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ABSTRACT

work is concentrated or carried out on motivation and staff performance in a

ary organisation.

- Thus motivation as the process of achieving ultimate performance in a voluntary organisation
as well as helping their staff and encouraging them, to concentrated to ward melting the goals
and objective, and achievement of the organisation or foundation. i.e

 (Abdullahimaimasallachi), The research work is divided in to five (5) chapters.

The chapter one of this project it deals with introduction chapter two deals with literature
review base on the topic by the Research, the chapter three it deals with research
methodol;agy as well sample and sampling techniques then the chapter four have an data
presentation analysis and interpretation and the finally chapter which is chapter five contain

the summary, conclusion, recommendations, references and Appendix.

vii

Q
:
?




CHAPTER ONE

Introduction

otivation is very important element of every employees be in public or private sector.

Motivation i — ; .
M‘m’aﬁ(’n in an organization means: the reason for people actions, desires, and needs.

Metivation can also be referred as one’s direction to behaviour, or what cause a person to

: ‘want to repeét a behaviour.

The citizens of today in every developed country are typically employees. They look or work
for an institution that suit their livelihood. They look to the institution for an access to state
and function to the society. They look for an institution that has opportunities personally

fulfilment and achievement.
While in the past employed citizens worked for a small family type operations.

The task of every management is to make productive and the work achieving set goals
organisation have only one true resources people work in organization by making human

resources productive.it accomplishes its performance through work.

In the process of making work to be productive and an essential function, one has to consider
human being as an organism having peculiar physiological and physiological properties
abilities, and limitations and not as things and as having unlike any other resources personally

citizenship. Control over whether the work, how much and how well and those requirement
responsibility, and motivation.

Motivation plays a vital role in effective performance of staff. It is a well known fact that
workers perform better if they are adequately motivated. Every organization expect greater

output and profit, therefore, if this is to be achieved, existing staff must be motivated to




mable them discharge their duties competently and efficiently. An adequately motivated

. employee can perform above the standard expected.

However, in spite of the provision of some motivational factors toward the effective
petformance of staff, there are certain facilities that are still lacking in the pursuit of this in an

organisation. Therefore, the need to study the impact of motivation on staff performance must

arise.

The management of an organisation has to make a productive organisation act of human and
materials resources. Through staff motivation. The organisation must be capable producing
more or better than all the resources that comprises it. It must genuinely be wholt and greater

than at least different from the sum of its parts with its output than the sum of all input.

Concemning the history of Islamic education in Nigeria it is observed that the legacy
bequeathed to mankind through the divine precepts, and effort of the early Muslim scholars
were the major reasons for development of Islamic system of education in the north, where
the trend of the spread of the Islamic education is similar to north Africa and the western
Sudan. The Arab traders poured into the savannah region, which included the Northern part

of Nigeria as early as the almost a thousand years ago”’ ozigi (1981).
Since then Islamic education in couniry has witnessed series of development.
1.1 Research Problem
Factly, there is no organisation that will expect high and efficient performance from its
worker without good package of motivation.

This research intends to investigate the motivation and staff Performance in a voluntary

organisation.




Th : :
e research will try to rectify why the staff of Abdullahimaimasallachi Islamic foundation

performance is not as expected

Motivation, should there for be given all the necessary attention because no matter how the
head of the department (HOD) plans or control activities, he will not achieve meaning full

resulf unless more consideration is given motivation.

1.2 Purpose Of Study

The research is carried out in order to find out the importance of such motivation to an
’ organization. also to find out the extent at which staff were motivated and how they are
| motivated, also the researcher intends to find out the effect of inadequate motivation as it
relates to effective performance of staff on their official duty, likewise find out why are
motivated and what are the result of such motivation

1.3 Objective

| Narrating the benefits is that could be achieved at the end of this research is necessary. The
research is not waster of energy, effort and resources but a prerequisite for the award of

advance diploma in public Administration.

The benefit that could be achieve include giving advice to Abdullahimaimasallachi Islamic
foundation and other related organization on how to take their problem and also how to make
the employee productive through motivation. The researcher will use various theories of

motivation propounded by many people like Abraham Maslow, Douglas MC Gregory,

Frederick Herzberg and the tole of motivation in producing beneficent information to the

foundation.

1.4 Research limitation.

Due to the time factor, the researcher uses question and interview the management in order to

know the relationship between the staffs/teachers and management.

Therefore this research limit to the Abdullahimaimassallaci Islamic foundation.

3
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1.5 Significance of study

The research carri ighli i
arried out so as to highlight the benefits of stimulate peaple and bring out that

na i i i

tural drive to do a good Jjob when efficient and effective performance of duty is carried out
by staff.
Understanding the meaning and importance of motivation in an organisation. By the
individuals is one of the aims of the researcher.
The research is also aiming to make it so easier person or group persons, who needs to know
something about motivation as it relate to effective and efficient performance of duty by staff.
Moreover, the researcher hope that the project will serve as a guide to student who are

waiting to make similar research on this organisation (Abdullahimaimasallaci Islamic

foundation).
1.6 Hypothesis
a. Ho: magnitude of motivation provided by the management determined the level of
efficiently of workers.
Hi: magnitude of motivation provided by the management does not determine the
level of efficiency of workers.
b. Ho: the role of motivation leads to the success at an organizational objective.
Hi: the role of motivation does not leads to the success of an organizational objective.
¢. Ho motivation is a dependent tool for the achievement of an organisational good and

objectives.

