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ABSTRACT
(fn lhe present. study, authors have reviewed the intense literature to extract all passible
1· âimensions ofmotivation, having direct and indirect impact on motivation techniques. This hasexamined the multidimensionality of motivation from the existing literature and present aconceptual framework based on it, and it is experienced that various motivation techniquesdiscussed in this study are having a positive impact on both employee's satisfaction and thequality of performance in an orgçmization. The study adopted hierarchy of need theory ofmotivation as the theoretical framework basic of analysis. On the course of this study, 50questionnaire were administered and of which 42 questionnaire were successfally retrieved andwere used for analysis. However, in order to study the various issues highlighted in this workrelated to employee motivation, a large body of literature have been incorporated The novelty ofthis study lies in its theoretical framework where authors like AbrahamMaslow,.[)ouglasMcGregor, hertzerbery and me ce/lanced and so on, made an attempt to come up with aconstruct having dimensions that directly or indirectly influences e711ployee motivation.it isamong the findings of the study the inadequacy of expert skills, inadequacy of remuneration andcompensation packages, lack of conducive atmosphere for working poor promotion procedure,lack of modern skill of working and inadequacy of incentives. The study farther to recommendsfrom the research analysis that employees should be allowed to attend an induction coursesorganized by their organizations ro enable them perform better. There should also be anadequate remuneration.incentive and compensation packages to motivated workers the welfaresof the workers should also be ensure, so also promotion should be carried out as at when due.
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CHAPTER ONE

ln all organizations whether they operate in private or public sector, there is an essential
increasing_ awareness that employees are the most important assets towards the achievement of
organizational goals and objectives to that, the ingredients of motivation lie within all and the
internalized drive toward the dominant through of the moment(Robby 200 l ).motivation directlylinks to individual perfonnance and effectiveness that gain to organizational perfonnance and as
catalyze for all individual employers working for an organization to enhance their workingattitude for perfonnance or to complete task in much better way than they usually do
organization panagiotakopous(2013) concluded that factors affecting staff motivation at a periodwhere the financial rewards are kept to the least leads to stimulate employees performance so,
management personnel responsibility to motivate their employees to work as pee expectation to
enhance the organization performance leading to the achievement of planned goals and
objectives similarly ,Dysvik and Kuvaas (20 l O) concluded that intrinsic motivation was the
strongest predictor of turnover intension and relationship between mastery approach goals and
turnover intention was only positive for employees ,low in intrinsic motivation the only thing
organizations needs to do is to give employees with ample resources and platform to do.

As per kilo(2013) a successful organization must combine the strength and motivations of
internal employees and respond to external changes and demands promptly to show the
organization value .The research work has taken various techniques of motivation from existing
literature, and managed to make flow of motivation from young age employees to old age
employees from organization perspective managers need to understand the flow of motivation, it
helps them to create a culture where employees always get motivated ¡o do better . barney and
Steven Elias(201 O)fond that with extrinsic motivation there exist a significant interaction
between job street, flex time, and country residence. Leaders know that at the heart of every
productive and successful business lies at having organization culture and hardworking people
collaborate passionately to produce great result (Gigantic and palmer 201!). In the body of
literature, various frameworks are used by the research work based on theories of motivation



"'ff/;;;:t,•.U BACKGROUND OF THE STUDY

I The aim at priority of each and every organization, where her public or private lies on the
journey of maximizing output and retaining a prospect development and growth which is
sustainable in this regard, organization are concerned with how to motivate workers, make
committed and ensure their job satisfaction in order to accomplish organizational goals and
objectives.

Motivation means "to move" and it.is derived from the Latin word mover. lt is" the state of an
individual perspective which represent the some particular behavior".

Gibson (1980) motivation as an internal force which stimulate, regulates and upholds a person's
more important actions. Its existence and nature is deducted from observations and experience of
ôehavior. By using motivation as a tool, a manager can effectively and efficiently blend both the
organization and individuals goals

Terry and Franklin (1987) explained motivation as "the need or drives within an individual that
drive him or her toward goal oriented action. Appleby (198 I) defined motivation as the way
urges, aspiration, derives and needs human being direct, control and explain their behaviors.

Motivation and job satisfaction are management principles used by managers in influencing their
subordinates in order to be productive in their performance. While job satisfaction on the other
hand refers to a feeling contentment experienced by someone whose performance has been
recognized through performance appraisal as commensurate with what is expected of him.
Therefore if an employee is well motivated by recognizing his or her performance, the employee
will derive job satisfaction

Scientific management assumes that an employee is an emotional being and emphasizes the
importance of encouraging cohesive work groups in which each worker, has sense of belonging.
It is recognizes that people process; potential for development, capacity for assuming
responsibility and readiness to direct behavior towards organizational goals. It is therefore, the
basic function of a manager to create an enabling environment which helps people recognize and

develop these human characteristic through motivation. At manager is required to comprehend

2



hlllI1an behavior in order to utilize motivation as an essential instrument to increasej
I:
l

organizational productivity.

Motivation is a general term applying to the entire class of drives
, desires

, needs, wishes andsimilar forces; to say, management or managers motivate their subordinates is to say they do
things which they hope satisfy thus drives ,desires and induce the subordinates to act in a desired
manner

Also it is responsibility of the manager to provide an environment conductive to performance but
staff motivation is the responsibility·ofthe individual themselves (weihrch and Koon 2003).

Individual behavior is determined by that motivates him. Their performance is a product of both
ability level and motivation so if the manager must achieve the goals and objectives of his
?rganizational satisfactory he has motivate his subordinates and also he must attempt to know the
need and expectations of his subordinates if he is to influence their beha;vior and performance at
work.

According to RebisLikert (1967) every aspect of organization activities is determine by
competence motivation and the general effectiveness of its organization of all the task of
management managing the human component is the central and most important task because all
depends on how well it's done .

To cut its short m the logical reasoning from the above, is to ensure that employees if the
organization are taken care of in such a way they give their best to the realization Of accepted
goals.

1.2 STATEMENT OF THE PROBLEM

Despite how virtual motivation is in attaining organizational goals and objectives , organization
àre not separated from the problems of poor performance ,

low level
?roduction , inefficiency

and so on . And this effect the both side of employees and employers

Some employees are lazy to do what is towards expected of them and the geared always towards
giving excuse to keep them away from doing the work

,
to that when they are met with lazy

3
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• ,employers probably the productivity of the organization will basically go down leading the
:::.

organization not achieving the planned goals .

'

r So also when they (lazy employees) met with hardworking, diligent, and functional employees,it's likely for the organization to loss favorable condition in carrying out the work, therebycreating unpleasant stations going along with oppression, threat, misunderstanding, conflictbetween employees and the employer, which at end may lead the employers to resign from theirappointment or to be dismissed by the employer due to their failure to do what is expected ofthem

1.3 AIMS AND OBJECTIVES OF THE STUDY
The research work intends to investigate in attaining as an imperative tool in attainingorganizational goals and objectives.

Effective performance of staff in an organization cru.mot be achieved without adequatecompensation package in incentives to motivate the staff The researc'h work also intends toascertain how much the productivity output is when the staff are adequately motivated. so also inproducing maximum output the managers of an orgmüzation should adopt motivational guns astheir most effective tool in attaining sustainable development as well accomplishing theirorganizational goals and objectives.

The study also tries to explore on types of motivation on behaviors of individual, wants and needwhich differ from social aground to another, from one generation to another, from oneenvironment to another and so on. Therefore, there is need for an organization to identifycomprehensively on its staff in order to motivate them accordingly.

The study also categorizes workers into behaviors in order to differentiate between the incentivesto be used in motivating the employees.

In a nutshell, the research work ascertain the emphasis on rewarding employees for betterperformance and output.

4



1.4 RESEARCH PROPOSITIONS

'¡'.A =-h pmp?itioo ;, ? ?piorei ;o """"' ili" =-h? ?, ID """"" <mu moy be j"'1g<as true or false. It consist of a short introduction, research questions and objectives, brief,literature review, methodology and time line. It tells the relevance of the study about performedand how the study will be.

Motivation as an essential tool in attaining organizational proving:
Motivation is necessary machine used in driving out the achievement of an organization.
workers efficiency is an organization is determined by the magnitude of motivation givenby management

The more good care is given through motivating workers, the more attention they give tothe best performance.

The ability of a management of an organization to motivate their workers, the more level ofefficiency is increased as well ]ob satisfaction

1.5 SIGNIFICANCE OF THE STUDY

The concepts used by the researcher work are unambiguous they are quite cheap order to enableeasy understanding and practical zing the written literature.

The research work all however, be useful to implemented accordingly

Moreover, the research work is at its simplest term to redressing problems itching whethermanagers or students about motivation as its clears the debris of confusion along the way of
getting hold of workers in an organization in logical ways for managers as well impressingexamines on the side of students and passing in flying colors.

In a shell, the research work is so much imperative to the development and increment of outputwhich serves as a path to attaining ?rganizational goals and objectives,

5
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1.6 SCOPEAND LIMITATIONSOF THE STUDY
The study titled "motivation as an essential tool in attaining organizational goals and objectives"covers a stipulated area which is Gwaram local government area. Besides that, the study due tothe factors effecting the selection of a research topic limits its study by taking Gwaram localgovernment as a case study, the factors comprise;

• A V AILABILITYOF DA TA: Obtairung data especially primary data (such as experiment,observation etc.)

2. FINANCIAL PROBLEM:Lack of enough at disposal also constraint the study, for materialsare uneasy restricting the research work

?- TIME? Shortage of time contribute not in small quantity towards restricting the research work.
4. LEVEL OF EXPERTIST;__Theresearcher's leve] of knowledge is a' great limitation to thework due to the level of skill and experience, for the main work is done through the use ofsecondary data, because the primary source needs skill and experience all together with talentedness which require more knowledge.

l. 7 HISTORICAL BAKGROUND OF THE STUDY

Gwaram is a local government area of Jigawa State, Nigeria its head quarter is located at town ofGwarampopularly known as TshohuwarGwaram.

The local government is made up ·of a number of towns and villages including Fagam, FarinDutse
, GalambinAja , kila

, Maruta, Nasarawa
, SabuwarGwaram, KafinFuJani

, kwandiko
,Sara, or Nagogo, Yayari, Rabadi, Tsangarma, Gwani, lnnakawa, and the rest.

Geography of Gwaram Local Government Area

Gwaram local government area occupies a total area of 2,173 square kilo meters (2, I 73km2)ground distance define population of 272,582 at the 2006 census. It has an average temperatureof thirty four degrees cent grade (34°C).

Its topography is generally Characterized by undulating land and also characterized by the
presence of several hills of vary flying elevations.

6
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(25%).

aw,,,,,,, lies wi,wo "' "'''""°" '°"· Tho "''""''" .,, dim,,, 1, foílo""O«l by ili,
"'""boo maritin,, and UOpforu """°I "'mM,o,. ilie fo,m? i, ''-'ofaed by woili ?"orly
wfud.s "mm, from g,tlf of""""· Wm,, <ho,,,.,_,,,,,,'""dcy ?nh,dy wirul,s "mi,g from

Sahara dere,o
, "'"fru¡ begi,,, ¡,, April .,, e"'1 io Oceor,,, º"""I/y . Th, molo =o,J ,,;,ful¡ •

Varies from 500mm to 600mm. the mean daily mínimum temperature are 35ºC and
l 9ºC

respectively , the maximum temperature has two occurring in April and October the lowest
,;,,,,.,,,?, "' reco<dod d?log ili, mooili of "=mbcr aod lMo? . Al <his polo, ili,
temperature can fall as low

1 OºC lower at night the measure restive humidity can be as high as

80% in the month of august and as low as 15% in December.
Population of Gwaram Local Government

The population of Gwaram local government is 272,582 according to 2006 census out of wlúch
120, 28 (44.13%) are made while

260,554(55.]3%) are female with kofal land of 2,l73km2.
statistics also showed that large of population ranged between l 6-52years .The population growth rate is about 2.5% where literacy was place at 22% of the total population

seventy five (75%) percent of the household were
self-employed with agriculture as their main

occupation the average household size was about five or six person per household the local
government area is considered to be semi-urban with greater loca] government has five district
heads, seventy four viJlage heads, eleven political wards

, two state
assembly constancies' and

one federal
constituency .

Economy of Gwaram Local Government Area
The main occupation of inhabitants of the area are farming, hunting, fishing, animal rearing,
hand crafts, and trading. A number of crops such as rice, maize, millet, cassava, BensteadDead palm, and so on. Are cultivated both during training and dry season. Animal like rams,

cows, goats, sheep, etc. are also reared in the local government area. the area also host a number

7
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dingaya market, farindutse market and so on .

Natural Resources of Gwaram Local Government
Th<'°""gmmn,?,;, bi?,ed wi& mm,bct º'""'""' ?som= soch a,; bffiok ofay, '""',
tin, gum Arabic, kaolin

, honey, date palm, etc. the area has five grazing lands three dams, six
rivers and seven hills . the nature of the land is loamy soil in which many varieties of crops are
grown similarly the area has best human resources which is very active to provide workforce for
any grateful venture

Ethno-Religious Setting of Gwaram Local Government
The people of the area are

predominantly Hausa and Fulani by tribe, with some bare-bari and
few wangarawa and they are dominantly Muslims by religion (99.9%).Political Setting of Gwaram Local Government

The local government was created from bimin kudu local government jn 1989. Since it got its
independent to rule over its definite population of its defined territoryThe local government is headed by an elected executive chairman deputized by deputy who is to

be elected
simultaneously with the chairman. The administrative function of the local

government is chaired by the secretary to the local government followed by seven heads various
department. The chairman is assisted by five advisers and supported by five

supervisory
councilors serving as ceremonial heads at the five respective department of the local government
council.

The area ís also divided into two 'distinct state house constituencies which are; Gwaram and
Pagam constituencies. At the level of local government administrative the area is divide into
eleven legislature council. These are

bisirka,dingaya, fagam, farindutse, Gwaram,kila, kondiko,
maruta, Sara, tsangarma, and zabadamnagogo

Similarly, the local government has staff strength of 764 staff (as•at 2016) in the sevenoperational department
, planning and statistics

, finance and supply, works and housing ,

8
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The research study work comprises the fol!owing terms

Motivation

Essential

Tool

• Attain

Organization

Goal

Objective

Motivation:

Weihrch and koontz (2005:359) "motivation is a grateful tenn applying to the entire class
of drives, desires, needs, wishes, and similar forces"

According to Jones and George (2003), "motivation refers to those psychological forces
that determine the direction of a person's behavior in an organization, a person's behavior
in an organization, a person leve] of effort, and a person's level of persistence"
Motivation is therefore; a force in a human being which is sustained and goal direct
towards making him forgetting his own interest and pursue the interest of the individua]
or organization motivating him.
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It's also being seen as a feeling of enthusiasm or interest that makes a person detem1ined
to do

something

Essential:

According to Macmillan English dictionary (MED) at the beginning of 2002 the new
edition essential means "the most basic and important aspect of a subject".It refers to indispensable ingredient, component or part of something which help to make

that thing so substantive and crucial.

Tool:

According to the Macmillan English dictionary (MED) published at the beginning of
2002 new edition, tool is defined as something that you use in order to perform a job or to
achieve an aim "

this refers to a mechanical device intend to make a task easier in anorganization or in doing something.
• Attain:

The Macmillan English dictionary (MED) published on 2002 defined "attain" assucceeding in achieving something especially after a lot of effort. In this, determination
matters in accomplishing goals and objectives.

Organization :

Macmillan English dictionary (MED) published 2002 refer organization as "a group ofpeople who have a particular shared purpose or interest" refers to the coming together ofindividua] whether formally or informally to form a union which will aid them inactivating their goals and objectives.

Goal:

The Macmillan English dictionary (MED) seen goal as something you hope to achieve. Itis a result that one or organization attempting to achieve in a particular period of timewhich is Jong.

10



Objective:

Macmillan English dictionary (MED) defined objective as "something that you plan to
achieve

, especially in business or work " it is a specific result that a person or
organization aims to achieve within a short time frame with available resources that
underlie all planning and tragic activities .

1.9 PLAN OF TIJE STUDY
The research work is sequent divided into five chapters, chapter one and first chapter consists of
the

introduction, background of the study, statement of the problem, aims and objectives of the
study, research

prepositions, significance of the study, scope and limitations of the study,
historical background of the study definition of key concepts, plan of the study as well as the
references,

The chapter two of the research work contains the literature review and the theoretical frame
work which comprises review of the related literatures of various and prominent scholars and
writers. the chapter starts with an introduction

, then an overview of motivation
, motives for

behavior motivation
, motivation as an effect tool for managers , relationship between

motivation, job performance and job satisfaction, theories of motivation
, theoretical frame work

and references.

Chapter three of the research deals with research
methodology which discuses in details what the

research work will do. like al! other chapters it includes; the introduction as the first term
research de?ign, population of the study, sample size, sampling techniques

, methods of data
collection

, research design, research instrument, methods of data analysis and last i.e.references.

