of responses ·ro

questionnaires distributed to the staff of the organizat¡on.This enable the

researcher to rest the hypothesis formulated in chapter one.

:LB DELIMITATION OF THE.STUDY I_ _

.,
·

. .

¡· i· t· c>llection the researcher wdl be focused on the
I o avoid inaccuracy o e r.l a e

I

'

.
.

.

,
. ,Jation in an orga111zat10n; for 1mprovrcment of

area of tl1e impact of 1iumc1n re
I

pcrformanc0.
'

I

I
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Cl:IAFTER FOUR
DATA

PRESENTATION AND ANALYS S

NTRODUCTION4.0 I
¡

This chapter is focuses on data presEmtation as well as anulysis of thJ.research
findings. The data is therefore prestcnted infrequency db½ribution apd simple
percentage tables.

. I ..

'

¡v¡0reover, out of the fifty (50) questionnaires distributed to the
stan¡of

the
or"anization, and forty-two (42) we:·e successfully filled ?ndreturne?!, where
ciilier eighl (B) were not returned. So, the analysis will

be¡
based on 12

q,estionna;,e collected.
.

Personal interview (sample questions)

Ql. When w;;is the board established?

Q_2. What is presentstaff strength?
I

,

Q:J. !low many departmentand div¡Jiondoes the board hLe?
I

I

Q·L Dues the board fulfill its objecti1es? 1

QS. How docs the management emp)oyee's relationship ejdst'?

Q6. I low dLJes the board communicate its activities?

1,1 DATA PRESENTATION.

Questionnaires administrative are presented. Therefore,! the researcher used

tibulated method of data presentat
on using (simple pcrFentage) ro show the

degree of responses.

4·2 Demographic Í)ata of the resp Jndents

This part of the research work :onsiders the demographic data of the

responden Ls to this study with specific consideration to 1uch as sex, age, staff

cadre/rank of the respondents.

i
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I.e

·

. ªB. ¡:,E 1: SEX DISTRlBUTlONh?

..

-;.•Jt._,j?

.. ;\ ..

,,_.·.,

,:? .... :,·;_;;

..... ,
..,..---"""'"------ ..

--?--
..

-------:-? ·-

?i?L- --
·· - - -· ·· -----._gg?ONtENTS. PERCENTAGE,..Niale____

--
-- 40 -%2 'º'>---le ·

· 2·--------·--'''º---FeJTIª -·-•·-·---- - -------
4.76CVr

1Çg¡J__.---·----?----- -:----12_ ----ío??r -·--------····

sõúrce: quest1onna1re administerect2Õ2i____ t

---· -----

COMMENT: I I
From the table above, the ma1ority o· 95.24% of the work ng population of the
board are male, while only 4.76% are female. This illustr1tes that majority of

the workforce are male.
'

I
I

I

TABLE 2: DEPARTMENT

OPTIONS
/\dmin. and general

RESPONDENTS
16

PERCENTAGE I

3B.01%
. .

service

Eng?1_e_eririg_ _ --··

26
·

61.90%

To!aL __ _ . -··-······- 42_ _ _ _l(l_\)_Cfo .
_

Source: questionnaire adrninistered'2021

COMMENT:

From the above table we can deduce that majority o 61.90% belong to

engineerino department while only 38.01 % go to administration and general
n , •

I

service department.This the highest number of staff goes :to engineering.

l;ABLE 3: CADRE/ RANK

-
¦

I

i

P0?JTION/ RANI{··-·--- -áisoNDENTS
PElltE;í?G'E-- ,-·-- ----¡

"rn
·····

· · =::::t:=-- _
,¡s,,s:=....-

-

I

.

II rü 7_
.. --- 16Ji.?%- __ . _

-

t
'J'()

..
--- -

.

l

9.52.0/o

- --·

..
-

4 ._...:.------·-·----···,·--·-········-·
·--·-···

Ti:CIJNIC/\L
. . ..