Hi: motivation is not a dependent tool for the achievement of an organizational good

objective.




1.7 Case study.

Historical background of the Abdullahimaimassallaci Islamic foundation.

Abdullahimaimassallaci Islamic foundation (named after late ALh. Uba Ibrahim Ringim’s
grandfather) was launched on 28- 5-2000 took over the maintenance and development of the
wagf left behind by late ALh. Uba Ibrahim Ringim for the cause of Islam and Muslims. There
are three schools fadimatuislamiyya primary, (morning & evening }, Abdullahimaimasallaci
Institute for Qur'anic studies junior Tahfeez section in kano, it has another branch which is

Abdullahimaimasallaci Islamic secondary school in Ringim, his house at No.l178

Unguwarginikano city, thousands of collections of rare Islamic Books. Islamic audio video

cassettes, and Mosque.

1.8 Definition of Terms

Motivation: - there are many definition of motivation. One of the definition is the one by
victor who defined motivation as process governing choice made by people or lower
organization is among alteration (arm of voluntary activity).

Staffs: - may be defined as the all the workers employed in an organization considered as a
group. Medical staff.

Performance: - is the act of performing a play, concert or some other form of entertainment.

Voluntary: - is the work done by people whe choose to do it without being paid.

Organization: - is refers as the group of people who form a business together in other to

achieve a particular aims.




CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter' examined relevant literature from works that have already been done on the
topic. The literature review was structured in the following form: Introduction, concepts and
nature of motivation, the early theorists of motivation, contemporary theorists of motivation,
importance of motivation and how motivation influence work in the organization Most
institutions and organizations strive to improve quality service and performance of their
products, service, internal or external operations. The reason for this can vary zicpending on
the goals of the business or the organizational. Important goals could be to ensure a firm and
stable work environment to promote good work performance. The competition between
institutions and organizations can be a difficult task, making it difficult to reach higher goals

and development (Bolman, 1997).

One strategy; for reaching higher goals and development is motivation. Employees are
motivated to tender quality service and effectiveness which means that motivation is a key
factor for progress within an institution or organization. A profound knowledge of motivation
and its meaning is therefore essential for success of the institution (Paré 2001). Motivating

employees is essential for the achievement of organizational goals.




onceptual Literature Review

: Motivation and Job Performance

y \ccording to Butkus and Green (1999), motivation is derived from the word “motivate”,
means to move, push or persuade to act for satisfying a need. Baron (1983) defined
otivation in his own right. He says that “motivation is a set of processes concerned with a
kind of force that energizes behaviour and directs it towards achieving some specific goals.
‘Many writers have expressed motivation as goal directed behaviour. This objective nature of
motivation is also suggested by kreitner and Kinicki (2001) put forward that motivation
represents “those psychological processes that cause the stimulation, persistencd of voluntary

actions that are goal directed”,

A motivated person have the awareness of specific goals must be achieved in specific ways;
therefore he/she directs its effort to achieve such goals (Nel et al., 2001). It means that
motivated person is best fit for the goals that he/she wants to achieve, as he/she is fully aware
of its assumptions. Therefore if the roles of managers are assumed to successfully guide
employees towards the organizational agenda of achieving its objectives, then it is very
important for them to educate and understand those psychological processes and undertakings
that root cause the stimulation, direction of destination, determination and persistence of
voluntary actions (Roberts, 2005). Mo (1992) differentiates between the terms ,,movement"™
and motivation™. Movement carries out the task for compensation, remuneration in humans
mind to act, while the term motivation is stapled with total involvement of a person in its
tasks to carry out with excitements and happiness. In simple words, movement compels a
person to carry out tasks, while motivation is self-realized jubilant and pleasing act of

carrying out specific tasks. The researcher emphasizes on motivation which is basis for the

success because the person involved in it is very happy and voluntarily excited not for

e e T




success because the person involved in it is very happy and voluntarily excited not for
compensation. Motivation is teason for individualsO accomplishments to carry out the
project (La Moita 1995). There are many aspects of motivation in an organization; a person
motivated by those aspeots may not necessarily motivate another person, because there are

many different factors that affect motivation for different level employees.

On reaching the understanding and believing that people (employecs) are naturally motivated,
an organization simply provide the environment for their motivation to be enhanced and
improved (Baron, 1983). It means that an organization is a better environment and working
atmosphere provider, it only needs to believe that the people have the motivational behaviour.
Lawler (2003) noted that different theories questioning why people prefer certain careers,
why they seek particular rewards and why they feel satisfied or dissatisfied with their work
and rewards. These are some of the resonating questions that create so many assumptions and

hypotheses to be researched.

It is widely recognized in management circles, that motivation plays a role in keeping an
employee performing his or her best in any task assigned. Assessing La Motta and Baron,
views on the concept of motivation makes one wonder why incentives provided to workers
did not yield intended purpose, This is as a result of dynamics of individual needs and
humans can never be satisfy in that, when one need is catered for responded, the worker shifts

to another need and this then becomes a challenge hence the call for further research on the

issue of motivation.