Data presentation and analysis is the little of chapter four of the research work. As usually it
starts with the introduction, followed by demographic data of the represents, presentation and?alysis and references.

The summary, concluding, and
recommending chapter comprises, summary, conclusion,recommendations, bibliography and appendix (questionnaire design)

11
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CHAPTER TWO
LITERATURE REVIEW AND

THEORETICAL
FRAMEWORK2.1 INTRODUCTION

This chapter is hereby to clear you the debris of confusion according to the whims and comprises
of the world knowledge through the critical review of different literatures and theories of famous
scholars and writers. The chapter examines previous studies done by those scholars or writers on
motivation as an essential tool in attaining organizational goals and objectives.the chapter also adopts the thematic approach in order to move the work more organized and to

make it easier and understandable to the readers.
2.2 MOTIVATION:AN OVERVIEW

Historically, motivation comes from a Latin word "mover" meaning "to move" motivation is a
process of arousing mov?ment in individual to produce and regulate through the release of
energy by multiplevariable or factors with in the individuals in the environment.Motivation is an energizing force that compels and maintain behavior. It is not an easy task to

motivate human being because of the complexity nature of human being as a social animal, to
that ,the success of any motivational effort depend largely in the extent to which a motivator,
meets the needs of the employees for whom it is intended.
The general purpose of motivation theories is to predict behavior. Motivation is not the behavior
itself and is not performance. Motivation concerns action and the internal and external forceswhich influence a person's choice of action [MuJlins, 2005] and cqllectively the differenttheories of motivation provide a frame work with in which to direct attention to the problem ofhove best to motivate staff to work willingly and effectively [Mullins 2010].

Method for motivating employees, is an intrinsic and internal drive to put forth the necessaryeffort and actions towards work-related activities. Motivated employees are essential to thesuccess of an organization as motivated employees are generally more productive at work place.M ·

d
l y es become more engaged in their workplace. Employees' engagement is an

ot1vate emp o e

·
•

f organization. Research has found that organization with engaged

imperative pent o an

hr t' higher profit margins compered to organization with disengaged

employees, have t ee 1me
.

12
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organization. In addition, employee engagement lanced to lower absenteeism Within an
organization. Employees trying motivating their employees to on will likely see an increase in
overall organizational performance.

I
¡

f
r

Motivation has been Variously described by authors such Robbins, Dece,nzo and coulter, 2010,
Daft, 2012, Micullagh, 2015, Riggio, 2013, Grobler at al 201 I and so on. All of these definitions
do hors "want" "wishes" "aim" "goals" "needs" and "incentives". Lathan [1998] defines
motivation as an "a process that starts with a pay physiological deficiency or need that activates
behavior or a drive that is aimed at a goal incentive" therefore, the key to understanding of and
relationship among needs, drives, and incentives [Tella, Ayeni and popular, 2007.Weibrich and koontz [2005:359] defined motivation as a general term applying to the entire class

of drives, desires, needs, wishes, and similar force" according to see, and similar force".
According to jone and George [2003] "Motivation refers to those psychological force that
determined the direction of a person's behavior in an organization, a person's level of effort, and
a person's leve] of persistence". It is evident that all people have within themselves the potential
of behaving in different ways Onwubulili, Amara chin [2014; 50] defined motivation in this way
"motivation is that energizing force that inducer or compels and maintain behavior "

Motivation
result in tas strategies, which help to patterned behavior towards pro,ducing and reaching a
particular goal.

Researchers have Jong concluded that predetermined organization goals cannot be achievewithout the coordinating efforts of mangers (at all levels). This conclusion thus reemphasizes theimportant role managers' play in any organization and the need to motivate them, in order forthem (managers) to motivate and direct the efforts of their subordinates towards achievement of
· ·

¡ goals and obiectives Motivation is a human psvchological characteristics that

orgamzat10na
, ·

,
·b t erson degree of commitment (stoke, cited in tella at al], 2007) and it includes

contn utes o a p

h Channel and sustain human behavior in a particular committed direction.

the factors t at cause,
,

.

·

th t there are certain assumptions of motivation practices by managers which must

Stoke posits a

d F. tl motivation is commonly assumed to be a good thing. One cannot feel

be understoo . ITS Y,

If 'f is not motivated. Secondly, motivation is one of several factors

very good about onese 1 one

13
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iliat " Wo • -• p,,fonnanre. F?'°" =h ? à,;füy, ?"'""· and ,,,,¡;,,, ""ª? wb;,h

ooo podbm, = ruso ;mp,rtru,t Thhúly, m.,.,,,,, and """"'- ru;ke ?"""' ""'
mOti,otioo fa;, short ruppJy""' ;o need ofpcriodk re,,1o,,;,1m,"" Fo<nthly, =ti"<tio, ;, ,

tool .,;th whicl, -ge,, can "" ;, o,g-,;,,,. o· m=gea know what dri,es Uro pc"Pfo

w,nking fu, """• ilioy ,., trufo, job Ms;"""'"" and rewmds ,o wha, poopJo ''kk' mo,;,_¡;,,
can also be conserved of as whatever it take to

encourage workers to perform by fulfilling or
appealing to their needs, Mu!Jins [2010] states that the underlying concept of motivation is some
driving force within individuals by which they attempt to achieve some goals in order to fulfil]
some need or expectation. Individua] employees come to organization with their personal goals
wJ,kb, ;,, mo, =" m, '"'=• from fu-Oso of<ho o,gru,;,,¡;,, h • llimafure, ili,

respon&bHhy

of management to redirect and align employees' goals with that of the organization in order to
achieve set goals and objectives.

2.3 MOTIVES FOR BERAVIOUR•s MOTIVATION'Behaviors dete1mine how an individua] would be motivated, the following are basic motives for

behaviors' motivations;
J. Drive

2. Need

3. Instinct

Drive: Ishaq , Aisha Ismail (20!4:18) sununarizes drive as direction towards selected
goal

Thus, drive could be defined as a factor of influencing behavior which deals withphysical energy that release the body with that energy and finally leads to an activity. Hestarted spiritually while its outcome physically.

Drive is motivating factor within the personality of selfishne?s in purpose, wish orinterest.

d Choice of course to study, choice of friend or marriage partner, wish to

Interest towar s

be polite or violently and so on.

14
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N...,, fa o W,si,, o, whia, ro go, oomc•?, i, fa '"'""'m,m fu, '°""'h;,8 .;, fa

requirement

1' O aJ,o ' mo,;,ru, fo,
moti.,,;,g , boho,;,, Whfoh ;, w,limi,ed ;, 'OmJ'risc, fü,

physiological need, survival need, safety and so on
fostíss ct, Thfa fuero, """"""' hei,,.,¡,,, refo, ,, ili, fw,druoM,ru bem; ,w, ;ohoit,,¡

from fimu!y, '""""'"'' Y, o, cos;ro""""' They = mostly ioru,;,ed ,afüo, '"' ,cq,eo1
example of instinct are cultura] beliefs and religious beliefsA p<>oon grow, op wófüo,, insti,ct ;ohoi<ed ;, =,e, ruso ? on, '°""" k,owfodgc

among the four sources of
knowledge which is capable of shaping a person's

personality

in the grassroots. It is an important in behaviors motivation. In this factor, individual can

be trained or motivated to be
hardworking or lazy with outcome of making the

organization he or she finds himself or herself achieve its objectives and goals or
downgrade the organization on the other hands.
To raise after all, instinct is a complex inheritable tendencies common to all members of

a species compelJing each· individual which includes; parenthood, self-assertions,
curiosity and so on

2.4 Monv A TIONAL TOOLS AND THEIR EFFECTIVENESS
The are some of motivational tools with their overall effect:

l. Remuneration and compensation packages
2. Security of job

3. Promotion

4. Participation

5. Punishment

15



J
• Remuneration and

compensatio
kan Pac ges:This is achievable

through the Posif f
, ion °

adequate wages and salaries,
Remuneration and

compensation
packages should be ro

1

,P mpt Y Paid to
employ, This

motivating and employ

to do what he or she supposed to do th .

· e vice versa tends to
develop un wanted behavior

such as Jack of
Punctuality truan

¡cy , 0wer
performance

, low
productivity , corruption

and other
non-chalets attitude in an

organization
Security of job

s?,,;ty i, '1so • b,s;, _, of ?''Y ?Pi"Y?. Boili ili, physieol •?,rjty """
psychological security should be guaranteed in an organization to make employees face
achievement to be obtained by the organization. Good making condition should be

provided to the employees in order to make environment an enabling one for them to
work effectively and efficiently employees should not be oppressed and threatened with
the light mistakes they make. They should not be easily tenninated of the appoints,
suspended, disengaged with their lives and other forms of maltreatment.

• Promotion:

Promotion refers to the entire set of activities that are subject to satisfying of valences.An employee is eager to see this happen to him or had in his or her organization. It is

?ot
b

.

t of monev rather in terms of recognition of an employee's service

only een m erms
,

'

importance or performance.

much care and practiced accordingly helps increase

This tool when considered ·with
.

.

ls and obiectives.organ1zat10ngoa ,

Participation :

. .

1 and objectives is participation.
.

I
.

attaining orgamzatwn goa s

.

.

Another important too m

f 1 ·ng those próblems. It 1s when thered the ways o so viPeople entered having problem an
.

. al' ed and works are done effectively
.

nd initiatives are Ie 12

•

rt' ·

ant new irmovative a

.

t·ou and knowledge valuable to

1s pa 1c1p

. .

t· n yields motiva 1

.

kind of part1c1pa lOand efficiently. Right
organizational success.
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Ajibola, kofo h,
(20IS;67) " ...

.

Participation d
motivators, 1t is a mean f 0es not

respond t

. s O

recognition it O a number of basic
accomphsh.lll.ent. It shouJd th ,. 8PPeaJs to the need for afti¡• 1.

ere,ore assu th 1 1a ion and
ak ·

•

'reatalJr, ..

m e an
organ1zaflon attain its Plan d onns of

Part1c1pations are essential to
e goaJs and b" •o

?ec11ves
colJectiveJy

, Punishment :

·

Some employees are rnotivat d tie
trough promotion d .

reinforcement etc but .

. ' goo
compensatwn package, positive

., is possible for a person to fi d
organization with ¡J1e v· .

m some employees in the
ice interest of thTh ose employees at the same frame of time with the

same age. ey can only be motivated thr
.

'

.

ough threat, oppression, and maltreatment and

like. they only corne to order tltr h f,
,

.
. oug ear of loss of job demotion

, loss of income,
d1sm1ssal, reduction of allowan

1

.

.

.

.
ces, pena hes has been continues to be a strong motivator

,

yet 1s not admitted as the basic tool.
2.5 MOTIVATION AS AN EFFECTIVE TOOL FOR MANAGERS
Motivation as an essential tool attaining organizational goals and objectives is under managed by
managers in today's context. Managers do motivate employees to inspire the spirit ofhardworking and diligence in frame, in order to produce the best output for the organizationefficiency and effectively. Since individua] have different motivating forces. The research workis hereby to help managers to be more effective at creating an enabling motivational environmentthe managers can achieve this through the following:

•

Identifying motivating factors:

¡d fi t
·

d ntify what really motivate associates. people do resolve at

The managers shou irs 1 e

.
.

.
h th find themselves in an enabling environment which

doing their best work w en ey

d h they get a job we1l done a "thank you" ,
"a pat on the

makes them feel value w ere

.

. . .

the managers could be able to achieve a grant
back" etc . Through this simple countnes,

.
. .

·

. . .

their employers which will m return end at

. .

ale m mot1vatrnnimpact on orgamzat10n mor
.

. .

work effectively and efficiently.improving the orgamzatwnal

17



, Identifying factors th ta are hn Portant for th e
elllpJThrough motivation ess t' l

0Yees:' en 1ª
factors fo .by the managers th r

motivating e
1

ere
tendency of it ("'ot· .

rnp oyees are not we]l recognized
'd h th ·

.,,
1Vating) h'

s1 e w en e
important f¡ or lllder Ptodu t'

.actors are wjjj r . e zvny , on the other
the organization Will be

achievabl
ecogmzed and

practiced,
'productivity at apex of

.

e
, to that motivar

achieved.
Managers should kn

'

ion can be properly or
improperly

. ow that, they are de J' .

somethmg because they w ª mg With human beings not to do
.

.
.

ant to do it. This cornrno, .

.

,lrnowrng what 1s important t .
1 factor is not achievable without

0
associates.

\tanagers therefore, are required to .use proper m couniries in motivatin th .

·,wards the desired goals and b
•

.

g eir employees to do

"
0 ?ect,ves of the desire.

To cut it short, if proper motivational envir ·

•

. onment is put 111 order, managers will be equipped

11ith productive employees.

2.6 RELATIONSHIP BETWEEN MOTIVATION, JOB PERFORMANCE AND JOBSATISFACTION

\loti1ation, job performance and job satisfaction interact with each other and functioned;nicrpedently such that the process is circular rather than linear. When job satisfaction and,êé:fonnance is linked with group performance, the outcome revealed that higher job satisfaction/Jds to higher performance although it is not always the case. Working in team is the key in
c¡!Jie1fog desirable outcomes which means that employees should not be kept in isolation but,,

Id b k th to effectively achieve the goals and objectives whether in

,,uu. e encourage wor toge er

g:oup or the organization as whole.
',

1

•

ards systems to improve the inventories to improve
'"iílY organizations wiJl use appropriate rew

.

.

1

, and Rouse! ( ¡ 999) that employees behavwr
'nJ•iio1

.

b
.

f' f (springs 20 I 1) iga ens1
• ees JO satis ac 10n ·'

. .

·d' t (2005) the relationship
¡, ..

.

. .

and job sat1sfactwn acc01 mg o
.,J

Ieed111gs are effected by motivatzon

I f; is on task only. Thereforelo ees should not on y ocLorganizational and emp Y
.

h incentive system with a high level
'I'

. .

.

h
.

on impJemenung t eÊdJJ1za11onal should put more emp asis

d broad bridge (2006) revealed that.

II
.

ncrease Person anemployees job satisfaction WJ i ·

'd the differences in nature of eachf in centric need cons1 er'l\,nizations in the development 0
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industry and
background of each

background o
.

.

d lop an f" . f each
organization. Organization should also take

in to eve e iect1ve
motivation s st .

.
.

Y em to increase
employees' motivation towards their

works. This m terrn tUrn helps im .

proving the
efficiency and quality of work enabling

organizations to meet their
performance

outcomes.
Urbanski (1986) used salary increm t •

•

.

.

•

en s as a motivation tool, found that It effectively motivates
?,,,,?,and'º"'""",_'>tio,

p,,fnnnane,""'
Jre,ibi!i<y in.,,..,, in_oo,, = '1?

foood In havo P<>sitiv, •ff?,. Bh-e ·? •· (2011) .,.,, ili, '"'" of rnoti?tino on ioili,ldnw

and how It '"""'º"" >owrnd,; rngo,;"°'"" P•fom,,.e, wiili ili, w?l?loo ilio<

°""'"'"ºMl should defi., e lea, .,., ,gy m tiok ""'º""""' wi<h rewaru, A"'"'" " al (20 '3 l

established that
monetary incentives were important factors of employee motivation and

achievement which contributes
significantly to organizational level performance returns.Conclusively, important positive

relationship on organizational performance which comprises
financial performance, service performance and behavior performance.
2.7 THEORIES OF MOTIVATION

Many scholars wrote on what motivate individuals is an

organizatio?
or

per?onally
under thisk

.

d' .

g one of the motivational theones earned out by some

unit the research wor is iscussm
.

Am hich the following are to be discussed:
promment scholars . ong w

Maslow's theory of motivation (hierarchy of needs)

tancy theory of motivationVroom's expec

.

T lors theory of motivation (tylorism)
Fredrick Wmslow ay

McGregor's motivational theory x and y.

f otivatíon (hierarchy of needs)
• Maslow's theory O m

1 N w York, where he grew up·¡ I 1908 in Brook yn, eAb a]¡ Maslow was bom on Apn '

.

,

ts who emigrated from Russia. Maslow

r am

h' Jewish paren
.

ldren born to isthe first of seven chi
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1
later described his

ear/y h'Jde
1 hood as Unhin the library inunersed in books.

appy and
lonely and he spent much of his timeEventually, Maslow Went on to stud

·

1
•Y aw at Clty college f

cousin bertha Goodman he later w· h
O new York (ccny) and married his first

s itc ed to the
university of .

·nterested in
psychology and . was cousm where he developed an

I

a mount m psycholo ist fI fI
d isor Maslow earned I] th .

.

g arry allow who served as his doctorial

a v
a ree of his m ps ch

I
.

.