-- j
- 7.14%

-- -

E?_(;JNEERS
------------·?·--•·-------·--·-·---·

Ct¼i.-;r·s-MffN
-

-·-=:?:£---·-----·--------
-?·52fg-

------?---·
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11
ííôlillM!i?.-----·---=--=?-----?----- ... ···----L .• ·-··· --

'

_,,,.¡iEO ... -- ·-···· --- 2 -------- 8.52.1/o I

, _./- OFFICERS --;---._ -.-_--¡i--·-·---··i--··-··· ···

fgMJ_N..
--- -----· ··--¿_ -=====-·- !·;!?º ··------·f--- .

Sb0_. ·· -------------4 ? -?º i---•-··

1:??-··•···??··?==?-==t=?+··
·

·

TOTAL . . 42 ?-----------.:..-1,,
.. ,. ---

·t· I
• ----d ·-. 1 ºº

(º
source: ques JO ma1re a n11nistered 2021

----- -- . . - ··-

COMMENT: 1

i't<>ffi. '.heª?º?º.,tabl_e,,:he_lnajori.t:1
º' 16.6 7%

ace folthe can!< ¡.,high e,·

tccbmcal officers while ?.52% pos1t1on comprises pnnc1ple technical ofhcc1 s,

craftsmen, foremen and senior exEcutive officers 7.111.<y0 also comprises or
technical engineers, Higher executive of'ficers. 4.76% include principal
Executive officers,Administration officers and Assistant E?ecutive of?ícers,

this
indicate that majority of the staff em oil higher position inlthe organi?ation.

TABLE 4: AGE

I?_lA
__
}<?E

..··.;·. _.
_ ·---··-

?i_g?PONDENTS--??J??-?ttf?·?-=-?ltk?_YCdl s
-· ·····-·-·- ·--··

I 14.29º'06 71
. . --··-··--

25-:iD )'_CiJrS -·- -;:-··---
' ·--- 5()o/r-- --_-__ ..

}S-4Q ye_é\l??. ---

-N---+----?=====-?.?:Jg·,fi-=-?=-_:_ ---

1-1-i\bove --------.----"--? 100%
·.f?tl-]

--- - .. -

1:?-------:-- ·---- ·-
--

SOUI_-C?: ?¡u cs Ú-z;¡:;?;j?e administered 2021

f\4:· '-I{

\\'('.

•

COMMENT:

iii

I

Fro -¡

i

m t 1e ::.ibovc table, we can dedw[e
that the majority 9r 50% of the Bo,mi

cniployecs are between the ages of 35-IJ-0 years. 26.1 ?% arc between ti ,

,.
I

"

dnges of '1·1-and aboveyears,
while only 9.52% are bctw\:en the ranges or rn-

25 yea,·s while only ¡4,29% ace between the canges of25-f0 yws. 'fl,is clmly

shows lhat the majority of the board employees are between the ranges of 35-

'10 years llt' age. Therefore,the board Fonstitutes
a young n1iddle

age goneration

ofwc) I

..

r,lurce.
¡
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'fJ\BLE
5: LEVEL OF ED O CATION
-------··-·--·----

N -?
"Óf!?IQ_ ---·-·----•----?TS _

·¡iripJ__ ()'._ -::-·-···----llil_ --------- J?fül!??1'{(1gE ....

<s·c·J;/grade
11

B ----.:_ .. 0%5.,. -------
ccrtUlc.??çc: - ;- --··-·-·- 19.0)fº/c,·< ersity / Higher ·2--0 --- Il)nIV ·

--------+-----?
i
ijis_tjtu?ions.

. .... _ 47.62%
I

I(.]th.CC>
-- )_4_

---
"ff ,k-- -¡-- - -

_'lJJ_t¡¡_! :---:---:----1-2
--- -----

---,---1(iriJ
º

source: quest10nna1re administered 2021
---- ..