2.3 Levels of Employee Motivation

According to research conducted by Mosley, Megginson, and Pietri (2001) the direction of an

employecds behaviour is related to those behaviours, which the Individual chooses to

perform. It refers to how hard the individual is willing to work on the behaviour. (The level




of persistence, it refers to the individualCs willingness to behave despite obstacles, Daschler
and Ninemeier (1989) conducted research and investigated what employees may seek from
the work environment. Their discussion reviews some of employee-related concerns that can
be found in the venue of strategies to employeesD motivation. Employees are individuals

that come from different backgrounds, they have different education with different

experiences and their different family classes are all the factors in which their needs can be

located.
2.4 The Role of Motivation

Many contemporary authors have also defined the concept of motivation. Motivation has
been defined as: the psychological process that gives behaviour purpose m;d direction
(Kreitner, 1995); a predisposition to behave in a purposive manner to achieve specific, unmet
needs (Buford, Bedeian, and Lindner, 1995); an internal drive to satisfy an unsatisfied need

(Higgins, 1994); and the will to achieve (Bedeian, 1993).

According Smith, the reason why employers motivate employees is purposely for survival
(Smith, 1994). Despite the .fact workers always agitating for compensation for work done to
keep them ulive seems to have problem because, when workers are satisfy with their survival
needs, they tend to fight for recognition and others. For example, some feel that, they should
be sponsored to travel outside the country. They felt that, they should be part of decision
making bedy in the organizational setup. Motivated employees are needed in our rapidly
changing workplaces. Motivated employees help organizations survive. Motivated employees

are more productive. To be effective, managers need to understand what motivates employees

within the context of the roles they perform. Of all the functions a manager performs,

motivating employees is arguably the most complex. This is due, in part, to the fact that what

motivates employees changes constantly (Bowen and Radhakrishna, 1991). For example,

_—




lotivator (Kovach, 1987). In addition, as employees get older, interesting work becomes

more of a motivator,

e achievements of individuals and organizational goals are iridependent process linked by

employee work motivation, Individuals motivates themselves to satisfy their personal goals,
& J z {
erefore they invest and direct their efforts for the achievements of organizational objectives

o : ;
O meet with their personal goals also. It means that organizational goals are directly

proportional to the personal goals of individuals,

Robert (2005) reported that the manager*s job is to ensure the work done through employees
is possible, if the employees are self-motivated towards work rather directed. The manager*'s
involvement is not so much important in the motivation of employees. The employees should

motivate themselves to work hard.

The major issue in all services organizations is the motivation of employees whether they are
skilled or unskilled or professionals. It is a today"s challenge for the management in this

competitive world to motivate employees to offer efficient and good services that customers

expect. The employees™ motivation, their enthusiastic and energetic behaviour towards task

fulfilment plays a key role in the suctess of an organization (Cheng, 1995).

According to Petcharak (2002), one of the functions of human resource manager is related to
ensure employees™ workplace motivation. The human resource managers function should bs

to assist the general manager in keeping the employees satisfied with their jobs. Another goal

e o5 i ich is to develop motivated loyees
in organization is the goal of the service manager which is to p Rl Emplay :

and encourage their morale regarding their respective works. The employee work morale,

h as Supervisors, peets, organization, and work environment can be defined in a sense that
Suc. i

the employee has the feeling and be conscious about all aspects of the job. The perfoimance
€ eIl -

1 her of in which
is poor if the employee is not satisfied and happy. There are a number of ways in whici
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organizations can affect the employ
ee?e

above,
Jobs are important by providing a

for their Work
tasks (Locke, T,
may attempt to do > Latham, &Erez, 1988). One way managers

thiS is b Fodie
y link e, : :
performance. Simil 18 the job performance “directly to orgahizational
. Similar to the ¢ .
oncept of task significance, if employees can see how their work

contributes'm achieving {
m izati
& Important Organizational goals, then they are more likely to see their

work as particularly salj ’
Y sallent because the ink between individual and organization goals may

extend beyond the b ; 5 .
4 oundaries of the organization (Perry & Porter, 1982; Perry & Wise, 1990)

Motivation is an effective i :
etlective instrument in the hands of manager for inspiring the workforce and
4

creating a contidsnce i i, By motivating the work force, management creates ,,will to work"
which is necessary for the achievement of the organizational goals. Motivation involves
getting the members of the group, to carry out properly the purpose of the organization. The

following results may be expected if the employees are properly motivated:

The workforce will be better satisfied if management provides them with opporlﬁnities 10
fulfil their physiological and psychological needs. The workers will cooperatz voluntarily

with management and will contribute their maximum towards the goals of the enterprise

Workers will tend to be as efficient as possible by improving upon their skills and knowledge

so that they are able to contribute to the progress of the organization. This will also result in

rate of labour turn over and absenteeism ameng the

increased productivity as well as the

work will be reduced to the barest minimum (Chhabra2010:pt1.3-11.4) It is true to

riforce wi t

ome e workers & ivate i ability 1o increase productivity Wwill be
: - are motivated, their ability to mncre

5 xtent that when workers 2 |

come workers attitude afe not reveisible and management

high. There are certain Sifuations

+ order to influenee them work hard; Despite the deviaies in every society,
must put pressure in ordet + |
s 1 'resommcnded tool in influence labour force Swill to

or

e S i . erful
motivation still remains & PO

work"®,




2.5 The Cuncgpt of Motivatipy

According to Dubin (2002), “Motivatiop |
D15 the g

omp]
person at work in an orga-mZatmn Plex of forces starting and keeping a

Motwat
ion
is somethmg that puts the p.,rson to acnon, and

i

Motwanon refers to the way a person

continues th in the course of
actlon alread;
¥ 1t11t1atecl“

is enthused

achievement of orgamzatmn s object:
Objectives. It 15 something that moves a person into aclion and
continues th in the course Of action enthusiastically,