'

h ¡ d
·

I 93ü y O ogy from the
un1vers1ty of was cousin: a

bac e or egree m
' a meters degree in 1931 and d .a octorate m l 984Abraham Maslow began

teaching at B kl .roo Yn College m 1937 and continued to work as a

member of the school's faculty unt'] ¡95¡ d
·

•
•

l
urmg this time, he was heavenly influenced by

Gestalt psychological max Waterier and
anthropologist Ruth Benedict. Maslow believed that

they are such exceptional people that he began to analyze and take notes on their behavior.During the I 950s, Maslow became one of the founders and driving forces behind the school of
thought known as humanistic

psychology. Bis theories including the hierarchy of needs, self-
actualization and peak experienced become fundamental subjects in the humanist movement.At a time when most psychological aspects of human nature that were considered abnormal,Abraham Maslow shifted focus to look at the positive sides of mental health. His interest inhuman potential, seeking peak experiences improving mental health by seeking personal growthhad a lasting influence on psychological.

Maslow died in California on June 8, 1970, due to ª heart attack.

M l formulated a framework of motivating human based on

ln 1943, Dr. Abraham H. as ow

,

•

h ¡
·

t) From his work, May managers and modern leaders
clinical with individuals (as ª psyc O agis ·

and work force management.
find ways of motivating employees

h beings are motivated by unsatisfied needs,

,,
h sented that uman"las]aw's motivational t eory pre

.

the lower needs must be fulfilled before
.

b foJlowed sequent 1.e.
and fulfilling the needs, 1t has to e

the higher needs

.
. .

fi d •¡ no longer serves to motivate the
.

.

need is a satis ie
'

I

I
d h t once a given

n
essence, the believe t a

next higher need.
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According to him (i.e.
Maslow) b £

.

e ore a
Person e

need that must be satisfied thos an act
unselfishly th

e needs are fiv .

ere are general tYPes of
e in nlilnbe ·

fo11ows
r as

identified by him and they are as• Psychological needs

, Safety needs

• love and belonged needs
, Esteem needs

•

Self-actualization needs

Psychological needs

The primary and fundamental hierarchy is the psychological needs. they are unlearned
basic need the psychological needs includes the basic needs that man needs for survivalof his body which food, clothing, air, shelter, and the domestic processes such asexcretion the people who are willing to do whatever it takes to feed their families aregood representatives of those who are in this level; they would risk their of their survivaltheir freedom (such as in committing criminal acts) just to say could have food and theirdinner once the psychological needs are satisfied a person could move once to the nextlevel which is the need for safety.

Safety needs

,
·

tenance has been secured, the need to feel safe takes
Once the needs for body s mam

. .

·

lace forms such as personal safety which 1s the one need toprecedence. Safety need take P

. .
.

uch as war and domestic v10lence.feel free from physical harm s

.

h
•

m there should be a provision of safesafety servmg mee anis
,Since individuals became

.

d ision of freedom from all forms ofh
·

b security an provworking environment !broug 10

t robbery a'ttack etc. comfortable
. torture embarrassmen 'threat such as oppresswn, '
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working condition,
secllrityh and

freedom "-o,,.,
treatments s OU)d be ensur d " •u fear

111
1

e
.

o
estation and other human

, Love and
belongies needs:

The need for love and b
1

·

e onged ·

is
very essential s

·

separately, rather in the corn mee human beings cannot Jive

.
. Pany of one

another it is .

orgamzatwn and
association

.

'

through this
togetherness various

are
established and b .

enormous . through love and b
1

'

Y so doing sharing of ideas become
e onged need families f, .

motivating behavior throu h
.

. . are or need which serves as agents
g intuition, because the members s

.

.

which gives them th b'¡•
pend, time with each other,

e a
I Hy of co1111nuu

·

.

.

. reate With each other and share ideas, facts and

so on, which will rett.In1 make the
b

. mem ers to have sense of belonging to have sense of

belonging and acceptance in the family.
O,e, P"SOn feels, safe he o, sh, will need ,o feel'°'"' ru,d •?•o<ru.ee by o<O,,, This

take forms in to two ways; sexual and non-sexual.
This can be shown by people who perform at below optional levels when they feel
ostracized from friends or by people who are love loan. In this need these are common
love and affection, affiliation, belonged, acceptance since interaction is present.
The need does not solely lies on faniily rather to make it clear to the reader.
When a person has already received love and belonging, they feel much better and moremotivated which is now next level i.e. eSteem needs.

Esteem needs:

If t and esteem rather than just Jove and

.
.

.

h eople seek se -respec
This 1s now the pomt w ere P

d I rv which Maslow describes as
hr h seeking fame an g o , ,belonging. It can be done t oug

.

h
.

ore internally oriented which is·on i's the one wh1c is mI ·

h h' her vers1

Th d

ower vers10n. T e 1g

It is higher need humans. e neeand self-respect.the need for strength, self-mastery,
I to achieve planned goals and get a

.

here so a soto
·

.

(' power) arises '

d lhe world. it differs from

insen influence 1.e.
. towards nee over.

'd Is are competing
.

s it is shown by the
recognized status. Ind1v1 ua

.

t organizat10ns a

organizatwns oPerson to person, generation,

22
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strUggles. The
struggles ll1. h. ig t be a Peaone 1.e. the one With blood h cefu¡ one i.e. the .

s ed the n d one
Without bi .

of achievement, status .
.

ee s of
esteern , 00dshed or violent

'
recogl!!t1on etc. comprises the need for

power, needSelf-Actualization Needs

These four are the
"deprivat· 10n needs" tbM J

' h
·

h at
needed t b .

as ow s ierarc y of needs
they o e satisfied in the five level of

.
. ,

are called as stich b ,
. s

of its lackmg and once of a Persa ecause it is satisfied by the absence

.

. n no longer lack the
satisfy the highest level

"Growtl se four, a person now is ready to

'

1 need", Which is satisfi •
.

become what one is capable fb . Jed
actuahzat10n or the need to

0
emg, Whatever it may be.This is the lofty Part of the PYram·d.

. l that Maslow
determined as the level of his human

mot1vat10n theory, the
hierarchy of d h

. nee s w ere you can strive to be what we can be

fulfilling ones potential, it may be some like .

.

.Panting a picture that 1s sold at a gallery for

a hard some price a
learning a ne l

l
·

·
·

,

w
anguage, p aymg v10Jin to a component level of a

passing a degree in bio
chemistry.

The needs are never satisfied fully, unlike the lower need, bfcause as one growspsychological there are always new opportunities to continue to grow this is the whateconomics referred to as "unlimited human wants" it is the stage where a person want tolearn all their potential and the and transform perception into reality.
Maslow decelerated that to fulfiJJ self-actualization we must first conquer the steps in thel l h 'd s we have our psychological needs all ticking Over and we

ower evels oft e pyram1 . o

.

¡ t !ding We must also master our level of esteem

fee] safe secure and master our socia s ru ·

'

T d develop our abilities, follow our dream
[both of them) and this leaves us to uti ize an

.

ow and become successful.
[that we must first create) and _aspire

to gr

of peak experiences, which servesfre uent occurrencesSelf-actualized individuals have q

h
.

ss These are few individualsd harmony and appme .

as an energized moments to prefun
.

d' 'duals have motivators such as:

.

tualization those m 1v1ll'h1ch reach this stage of self-ac
.

. . . . innovation and so on.truth, Justice, wisdom, m1tiatwn,
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r
Maslow made ni"lnor

change
.

development What h
In his

lllodeJ ,

.
e called "se]

he
agreedbehmd our ºWn s lf.

f
transcsd ,

that there
i

.e
.

Becomin ence '. Üffe .

s a higher level ofMaslow PYramid. It is Probab
g altruistic or

spirituaJ. n?g ourselves to
sotnething Wellhas ever asked. Wh

ly one of the lll
I'l¡¡s

1eveJ goes beyo d hy are We he ? .

ost
sought aft

n t e top ofafter we die? re· Is
Infinity su h

er
questions the hue a

thing? Wh
man race

·

at becoin es of our spiritualILLUSTRATION OF MA.stow BIERA.
RCBYOFNEED

Trues,

Justice,

Wisdom

Initiation innovati__
o_n_e_tc.;c·-..;

Academic accomplishm ent,
Prestige stat' us,

power,rendition,need
For achievement etc.

Friendships,Romantic attachments "'am'l -:-al'li I Y, SOC!

groups, community groups etc.

Financial security, health and weHness, safety against accident
Foot, water, breathing, horpe stasis, nutrition etc.----

?
Maslow' ths

eory of need stated that the lower of need are satisfied before the higher i.e. from
.DSJICboJog· 1

. . . .Jea to self-actuahzatwn but to the research work, class1ficat10n of Maslow's hierarchy???· ...
.

18 not universa] and might very across cultures, rehgwus behef as a result of resources
IQ

a

geographical location and individual differences. it might also very across age groups, as it

1:il¡¡
be

observed that children had higher physical need scores them the other age groups, while,

?e
need

ernerged from childhood to young adult hood, likewise the
estee? n.eed

is the highest
ºng the ad ¡ dult had the highest self-actuahzat10n level, and oldo escent group of age, young a
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e
had the highest leve¡ of

security
ag

.
· So by

consideti .
sequential

order of
Maslow's

hierarchy, ng this, the age
classification affect theThe hierarchy of Maslow's couJd also b

.
e

affected
during th .

ust change the sequence order of his w k .
.

e War time.
Insecurity or

insurgency

m

or
' It is very possible .

t
drink as a result of fear and all Wh during war time people could not

ea,

at they need ·

.

er
IS

security Which will redress them from

dang ·

sequencly.

Therefore, according to the research k .Wor
' is not aJ,"ays ',

1

'

h'
" ,v,as ow s

1erarchy is followed
Vroom's

Expectancy Theory Of Motivation
Victor H. Vroom was born on au t 9 1932

·

M
·

gus
, in ontreaJ, Canada. He 1s professor of

management at the Yaye Schoo] of management. He received his doctorate at theUniversity of Michigan. He is the younger of two brothers he has. In 1949, victor vroomfather realized the Jack of future planning by his son, for this reason, his father found ajob as a teller at the royal Bank of Canada for his son. Victor vroom soon identified thathe has more potential than 011ly work as a teller in the bank as a result of former bankmember advice from the blue knights, he applied to sir George College, which is nowcalled Concordia University. Since his father early retired he himself had to finance hiseducation. After his PHD victor vroom started to work as a director in the survey research.
.

1 1 k as a lecturer in the department of psychological at

Centre while simultaneous Y a so wor

'

the University of Michigan for two years.

. ,

f Denny vain where he taught introductory
H d rk for the Umverslty oe got offere to wo

.

h 1 ¡ that time victor vroom
.

lo and industnal psyc o ogy. n
,

psychology, social psycho gy,
.

1 nt contract ended, victor vroom
.

.

ation. When hrs emp oyme
. . .

authonzed work and motiv
. . _

th t time top ranked umversities wereMellon umvers1ty m a

. .

decided to teach at carnage
business or management m his class he.

I b I more centered on
. .

h

not focus on psycholog1ca u

d t in particularly Edward dec1 wit. . 'th two stu ens,I ssociatJon w1felt a strong intellectua ª
.

f "
. " ement and motiva ion .Who he authonzed manag
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In ¡ 972, victor vroom left Carne ie 1\,f .

,

. . g el!on
University and st

¡¡JJd w1thm a few
Weeks, he was app

.

d arted to work for Yale
University

0inte to chair.
'However, five years later victor Vro .om Was

diagnosed thou h .

but afterwards it seemed to be sare .d .

.
g t to be diagnosed with Jung cancer,

o1 os1s, an
mflanimat d.

f the body including the !u
. ory isease that can affect multiple areas

0

.

f d
ngs, eyes, sk1n, and heart.

Fortunately the disease was treatable and

he 1s out o anger.

Victor vroom
currently still teach psych ¡

h
.

.

_

0 ogy and e is director at the chief executive leadership

institute both at Y ale
University H ¡·

.
.

'

· e ives together With his wife Julia Francis in Guilford in the

United Kingdom. They have two sons o=
d r ·

•
•

-

, n? .. e r1stan and Trevor. During his spare time, victor

vroom loves sailing, which he does since 1978.
He wrote many books among which are the role of the situation in leadership, on the origins of
expectancy theory, leadership and the decision making process etc.
Victor vroom proposed an expectancy model of motivation, the theory does not helps explain
factors that motivate people to work, rather to understand how individual thought process may
be organized or connected.

Behavior is seemed to be function of interaction between values, needs, expertise, demands.
Vroom's theory of motivation is based on three basic concept which are:

• Valence

Expectancy

Force

Valence:

d
•

l d 1
h desire for something an 1s re ate 0th as a result oft eThis explains that human streng

.

t ome of the course of action may beof act10n. The ou cthe outcome of alternation course
' desire for something is based on upon thefi a personspositive or negative there ore
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J

..

i

I
I
I
..

I

anticipation
satisfaction and d' .

issatisfaction
associated .

are expected to lead for instan, With the outcomes to which they
ce, a person desire to e ti .

.

of the possible outcome that h P r 0rm hts Job, effectively because
e may be

Promoted. This h
l

.

. .

valences which serves as
•

e P him to
develop the positive

lllstruments or tools in
achieving his outcome,

, Expectancy

The effort °' behavio, of""'°" is Pmb,biy Yidd,d • • p,rt¡,w. '""°me, <hi, ls ''°''
what employees expect from the'

fi"'
.

ir own e ,arts and the relatJon to good perfonnance. Part

of his expectation is the level of d'ffi lt h ·

·
·

I 1cu Y e
experiences. an orgaruzation can respond to

that by finding out Which factors can motivate the employee to deliver his best possible
performance those factors can be facilities, training or support, from supervisor who
builds his employees confidence. Victor vroom indicates that, in' general, more efforts
leads to better performance. Employees can be stimulated to make an effort by offering
them a juicy carrot if they complete their task properly and quickly. Of course it is alsoessential that they have resources at their disposal that the employees have necessaryskills and that management provides the right level of support.

Force:

h u can expect employees will increase their
According to vroom's expectancy t eory, yo

.h .

d has more personal value to them. They will be more
effort at the work when t e !\;War

It means that both

.

]' k between their effort and the results.
aware of the fact that there JS m

fthe folJowing three processes:
I yees have to be aware o

the organization and the emp 0

·11
.

rove work performance.Increase efforts WI imp

will led to bigger rewards.Increased performance

.

ted by the employee.d
.

I! be apprecia
•

The offered rewar WI

.

the employee. particularly the. ,

h ·dly to motivate
.

, .
·

not met, 1t JS at

find out together with
If one of these conditwn 15

ization therefore, has to
.

issue an organ
d

. which reward motivate
become an

value 1.e.

least part that can
.

d' 'dual employees
t Y to motivate

. eward Ill JV!

to be the bes wa
its employees which r

. financial bonuses
. ften considerthem. Organization °
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employees, even thou hg the
expectanThe most important f¡ cy

theory hactor to
ernp¡

s ows that th. .between offering a finan . ºYees, That is Wh

is is by no means always.. eia) bonus y there has t bindividual
employees and

setting a ele
O e a proper balance.

ar
perfonnanc e

standard, tailored to. Fredrick Wis!ow Ty)o Trs
heory of 1'11

.

Otivation (TylorisTaylor was born on M h
lll)arc 20, 1856Penny vamp tailors father F .

to Quaker
family in Germ t .

' rankhn Taylor a p.·
an own, Ph1Jae Phial,on mortgages. Tailors mother E

.

' unceton educated lawyer built h'
J h

. .
. m1ly Annette T

, 1s wea tabol!t10mst and a cowork . ayJor (nee Winslow) w s d
er With Lucretius Mott.

' a an ar ent
He was educated early b h'y is mother Taylor studi dGermany and travelled t E .

e for two years in France ando U!ope for 18month in 1872academy in Exeter New H h'
, he entered Philips Exeter, amps ire, with the plan of eventuajj .

becoming a lawyer l'k h' Y gmng to Harvard andI e IS father. In 1874, Taylor passed the Harvard entranceexamination with honors.

Taylor was an American mechanical ·

engmeer who sought to improve industrialefficiency. He was one of the first management consults. Taylor was one of theintellectual leaders of the efficiency movement and his ideas, broadly conceived, werehighly influential in the progress era (! 890s-l 920s). Taylor summed up his efficiencytechniques in his book "The principles of scientific management" which in 2001, fol!ows
of the academy of management voted the most influential management book of the
twentieth century. His pioneering work in applying engineering principles to the work
done on the factory floor was instrument in the creation and development of the branch of
en

·
·

h
·

kn "Industrial engineering ". Taylor made his name, and wasg1Deermg t at 1s own as

. ·
·

tific management; however, he made his fortunemost proud of his work, rn scien

T 1 was also an athlete who created nationally inPatenting steel process improvement. ay or

tennis, and died at 50 i.e. march 21st, 1915·

P
.

• kn wn as scientific management theory is aredrick w· £ otivauon also o
.