1i_______
--- -

COMMENT:
I

The table above illustrated that ffié1jority or 4-7.62% wJre ll_Sc., !-\ND,
OND

holders, with most of them senior or intermediate staff, :-l3.33% attended other
courses which are much relevant to their work, with most of them being
intermediate and few being senior WJrkers, while only 19.b'l-'½i were the shows

that the higher the quality the higher the status. !

TABLE 6: IIAVE YOU EVER BEEN SENT FOR TRAINING 1

',.0!lINlON
-· -

·----llES-PONDENTS·--=?- ?i??RÇ(N_·(ÃGE-
,--------- --- --

BS.71%

!-?¡?e;
· - -- -- ---

-?§___ j __:_=-==14)fo¿;·_::___ . _

lrnTAI 4-2 ---T ? ioo?
__ ·_, ·- ------··-. --·-; ·tredl2021Source: q ucstionnaire admtms e

COMMENT:
. ·-h, maJ·ority or BS.71 % attended

.

·h
- ble aboire that t e

'

. eº ,We can deduce from t e ta
.,. .

. which only 14.2:) ½i have noL
.

.
.

. the or,?amzat1on,
·.

..

,
'

.

·/diiforcnt ty,}c of tra1n1ng Jll '

·ority of staft have undergonec'
.

.
. ,, .·

' that the rnaJ
benefited. This 1s indicc1t1ng. .. ,ct by the board.

.
. ., .

·np organize, .lienel1Lcdlromthclia1DJ O

I
.. raffenyourrelationsw1th

. d "'S your trarnrng' ,

. . , tent o.,. ,

l'/\1.lLE 7: If (yes), to what ex
'

Other employee's at
work? -- ?---- ·--:r;¡ys·--??-?=If..ERÇE_N}'J._\.GE__

;

[_l_l?SRQ?P?------ ;1 ÜPINWN --

I
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/' al??-s ll?? to be a ---iu--------=- I.

Jti11 worker.
-

-47 ------- -l----- -, eall?- ...
--------- ------- .6 Wo

I
. ??

--

ul<cs me to be more 8 ------------Jt !11
•

h th --
'

¡,eptical
wit o er

19.O i%
--- ------- -

9

l
,ices at work. ·

>¡gJ!)¡J_Q1..
-·. -- - - ----

i(rnal<eS
me

?o
be more ?----=-..,.

------

l[?4¡viduali?t_1?.. 23.B l %

?One
ot the a)?.gv? 4 ---------··-·---.

. _

?+---··
···· -

----------- 9.521/o
,11tal _ .. -

_

-- :-· 1JI__
. -10Õc;,

_

114?11rcc:quest1onna1re administered2Õ2i
,._ ---- .:..0 •... ------------ .

OMMENT:
1

•

I

)om the table above, the majority 0147.62% believed that training 1?akethem

1£1l_bca
team worker, 19.05% believi1d that training make/themto be: skeptical

\With other employees at work, 23.81 % believed that it makes them tb be more

_·
füâividualistic, while only 9.52% sel( cted none of the

aboi°.
This sho0s clcarly

"that the higher the training the more the employee's irelationship will bc

tmprnvement at work
.

.

I .

TABLE 8: Do you agree that the betl:er the relationship bbtween management

?nd empJuyee's the higher will be
th,? productivity in the clrganiz<.1tion'!

o111N10N
_ j.is1?0Ñ$ENTs??-=-: ·¡,ERÇE?J?s; E

:?·= •-?- • -? ?, l ?-?%;(?º ------??=:??--
rfri·?1?-

--------- --

? - 10ºº{º
! _

s;urce: qu??i?i??;-á"fre administered 2021

COMMENT:
.

d ts -1g1·,,e•cl th·1[
00% of the respon en . , ? ,

We can deduce from the above table that 1

agement and employees the higher
.

.1
· between the man

,ff, 't of relationship in
tl1e better the relat10ns 11P

.
, 'h' shows that the e ec

izatwn. 1
15 •

Ithe productive in the organ ·

, hasizcd. ,' t be over ernP
,

.