Motivation is a comy .
plex phenomenon which is influenced by individual, cultural, ethnic and

al f: ; 7
historical factors. Motivation can be defined as “a series of energizing forces that originate

both within and beyond anindividual®s self”, These forces determine the person®s behavious

and therefore, influence his‘her productivity (Jackson, ‘99J) Af‘cosdmg to De Cenzo et al.,
(1996), people who are motivated use a greater cffut to per: !‘gm a Job th’m those whn ars uof
motivated. In other words this means that all thin}-:able factors of physicel or psychological

aspects that wé interact with, leads to a reaction within our self ot of tlis entire organizition:

According to ._,atham and Ernest (2006) motivation was in the bsgmmng of th= 1900s thoughl

only to be monetary. However, it was dlscovered during the 20th centuy that to motivate

employees, there are more factors than _]ust money. In their view, emnloyves" "atl*?acnon

R0 TH ERG T

with their Job is an 1mportant mdlcator fora good 1ob performance and baupy empioyees are

{ Iactor 'nd is affsst-:fl L)y (‘1*- WO - ors™

ca
PIOducgwe T3 them, nottvatlon is a rsycnologl -
‘ed a percon needs to have v.cIta]l]
e, in OldEI' to be motival
Mental ﬂt'lf!l[“' and health Therefm

Dnrdoh s salfesteem and self-act valization

basic needs fulfilled. If these needs aré lacking, a

of iriterst 1 Progress and develop, bolh

. evelo; in lack
cannot develop. This could result 1 bk
Y. heories man needs, which :
a lly. There are several theories of hum 2ds,
Professionally and persona

foundation of motivation. e M g e




s Kewarleaasy (20058) reyeg, tha
t

Tres; <
i ource (HR) and line managers fail 1o
es,

develop reward strategies fo, their empy;
mp, Oye, G
. jil
suggestions on the basjs of CIPDy oSt and Conyay, {2005) established their

§ Survey o
: ; . : Emplo: s
that managers fail to motivate and i : 5 yge welfare and emotional convention

we o,

A > N0t organizatio
orpanizations concerned g ns, suggests that the

s Were Sub'ecte -
Jected o failure fior holding managers responsible to

understand their role i St
0 motivating People and 1o manage performance as effectively as

2.6 Theories of Motivation
2.6.1 Abraham Maslow: Hierarchy of Needs

Maslow (1943) was the first to use people”s needs in motivation theory. He worked with
individuals having neurotic ailments and assessed their hierarchy of needs in 1943. Maslow"s
theory on motivation has attracted management theorists. The hierarchies of needs according
to Maslow are the following: Physiological needs, Safety needs, Love needs, Esteem needs

and Self-Actualization Needs. These needs are arrange from the lower needs to the higher

needs.

Fiy ds rank in a hierarchical order from lowest to highest: physiological, safety,

e needs rank in :

belongi d self: actualization. An individual moves up the hierarchy, when a need
onging, esteem, an &

3 2007).

is substantially realized (Shah and sholt 2007
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Figure 1Maslow[jg Need Hierarchy

Source: Adopted from, Shah and ghap, 2007

food, water, sleep, medicine, education et

2. Saf ' .
afety Needs: To be free of physical danger and of the fear of losing a job, property, food

or shelter and to Protect against any emotional harm, To have a safe home, secure income,

sufficient salary, benefits and medical insurance,

3. Social Needs: Becayse people are social beings, they need to belong and be accepted by
others. They like to have family and friends, People try to satisfy their need for affection,

acceptance and friendship. Interaction and cooperation with co-workers and leaders

4. Esteem Needs: To be held in esteem both by themselves and by others. This kind of need
produces such satisfaction as power, prestige status and self-confidence. It includes both

internal esteem factors like self-respect, autonomy, achievements and external esteem factors
such as status, recognition and attention.

3. Self-actualization: This is the highest need in Maslow(s hierarchy. This need is to fulfil
one(s potential and self-fulfilment and maximize oneDs potential and to accomplish
neds p

hing, Employees in this rank try to maximize their knowledge, skills and performance
something, Emp

to do a good job.

ire i isfy his basic needs first and as he or she is
nei ; ing()s desire is to satisfy
In principle the human being

ek i Ssage is slmply this; people
ir fot hlghet Ileeds. Maslow(ls me;
HI“aFS eucc)uraged, seeking
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Is telatiyey
sequence fo take jtg place, Accorg; qulﬁ]]-ed’ others emerge in the predictable
ME 10 Myg)
- o
consciously aware of these Needs y, o theory, most individuals are not
et

We al] g
one level at a time (Kreitner. 1995, PPosedly Proceed up ¢he hierarchy of needs,

two level rather than g fiye. :
e-leve| hierarchy (Kreitner, 1995). Although, Maslow(s theory is

still useful in certajn areas, the majy strength of
of thi

identification of indjvi
individua] needs for the Purpose of motivating behavioyr (Bowtitch et al.,

1997). Although Maslow s theory has not stood up well under actual testing, it teaches
Managers one important lesson: a fulfilled need doeg not motivate an individual, For
example, the promise of unemployment benefits may partially fulfil an employeeDs need for

economic security (the safety need).