IIlslow Taylor's theory O· m
fl Its main objective is improvmgiheor .

.

d s nthesizes work ow.
} 0

management that analysis an Y

of the earliest attempts to apply
ecDno1

.

roductivity. It was onellic
efficiency, especiaJly labor P
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science to the
engineering of

processes and t

.

0

management, scientific is also knoWn as

"Taylonsm", named offer its founder Fredrick w· ¡ T

,

ms ow aylor.
Taylorism led to

productivity incre
·ases, meaning fewer Workers or working hours where needed

'° Pm<fuce lb, "'"' '""""" of ,ooas lo ili, short ten,, '"""'ti•ity '"'""" like iliose

achieved by Taylor's
efficiency t hn'

•

•

•

·

ec 1ques can cause
consideration disruption. Labor relat10ns

often became
contention over wheth th fi ·

b ·

·

er e 1nanc1al enefits w1l] accrue to OWners m the form of

increased profits or Workers in the form of increased wages.T'Y los ism "'" oa, of lhe fost """'Pis to
sysrem,tieaH y oeo, ma'"'emem ami PNeess

impm"mont " • ?i,ntiJk
PmbJem, 00d Tay/o, is '""''"''" f?rule, of m<>d,m m<l"'"1at

?gioeesing, TayJmism m,y "'" been tho fiat
"bottom-op," method aod foMd , lineage of

•=so? th,t ha,o ¾ny elen,,m common. La,e, m,,fuods took, broad? "PPm?t, m•=•iog

oet oaJy pmd?<i?ty hot qoality. With tho adeanc,meot ofsofulio,¡ methOd, qoaJity ""°'?"
.,, qmlity COntro I b,gru, in tho "'º' ond

I 9JOs. Dn,¡,,g th, "'º' "'"' l "º• th, body of

koow]edgo fo, doiog seicotifis m,,,,.,,m"' e,o],ed iruo ,_,,,, ma'"'""'"' o,era,fom
research, and management cybernetics.

Peter Drucker saw Fredrick Taylor as the creator of k knowledge management, because the aim

of scientific management was to produce knowledge about how to improve work processes.
Although the typical application of scientific management was memo factoring, Taylor himself

d
·

'fi gement for al] sorts of work including the management of universities

advocate sc1entl 1c mana
,

1 T ylor believed scientific management could be extended to "the

and government. For examp e, a

Work of our salesmen".

1 fth ·

·or goal and tactics of scientific
management, if not under

Today's militaries employ al O e maJ

b ·n contrives for increased output are used by modern

Iha, nru,c Of <he keypoio• ,li 0' ""'"

.

·

·

. ·

the appear in the form of skiJJ bonuses for

.

Wage mcent1ves ra r
military organizations.

'"''""''"" ·

b in the scientific management era, praclices

.

be seen to have egun
Me<le,n hwn,n reso= rae

dy osed m o/lire rum io medie;,, (e.g.

. 'ti management are curren

.

d,_,,,, from se,?n'"
•

d ,smru =1amy manofaot?,, lobs"•
. .

counties with a post-m L

'

•
.

managed care) Likewise m
.

ector One approach to efficiency m

·

k in the service s ·most wor ersrelatively few, with
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information Work is
calJed "d· .tal T .Jg¡

ªYlonsm, Which used

of employee, who "" """"'"" ,u %y. "llwaru <o =ru,o, <h, "'"ºmanee
Mcgregor Motivation

Theory X and y

management of Calcutta.

Douglas Murray
McGregor Was born in 1960 .

.

Am,n,an. H, ""' an '-· . and "'rem D'"°'' Mkmgan s,.., m;,,, '"'"'
~uencan

Plrlosopher wh
iMfiW,ion of

Och,,0¡0gy and A O """' Re
(m,cJ,'"''"J from .,,,, "°""

HD .

h I
-A from Wayne

University in 1932, and camped his M.A and

P. · Ill psyc O ogy from
Havened U ·

·
·

.

mversity m 1933 and 1935
respectively. He was a

professor at the
1111s]ead school of

management who taught also at Indian institution ofHe was popular for his theory x d
·

·

,

an Y as presented m his book "the human side of enterprise"

(1960) which he proposed that
manag ' ·

d" ·d aJ ·

·

er s m 1v1 u
assumptwns about his man nature and

bd,,?m '"-"' how mdisid?J man,g= <heC
employee,. H, "';"ili"''' foww;, u,

dosdopm,,¡ of""'""'""'"' and omti,ati,.,¡ "'°'Y and ruso , '°"'"",owy of Ahrnhru,,

Maslow.

Th, w,y -•go, go oboo,
moeisa,i,g po,pJ, a, wo,k '''"" lrug,Jy o, iliefr attiWde, eowmds

%,k=. No,,d <ha, manage,, how
rn?eaJJy di/fore"' heli•fa '"""' _, moti,a,e, ""'Ple ,o

Wmk. H- m=ge? h<fuwim "maio cw,
g,oo,aJJy Which= eo,ireJy diJfo,m ma,.,,0,1

assumption which McGregor named as "theory x and theory y" McGregor believes that there are

,? b.,¡, ki,.¡, of manage?. One ,y,, of mao,go, ''ili?,y , C,s a oega,;,o Cew of ?ploy?,
assuming that they are lazy and incapable of assuming responsibility. The other manger "theory

,,

h t
·

of the "theory x" in which he assumes that employees are truth

Y reverse t e assump ion
.

1 f i g responsibility having high levels of motivation.

Working and capab e o assum n

·

f McGregor theory x and y are clearly explained below

To clean confusion, the assumptwns O

,Assumption of theory 'X"

h. h they give excuses to make their away from job.

E

b.
·

and lazy tow icInployees are less am 1t10n
'

d ards the reasons if possible lo avoid the job.

1'L
•

"k work and is geare tow

.

'Qe
average person dish e

d d d• ected to ginger them m order to do what
forced control!e an irTherefore employees must be

'

1

.

.

he organizational goa s.

is

e)(Pected of them to achieve t
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Theprimázy motivation are fear and theory .

.Assumption of Theofy "Y"

This assumption is the reverse of the the " ,,
d

,ory x an entirely different from it. It state that mosteople like work as they cons1'de ·t
·

a]
· • ·

P
r I as natur rest. They tend to do the work even w1thm thenrest time. They can also finish a given job and seek for additional. These people are motivatedwith variety of rewards as they are self-directed any self-controlled in the service of objective towhich they are committed. Therefore, external control and threat of punishment are not onlymeans of bringing effort towards organizational goal and objectives rather, each worker isstimulated by a reward unique to that workers (time, money, recognition, ?d promotion etc.)

People are capable of putting much imagination, creativity, initiation to solve problems, and goal

•
I depends on the perceived rewards for achieving them. Most people work naturally towards goalto which they are committed and not only accept but also seek responsibility.

McGregor never conclude which theory is more appropriator or more important, instead, hasbelieved that beta the two theories are workable, but not for the same people.

Conclusively, theory x management works with employees who are motivated by basic needs,
while, theory y management works with employees who are Leigh and are motivated by higher

f .

b 'th the management may also affect whether theory x or theory Y

needs. But nature o a JO WI
. .

b d Though your assumption about what motivated your employees as
approach 1s gomg to e use •

. .

I h the biggest impact on which of these two approaches you take, your
a manger will hke Y ave

(

·

dl ther factors. These include management structure t1ereclioice con also be shaped by
severa.

0

( t·t· or challenging) ?d their skill level i.e.th
• arned out repe 1 1 veor flat) the type of work at ts c

employees (amateur or experienced).

2.8 THEORETICALFRAMEWORK

h Id or support a theory of a research study.
.

the structure that can oThe theoretical framework 18

'b the theory that explains why the research.

duces and descn es

. .

The theoretical framework mtro
h relation theory is to be discussed m this. oblem umanth. s concemmg prproblem study exists. In 1

Unit.
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$e?lltl Theory

. .
. . .

relation approach says ª happy worker is an efficient worker that means if anza.tion can keep its Wotk 11 h .

'
.

,

orce appy 1t would bring more productivity and more profiti!âi.lse if a worker is happy w·th thi. . . . . .

1 e emoluments and all the benefit that he deserves andrcgamzation provides he will h
e<

' ave a sense of belong ness towards the organization and would.,o utmost efforts to lift the organization up in the market.
·

ccording to humim relation h
. .

approac
, management is the study of behavior of people at work.This approach had its orig'

·
•

.1n m a senes of experiments conducted by Professor Elton Mayo andhis associated at the Harvard h ¡ f .sc oo o busmess at the western electric company HawthorneWorker, near Chicago.

? The studied bought out fo th fi t

·

·

h
·

·
·

·: r e ns time t e important relat1onsh1p between social factors and
;productively. Before it productivity of the employees was considered to be work and money

1 wages pend to them. Per the first time, it was realized that productivity depend largely upon ther

,
· satisfaction of the employees in the work situation.

I

,

, Emergency of Human Relation Theory

Human relation theory came into being as a result of a reaction to the classical approach, which
stressed on formal structure. The classical school neglected the human side and under
emphasized on the socio-psychological aspect of organization. George Elton Mayo was in charge
of certain experiment on human behavior carried out at the Hawthorne works of the general

i electric company in Chicago between 1924 and 1927. His research findings have contributed to

organization development in terms of human relations and motivation theory. What he found
however was that work satisfaction depended to a large extent on the informal social pattern of

i

the work group. Where norms of cooperation and higher output were established because of a

£ l. f.
·

rt e physical conditions or financial incentives had little motivational value.ee mg o 1mpo anc
,

P •¡
e: k groups and this can be used by management to benefit the organization.eople w1 I 1onn wor

<?orge Elton Mayo Experiment
.

·

t· _ in this experiment mayo changed th'e physiological aspect• Illuminat10n expenmen ·

h oductivity showed no direct relationship. This experimentrelated to word but t e pr
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pr@Qfed that
productivity is not on! the .

.
.influenced by th 'al

y function of phys10log1cal aspects but is alsoe soei lltld psychological factors.
• Relay assembly t tes room experiment· •

.

th" .

relationship b t . .

· In is experunent mayo tried to analyzed thee ween working condu f dhan .
e 10n an morale. In this experiment mayo modee ge with respect to the incentiv .

.

d . e, rest periods, work condition etc. but such changescause no improvement in productivity.
Mass

interviewing progra .mmer. • a large number of workers were interviewed to knowtheir perception and orient •

.

.
ation on the working life. The result, again confirmed theimportance of informal rel f .

1 d
a ion, socrn an psychological needs and their impact on thebehavior of the workers.

Bank Wring experiment: • this experiment hightailed the social cohesion among theemployees. Findings with respect to human relation school are highlighted in
"management and worker" ofRoethlis Berger and Diason.

Conclusion of the Hawthorne Experiment

A factory is not only a techno economic unit but a psycho-social organization also ups. The
norms and values of such group have significant influence on the behavior and performance of

i the workers.

Physical conductions of work have some influence on the workers 'morale and productivity. But
their interpersonal relations, attitude of the supervisors and other social and psychological factors
have an influence.

Usually the workers act or react not as individual, but as the members of a group.

T Onomic men motivated by money alone. They respond to the totalhe workers are not more ec

work situation including recognition, participation etc.

·

al ¡ in setting and enforcing group norms and manager shouldThe informal leaders play a Vil ro e

.

th
.

ter ersonal and group relation of the job.understand and recogmze e m P
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?.>
1??C:.11f1IumanRelation Theory

during the ·

: "Mawtho ·

.
.

.

experiment was not natural. It was actually the. , . m<:l effect Which gives th
.

be1r est when Observed.
It is pro-management and t·

.an 1-un1on

It give little attention the fo .

l. t'
rmaI relation while putting greater emphasis on the informalre a ions.

= •

• The theory is not aware of
·

.

d' .economic 1mens1on and neglected the nature of work.
It could not explore th ¡ 'd' .e mu li 1mens1onal phenomenon of human motivation.
Marxists says that it is a new t hn' t

1

.
.ec 1que o exp oi! workers as 1t de-emphasized economicfactors

It is over concerned with happiness

It does not recognize the conflict

It ignored the environmental factors of workers attitudes

!Conclusively those who stick to the human relations school of thought are of the view that the'

?ffeteness of any organization depends on the quality of relationships among the people working
jn the organization. Therefore according to them, the managers must concern themselves with an

:

analysis of organizational behavior that is interaction of people with the organization. The basic

assumption is this school still remains that the goals and objectives of the organization are attain

through and with people.
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;_3.l INTRODUCTION

·

CHAPTER TllREE

RESEARCH
METHODOLOGY

, The chapter want to tnake the reader k
.

_
_

. . now the assumption made and the criteria used by the
research work tn

interpreting data,

The aims of this work is to dese ··b
·

d ·I! mg an analyzing research methods, throwing light on their
limitation and resources and class'f

·

h
·

· •

'

1 Ymg t e1r presupposition and consequences, Therefore, the
• •

1
.

•
basic pnnp es, assumption of inquiry and approaches that underpin the work are clearlyexplained in this chapter.

3.2 RESEARCH DESIGN

The research design to be used by the research work in order to demonstrate how the variableswill be observed, controlled or manlpulated to generate necessary primary data for the study is

I
survey design. The work is interested in observing what is happening to sample variables.

¦ 3.3 POPULATION OF THE STUDY
=
iii
-

JOO will be used as subset which is derived from the total population of
2,72582

to determine thei
sample size.?

? 3.4 SAMPLE SIZE

I . .

d t't tes of fifty respondents out of 272,582 population of the
The sample size of this stu Y cons I u

I
Gwaram local government.•

I Sample size determination
•

b hI .

¡· the mathematical calculat10n where y t e taro
.

ch study consists oThe sample size of this resear
.

I
.

I' d The formula 1sYemen (1967) formula is app ,e ·

N'.:'_11_

l+n (e)2

I
Where n=the sample size

N9he population under study
OI). be 0.1 O, 0.5 or O.Eas the margin error (1t could

?
N?
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l1l?l@JJ[j
11

+·;e,ii
.· .

,:I•.??.
1-1111°?

·· ..

111,ôd
11,r=&O

?'f?MPJ..ING.TECHNJQUES
is not an easy task to stud th h • .

:
Y e w ole population, the study will use. sample size of 50?pondents from the total po.pul t' f 2a ion o

. 72,582. The research work used stratified random,mpling .

. i6 METHODS OF DATA COLLECTION!

The study focuses on the two known methods of collection data for research purposes. They'include:

'l:'rimary Data: the research work intended to collect information never collected before on thetopic under the study from the sample size of the population of Gwaramlocal government. The
¡
·

information to be collected will firsthand information or primary information by the use of·

questionnaire.

Secondary Data: the research work also do collects data from already other printed materials,
Internet, books and so on. The research work used primary through whích survey method of data
Collection is used.

13.7RESEARCH INSTRUMENT

. .

b d by the study to obtain data is "questionnaire". It is a data
- The basic mstrument to e use

· ·

f estions designed and printed out for the respondent tocollection instrument cornpnsmg O qu

answer.

Ú METHOD OF DATA ANALYSIS

b I t. 11 and will present the fact in percentage to ease·¡¡ frequency ta u a IOThe research work w, use

understanding

I
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·.....,? /· CHAPTER FOUR
- ?ié. P:RESENTATION AND ANALYSIS

,v..t;?:-.

; :

•0!1\t'f'Rô1>uctroN¡' '.'
, ,'? fa """'""iy "'""ti•I to 1/tis m,dy fu, ;¡ d""1, "''h '"'°'"'°' "'1 "'""'' m,dj,?on Of th, '<>11,o"' "" thro,gh tho ,,. of tho •pPropri,i, -,ru?kW tools Wre.iy

I i«fled and adoptecj in chapter three under
methodology.k,!,v.,, tho ,_,.tio,, '"'1ysis ""' iot"P"'totio, will ?,,,, focos o, tho iafo?atioo

·

c¢d from the research survey by distributing questionnaire were 50, while the appropriately

Responses
Respondents Percentage (%)

Administered questionnaire 50 54.3%

Returned questionnaire 42 45.7%

Unreturned questionnaire
8 16%

100 100%
Total

ilDEMOGRAPHIC DATA OF THE RESPONDENTS

f R ondents by Sex.'?Je 4.1. 2: Distribution o esp··

No. of Responses

29

13

Percentage(%),7
69.0%

31.0%

42Et:d
.___

2019
. . .

whkh iodk,e, 29(69.0%) mofo

,. Ro"""' S """'''
. ·

of tho re,porufooo

b f 42

.

t the sex distnbutzon
t of the aggregate num er o

4. ¡_ Shows tha
I respondents ou•

31 0%) fema e?Ondents, while 13( ·

fPondents.

!

100%

J
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'",4,1..lDi$tribution
ofJlespondents b M .

Y antal Status
tal Sta

w

?,.-

?orce
•
¡¡t(ltal
= ¡_

urce: Re

fus
No. of

Respondents
Percentage (¾)16

38.1%
26

61.9%
o

0%

o

0%
-1.