I
l

lne organization canno
. be improved upon t1roug 1

's perfJrmance
TABLE 9: Can employee ·Uvities

.

·

group
ac

Participation of workers 111
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I

¡;rol11
the abovetable we ca d

·

i

•
11 educe th I

Ii ,1grce
that employee's financial .

at majority or 66 6í'º ..
. : .

,

·it I lowcvcr th¡· s sh
incentives whi'l

·

i

1/u of our rnformants

¦ t11c
•

,
, ows ti

' e only '.1'3 ·3·

I .
.

.
.

. .

' 1at all,)w·
- ,, ·· 3% disagreed on

,1c1w1ues 1mp1 oved employee'.
mg workers partt t·

. i

! . - .

s performance. !

tpa ion
ttl

a group

T/\BLl, 10: Do you agree th t ·h
I

.

l
.

l I

a t e ui:e of first .

d b
I

? clinn1ng ic ts, and rubber boot· h.¡ I .

· ª' oxes, helmets, hand clove.
s e Pm ensurin, . :, .

!

s,

• .

- .. _ __
g safely oi cm¡Jloyees·"I

¦ OPINION
.. ----------- 1

•

¦ ,-,-:-----
- RESPONDENTS

----- -,-----------··--

: \l·.S 38--- ?>EJ¼=fil'J_'.!:_?GE_?---·
• NO ,¡.

---?-- ... _tQ!ULo/cJ_.___é__ __

!!! TOTi\L _

1-2·
---- -- - -----??Zf.1¡_ --

... -

?
•• ,., ., •

• :?----- ··;--;-
I 1Q(JO/o

o tit c .... qucsuonnc11rc adm1111stcrcd' 2021 --1-

¡

I

1-':·om the above table the majority or 90.'18% believed t11ht the use of first aid

l:oxcs, helmets, hand gloves, climbing belt, rubber bo;ots, help greatly in

ensuring safety of employee?; while ¡only 9.52% of the respondents have thei1•

uwn upínion. This indicates that th1e use of the' above materials will ensure

sa!ety at work as is popularly knowr that prevention is

byter
than cure.

TABLE 11: Do you think that impro'rement
on safety me4sure of employee by

,¡.,
1.

1
mall relation in an organ1zat1on.

',e nc1nagemcnL can improve 1u ·

OPLNl-0N
-----ESPÕNUENTS--=?-=-iER{£N1'AGE

R _
--

-
---- -

JQO(¾J

11·_L -------- o%

N (J
o -l(l()o/c_'?-. -

'i'lllJTtd 12 ------------
-

-- - -· -- -

Sülll'Ce: i,ucstionnai¡?;an?ir;<rtércd
2021

COMMENT:
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COMMENT:

In the above t·1sk n
.

·t 59 52,
'

e·
, 1aJOrt Y or ..

•

% of the respondents believed that low

,rnrkcrs morale leads to low productivityand cause regular conflicts between

management and employees in the organization, while lrnly 9.52% believed

that ineffectivecommunicadon coul:l lead to low workers morale, 1'1·.3º1íJ !l!ad

liJ low productivity, 11.9º/ÍJ lead to riigular conflicts between management and

e:nployccs and 4-.76% didn't specify theír own opinion meanwhile it could be

:;bscrvcd that effective communícation
is very vital to every organization.

L\BL' •<'

-1_,,_.
¡

,'. productivity
and co\·dial n:lationship be

" , !Jow would cmp oyec 5:

I

.

.
_

.
..

..
,

- ..
--

n.Es?çii?Ji._--------1-K?s?_il?J.JIA_GE
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,.. ,
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,¡_ i i
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1·oLJg
•

dc'c1·s1·on -
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!coriiMENT:
I

'

-¡
, above table 4 respondent 'th g

· I
· ·

: ¡:roll1
t ,e s WI .52 % answered through regular stall

1ceting, 1 rcspondents also with thE same percentage or lhe 1,1 one answeredíl

.