In competing view, physiological and safety needs are arranged in hierarchical fashion, as
Maslow contends, The contrary view is that, any one of the needs may emerge as the single
most important need, depending on an individual. Edward Lawler, a leading motivation
researcher, observed, “Which higher-order needs come into play after the lower ones are
satisfied and in which order they come into play cannot be predicted. If anything, it seems
that most people are simultaneously motivated by several of the same-level need00 Lawler

(1966: P 64),

Jished by Maslow (Maslow 1943: 370) probably provided the
publishe

The “motivati work” ;
W ment with a new way of looking at employees

. four and manage
field of organizational behavio how humans are motivated. Probably the best
ding ho

; s ; tan
Job attitudes or behaviours in unders
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Maslow contends. The contrary view is that, any one of the needs may emerge as the single

most important need, depending on an individual. Edward Lawler, a leading motivation
researcher, observed, “Which higher-order needs come info play after the lower ones are
el t]

satisfied and in which order they come into play cannot be predicted. If anything, it seems

that most people are simultaneously motivated by several of the same-level needD 0 Lawler

(1966: P 64).

: Maslow 1943: 370) probably provided the
ivati 3 lished by Maslow (

The “motivation to work® pub

ehaviour and management wit

g how humans are motivated. Probably the best

h a new way of looking at employees
field of organizational b

i i tandin
job attitudes or behaviours 1 unders
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o .conce,pt'ualisat'ion of humgap need
; [ SAS

Abral

: In organisations has been proposed by this theory.
ham Masloyy Was a clinigy Psychol, V

Ogist who introduced his theory based on personal
the need hierarchy theory. According to him if

function as healthy individualg o well

-adjusted individuals. This idea was later applied to
organizations to em, hasij s
Phasize the jde, that unless employees get their needs met on the job, they

will not funetion as effectively g5 possible

Specificall i
pecitically Maslow theorizeq that people have five types of needs and that these are

activated in a hije, i :
] rarchical manner. This means that these needs are aroused in a specific order

from lowest to highest, such that the lowest-order need must be fulfilled before the next order

need is triggered and the Process continues. If you look at this from a motivational point of

view, Maslow s theory says that a need can never be fully met, but a need that is almost

fulfilled does not longer motivate, According to

Maslow, you need to know where a person is on the hierarchical pyramid in order to motivate
him/her. Then you need to focus on meeting that personOs needs at that level (Robbins

2001).

The fundamental flaws of Maslow(s Needs Theory, stems from his claim that, human needs
patterned systematically from one stage to another. In reality, human needs, though revolve
around the stages identified by him, but in some situations do not necessarity move
ively from one stage to another as he would have us believe. For instance, a person in
progressively ‘
ise hi iologi afety needs in order to achieve
i i omise his physiological or s
some circumstances might compr
arch will examine relevance of the needs theory as a strategy for

some social goals. This rese

motivation by managers.
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f e lones and Ligyg (2005) suggets that the content

theorists led by Herzberg, assumed

a more complex interact;
On betweep both intemal and external factors, and explored the

other hand, process theg, i
s Ty, Where victor Vroom was the first exponent considers how factors

internal to the person Tesult in different behaviours, From the focus point of these two groups,
one coul(? observe that the Process theories attempt or try to understand the thinking
flBsess o individual Might go through in determining how to behave in a workplace, The
primary focus was on how and why questions of motivation, how certain behaviour starts,
developed and sustained ovey time. It is true that human behaviour in general is dynamic and

could affect the individualos petsonal altitude as well as factors surrounding that jndividual.

These exogenous factors emanate from the environment in which the individual operates
generate stimuli to employees, It is my belief that employees in general are goal seeking and
look for challenges and expect positive re-enforcement at all times. Hence, it could only be
of benefit if organisations could provide these rewards and factors. As noted earlier, albeit
employees are financially motivated, motivation could be seen as a moving target. What
motivates differs among different people and may even change for the same person over a
given period of time, developments within the modetn organisation has probably made
motivating employees even more difficult due to the nature of every individual, behaviour

i 1ly motivate employees.
increasing the complexity of what can really

Accordi to Bassette-Jones and Lloyd (2005) expectancy, equity, goal setting and
ccording to 5

ein v i velopment of a simple model of motivational
i i sulted in the de f
reinforcement theories have re

dels suggest that once needs of employees are identified and
alignment. The mo

d also satisfy employee needs. If poorly aligned, then low
also

organizational objectives an

motivation will be the outcome.
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2:6:2 Douglas McGregor. Theory X/Theory v
ory

McGregor(Js theory, which is built o Maslows theory,

adds a central idea: that managers]

assumptions about their ¢
Mployees can affoct their motivation, This theory proposes twa

alternative and ext i
TEME Views 10 see the human being: Theory X and Theory Y. According to

Theory X the employee is vi
Yee is viewed ag mainly negative, lazy, resist change and unable to

motivate. This produg ;
p €8 a controlled environment with strict rules, threats and punishments,

Employees in faie ; s
ploy! an organization like this tends to perform less effectively, give low

roductivi :
Productivity, produces aggressions and conflicts (Bolman et al., 1997). Theory Y on the other

hand stri imi !
strives to maximize the employeels individual goals and efforts by giving workers

greater job involvement and autonomy, ;

This means that employees are given the possibility to.grow and achieve their own goals
within the organization. Employees are viewed as positive and open to development.
ManagementOs goal is to make the employee happy and satisfied with their work and
performance (Bolman et al., 1997; Matteson 1999). Taken not too literally the theory can
provide a useful tool for motivation and management research (Shah and Shah, 2007). In
addition, these theories remain as a guiding principle of positive approaches for management,

to organizational development and to improve organizational culture,

MacGregor suggested that there exist two sets of employees (lazy and ambitious employees)
with lazy employees representing theory X, hard and ambitious workers representing Y.