42
100%

search Surv

,Above table shows that the highest respondent were married with (61.9%) and the widow anddivorce were the lowest respondents with (0%).

ey,2019

Table 4.1.4: Distribution of Respondents by Age.
fiAge No. of Respondents Percentage (%)L

24 57.1%!2,1-30
=---

14 33.3%
=31-40
-

9.5%-41-50 4

o 0%¡¡¡, 51-60

;::::::;--'-------
100%;: Total 42

-,.,,._____
O 19Source: Research Survey, 2

.

1

.

the age of 21-30 have the highesthe respondents wit 1m= Theabove table illustrates that t

.

h'n the age distribution of 51-60 has thethe respondents wll i
.

57 ¡ '½) whereas .

-

percentage (1.e. • 0

1 number of 42.
-

. .

O¾) out of the aggrega elowest proport10n with ( 0
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Table 4.1.5: Distnbuf

ii

U · ????d 'ucat,onal
Qualification

n ent by Educational Qualification.
ONDINCE No. of Respondents

Percentage(%)
-

20
DIPLOMA/ND 47.6%

12

28.6%HND/DEGREE
10

BSC/MSC 23.8%
o

0%Total
42 -- .

Source: Research Survey, 2019
100%

!Table
_shows that the highest numbers of .educational qualificatio

¡ ·1 h I

the respondent with 47.6% were from OND/NCETable 4 1 6· n· t 'b _n
w11 et e owest with 0% is the BSC/MSC group.• • • IS ri ution of Respondents by Religion

?eligion No. of Respondents
Percentage (%)

Islam
41

97.6%

Christianity
¡

2.4%

Other
o

I°'¾, I

--- -- --
ITotal 42

1100%
1

I- __jSource: Research Survey, 2019

From the above illustration we can see that number of the Muslim respondents the highest
percentage 97.6% while others took the lowest percentage 0% out of the aggregate number 42.
Table 4.1. 7 Respondents Distribution by Tribe

?
Í

No. of Respondents
J_

Percentage (%) 7
LH -

¡'
35 --j 83 3%

7ausa ·

¡

16

143:1/o?·1I¡
2.4%

--?--/42 100%

-

Fulani

Others

Total

Source: Research Survey, 2º 19
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The table shows that the h. hig est number of 3 5
the lowest

percentage of2 4'¼
.

.
Were Hausa with (83.3%) and I respondent with

. º is neither Hausa nor Ful .

Table 4,1.8:
Respondents 0. .

. an1.
1str1bution b WWorking experience y

orking ExperienceNo. of
Respondents

Percentage(%)
1-10 years

15

35.7%J 1-20 years
22

?21-30 years
5

'

11.9%31-40 years

I

o

0% -------iTotal
42

100%Source: Researc h Survey, 2019
From above table indicates that respondent with 22 have range of J 1-20 years which took the

highest portion with (52.4%) while the lowest which has on respondent is between the range of
31-40 which has 0% portion
4.2: RESPONSES PRESENTA TÍON AND ANAL vsrs O MOTIVA TlON AS ANESSENTIALTOOL TN A TTACHING ORGANIZA TfONAL GOALS AND OBJECTIVESTATEMENT;Motivation has significantly relation with organizationsprofitability.Table 4.2.1

Responses (phrase)

Strongly agreed

Agreed

Strong I y di sag reed

?
?
Ltal

__

So?search Survey. 2019

27

14

o

o

No. of Respo ndents PerceQtage (%)

64.3%

33.3%

2.4%

--

0%

--·--

O¾

-

JOO¾
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Tho ahow t,b¡, show, Iha, tho h;gho,
Pfopo,,;00 of

27(64.3%} """'giy ''""' '"" mo,;""""

¡,,, sigolficahon <ol,tio, w;,h
o,g.,,;,a¡;00

P'OfiOblHry l4(JJ.3%) og,e,d aod I (2.4%)

,;,dec;d el o, th, "''°""" fo gl,o, The o<he, respoo,e, t,. "'"" gly di s,greod ood df ""'""

have not taken any portion as they al] D¾.STATEMEN1',
Adeqoot,

remo,e,a,;o, sod
"'>mp,,osa,;o, pac>,g,s '""'" •flOotis, '"d

efficient production.
Table 4.2.2

Responses (phrase)
o.o espon ens?--

52,3%

Strongly agreed
22

38.1%

Agreed
16

1.8%

, Undecided
2

--o
0%

, Strongly disagreed

2
4.8%

Disagreed

100%'
42

Total

.

y 20)9

·i h 52.3% have strongly agreed that a

,o urce: Research Sui ve
•

N fR??t?-
il1p?.e"r"c·e••n1ttoag?,ee(f'o/,l?o))

/

dequate

S

22 omt,,,w
f

•

d ,

from rh, above fable we'"" '"" '""
"'" •ff<etl,o aad dlid'"' omci?tfoo"

'".'º" •:

.

d compensation packages en

. each phrase and strongly disagree

remuneration an

,

th the statement were 2 pe1
d ºth 3 8 I % disagreed wiagree wi

·

·

ºtis 0%.took no port, on s 1
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{s.TATEMENT: Motivation enhanees the quart f
•· '1'ablé 4.2.3 1 Y O product produced in an org

•

ti? --
:1tesponses (phrase)

1. No. of Respondents

19
45.2%

Agreed
21

50%
Undecided

o 0%

Strongly disagreed
o 0%

Disagreed
2 4.8%

Tàtal 42 100%

Source: Research Survey, 2019

Percentage?

I
-
=

From the above table it can be observed that 21 respondent agreed that motivation enhances the

quality of product produced in an organization with 50 which took the highest portion of the

aggregate number i.e. 42, 19 respondents strongly agreed with 45.2%m, 2 respondent disagreed
with 4.8% while the respondent that undecided and strongly disagreed had no portion with 0%.

STATEMENT: The success of an organization depends largely on how it pays attention towards

motivation its workers

Table 4.2.4

Responses (phrase)

Strongly agreed

No. of Respondents Percentage(%)

42.8%

•
Agreed-

.

¡
-Undecided

i Strongly disagreed

I

18

23

o

54.8%

0%

2.4%

Disagreed
o 0%

100%
Total

-

Source: Research Survey, 2019

42

42



1

!'We can understand from th e above table that th
·,.to.Ok tbe highest portion wi'th 54 8

e respondent that agreed to the stat t b

• %, 18(42.8%
emen a ove

,
j¡tâtement, while both the a d

) agreed, 1 respondent strongly dísagreed with the

i

gree phrase and undecided hr
;. respondent.

P ase took no any portion with 0%

STATEMENT:Motivation h 1

.

e ps to curb the problem of absenteeism in an organization

Table 4.2.5

'

IResponses (phrase)
'

No. of Respondents Percentage(%)

Strongly agreed

Agreed

Undecided

-

Strongly disagreed

17

18

3

40.5%

42.9%

7.1%

2.4%

I
I ?burce: Research Survey, 2019

Disagreed

Total

7.1%

42 100%

_ _J

•

i
I

I.

The above table depicts that the highest respondent with 42.9% agreed that motivation helps to

curb the problem of absenteeism in an organization at the same time the lowest responses which

is one responses strongly disagreed that motivation helps in curbing the problem of absenteeism

in an organization.

STATEMENT: Innovative ideas and initiation as well as creativity of the workers are traced out

through motivation.

Table 4.2.6

, Responses (phrase)
No. of Respondents

Strongly agreed
15

Percentage(%) 7
35.7%

Agreed
I

I

21

I
SO%
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3
7.1%

0%

3 7.1%

42 100%

.from the above table we can observe that the highest responses (50%) agreed that innovative
i(ieas and initiation as well as creativity of the workers are traced through motivation.
STATEMENT:Your work satisfaction is very satisfactory

, Table 4.2, 7

•· Responses (phrase) No. of Respondents Percentage (%)

Strongly agreed 14 33.3%

Agreed 20 47.6%

!
2 4.8%• Undecided

•
0%•

Strongly disagreed o

?
6 14.3%

Disagreed

42 100%
Total

h S Y 2019Source: Researc urve '

-

.

b f the respondent were satisfied with their work-
that the highest num er o

..;¡ The above table shows
Wh'Je the lowest percent which 0% strongly disagreed

:::_. which is 20(47.6%). i

_, as they agreed upon,
.•'

. k u· sfaction.

I _upon
their wor sa

i
ii:
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I

STATEMENT: The relationshi that ex·P 1st betweenyou and your immediate boss is very cordial.
Table4,2.8

Responses (phrase) No. of Respondents Percentage (%)
Strongly agreed 17

40.4%

Agree?d¡-------?22:;--------
Undec;;id¡;;e:;¡d------;------

52.4%

2.4%

Strongly disagreed

Total

o 0%

42 100%

Source: Research Survey, 2019
From the above table the highest number of respondent i.e 22(52.4%) agreed that they the

relationship that exist between them and their immediate bosses is very cordial. While the lowest

percent which is 0% strongly disagreed.

STA TEMENT: The more good care is given through motivating workers the more attention is

given up to the best performance

Table 4.2.9

Responses (phrase)

Strongly agreed

Agreed

Undecided

Strongly disagreed

Disagreed

Total

No. of Respondents Percentage(%)

15 35.7%

27 64.3%

o 0%%

o 0%

o 0%

42 100%

---?

Source: Research Survey, 2019
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From the above table it could b e understood that th higood care is given up t th b

e ghest respondent 27(64.3%) that the more
o e est performance fi II

and the remaining resp ,

'
0 owed by 15 who strongly agreed with 35.7%

onses remamed nu[J as th• ey were O%.

STATEMENT· M t' ,
.

· o 1vation 1s a necess h. .

certain position of a h.
.

ary mac me which allows an organization to develop to a
c ievmg the organizational goals and objectives.

Table4.2.IO

Responses (phrase)

Strongly agreed

Agreed

Undecided

Strongly disagreed

Disagreed

Total

No. of Respondents Percentage (%)

22 52.4%

17 40.5%

o 0%

o 0%

3 7.1%

42 100%

Source: Research Survey, 2019

It, can see be observed that the highest number of respondents which is 22(52.4%) strongly

agreed that motivation is a necessary machine which allows an organization to develop to a

certain position of achieving the organization goals and objectives. While undecided respondent

and strongly agreed respondent took the lowest portion.

STATEMENT:You will put more effort toward your job, if you are given more incentives

Table4.2.1 l

Responses (phrase)
No. of Respondents Percentage(%)

Strongly agreed
16 38.1%

Agreed
22

152.4%
46



rundecideidd ---¡0,-------=----
0%

Strongly disagreed

Disagreedd -:3;-------------
7.1% '

2.4%

Total
42 100%

Source: Research Survey, 2019
The above table evaluated that the total number of respondents that took the highest portíon is
22(52.4%) agreed with the statement above which means that they will put more effort towards
their job when more incentives are given. While undecided took the lowest portion with null
responses.

STATEMENT:You never attend any induction Course organized by your organization?

Table4.2.12

Responses (phrase) No. of Respondents Percentage(%)

Strongly agreed 4 9.5%

Agreed 15 35.7%

Undecided 6
I 14.3%

Strongly disagreed 5 11.9%

12
I 28.6%Disagreed

42 100%Total

Source: Research Survey, 2019
.

ed thatderstand that the highest number of the respondent agreFrom the above table we can un
. .

.
. umber of. .

organized by their organ1zat10ns, while the lo..,,eS! n
never attend any mduct10n course

d
.

5911 9%) strongly disagreed with fhe statement.the respon ent 1.e. ·
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STATEMENT: Have you ev ber een promoted dTable4.2.l3 ue to your proper performance?

?Responses?(p;ih?r;:;a;;s;e)) N;:;-;??::::-?=--?-f
-

No. of Respondents Percentage(%) JI Strongly ag?rr·ee,eecdl ll _[]
26.2% '

?
i -Agreed

20
" Undecidedi---------.:?z---------?6

14.3%

47.6%

Strongly dis;;;a;;gr;:;;e:;_;e;:¡-d-------?------

D/sagreed ------------:;4------
2.4%

9.5%

Total
42 100%

-----
Source: Research Survey, 2019-
lt can be seen from the above table nutrition that the highest number of respondents 20(47.6%)
greed that they have been promoted due to their proper performance, while I respondent with the
lowest portion (2.4%) strongly disagreed.

STATEMENT: Motivation makes an organization to accomplish its goals and objective to the

highest self-actualized stage.

Table 4.2.14

¡Responses (phrase)

Strongly agreed

Agreed

Undecided

No. of Respondents

19

22

o

Strongly disagreed

-----oo
----

Disagreed

Percentage (%)

45.2%

52.4%

0%

2.4%

0%

42 100%
Total

- 2019Source: Research Survey,
48



9

- From the table above We can understand that the highest number of respondent i.e. with 52.4%
agreed that motivation makes an organization to accomplish its goals and objectives then
followed by 19 respondent who strongly agreed with 45.2% and ¡ respondent who strongly
disagreed. While the other two option remains null as they are with 0%
STATEMENT: Y our organization provided you with good condition of service
Table 4.2.15

Responses (phrase)

Strongly agreed

Agreed

1

No. of Respondents Percentage (%)
'

13 31%

24 57.!%

Undecided
o 0%

Strongly disagreed 2.4%

Disagreed 4 9.5%

Total 42 100%

h Survey, 2019Source: Researc

.

h table above depicts theb f the respondents in t eW n observed that the highest num er o

d While undecided takes no responses with

e ca

mber of the stu y.h ggregate nuhighest portion of t e a

0% which is the lowest responses.
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CHAPTERFIVE

····•·
..

···· ·.. ..
SUMMARY, CONCLUSIONAND RECOMMENDATION

.?.'I'ROOUCTION

:'j:!).is chapter summarizes the enti .

·;Íb . •
.

.

re work conclude lt and recommend on the findings based on

i·
e research conducted. It given summary the detail of the whole work.

5.1 SUMMARY

¡
S.
•

Motivation as an essenti ¡ t 1

•
. •

a oo m attammg organization goals and objectives for it energizes the

efficiency and effective f • . .
. .

.

ness o an orgamzatlon. Therefore for an organ1zat1on to get hold of ,ts

worker, motive should be put under consideration with maximum care.

The methodology used by the research study was survey design which was the research design

adopted by the research study the population of the study from which the sample size was drawn

the sampling techniques, method o'f data collection which the research work adopted both the

primary and secondary method of data collection, with which information was collected,

interpreted, analyzed and come up with finding of the stud include, lack of expert skill due to

lack of training, refresher courses seminars etc.it also finds out that finding to motivate workers

of Gwaram local government is inadequate. There is also cordial relationship between the

workers and their immediate bosses.

5.2 CONCLUSION

The research showed that the imperative impact of motivation to the output of an organization

remains a social tool in attendingorganizational goals and objective, it is seen as an essential

·

h ¡·
ç f y organization and therefore could not be neglected what so ever by any

force m t e 1,e o an

serious organization.
·

organization be it small or big private or public to improve the

It ·s paramount that any senous . . M
. .

1

.

I
fi owth and development of that very orgamzat1on. ot,vatlon

welfares of their emp
ºt?s ?r;ri not restricted to only salary increment. rather good human

based on the findings O t e 5 u

yd5. loyee's as well conducive environment for working so

. b t ·een management an ernp .

relation e w
.

. f h k rs to not get them bored of the work should be put ma

also training and retrammg o t e wor e

great

so



considêration for they have .
. ,

· Positrve effects on employees, productivity in Gwaramlocal
g¡¡fernment.

prom the finding of the study the foll •

owmg problem has been discovered,

l. Lock of expert skill. This is a result of lock of organization of induction course, seminars,

refresher courses and also inadequate training and retraining.
ii
i= 2. Inadequate remuneration and compensation on packages due to inadequate funding.
i
I 3. Lack of conducive atmosphere for working which is also as result of inadequate funding.
¡¡

4 theprimitive procedure is very weak which is as a result of lack of expert knowledge.

s. Lack of modern skills of working to tack of retraining.seminarsand refresher courses.

6: Inadequate incentives to the employees which is as a result of inadequat,e finance.

5.3 RECOMMENDATION

From the research the following are recommendation made by the study

•
. .

·

zed by their organization
l. Theemployees should be allowed to attend on mduct1on course organ1

to enable them perform better.

t' and compensation packages should be ensured as it will helps in

2 Adequateremunera 10n

.

.

.

the effectiveness and efficiency of the employee's performance.
1mprovmg • th

should be pared towards increasing e

d• more attention
3. Poorandorganization to succee '

welfares of its employees.
. th that they could work

l
.

n other to mollvate em so

h ld be promoted prompt y I

4. The workers s ou

diligently k t cope with 'every current situation.

hould ensure to help the wor ers o

. . f her course 5 ? rt
5. Trammg, res .