'

through involvement of workers in d ?cision making, 6 respondents with 14-.]º/ci
also answered by encouraging empbyee's initiative and 26 respondents with

.'higher
percentage of

61.<.:JO_ºI?answ?:red
all of the

abovelwhileoth?.rs
with 2

respondents have the remammg
4.7r/o.

. _I.. 'TABLE 14: Effective communicatiop part of managemer¡t Approach to good
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.

l l th .

'ty . '
I

I

¦
_ h" bove ta ' e, e ma¡º"

º. 95.24% of th"os pc1,doo is belie,ed lha1
! ¡,,,

1

health an d security of Work b1>ost •mPloyée· s mo,,Je, while only 4. 76o/,I-W'cy:respond e nts disagreed of th., statemem. This ¡"' icates lhai witl, the
,1th•_ of health, safety and security an employee can prodsctl,e in the
r!lvis1on

.
. .

I

Ir .. , of the orga111zat1on.
1

• ,ervice

I TESTING OF THE HYPOTHESIS FORMULATED
I

.· .

¦ 4.2

.

1 .1 l· r-1 prcs('ntat1011

•
.

.

II the data collected in this study particu ,11 Y eª.' .

· ·

1_

.

·d

i lnthissecll011, ª.1 would be analy?ed in relation to
uur

earlier forlllLI ate
-

der sec u on '1.- un

•• ·•
]· ·ch three (3) in numb(ir.hypothesis w u

----------

r l. "The better the relationship 1:-etween management and employees, the
I

higher will be the productivity in an organization'! this hypothesis has

been tested and confirmed to be positive, with regards to the responses

as indicated in tablen and 13 which shows 100% and 61 agreed with ttw

statement. ,
,

2 '"¡'] f t· 8111p]oyíee could be improvin'"' upon through
. 1e per ormance o ·

. .. ..

•
I •t'vities and safety measures this

participation of workers 111 a group ac 1
•

, . .
.

. _
. _

lct f''rmed to be pos1t1ve with regai d tu

11 th -· .

¡
.

¡ "en tested an con 1

ypo es1s 1as )" ·
·

1

0 d l 1 which shows about
•

. d
· ' table 9 l an

the resl)onscs as indicate in '

_ . , t
t

, d with the statemen •

.

66 76% 90 5% and l 00% agree rdial relations and higher
·i " •

.

.

,
• •

• ..
. o 1ld enhance co

.

.

. ,

. -
,

"· Hfectivc commurncatwn w
t stcd and compared to l;c

- '.· . has been e.
.

.
.

.
,

.
- ,

¡Jrod ·t· ·r
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.
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1
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O
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CHAPTER FIVE

$.-0 1NTRODUCTION I
This chapter presents the summary_ .1

. ·¡.cone uswn and rec i

d
.

study, based on the findings of 111.s
•

·

0.mmen at1ons of the

·

· re ,earch work. ¡ :

5.1 SUMMARY i I

'
!

The main focus of this is centered on h t . b
I .

i
.

i h I

.w a must e done t? effect1vel¡1 maintain

gooc uman re ations in an O•
· - ·

• • : .

• , . .
.

•

•

I gamzc tlon, a case study of' Mm1stry of Economic

and hmpowermentand ·t
·

•

¡
. .. .

. i
.

I

.

.

.. .

1 is 1ope thct all the constitute border 111 the ,wheels of

effective human relations shall be il\11minated. -

I

Meanwhile cln¡)ter· e f 11·

1

,
e me o t ts research work contains ge,1eral introduction of

the research topic, which the researcher can be able to kn,ow about the impact

of human rdation in an organization This chapter also shcJw the back1ground of'

the case study, statement of the res,earch problem aims ànd objecti0es of the

study formulation of hypothesis, lirriitation encountered fhile cond?1cting
the

research and the scope of the reseaq:h, as well as definition of terms.',.

Chapter two of this study is concerned with commentariçs of human relation;

relevant theories of human relation propounded by vario?s scholars1as well as

factors that lead to poor human Íelation are all critib1lly exanlined
and

reviewed. .