According to him, the lazy employee should be motivated to increase performance in an
ccording to .

jvation states that, if a worker sees high
izati th Goal theory of motivation s 3
organization Geogopalaus pa
path leading to the attainment of on
sees low productivity as the path leading to the

e or more of his personal goals, he will
productivity as a
turn to be a high producer. But if he

to be a low producer and hence needs to be motivated.

attainment of his goal he will turn
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This discussion on th
e above fvati
- motivational theories explains the fact that the concept of
S motivation ha; .
8 been a eritical factor addressed by previous authors as what

determines the core
Competence
of every arganisation in achieving a competitive position.

Skinner who propound;
ed th £
1 at any behaviour that is rewarded tends to be repeated supported
is view. The term motivati
tivation has been used in numerous and often contradictory ways.

Presently there appear
PPears to be some agreements that the crucial thread that distinguishes

employee(Js motiv :
ated behaviours from other behaviour is that it is goal directed behaviour
(Bindra; 2000)

2.6.3 Frederick Herzberg: Motivation-Hygiene

In 1959 Herzberg, Mausner and Snyderman processed a research concerning mativation to
work. They chose similar companies situated in Pittsburgh Industry area. They interviewed
approximately 200 engineers and accountants working for those companies. The theory
developed from this research concerns hygiene factors, which are necessary for the employee
to experience but do not motivate them to work. The explanation for hygiene factors could be

a personls relationship with the environment in which one operates.

Herzberg rgues that intrinsic job factors are motivating, whereas extrinsic factors only placate

. s ating fact
employees. In this theory, there are tWo group factors. The first one is motivating factors or

satisfaction and the second one is hygiene factors or dissatisfaction. According to Herzberg,
th k et motivated when they are responsible for their work. He also proposed that
e workets g
y thority to their job and offer them direct and
: mployees more au
managers can give their €

i order to motivate and help employees 10 connect to their work
k in or

individual feedbac .
t the job should have
Herzberg also recommended thal
07)- Furthermore.
ilize the full ability of
i Jenges to utilize
A ployeeDs full abilities, the company should

+ used for an em

i t, 20 . _
RS the employee. If the job is not sufficiently

challenging enough and no
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replace the employee Wwith th
© One Who has g Jower level of skill to do the job (Shah and

Shah, 2007). Most empiricaj 1, -
; &l studies haye refuted predictions based on Herzberg(ls theory.
According to Herzbergrs theory,

B e n be concluded that hygiene factors are related to
iss rather than satisfyer
1sfaction, However, recent researchers have found contradictions

and opposite to his th
cory (Examstutor, 2007). Another problem with HerzbergOs theory is

that some employees sh . i
Y OW 1o particylar Interest in such motivators as opportunity for growth
and advancement (Dubrin, 2002)

In spite of critici
P 1sms, Herzbergs theory provided a new way of thinking about worker

motivation a i : :
nd his theory remains as an influential factor in an attempt to make the

motivation theory in an organizational way (Dubrin, 2002). .

HerzbergDs theory implication in real work life for a manager and management in the
company who want to motivate their employees would include these activities: provide the
employees with good compensation, flexible company policies and being connected to their
own employees. In addition, the manager also recognizes the good work from their
employees and gives their employees the opportunities to grow and develop their skills,

knowledge and experience.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.0 INTRODUCTION

Chapter three of this r ar
ese i
ch, reviews or explain the methods use in collection of

information about the th s
[ee source it ig contact analysis method, the second was primary data

and then third method was the use of Questionnaire

3.1 Research Methodology

ethodology i ;
td logy is the process of gathering data from various Resources or respondents both

through questionnaire interview and by observation method book and management e.t.c.

Any items in this research that received have highest percentage will regarded as the decision

rate since it represent maturity view,

Questionnaire is written for tasty and quick reasons to respondents In order to obtained
information we have use questionnaire in which we have distribute to various employees who

are working in Abdullahimaimasallachi [slamic foundation in order to fill it.
In conducting the research the researcher uses three methods of data collection.

a. Contact analysis method

b. The second was primary data

The third method is the use of questionnaire to be answered by the staff of the
c: e thir

foundation.
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Only three schools (3
(3) schools have been selected to serve asa representational of the

schools. The schools that are selected for the research is as follows:

[SN [NAME OF SCHS [0S 0F ADMIN TGS OF [ TOTAL
STAFF TEACHERS
1 Abdullahi M.M.LQ.S. 5 4 9
2 Fadimatu Islamic primary | 3 4 7
(morning)
3 Fadimatuislamiyya 2 4 6
(evening)
Grand total "
3.3 Limitation

This research is limited to Abdullahimaimasallaci foundation authority, based on facts

findings.

4 will criically look a the type of motivtional factors used BY B
wi

However, the researc. o
n and how the staff performance on staff motivation.

Abdullahimaimasallci Islamic foundatio ———
duct a survey of the employees to find out ho v
i condu
e ther it is Proper encouraging and reasonable for rate of
d, whether !

they are being motivate

motivation.
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CHAPTER roug
TA PRES
E. ENTATION ANApygg AND INTERPRE;
TATION

4.0 Introduction

This chapter is designed fo
T the
P of presenting and analysing data collected through

the use of inter Vlerng and (ll[esttcnna re
some of them carried bio-data question whict

were designed to obtain i i
 information related to personal biography of respondents

The interview is conducted
on
one of the management staff and the questionnaire distribution

was made between both junior and senior staff of foundation,

4.1 Interview:-

The researcher had some discussions and interview with the managing director of the

foundation:- in which he answered the following question as:-

Question 1:-what are the performance of motivation?