·n help them to put more e"o
. " the employees for it WI

ld be given ,or
6. More incentive shou

towards their job.
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APPENDIX (QUESTIONNAIRE)
JIGAWASTATE POLYTECHNIC DUTSE

COLLAGE OF BUSINESSAND MANAGEMENT STUDIES

DEPARTMENT OF PUBLIC ADMINISTRATIO'N

1

Dear respondents

I arn a final year student (National Diplomain Public Administration) from the above mentioned

institution, conducting a research on "MOTIVATION AS AN ESSENTIAL TOOL IN

ATTAINING ORGANIZATIONAL GOALS AND OBJECTIVES". This questionnaire is

designed to elicit vital information for the study, The research is in partial fülfillment for the

award of national diploma .to this end therefore, all your responses to the questions would be

treated with absolute confidentiality. And you should put it at the back of your mind that none of

your responses is going to be expressed to the public that is why your name is not needed. Y our

cooperation would be highly needed.'

Thank you.

You're faithfully,

U:MMU-SALMA YUNUS SULEIMAN

ND/PAD/l 7 /002M

SECTION A: BIO DATA .

. d to tick appropriately in front of the best option that suit your feelmg as

Please you are require

provided in the box below:

l. Sex

a.Male Cl
2. Age C) d. 51-60 O

a.21-30 CJ b.31-40 C]c.41-50

b. Female D

3. Religion
a. Muslim o

4. Marital status

a. Single o
5. Tribe

b. Christian o

b. Married O c. Widow

CJ b. Fulani
a. Hausa

. al Qualification
6. Education

CJ e.Others

c. Others

o

D

d. Divorcee D

o



I
;;;

=j

i

1.

-t
r

2.

a.

O?INCECJ b. Diploma/NDQ c. HND/DegreeD d. BSC/MSC D7. Working experience
a.l-10 ? b. 11-200 c. 21-30 Q d. 31-40 0
SECTION:B
The following optio ·d d

.n are provi e for you to select the most appropnatephrase. Please
tick the most appropriate phrase that describe your feeling:
Motivation has significant relation with organization profitability
ª· Strongly agreed D h .. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D
Adequate remuneration and compensation packages ensures effective and efficient

production.

a. Strongly agreed D b. Agreed D c. Undecided
,

D
d. Strongly disagreed D e. Disagreed D

3. Motivation enhances the quality of product produced in an organization
a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

4. The success of an organization depends largely on how it pays attention towards

motivating its workers.

a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

S. Motivation helps to curb the problem of absenteeism in an organization.

a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

. 'd d ·ation as well creativity of the workers traced out through
6. Innovat10n I eas an av1

motivation.

a. Strongly agreed D b. Agreed
.

d D e Disagreed
d. Strongly disagree ·

k satisfaction is very satisfactory.
7. Yourwor D d

d Db Agreed c. Undecide
a. Strongly agree

.

. D. d O e. Disagreed
d Strongly disagree

. .
.

1

·

.

b tween you and vour immediate boss 1s very cord1a .

The relationship that exists e .

8.

D c. Undecided D
D

D



a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed oe. Disagreed D

9. The more good care is given through motivating workers, the more attention is given up
to the best performance.

a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

1 O. Motivation is a necessary machine which allows an organization to develop to a certain
position of achieving the organizational goals and objectives.

a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

11. You will put more effort towards your job, if you are given more incentives

a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

12. You never attend any induction course organizedby your organization.

1

a. Strongly agreed D b. Agreed D c. Undecided

(
d. Strongly disagreed D e. Disagreed D

13. Have ever been promoted due to your proper performance

a. Strongly agreed Db. Agreed Oc. Undecided

D

D

r

I

l
i

d. Strongly disagreed D e. Disagreed D
14. Motivation make an organization to accomplish its goals and objectives to the highest

self-actualized stage.
a. Strongly agreed D b. Agreed D c. Undecided D
d. Strongly disagreed D e. Disagreed D

15. Your organization provided you with good condition of service
a. Strongly agreed D b. Agreed D· Undecided D
d. Strongly disagreed D e. Disagreed D
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PREFACE
?he aim of choosing this Topic "The Role of Commercial Banks Towardshe development of Jigawa State with regards to Bank of the North Nigerianjmited, Dutse" is to? highlight some of the roles of which Commercial3anks played (with particular reference to the Bank of lhe North Nigerian:..imited, Dutse). To understand this properly it is necessary to examine the5nancial system of the country before establishment of Commercial Bank in

Nigerian.

The project is divided in to four chapters the first chapter deals with
the Historical back ground of a particular Commercial Bank in Nigerian
Banking system, the objectives of the case study and significance will also
be considered in this chapter. ln this chapter limitation of lhe study has been
stated, problems, which were faced, includes financial and other factors by
the researchers.

The second chapter of this project deals with the literature reviews,
that is the researcher would look at the role of Commercial Banks in
Nigerian Banking system, the structure of the Commercial Banking system
in Nigeria would also be considered in this chapter.

Again in the chapter the banking structure and regulations can be

considered. The related literature review of this chapter was also looked in to
the banking structure and review of this chapter. The related literature

• review if this chapter was also looked into the banking structure and refonn
.

proposals, the function of Commercial Banks and commercial Banking
'

system, operations and performance.

The third chapter, which is the second to the last chapter oftbis

project, is concerned with the data presentation and analysis.

vi
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CHAPTER ONE

GENERAL INTRODUCTION
Commercial bank· .

tt'
mg stªrted Ill west Africa in 1894 with the

se mg up of the Bank ofB ..
I

. . .nils 1 west Afnca N1gc11a. It later became
known as the ban of w

.
.

est Afnca and m 1965 joined with ch;ise

Manhattan Bank wh
·

1

·

.

te 1 was to become the standanl bank ofNigerin.
ln Nigeria Cmn

·

1 b k', mercia an 111g elates back to 1894 as well when

the established baiik f B.·
·

¡

.

.

o 11t1s 1 west Africa ton over the Afrtcnn

banking corporation, itself established two (2 yc;ns earlier in 1892.

The main objectives then was to further the business interest of the

shipping line, elder Dumpster and company which sponsored its

establishment between then and 1929. The first 1ccnrcled indigenous

efforts to own and operate a bank was made with the establishment

of the industrial and Conks. The International Bank for west African.

(I.B.W.A) and the bardays bank established in 1917 which

constituted the Nigerian commercial hanking sector.

However, between 1929 and 1959 the total oí commercial bm1k

registered in Nigeria was 33. But by 1959 only 8 banks, three

t
·

1 and four indigenous with total of one hundred and si?ty

expa na es

I
re operating. Most of the registered b:m within the per ind

branc 1es we

9 1959 or so failed because of financi:11 constraints mid

of 192 to

t Urrender their license for one reason or the other.

some one o s

N. ia appears to be unique among colonial African

Indeed iger
.

• having early experience of active indigenous

countnes 111 . .

.

1
banking. This development was clue lo the md1ge11n11s

coininerc1a .

. .

I t realised quite easily. The need for 111d1ge11011s

Merchant
tia

b king system scheme became the cxisti11g banks that

Merchant
an



111\,J ·
- Even thougl

f?'. I' '
1, clearly defined l

l ' banking system it
.

d

ro es have been enumerated to the

? '.

, is oubtful if it ha b
.

\ proper manner It .

.

s een playmg these roles in the

i

. is the aun of thi .

' the better und _

s proJect to put a search light for

erstandmg of the t
.

.

\ uz.it.11 refi
opte. _The role of commercial bm1k

.? erence to bank of the N . .

.

orth Lunited, Dutsc perhaps opens the

y sometunes to ponder
.

-

.

.

an ultnnately shading more light on the

mrspecttve
of commercial banking.

" St?3
THE SIGNIFICANCE OF nm STUDY

e significance of ti t d
•

.

le su y 1s the fundamental issue which

f-etermines almost every facet of the economy, it nlmost signifies the

main aims to achieve and guide one directly to what is expected of

him in conducting his research.

;

i

¥
1!

'I

Another significance is that by conducting the research and more

knowledge are sought about the subject matter. /\nother important

factor is that it will help the commercial banks to improve their lots.

I'
j

1.4 STATEMENT OF PROBLEM

This is normally the statement of the problem tlwt is guiding the

researcher to know what he/she is exactly trying to fiüd out or the

exact data that is useful to the field.

Therefore, the problem that is said to be cncounted by the

•

¡ b .1,5 relating to bank of the No1ih Lttl, and also Jigawa

commercia ª111'

t as our case study, The statement of the problem

State Govenunen
re on the topic of the study is normally stated in

which elaborate mo

,

.

£ tn Our statement of the problem in this study can

questionnaire
or ·

be:-
r development

in

1. Is manpowe .

?

I
.

h need attention.
area w11c

commercial bank another crnciaÍ

4



,,.? .

2. Is adequate
..

;s-ó
.

provisionof co
.

,

,, i
mmerctal b k'

. ? .

.

or the growth in eco
.

an mg facilities responsible

• 3

nom1c dev l

i • How does

e opment?

=
the commercial banks b

ª the economic de 1

( ank of the North Ltd.) helps in

!

ve opment of Jigawa St.ite?

1.5. LIMIT ATION OF THE ST?DY
The subject matter which the r

.

of .

esearcher focus its .ittcntion is the role

commercial banks (b k

d .1

an of the North in the economic

eve opment with parti I
ecu ar iocus on the Jigawa St;itc Government.

Due to some problems l
.

I
.

. .

w uc 1 mcludes lack of financinl support, time

lnmt and transportati 1

·

.

on, my researc 1 wt\l be based on one particular

commercial bank which is:-

Bank of the North Nigeria Limited, Dutse.

1.6 RESEARCH METHODOLOGY

In this research work, questionnaire !ntervi.ew
all(\ written records

will be used; in respect questionnaire one hurnlred and twenty

questionnaires (120) will be distributed to different respondent most

especially staffs both senior and junior rmd some customers of the

bank of the North Nigerian limited Dutse.

In the interview method, some senior and junior staffs and also

customers of the banks of the North Nigeria limited wi\1 he

interview.

In addition to the above, written records will be use such as

. B kl ts Journals, document and New?papers in order to

111agaz10es
oo e ,

get the required information.

1.7 QllESTIOl'll'IAIRE
.

1011 method of data .collect1011. The first thing in

This is th inost cotllll
• aire is to define the problems to be investigated

desígnin?
a quest1onn

a

1i

d
I.

I

'

lil

5



I by the survey and then d
.

.

ecide on what question to be ·ask the
question should be practi bl .ca e. ln considering a question it is wise to

.,h ask one self wheth d
.

·

-< I er respon ent are likely to possess the knowledge
I or haveaccess to tl

· e ,
.

I le llliormallon that will lead to correct answers.

!I Another important aspect of questioimaire d_esign is the wording
;¡

1
of the question. The question should be sufficiently specific in simple

! language, unembyous and avoid vague wards. /\ question may be

pre-corded or open: A question is said to be pre-corded when all

possible answers necessary for the question me stated and the

respondent is supposed to mark the one he feel is the answer.

I 111

í

f
I

f
-f
-í:

?
?-

ALLOCATION OF QUESTIONNAIRE

In allocating the questionnaire, the researcher has to divide the

bank of the North Nigerian Ltd., Dutse into three (3) categories in

which the researcher decided to classify them.

? l s1 Category the Senior Staffs

? 2nd Category the Junior Staffs

3rd Category some of its customers.
? .

tl t
.

d d distributed to the (:l) categones ia

12 questionnaire
are pnnte an

is 40 questionnaires
to each category.

, nrpOTHESIS 11.8 n ?
e d for the rese;ircher to study tie

. re being put iorwar
.

Hypothesis
a

1
f r the thesis. Hence the followmg

. contained as samp es o
.

infonnatton ard for the purpose or 1h1s research.

being put forw .

hypothesis
are

d t system where by they should go
.

I bank should a op
.

1
coininercia .

I terprise and determine enterpmc,
.

.

cover, potentta
en

.

.

.

.

t find out, dis
b roviding advise and bmld them,

ou ,
e the theory y p

l rn financ .

adopt t 1e

d Joyal clients

into prosperous
an

6

ij
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2· Moreover da equate provision f .

.

and socially .

0 commercial banking facilities
responsible le d'

commercial b .1.
· ª mg polices on the part of the

a1111. are essential.

development.
for

t_he grpwth of any economic

3, Commer·¡ b

·

eta anks are not r
I

..
·

.

the ¡
·

f¡

P oper Y adrn1111stercd as to engmccr
up l tment of the economic system.

4. Commercial banks are r
. .

.

P operly adrn1111stered as to engineer the

uphftment of the economic system.

l.9 DEFINITIONOF SOME BASIC TERMS:-
BILL OF EXCHANGE· It

·

d'
·

1 d
. . .

.

- 1s an tmcon 1hona or er 111 wnt111g

addressed by one person to another, signed by the person giving it,

requiringthe person to whom it is addressed to pay on demand or at a

fixed or determinable future time a stim certain money to, or to the

order of a specified person to the beare.r. .

CHEQUE:- It is a bill of exchange drawn on n banker payable on
.

demand. (Except otherwise provide in this ordimrnce applicable to a

bill of exchange payable on demand apply to cheque)

COLLECTIINGBANKER:- This is the bank that collect cheque

and credit into the account of the customers but do not pay the

money until payment is made by the paying bnnker. ln short the

1
II Cted is not for the bank that collect it.

c 1eque co e

PAYING BANKER:- This is the bank that will payment on the

-1 b the collecting banker. It means the cheque belong

cheque sent to t Y
.

to it. .

.

CHEQUE'-This is a cheque 1Ssucd by the bank to a

CERTIFIED
.

.

.

.

mand it has the word certified on the face with date,

customer on de .
.

fbank officials. Tlus cheque 1s payable to the

amount and signature
o

7

j
I

I

'

·r? I
ij

-{ r,

i 4

?
, ,

11
'I
)-

,,

l
j

h
¡

)
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•!:f<X:·; : payees ace

·

.; \,, . ·•
ounts written on the fa . .

·.
·.t,.

payable wit! ·

h .

ce of the cheque and tt ·1s only

f .

un t e state issued.
• DRAFT·- A d ft

.

.

., · ra IS an order
·

· ·

·

•
·

, ·

d
Ill wntmg signed by one party the)

? rawer) requesting a second
.

'í·
I

party (the dra?er) .to make payment in
i, awful money to third

(party the payee). In-short drn fl is just like a

certified cheque on ti t d ft
.

.

• la ra 1s obtamed when collection will be
made outside the states.

DOMANT ACCOUNT:- An account which active or has not been

operating to a period of three years is known dammit account. When

account is made domant no interest will be paid (in case of saving

account) not until reaction

OVER DRAFT:- This is where a banker pays a customer who has

no sufficient fund in his account. When this is created the account

ceases to become a deposit liability but an asset.

The should not be considered as loan because the procedures of a

loan are not followed.

TRAVELLERS CHEQUE:- This is a cheque designed for travelers

110 persons on vacation/trips. The cheque are printed in domination

£20, £5 and £1 OO. The person wishing to purchase trnvelers cheques

l nt with the bank and before they are delivered lhe
must iave an accou

.

d ?1 their faces in front of the hm1k official.
customers must signe

I I eques· protects the purclwscrs from loose,
The use of t iese e i .

.

1
f· carrying large amount of money or currency

which might res u t tom

like wise travelling.

it

r
f
?

i

!,

8 J
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CHAPTER Two

LITERATURE REVIEW

?
WHAT IS A COMMERCIAL DANK?

?- Banking is a trade becau b

.

•

. .

se anks are set up as other business

I/
concerns; It has customers w. I

I
it 1 defined as a transacts business. In

t s iort, a bank can be d fi d .

f .

e me as a dealer m money and credits, holding' Itself out to receive fro1 ti
.n 1e public, deposit repayable on demand bv

cheque.
·

-

Commercial bank .

s are not s11nply an example of pure commercial
bank. They are the department stores of the fitrnncial industry not

specially shops.

It is trne that their lending activit_ies are highly concentrated i,i

short term loans to business financial, institutions, Government and

customers; and that in each area the bank lrnve a major and

frequently a dominant pot folios of marketable sernrities and engage

in long tenn lending, We should make no mistnke about it. From

what ever advantage point one examines them. Sincere we can nót

hope to capture the full scope of their activities it is necessary fo

focus on a few essential features. The is no longer ,my other features

more than the first content of this chapter slated ;ihnve. For instance,

in England, banking had its origin with the London goldsmiths,

f Work enable them to have facilities for keeping
whose nature o

d nmodities e.g. gold, silver, merchants who had
valuable goo sor cm '

.

. d nd could not keep it usually pnt their money in

money 111 those ays a ·

.

Id ith But when ever any money to the 1s kept
the custody of the go sm ·

·

,

· twill be issued to the owner. They charged
with a gold smith, a rece1p

les money. In order to make money, they

fees for keeping other peop

J. '
l
?
t

9



"''.':'.f''.)'•.··•
:·..,,-,d lo invite P<oplc to keep money wHh them fo, more '"º"ºY.