J

·

. \
'

ChapLCr three is mainly concerned With introduction, research methodology,

s.amplc, sampling techniques, and
mêl'thods

of data collect\on.
·1

Chapter four of the research deals wfth data presentation ':and analys\s.

I

' I

•¡·¡ 1
I

ter 0¡· thi·s 1·csearch is c¡:hapter five which is ,munly concern with

1e ast e iap - ·
·

·

I

1

·

.

·l si·c,11 cJfthe study and some recl_,mmend<1tion
by the researcher

su1111J1cll'Y, COilC u. ·

I

.

l

- 1c,11t cif Ji·gawa Srnte Ministry of Economic and Empowerment as

LO l 1c 111,111;1t?Cl1
,

e
•

-

for the w:tys of improving
cmployecr

performance.

I

I

'.'?i\?
? .....

I
...
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'-1?,
5h.,r

11--

?

<

.¡ '.

1?11;0·
?-

: if
.·

.. 1c1,USION
-,?r.:o,?

·

. . .. the beginningof this study up to this juncture, severai attempts have been

rir:: to find out ways on how effec :ive human relation can be maitctained jn
lílad . .

f ¡·,
.

I'

....•.,awa
state M1111stry o· ·.conom1c

?tmpowerment.Hence,.
further efforts were

j'gadeto collect relevant informati n concerning the t(pic. "The
\mpact

of"

Ill an relation in an organi7,,ation" · e information collected during 'the study

hU? ·lassi· ficd tabulated and interpr,ited to find some usef .ü result in Nhich the
was e • · '

J

following problems have been illuminated:

l. There is ineffective syst _,
.; .

. _

_

.
.

. . .

.
-

. . em o commun1catwn use?i by the bbard. The

111st1 uction for feedback .
.

.

. .
.

.
,

_
, ,

.

arc 11ot pt operty clanfy due to one re¡¡son or

another. l his create b i t l

. j

_ . . . _ ...
·

_

ac ª mosp 1ere 111 the orga,1ization inl'
an effort

, t'.JWc\l
d at\.amment of organizé,tional objectives. :

2. l:mployees in the ci
• ·,, t· f

1.

,

_

._
1

,

_

•

.

• ,
,. 1_ga'.11za1?n ?re

ound to
_be ¡rnadequ¡¡tl

or non-

:l?l;¡ment_ ?i-[s01?eflnanc1al111f,e_nt1?e
such as night allowance¡;, shifting

"'\owancc'S,
nvcct,rnc c. t c

jh,s
d,scourngcs cmp\oymto P'.'focmcd

bettL:r 111 the service of the organization.

1

3. i\nother problem is lack ofl cordial relation, wL1ich exists between

management and employees ih the organization.

'1·. There is no propermeasure ta¡wn by board with regard to its e?ployees'

health, security and safety at \}'orle
\

:

S. In spite of huge amount of mlrney spent by the go?ernment ij1 training

employees of the board, thJ1skills acquired dur\ng training are not

allowed to be utilized by the staff in an effütt to enhance high

productivity
in the urganizatic\n.

I

..

'

5.3 RECOMMENDATION

1
I

11

The success of any organizat'.on b?
i

publi.c ?r _private de¡;•-.
ends on

h<\w.
human

relation is effectively rna1ntarned 1n ,hat 01gc1mzat10n. :

,

I

,,
The ,-,,,cJ>·d,c,·s meanwhile have ¡nade it possible to ':make

the ,rollowlng

·•

·

= cornmmcnd«ünn
w the managem9"t

of Jigawa state Mlnlstcy n[ fconomlc

•'

-_
..
,,,J .

Ernpowccnwnt
with a view to lmproye good human celatltn

io Its oft\""
'.,?;,,,''' I

I
I

\}t?I
I

\..-:.__i.,f·:
:\f

..

"·

..
-·.

··

•

I
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?-.