Answer:

The foundation has been motivating its staff/teachers and government posted teachers to our

schools by giving them period incentives and loan. This kind gesture has yielded food results

students be course the staff/teachers were motivated to perform

in the performance of the
better in discharging their duties.

som?
Question 2:- what are the objectives of the foundation®

Answer:
- rionsind training centres with a view to promoting all
{onal institut!

1. To establish educat '
enefit of the Musli

m cgmmuniw-

aspects of Islamic teaching for the b
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and abroad particularly the Muslim ¢q, tri
I ries.

mosque under the foundation,

6. To cooperate and work i -
hand in hang Wwith other [slamje organizations in and outside the

county having similar aims and objectives Wwith the foundation,

7. To import Islamic books and other teaching equipment for the upliftment of libr;ry and

research centres under the foundation,

Question 3:-what are the achievement of the foundation?
Answer:

1. Construction of Abdullah maimasallaci institute for quranic studies senior tahfecz

section

2. Maintenance and running of the schools and renomovations of fadimatuquranic and
Islamic studies primary school including financial assistance in managing the school

Maintenance and managing the affairs of the mosque and house (the foundation’s

secretariat)
f books, cassettes and other relevant materials of the
t]

4. Cataloguing and assessing o

research centre. - o
l nic and Islamic studies primary

dimatuqura
5. Construction of more class rooms for fa

school
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4.2 Data Presentation Aﬂﬂlysis and Inferp i
retation,

Generally, this chapter wi] ¢ i
1o discuss the analysis and presentation of reseach data by the

use of diagram to show the
Ui
tcome of each ang every question in the questionnaires

The main pupose of this ¢ i
hapter is to get clear understanding as regerds the responses

obtained from the administered questionnaires

1 i : S
The total number of questionnaires distributed is twenty two (22),(13) questionnaires were

returned while nine (9) were not returned,

Our analysis will be based on (13) questionnaires returned by the staff.

Question 1: Position In The Organization.

The rationale behid asking the position in the foundation is to enable the researcher knows
the post occupied by the person responding.

In this category of staffs questionnaire, a total number of (4) four staff responded from

abdllahi M.M.LQ.S, (4) staff from fadimatuislamiyya primary sch section responded and (4)

staff form fadimatuislamiyyasch evening also responded then one (1) from library of the

foundation also responded the questionnaire.
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stion 2: Age,

i R“PDnses
20-30 .
31-40 5
41-50 i
51-above 2
Total | 13

1
The table above shows that 5 respondent out of 13 who returned questionnaires fa]l within the
age of 20-30, 2 respondent were within the age of 31-40, 4respondent fall within the age of

41-50 and lastly only 2 respondent fall within the age of 51 and above.

Question 3: Sex.

Alternative Responses
Male 10
Female 3
Total 13

The table above shows that out of the 13 returned questionnaire from the staffs 10 of them

were filled by males, while 3 were filled by females.
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~ Question 4: Educatioy backgmu'
nd

Alternative

Responses

DIP

5
B.A

7
M.A

1
Total

g 13

DIP(diploma), 7 were filled by B.A(first degree) and 1 were filleq by M.A(masters).

Question 5: Have you ever course or training?

Alternative Responses
Yes 10

No 3
Total 13

The table above shows that 10 respondents cut of 13 were sent for training and 3 respondents

out of 13 were not sent for training.
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I

Ho lnng;,haﬁ_-
e Working wity this foundation?

Respongeg
6
3
~ 1l-above 4
Total 13

The table above sh !
e OWs that 6 respondents out of the 13 of service, 3respondendent fall within

6-10 years, 4 stayed with the service of organization for 11-above

Question 7: Have you ever held a departmental meeting with the management of your

organization?

Alternative Responses
Yes 12

No 1

Total 13

The table above shows that 12 respondents out of the 13 questionnaires returned by the staffs

had a departmental meeting with the management of the smgankeation while sne Tespontiont
a depal

have not.
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R

Question 8: Tf yeg does th,
e ;
Meeting encourages 3 staff toward a successful work?

Alternative
Rﬁsrmnses

Yes

12
No

1

Total

13

The table above shows
that 12 respondents agree that the meeting encourage a staff toward a

successful work | izati
ul work in an oOrganization while gne respondent have not

Question 9: Are you satisfied with your work?

Alternative Responses
Yes 13

No £
Total 13

The table above shows that all the staffs are satisfied with their work in the foundation.
Question 10: In your own opinion which of the following factors do you think motivate

worker much more?

Alternative Responses
Recognition 3
Money 5
Responsibility <

. 5
Promotion
Total 13
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vate worker much More, 3 While motivate worker much

- N ) v then thejy g B
jast 5 where own opinion i'st_omoﬁom ‘ i Rasmmibimy Own opinion and the

3 Quesﬁﬂn 11: From your own obser

% ery.

i ation, please indicate the Jeve] of the activities i
ctivities in

your foundation in terms of the followin,
g:

Alternative Responges

Good 12

Fair . 1 -
Poor 3

Total 13

The table above shows that 12 of respondent shows that their level of activities in the

foundation is ‘good’ and one 1 indicate that the level of activities in the foundation is ‘Fair’.