·

.·
people keep with them.. ·

:· The more money they were able t? lend ?ut, and the more profitthey Were able to make. In this process, banking system developed.Commercial banks are by far the most common they provide a great{ variety of SOn,ice, to tl,efr custmnccs wl,ich ""ge from small
•

L individualssavers to giant industrial companies.The function of commercial banks includes safe keeping of money,providing loans and overdrafts and transferring money. Other
services Includes safe keeping of valuables, bill of exchange or
discount and so on.

2.1. TRADITIONAL FUNCTION OF COMMERCIAL
BANKS

i. USE OF CHEQUES:- Banks make use of chcíJnes possible. It

eradicates the problems of carrying about large sums of money.
Cheques do not face the possible danger to being stolen as money,

. .

liich the carrying about of money involves ,s
the mconvemence w

thus removed.

E OF DEPOSIT:- Commercinl banks accepts¡¡ ACCEPTANC '

.

.

.

.

I The bank opens an account in the name of thedeposit from peop e.

¡

.

d sited is credited to his account. T ic
.

d any amount epodepositor an

d ti individuals who have no place to keep theirbig traders an 1e
.

f safe keeping. There are tvvo types
.

the opportu111ty o
money are given

t hích are withdrawal on demandTh Current Accoun
'

w
.

.

of accounts:- e

bl oi1 demand or after an agreed. A count repaya e
.and the deposit c

"CLOCK ROOM" for the.
.

d osit banks act as
.

By rece1vmg ep 'notice.

Iuable of customers.
money and va

r·
I.

10



iii. DISCOUNTINGBILLS OF EXCHANGE:- Commercial bankshelp customers to discount bills of e?change. • Thi? helps traders tohave cash before the goods are sold.
·

iv. AGENT OF PAYMENT:- Ifan individual ¡;as money i? a bank,he can instruct the bank to pay his creditors. For example, a bank at
portharcourt can pay a seller of goods through another b_ank in
Jigawa for the goods bought. Thus banks helps to settle debts. In this
way banks act as agent of their customers they collect cheques, billof exchange e.t.c. on behalf of their customers.
v. PROVISION OF MANAGEMENT Sli:RVICE TO
INVESTORS: Banks encourage and advice entrepreneurs nn
whether to invest in a project or not. They can help investors in the

preparation of feasibility studies. They also include or rather provide
financial advice to their customers ?onsequently, the commercial
banks play crucial role as intermediaries betweei1 the surplus units in
the economy and deficit unit. The help therefore. to mobilize and

channel surplus resources into productive inve,tment opportunities
d

.

ne inoves behind the whole economic system.an are pm

THE STRUCTURE OF COMMERCIAL BANKING2.2

SYSTEM.
ik' tstem contains a commercial bar mg sec orA modem monetary syny

•

¡ by the creation of demandct the monetary process ma111 y
.

that affe
.

1

.

1 a given commercial bankmg.

The particular ways m w 11c l '
deposit.

d
..

titutional arrangement of the.

fl t the laws an ms
.system functwns re ec

I ti
.

.chapter we will examine, the.

I ·ch it operates. n 11s

.

country m w li
.

commercial fornking system willof other natwns
.stmctural features

.

' ystem have the common
I commercial bankmg s

.vary. But al
.

ti form of dern.ind deposits..

oney m ie•

1·cs creatmg mcharactens I
.

F
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However,' there are factors affecting the structure. Because
/ êommercial banking structure refers to the number, organization andrelative size of banking firms operating within a given market or

market, many factor can affect the structure of commercial banking.Some of in Nigeria are described bellow;
i. THE DUAL BANKING SYSTE.M:- A disting11ishing feature of
commercial banking structure in Nigeria is the existence of a dual
authority Governing the chattering of new commercial banks.-

'

National (or Federal) charters for commercial hank have beganwith the passage of the National banking acts nr the l 860's. The
office of the controller of the currency which is part of the Nigerinn
States department in the treasury, administers provision of the of Hie
Federal legislation relating to the chartering of the N;1tional banks.

Federal requirements are more exacting or stringent then those
of the individual State Government. Recommendation for the

establishment of more uniform bank chartering requirement, at the

Federal and state levels unfortunately, remain unneeded. The

divergence of standard parily reflect the question of state right in the

area bank regulation. At the time the initial Nntional banking act was
.

.

1863 informed observers anticipated thatpassed by congress 111
,

t. Commercial banks would have nationaleventually all opera 1011·

. .fa I percent Fedem I tax hved m 1965charters. Under the pressure o
. ·.

,.
.

state banks ended thelf leudmgon their outstandmg note issue

. . . .

I fi of the issuance of stat.e ,bank notes. At the same
act1v1t1es m t 1e orm

·

. ·

b nks. f d 't banking sustained these ex1st111g state a ..

the nse o epos1
.

tune,
I

.

d fall commercial birnks in Nigena c?1Ty
I

.

d some two t ur s, oTo tus ay
. .

one third those bank
n the other hand, the remammg ,

.
states charters o

l 1·oritv of commercialccount for t 1e ma
a

with national charters, a

· N' ria
banking resources m rge .
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.,/
ii. UNIT BANKING:-Thecommercial banking structure ofNigeria

.:.
reflect the

do?n?nanceof
t'.nitbanking firm operating single offices.In the post civil war penad, although the numher of commercial

t
i'

banking offices, reflecting the large growth in brnnch banking thesustained growth in branch banking keeps alive a continuing debateregarding the
advantage and

disadvantages associntcd with this formof banking organization. Many efficiency and safety in mobilizingfonds especially by providing banking facilities in small towns, abranch banking system provide flexible mobilization of fund shiftingexcess reserves for lending among various officers of the system. lnthis ways branch offices can be established in localities, tlrnt
generates a fairly unbalanced banking business. !\Isa in initiatingoperation new branch often draws .on the pool of experienced
management personnel willing a large branch system .. A criticism
frequently raised against branch banking is its ridverse effects on
banking competition and concentration. There is firm consensus
existing on this issue but there is emerging skepticism regarding the
unfavourable impact on banking competition of expanded branch

banking. The view is reflected in the following excepts for thinking
d

.

tr'ng about our banking structure. Wlrnt kind of banking
nee re-onen

? WI t kind of banking system Can best serve the Nigerianstructure. ia '

. .

lving the kind of banking structure we have noweconomy as 1t 1s evo

... .

t II is time to put more emphasisseems to be singularly m
;ppropna

e.

.

d l on locally .protected market arenson scale and services an ess
.

. .

I r it the extent of hrnnch bankmg ,nti legal factors part y nn
.

curren y,

l
.

I followed by the Federal
. .

t branching laws (w uc l areN1gena sta e

d may be clr1ssified into threeauthorities for national bank) vary an

groups.
.

'ttíng State wide branchmg1 State penm.

13
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-· ? .... .,
J:>Cl'btifting lihlited

branching usually in head officeI
3. State that allow

o.QJy llnit
banking.·

·fü.
ÃfEl\fBJ<asJ,,p lN .l"fu:

Ct,....,.,;L BANKING sYSTEM
All

DalfonaJ ?
'Ysle,u

"<>mm...,;,1 l>anks must hold
[" mombem,;p in lhe "'•Oaf

ha.king 'Ystem !Fedem! resem, system)

·

Slate •h"1ered bank, '"ªY joint. The F""°"' "'""" system p,ovide

that oertain
""luin:mem an, met. l\f0,1 state banks ''"• not cho""' to

joint lhe Federal re,_,
Pllrticula,ly in !iglu of the system.,

generally more
straighfment lega¡ ,ese""' and <at>Ótnl ,eqni,em,.,t

AJthougl1 a
minority of all

eommere;,1 banks (a) Ha,e Fodcml
reserve

membership, those membe, ba.,ks hold ""'" 80 pe,e,.,t "'
all

commercial
bank;,,g deposits ia Nigeria. Si,w, Civil WM, 1/,c

Federal resen,e lias face a
continning pcoblem

cclatfog to """'"'"
Some observes

including c01nmisMon on money""' c,edif a,,d thc.

d
¡ r

·

suggested "

commission on financial structure an regu n ion,.
.

F d
¡ .. •

system through

broadcasting of
membership Ill the e era resen ls ,

legi.slation in order to improve the span of

Passage of Federal

.

I ,.II be made of

monetary control it is unlikely 1/iat 1/,,s "'"ge '"

.

.
.

ent in efferl . These bankers

banks That 'Ofe,s the ex,stmg '"'"•""

f

.

.

d b the wlm,tary ,,at.,,e "

favours the "escape hitch" provide Y
.

for state chartered banks.
Federal reserve memberslnp

achv;ty is them,¡.,,
TIVITY--Bank merger

iv BANK MERGE AC
.

, . of comm"cial

.

.

tJJe llUmtJCI1 deceive m
füctor accounting foe 1"

. . .

Altilongh if is diffi'"lt 1"N"gena c1v1l war.banking ftrm dnring poSI 1

.

;" a partic.,la, ba,k "'"'".fi factors operatmg
.

in to bank

Weigl,t lhe spec, IC

·

facto,-, co"tnb,t g

.

rtant economic
. of bank

Some of the more nnpo

ff! et the under valuatwn) Attempt to o s

.

htened merger

merger include:- (a

·al prest;ge. Th, hc,g

si•w

ment financ1

d,1rd for appra, -

shares and to argu

f clear cut Sfan '

.
.

h the absence oacti,ity lmker mt
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?-_-
-, """Peen

congression.aJ .

'li.
ct of 1960

..

Tlus act stipuJat d
. Passage of lhe bank

1

e ainon severa

I' evaluating bank merger and it .

g other thins several criteria fi
.

. Provided for .
. or

! Federal bank
supervisory a

Pnor written approval by
I- gency of all

a

- insured by the federal Gove
'

mergers involving banks"' nunent Tl .

.

.

:
-

.

·

11s leg I
•

= all commerc1al, banks, since
1

1s ahon covers virtual!ess than 2'¾ f
Y

by the corporation. (b) Ad'
o o all banks are 110t ensured

' UUShnent to
rcommercial lending which 1

1 Je enhanced role oflas prompted b kcan conteract logging gro 1

.

an s to merger so that tlJcy
.

.

wt 1

111-deposit d
-

stipulated loan !units and .
.

an
hus111ess; expandmost nsmg forest II
-

Adaptation to appreciable .

ª oflrce shortages. (e)
population shit int .

areas through the acquisiti f .

0 outlymg sub urb;inon o road-made banki i f:
...

more legally accessible ti
.

1 g ac1ht1es often
Jan newly est bJ' I d

.
.a ts Je offices (d) M bbanks to strengthen market p ·r

I

oves Y

.
.

os1 ron I iro ugh divcrsi fied operationspart1cularly m the growing area of retail banking.

.

v. BANK HOLDING COMPANIES:
A further features of the banking structure is I he prevalence of

bank holding companies. Stated simply, bank hnlding companies
State simply, bank 'holding companies are compn11ies that own or
control directly or indirectly one or more c0111mercial banks

frequently the holding company relation arises thrn11gh a corporation

obtaining control of banks, whether by lhe direct pmchase of stock or

by tl1e exchange of holding company stocks for that of individtrnl

independent banks. In general two types of bank holding companies

can be distinguished; Multi bank and one bank companies. The bélnk

11olding company act of 1956 as amended in 1966 required

.
. .

I I b d of Governors of the Federal reserve
reg1strat10n wit 1 t 1e oar

.

.

1 Id' ig 25% or more control,m
system of all multi bank compames 10 11

d
banks congress did not exten

the stock of each two or more
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-

··?•uu1g COil)
·

.

passed
in 1956 nor when the act

Panies When the original cat was
, Was amend d

.

cotnpames were typically
e m 1966; because these

, small con
located largely in unit bank·

cerns
controlling small banks

tng states. One b .

'

ii can be non-bank originated
ank holdmg company

' or bank ..
. ??-, ..

company sometune called fi .

ec · A. bank-ongin¡itcd
? .

ª tnanctal
;. operating bank forms a I Id.
?

ro ?
_ ultimately becomes a

subsidiary.
In this case, the bank

.

is the main part f Iorganization and the otl
' o t 1e holdingter part of the holdin ,

financial or bank-related act' ·r
g company enrwge

.
.

tv1 tes. Still others were sensitive to theneed to mamtam the traditional .
.

d
separatton of commercial bankingan commerce. ·

·

cong
·

enenc occurs when an

comp:an
·

.

Y Ill wl11ch the bank

vi. CONCENTRATION IN BANKING:
As significant aspect of commercial b k' .an mg strncture 1s the degree
of concentration existing in banking resources. C,rnerally, the extent
of banking concentration is measured by either the proportion of total

deposit or total assets held by a glad number of the largest

commercial banks within a specific market area. In local (Urban and

metro-politant areas) banking markets the concentration is typic.tlly

the proportion of total commercial bank deposit in the area accounted

for by the biggest commercial banks .. For state, concentration ratio

frequently relate to the too. Bank for the nation .as a whole, the

.

I d ti ¡ st to banks These are certain
coverage usually me u es 1e arge · ·

limited in the use of concentration ratio for gauging market structure.

b f bank to be used in computing the

Determination of num er O
.

b 't A meaningful concentration

concentration ratio if highly ar I rary.

.

t· of the boundaries of the relevant
· ·

ti e determma wn
raflo reqmres 1

1

·

that are open
difficulties and ass11n1p ton

market. This involves many
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.

· ··?
JuuiciaJ

interpretation ·over the
,,,5 m aaamon

concentration rat' ·

ye...
·

. tos
computed on the basis of total

m1itudes (Deposits or
assets) ¡

,.,?
.

"'º" th'
<><pli cót P<odoct !in,; fo,

xample demand deposit or
business

1

e

0ans to be examined The
overall ratio may either differ

marketing fi
1

·

·

.
.

.

.
rom t 1c actual degree of

concentration m a given product line.
Furthec rno,e, the

concentration line <afio doos not allow fo, ""number and size distribution of all
banking firms ¡11 a given market.In assessing banking concentration failure to allow for the role ofnon-bank financial institution can over state the position ofcommercial bank in various markets. Beyond demand depositservices most of the product line offered by the commercial bankshave close substitutes supplied by other financial institution forexample, mutual serving banks, and loan association and creditunion, all offer services similar to commercial banks time and savingdeposits services

The differencein the concentration ratio reflect the facts that big
I 't bank in unit banking states cannot establish branches

centra c1 y

in the fast growingsub-Urban areas.

. ..k t free attracting deposit from md1v1d11alThus ban s preven

.b
.

who have moved to outing areas.and small usmess
.

., .

EBANKING STRUC r UR2.3 THE

REGULATIONS:- A
.

ti
.

hanking strncture.

element affectmg ieview of the maJor
.

I banking is heavily regul?tcdf: t that commercia
1hlic

emphasized the ac

·¡ operations affect the ptbecause J s

.

d t

and supervised industry
artly to protect the m us ry.

t deem it necessary p
.

ce demand
interest and soc1e y

.

d competitions. Smer. ts of unrestncte
.

I public money
from the auec

f the Genera.

es the major part o
deposits comprrs
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wuununrty beyond the lossoccurring to the banks stack holders I11 dd't• .

• a t ton, commercial bankshave liabilities that are very great to ti
·

•

1

•1e1r capita (or owners) eqmtyand thus there arise opportt n 't r ·
1 I Y 1or l11ghly speculations lendingactivity reckless bankers.

A sensitive reading of b k' •an tng history reveals severalincidents that tended to support Government intervention in theturbulent and condition during the period of free banking when
newly enacted state laws granted open access of bank characters
the many banking failure and the wide spread system f commercfol
bank regulation at the Federal and state level specific on lending
and borrowing usury law, interest rate outing on time and saving
deposits management requirement for establishing new banks,
limitation on branching stimulating for periodic publication of
financial condition, and bank examinations by supervisory groups.

At the same time that commercial banking is subject to

many specific regulations, there is considernble lead way for

banking firms to engage in various forms of price and non-price

competition. For example banks have reasonable discretion

regarding the choice of particular kinds of lending and interest

I d Non Price competition affords eve more alternativerates c iarge .

for keeping old customers and attractitig new ones.
.

In recent ears banking regulations has became
co?cerned

with

.

I for competition in b.mkmg. Here thepromotion constructive ro es
. .

. .
.

vin efficiency, that is on acluevmg a
emphasis 1s on unpro g

. ·

ices to"d the maximum m bankmg serv
b .,..

t m that provi es
.

ai111.mg sys e
. In effect the economic.