? ...
,¡

,1

T I
,.

r"' ?;;...-

:,.;::--

?'\ ·,,a••
;-\???I:'?<-.,
i;??-

\.?

,.?,
<:_:[

I ·¡·
.

I

Always
e an y mstruction to . b

_ 1
.

- .

su ordmates
!

c1earlY
understood the mean· I .•.

and cl eek that t''
mg of the st ¡

1ey have

and employees should have \th
·.

atem en t. B4>th tl1e mailiag ., ,
.

. .

.

e desire t ., ..
I

.

ernent

attawment of orgamzat1·cln l

- o

excht1ge
v1ew,.I t

.

.
.

.. .

· a goals. No
·'I

owards

without effective particiI)at· ,

real coo¡ eration ¡5¡ po
.. -,.

·1

.

10r. 1 herefore .

,
ssw e

the employees responsible o

'

manage1¡·
ent shoull\ consult

.. t , .

.

•
11 any matter and .

d
.. .

I

must :ic made carelully 1.)
. ,

. .

P1 o ucts e. t. c. chanoes

,
l ecause it is )

.

:t I

I.
b •

every change with sus .. · I .,

·

r syc 10 ogy
ºt·

employees to view

.

· · ptciou.?. 1 hus no o·,
· ... ·

.

1 without effective cornin
. .I

1

gamzc1l10n
can serve well

,1,

•
unicat1:m

2. There is a need for the go

·
· .

to enable it !)ay so 'f' _ve?-?'.?entto_allocate
the

b,
ard suffíci;ent funds

me maneia mcent1ve to th ¡·r "h'
1

1•1·1011c'y as th
•

·.

· e sta ·

• I 1s assumption of

· e primary mot' ?I·
f

1

• ,\··
.·

iva on actor shows to significance bf human

re auon movement as Uert· b,. 1

.

I I

·
z erg P ace it among the li_ygicne factl

rs when

assent e
.. , .

·

·

'

.

· ·
oui se anxiety when1.

present. Therefore, the boar,d should

mtroduce •nyme•nt e f'
.

. f'
•

1

•
.

',.. .. .

, e l sorne

1n1ncia
rncent1ves regu¡Jarly

to

stirp.
ulate the

eU01 t of employees at work.
I

'

,.

3. There is a need for the board uo organize monthly rheeting with all level

of employees with a view to diScuss some impertind1t issLLCS which affc'ct

I

their job. This will no doubt fpstcr
unity and gooui cordi,11 re\ationship

between management and sµbordinatc or bctwJen supervisors ¡_¡nd

!

i

I

employees at work. l)efhaps, n1anagement
¡nust accppt

the príqciple that

in the industrial field. The two factors (employee and ernplpyer) arc

counterpart in organization
Jnd that the two mu'st work together to

, I

,

create wealth and then share if on the basis of genei;al proponion.

'1·. Management should endeavoJ1 to promote safety, health anel s,ccurity at

all level of responsibilities by providing necessary measures in protecting

employees at work. This inclu?es patronizing a privtjte hospital to all stall

uf tile board, and issuing some pquipmcnt
for protccbng other dmployees

al wurk e.g. helmets, climbing¡belts,
rubber boot,

a1(d
first aid

,b_oxcs.
Sir

¡;redi-ic\, Cather wood has ·made related expression at [;urnpean

rn:rnagcrncnt symposium
at D ve's, when he said "if we make losses we

go oot to bosinoss, if our pr ñts ,re to_o \ow,_ w9
cannot eipaod

ond

¡_,¡;prove r>U' prod uets,
_so

we usteare for the '"'_'\º"
uf

owurrs-
llul ,f

,,f\:o not care for the mteres of customers, he w1ll1 bc1y elscw\tece. If c\u

-

I

i

I

•

:¡

,i

.... •
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. ·are for the interest of t±employees, they will work elsewhere"not e
. .

furthermore,
hours for

wo_rk,r1 st,_ventilation, light, latrine, at1d washing

facilities etc. should be stnctly takmg care by the bo ird.
;

. oloyces sent on training should be strictly encouraged and' accorded
5

l·.l11r
·

to practice what they
h?velea1¡nt

in training.