Question 12: Which of the following is the best and better method motivating other

staff?
Alternative Responses
Payment of salary in time 11
Given loan to staff -
Proper promotion 2
Payment of over time in order
Given an optioned to individual

13

Total
30




T he table above Sl'lOWS tl t11
' ha of reSpOﬂdaﬂt ShU WS th
m )ﬁVatlI-'lg other staff is © t ; at the best and bEtter
ff S p Y Sa aly il’l ti
a men of e’

e and 2
petter mGthDd of mOthﬂnng staff jg ‘pr Tespondent where said the best and
Oper Promot;

on’,

ion 13: Which
Question ich kind of incentjye the foundation g Ziven t
¥ 0 the teachers to motivate
Alternative Responses
Period allowance 6
Loan 1 i
A and B above 5
None of the above 1
Total 13

The table above shows that 6 respondent believe that thekind of incentive that foundation

should be given to the teachers to motivate them is *period allowance’ 1 one respondent

choose ‘loan’ as the incentive to be giving to the teachers in motivating them, 5 respondent

" ivi i ive to be given to the teachers
choose that *period allowance and loan” gIving asthe incentive 10 b€ &

neither period allowance nor loan given is

when mativating them, and 1 one respondent tink

an incentive that motivate teachers:
d by the foundation toward

: hod use
Question 14: Are you satisfied with the metho

motivating its staff?

Alternative Responses
Yes 13

No )
Total 13
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‘ 50 Introduction

[ this chapter will talk aboyt SUmma
TY of the ] chy

; ; pters i,
another important area of the reseqycy, o e. from chapter one to five
ented he

re is the ¢ 7
reference and appendix, nelusion, recommendation,

5.1 Summary

the summary of this resea; i -
rch work 1S categories in to several parts or ranging from first

chapter to last chapter (chapter five).in i
).in 50 chapter one contain the introduction of motivation,

statement of the problem, purpose of study, objective, research limitation, significance of

study, research hypothesis, case study and definition of key terms,

Chapter two of this project discuss about motivation and job performance, levels of employee
motivation, the role of motivation, the concept of motivation theories of motivation or

motivational theories such as Maslow’s need hierarchy theory, Herzberg’s theory and Mc

Gregory theory x /y theory y.

The third chapter of this project deals with research methadelogy, sample and sampling

techniques and limitation, while the second to the last chapter (i.e. chapter four) deals with
d e used in collecting the data, the first method is interviewing
ods wer

data analysis, Two meth |
r method is distributing question

naires to the staff
ement staff and anothe

the one of the manag '
e last chapter of thisre

search work discuss about the

of the organisation of foundation- So, th

ix.
ations, conclusion, reference and sppend
3

d
summary of all chapters, recommer
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- The organisation should or

52 Conc]usion

1n the course of the study, ¢
and the management in th

'questionnaires indicate that,

out in the organisation is 5
e level of activities carried

:
Good®
as the .
esult abtain anq shown in th
e table 11.

The kind of incenti
ive that fav
our to
belp the foundation or an
organisation in motivati
tivating its

staff include ‘period allow.
ance and | i
oan givi v
gIving’ these items constitute toward
owards motivation.

To encourage w:
ork or staff
to work ve
ry hard in an isati
salary in time is th L |
et y paying of the worker’
tter method i e
of motivatin
g staff as shown in th
e result obtained

is table 12.

5.3 Recommendations

Bascd on the find d Y
Ings an analysis as well as inter pr etation of data, the researcher has ade
s m

the following suggestion;

g the staffis to provide enough instructional materials

The additional way of motivatin
he staff and organisation in ge

teacher and providing teaching facilities

towards the development of t neral.

ganised serninars to the

for teaching and learning.
d supervise the activities of the

cheol authority shoul

e school that the s
he affairs of teachers which include

The suggestion that th
mooth running of t

school as well as proper control and $

appointment, promotion and disciplin®
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My name is ‘Rabi Uba Ibrahim
g 'M" & postgraduate student of Jigawa state polytechnic in Dutse

Studying ADPA, conductin 3
s 8 research in your Otganization. You are please requested to

answer the following questions accurately and precisely as possible

Note: - that any information given is purely for academic purposes and it will be treated

confidentially.

It is not necessary to write your name. Please tick in the appropriate boxes below and are

requested to make some comments also.

1. Position in the Organization: ......c.oeeimmiiiemssses

T R

3. ‘Pcationdl background (qualiﬁcation):_

A. DIP ool

B. BA / /

Cc. MA / g

D. OTHERS/ /
sim, ?
5. Have you ever course Of training - i
B.No
A. Yes/ /
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B"N‘Jf p]
es the meeting enean, ]
I B.No/ ;.

- 9. Are you satisfied with your worky ‘

A. Satisfied / / B. Not interesting / !

- 10. In your own opinion which of the following factors do you think motivate  worker

much more?
vy | i.  Recognition / /
ii, Money / /

iii. Responsibility / /
iv. Promotion [/ /

jcate the level of activities in your foundation in

11. Form your own observation, please ind
terms of the following:-
A, Good / /
B. Fair / ¢
C. Poor / -
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st and better method motivating other staff?

Proper promotion
iv. Paymentof over time inorder / /

v. Given an optioned to individual //

13. Which kind of incentive the foundation is given to the teachers to motivate them

i.  Period allowance ! /
ii. Loan [ /
ili. A andB above ! /
iv. Noneoftheabove / /

14. Are you satisfied with the methods used by the foundation towards motivating its staff?
a. Yes / /
b. No / /

15.Can you suggest other ways to be used by the foundation in motivation its

Y& COTTUT T PR PR PR PP PSS RPTPEITECIELRt SRR

Thank you very much for responding.
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