::¡
i

I.
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?lJ:l}ârtrnent
of pub líe adrrünis

state polytechnic Dutse,

¡gawii
·

•
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"'

QUES IONNAIRE

ation.,

Jigav,a
state.

,'pearrespondents,
t

.

: I
am final year student of the JIG WA ST/\TE POLYTECHNIC DU'l'SE. I am

carrying out a study on the topic 'An Evaluation of Human Relation in an

·

Organization:
A case study of Minist y of Economic and Ep1power111ent

Dutsc,

Jigawa
State". This is in partial fulfill ent of the requirertjent for the' award of

HIGHER N/\TlONJ\.L DIPLOMA in Public Administratic¡n. It is 11urely
an

academic work and all the
informa?·.on

given to me by y?iu
would ??

for the

purpose or this research prcJject onl?. Thanks.
I

Yours Faithfully,

YUSUF lHRAlllMAHMED.

INSTRUCTlON
I

'

1

I

·
.

Do not write your name on the qu?stionnaire
read thc11 ?tatemen_r.

carefully

l f t. " to a11swe•r •111y qu'estion. Where a questwn requires you to

)e ore attemp mb
<

i

:

-

·l
. ·t frcirn the gt·ve•11

altern¡;¡.tive and indicate yours choose by puttmg

e 1oose or wn e 1

:

•

a tick on space provided.
:

'

PART ONE: PERSONAL DATA

Q1. SEX

a) Male

l1) Fe111,ilc

nz. y()U\Z l)l'.P/\RTMENT
•.-

-??---·-------------'--

1

r

I

\ I

------
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,,
·:. ?-·.

¡

-¡:

S

i1•J11G
•

' ('
?
¡.

:
==
L

i-

i"

;:¡)
18-25

b) 25-30

e)
30-35

d) 35-1\·0

c) !\O and above

I

I I

t j

[ l

_? QtEDUCATlON/\L
BACKGROUND

§

E
;=

=
iii

ii
I
I

a) \>\l,.\-schoo\ certificate

b) SSCE / grade ii certificate 1

I

I

c) NCE/ Diploma certificate\

d) \\ND/Degree certificate

e) Masters and others

QS. C:/\\U)\ZE/ Ri\Nl<.

l'/\\n' TWO: OPlNlON Ofl THE RESSl¡ONDEN'?

(¿6. \ \ave you ever been sent for trai?ing?

a) Yes

b) No

Q7. If (yes) to 'Mt

employee

r training affect your relations with other

I

',e relationship betwJen manageme;nt and

,!ductivity in the orgat?ization·!

1\2



b].
No

"
.

• [ J IQ9

....(.,al.•1
employees

?e_r?or?1,ancebE Improved upon thrr,ugh

particr'pation
of

workers
in group act1v1t1es?

.

.,•r-.'if.:ftes . [ I

1·?) No ·

·1[ ]

.Ql
O. Do you agree that the use of first aid boxe{ helmets, Lndglovd,climbing

belts,
and

rubber boots help in ensuring safety of
employf

es? !
a) Yes ·

[ ] I

b) No I
l J IQll. Do you think that improveme 1t on safety measurJof

emplo?ee
by the

management can irnprovehuman relationship 'in an
orga11ization'?

I
aj Y? I []

I . I

b) No
:

I I

'

Q12. What are the likely consequences o flack of effective tommunic4tion in an

organization·!
!
I!'lease comment:

'

'

QB. How would employee's pDductivity and cor4ial relaticrship
be

enhanced?
·

.

Please Comment:

1"1·. Do you agree that effective Cl)mmunication is a

aiiproach to good human relation'?

a) Yes

1·

I

tart of ma¡1agcment
I

I
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a) Yes.

;,,
[ ]

.

[ ]
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