1
t possible cost.customers at the owes

I b I wnrk for appraising. . rovides a roug 1 enc 1

theory of competition P
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Hówever, the
competitive tnodel offer I"

.

guidance because it is d"re
s

11nite<1 operatio,rnlhucuit to quanfthat bear on banking comp t·
.

ity the various factorse thon.
2.4 THE

COMMERCIAL
STRUCTURE BANKING SYSTEl\l

AND REFORM
PROPOSALS:

In recent years risin .

. .

, g sentnnent has emerged for morecompettttve features into the com
.

.

1 b
.inercia

ank111g structure as wellas into the nations overall financi 1 ·1

·

.
.

.
.

.ª s ructure. Rc_tectmg rehance ongreater regulation and control in fi
.

1. k
.

.nancia mar et, tins viewstresses the role of free market forces cor
.

.

h fi
.

1

11

1mprov111g t e maneia
system's performance.

One of the major proposals would permit deposit institution
(such as saving and loan associations and mutu;il saving banks to
offer checking account services, provided arc subject to the
reserve requirement and other regulatory and tax burdens as

commercial banks a relate proposals is to allow any depository
institution covered its Federal charter to another type of depository

institution; for example a saving and loans association could have

its charter switched to that of a com1nerciai bank.

Their changes would establish easier entry into financial markets,

including commercial banking activity, and would tend to avoid

overly protective chartering by only one chartering agency. Some

b
.

t
.

d tl1at free entry into banking markets wouldo serves mam ame

facilitate elimination of most bank holding company and mer¡!cr

restriction.
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···?, au state Pass st .

, .

law no specific recommend .

Rte wide branchingatton Was
.

banking strncture will be enacted
. t?ade

for a change in
tn the nnm r

consideration to opposition in .

e( iate future given
certain states and th

pace of modifications of st t b
.

e generally slow
a e ankmg laws.

2.5 THE COMMERCIAL BANKING SYSTEMOPERATION PERFORMANCE:-
The reviewof the principles assets at d 1. b'I

•

.

.

1 ta I 1ty account m the
balance sheet of commercial bankit;g d 1.

•

·

.

.

un .er mes thetr importance
to commercial banks conducting operat·

·

.

·

10ns so as to provide
adequate liquidity for contrived performan s ffi

·

¡·

·

1·ce. , u ICtent 1quH lly
is needed to observe possible deposit withdrnwnl and to provide
reasonable accommodation for customers demand for loans. At the

same time consideration of liquidity must be termed by the

opposing concern for adequate income to en?11re the continued

provision of productive resources in banking. In effect the

liquidity objective conflict with the liquidity objective of

profitability in the conduct of commercial banking operations.

Approaches for attaining sufficient liquidity in a profit

oriented commercial banking systern have varied greatly over the

past several decades. One traditionai view of the liquidity question

widely held until the depression was the real bills doctoring or

. ti or credit this doctrine held that a balance
commercial loans, 1eory

. 'd'
.

achieved through commercial banks

approach to hqu1 tty 15
.

. .
. sl1ort term self liquidating eammg assets

acqumng pnmary .

working capital loan secure by ieal

stressed was the short term
1

k t. or shipment sale of these gooc s

.

d
·

g mar e mg
goods m pro ucm

.

ti loan Understandably,
for repay111g

1e ' .

would provide the means
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Generally, the real b"I
•

I I doctrine e
balancmg the maturity stru t

tnphasize the n d

. .
. .

c ure of assets a
.

ee for

(iab1hty. Deposit liabilities
gamst !hose of de

.

, payable on d
posit

require lending of the short-t
emand or on short noticenn

self-liquid f
e,

in loans for the working capit 1

ª tng type, particularlya purpose. The ft 11

dictates of the road bill doctr·
1 adherence to the

Ille was virtuall i1
.

of the changing loan needs fo

Y npossible because
r customers e g T I

..

purposed or for purchasing real t
.

.

. . enn oans capital
es ate, so m this regard ti I

guided banking practice until gr t d
.

.

.

, ie t 1eory

. .

ea epress1onwrccked its havoc
In add1hon to these short

.
.

·

. . . .

comrng inherent in the use or
trad1honal rallos 10 appraising ti r .d.

. .

le iqm 11Y or banking system,

recogmt1011 must give to the drm 1.
1

.na IC c 1angcs m the banks

management techniques. These new meth d 1 1

.

0 s. ,;irge y reflectmg

an innovation response· by commercial banking lo the restrictive

monetary policies and suggested to needing for a cautions

interpretation and analysis of simple liquidity ralios.

2.6 THE ROLE OF COMMERCIAL BANK IN

NIGERIAN BANKING SYSTEM:

The commercial bank in Nigeria played an important role in the

country banking system. The commercial bank 11ses the saving of

individual by challenging the saving into protective investment

Generally, the commercial bank in Nigeria plays a cmcial role in

the banking system as an intermediary between lhe surplus unit in

the economy and the deficit unit.
.

I b 1ks helps to mobilize and channel

The commercia ª'
.

.
.

vestment opportunities
and are

surplus resource mto productive
111

. whole system ;ind economy. ln

the prime movers behmd the
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I
•

en,jce with highly 1·
•

-···
•ut:_ tact that ths •, . 1qu1d

unlivable .
ey provide

t h
· attracti

·

ínves ors ave Ill essence a
ve assets. Wl -1.ssets to a

1

. 11 e

t fi arge pool fjnvestmen manee open at
1

° resources forower cost and
.

The commercial bank in N' .

lil most suitable form.
tgena will

effectively in the circular fl .

not perform their role
ow of tncome ti

.

.

division of accumulated mone .

' 118 prevented the

•.
y capital into the agricultural andindustry sectors, many reasons 1-1

1 d'lc u ing tmd .

1·
.

er cnp1ta 1zation, poor
management hostile and unfair e

..

ompeltttons from earlier banks
make the commercial bank to under take discrimination credit
policies for quick profit making.

Generally the central bank is lhe government agents in

operating its monetary policy and. 1·1•s 1 1·· k
·

t 1e 111 between the

government and the commercial banks.

Development banks on the other hand me special purpose

institutions located mainly to stimulated development in the widest

sense of the term. They provided medium and long term

investment funds for direct investment or for assisting private

initiative to providetechnical assistance and supporting services.

Commercial banks and merchant banks are the commercial

type of banks while the operation of merchm1t banks can be

classified into two:-

a. Corporate bank and

b. Corporate finance.
.

.

I des checking accounts syndication term

Corporate Banrnng me u
11

. Corporate fín?nce includes pu' ic

loan, advance, and leasmg e.te.
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·:;DDIFFERENTBE'f'WEEN
lllEllclfANT BANS

I
?
I
!

coMMERCIAL BANI( IN
NIGERIAN BANI<ING SYSTEM:A merchant bank has been defined ?YPADovoN 1977 as abank which operates almost in the

following areas:.
i. Corporate financial advice on new shares and bonds issues,capital reconstruction mergers and acquisition ...

Taking deposits and money market operates and foreign

II.

exchange dealings .

iv

...

Acceptance of credits and all forms and finance.
Ill.

Concern with bills of exchange and payments in foreign
trade.

v. Fund management on behalf of clients most typically

r
I

'I
1/'

'?

'i

pensions

funds etc.

b k
.

differen?e between merchant an sHowever the maJor

I 1

. !,bankin Nigeria banking system exist throng It ieand commercta ,

followingbellow:-
.

I medium and long termb k provide mam yMerchant an

d d encouraged by the.

I banks are urge anbut commerciafinance

d short Joaos.
.

·

advances an
·

deposit

central bank to give
le bankers accepting .

b ks are whole sa

·¡ ret·1il
2 Merchant an

k ct 5 priman Y as '

.

.

I ban s a

.
b t commercia

k s acceptmg
on larger amount, u

are whole ban er
.

hant bank
rimanly as

bankers ma;nly mere
mcrc;al bsnks acts p

I

mount but com
nting with on Y adeposit on larger a

I t banks are ope ,

k me
.

I mere rnn
. hant ban

retail bankers, mam Y
· Mainly mere

I bankers.few being whole sa e

l.
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-• .. ucnes· b
·

-·
.

· '
etng Whole.tfhjle commerc1al banks, as ret ·¡.

sale
bankers.

""J•
a1 ers need .

branches.
a Wtde

network of
However,banks have and are still

1

.

.
. p ay1ng key roles inthe Nigenan bankmg system.

Commercial b _
. .

. anks
notably a partfrotn prov1dmg Security for depositors f1 d

.
.

.
. .

un 111

11lcreasing the levelOf saving w1thm the economy through attra 1-
.

·'
e tvc interest rates.The amount saved by the depositors

.
.

ts given out to
prospective investors who are in need of funds thus helping in
economic growth and provision of employment opportunities.

The cheques system also greatly helps mid can transaction,
especially those involving large sums of money. The role of
commercial banks in Nigerian banking system is also to extend

credits to rural dwellers. In term of financial difficulties also the

government resorts to

Government securities.

the commercial hanks purchasing

J

I·
'
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CI-IAPTER THREE
DÀTA PRESENTATION AND A. NAL \'SIS:ntioned earlier, one hundred and tAS

me
. Wenty

questionnaire were
.

istered out of wluch
ninety-five?dJ!llU

respondents Were forth
.

g Hence the total response rate Was 77o/,
- comm

·

0 our
analysis will! dl<J'fore

be based on
.95responses.

Questio?nairedistnbutions w.s!
bath Junior and Semor staff. The Junior Staff incl I M

·

!!t to

uc e
essengers,: Clerks, Cleaners etc. While the Senior Staff include

higher-rankingofficer like supervisors as well as Managers.
-

SEX GROUPING OF
RESPONDE?TS

Sixty out of the Ninety-five respondents are male
respecting 63% of the total responses. While 37% of the responses
are female, making 35 out of 95 respondent thus lhe majority or

respondents are males.

ATABLE l.

? SEX SCORE PERCENTAGE

6 t 63MALE

37FEMALE 35

JOO
---

95 1?--??AL

' '

25



I
i
i
I

,4.Gt GROUPJNGTABLE 2.
.

AGES ?
?15-25

26-35

36-45

46-5$

55-ABOVE

TOTAL

45

20

IO

47

20

II
IO

II

?.1.--? 1
100 -

cc• Majority of respondent falls within the age gr01111 of 26-4S .

yea,s.
_ They constitute 45 out of the 95 responses, making 47% age gr?up36-45 years are 20% out of the total respondents or 21 % out of the

Ninety-five (95) responses.

Next in line are the age grouping 15-25, 4(,-55 and 55 above

respectively. Each takes I I% of total responses.

. r

;

I

,

I

MARITAL STATUS OF RESPONDENTS TABLE 3.

SCORE PERCENTAGESTATUS

70 74SINGLE
26MARRIED 25

IOO
TOTAL 95

·

.

d Tl ey make 74
t manic .

J

dents are noAbout 74% of the respon
,

1 95 responde11ts.
26o/c of the tot,1out of the 95 responses. Where as O

•

1not marrte(.B ?n?areence majority of the respon

26
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SEX

rJanagers

supervisors

Clerks

Messengers

3

27

30

20

2R

32

21,Cleaner 15

16 ·

TOTAL ?(l====Majorities of the respondents are in the clC'i·ks ti
·

1ey cons! I1ute30 out 95 responses making 32% then with supervisors with 27 outof the 95 responses making 28%. Next in line arc
n1essengers with 20out of 95 responses having 21 %, then 15 out of lhe 95 responses

having 16% are cleaners. Then followed by rn,111;1gers with 3 0111 of
the 95 responses with 3%.

EDUCATIONAL BACK GROUNDOF RESPONDENT
TABLE 5

RESPONES

Non formal education
First school learning
certificate
Wasc/Grade II
certificate
Professional certificate
University/Poly/certific
ate

Other specified

I SCORE

Nil
10

30
20

35

Nil

--r
PERCENTAGE

-·

I

63

37

' '

__ 1

JOO -?-

9 5
_ I?gm n I mt eTOTAL

I ----l rn1versity?I o9 5'i aarree
.out of tie

I certific?teAbout 3 5 respondents
W ASC/6(E/6R. I

9?followed by
"' 20 out of 1hc -

representing 37%, then
resenting :12 10

onses rep
constituting 30 out of 95 resp

27



·?vrese ·

.

·

oses are first school Ieavin..,
.

. llhng 20% 10reSVº e
certtficates I . .

.

ot1t of 95o?GEVITY IN SERVICE TABLE 6
1av111g 11 %.L ?---,.._ .

:RESPONSE
SCOR

r,css tltan 4 years

?·¡?AGEBetween
4-8 years

30 ?-------
Between 9- I O years

5 ,

3 l. 5 8

5,26

10.53s

Above JO years 'º

TOTAL ?95
[Majorities of respondent have beení?l, k?--e 1"11 s service for les?titan 4 years. The numbered 50 out of 95

resJJr I C
.

.·
11 ses.

onstrt11t111g

I
52.63% followed by 30 out of 95 whose respn11scs have been ¡11
service of between 4-8 years representing 31.58'\,. Five out of 95! responses have been in bank service for 9 to In years, representI

: 526% of the total responses. About 1 O rcdspon?cs have served the

•
bank for upward to 10 years. These represent I 0.53% of the total

_ responses.

SALARYRANGE PER ANNU!\1 TABLE 7.

RESPONSE

Less than N2,000

Between N2,000 - 4000

Between N5,000 - N8,000
Between N8 000 - N 1 I ,000,

Above NI 1,000

I
SCORE

Nil

4

18

12

25

--

1 PERCENTJ\GE

Nil

42

19

13

26

28
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rurry
respondents

earn betmake 42% of the total r Ween
N2,oooo-Ns 000 Tlesponse. Th .

, . 1eseN5,000-N8,000:0o Nui b
ese In the

bracket of b t
li er 18 e ween.

represen('responses wlule 12
resp d tng 19% of the lotalon ents fall .Nl 1,000:00 These tnake 130

w,th the bracket of NS/l00-1/o of lhe totalthe respondents earn responses. About 26% ofover Nl] ,000:00 Ttotal 95
respondents. hese 11111nber 25 out or the

ADEQUACY OF
TAKE-Hol\"E,?1•

PAVTABIE8.RESPONSE
SCORE

Adequate
60

Inadequate
35

TOTAL
95

f

PERCENTAGE
63

37

100

Out of the total
respondents, 60 consider. their salary adequate.Howeversome among them concluded that due lo the devaluation ofNairn and structural adjustment programe. There are little bit have

some difficulties pertaining the purchasing poll"cr of the take home
pay. 35 respondent do not consider their salary adequate, 6 responses

representing 63% while represent 37% lhe total responses

respectively.

DEPENDANT OF RESPONDENTS TABLE?.

SCORERESPONSE

None

1-4

4-6

6-above

TOTAL

30

27

13

-::- j

PERCENTAGE

32

2

14

26

100

29
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- - vur of füe
representmg 32% of tJ respondent d1e

respon
o not have ddependants are re

ses 25
respo I

ependnnts
presenting

11( ents have 6

respondents are bet 26% of ti
and ahove

Ween 1.4 lllak·
ie total

respTl 111g 28º/. onses. 271ese
respondent I

.

. º of the total
laving 4-6 d respondents

total responses. They n ependants 11lak

·

Urnber 13 Ont o
' e up 14% of theBASIC FOR

PROMOTION T

f the 95
respondents.

I RESPONSE
ABLE 10

Educational
Qualification
Staff
performance
Experience ,due
to long
Period of service
Others

c=r-OTAL______ _¡__

I

. '

PERCENTAGE
21

30
32

45
47

Nil Nil
Nil Nil
95 100

Majority view of respondents 1s that the b,1sis for promotion is

through experience and long period of service These number 45 out

of the 95 total, and make up 47% of the responses rate of 32 of the

respondents are of the view that promotion is purely done on the

basis of staff performance, while 21 % believe that it is done 011 the

basis of educational qualification. These 1111111bcr 30 and 20 of the

total responses respectively.
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··-RÉsPÕÑsÊic.Jl'J TABLE 11.JVJE A.Bour
BA.NI( OF THEscoREThrough

Television

Throughradio
60

•
63I 10Through
I I5

Newspaper
5

Others

TOTAL
95

----Out of the total
responses 60 ---------____J

. carne to I< 110w about the lmnksthrough radro
representing 63 perce

t f
1

11 0
1 le Inf al responses. While21 % of the respondents know about the barik 11

.

1
1 T 1

..
11011g l

{ le e CVISIOllmaking 20 out of the total of 95 respondenls. Some respondents
numbering 1 O or I I% of the responses. First know about the bank

100

.

(

througl1 Newspapers.

Wl1ere as 5 respondents or 5% of the respondents know abnnt it
through other means like friend acquaintance and so on.

COMMERCIAL BANKS AND EFFICIENCY IN TH?NIGERIANBANKINGSYSTEM TABLE 12.

RESPONSE SCORE PERCFNTAGE

93 98Yes-they help
2 2No-they do not

10095
?? -·TOTAL

banks contributes lo the
Vl·ew it that commercialMajority

This is effected in Table
.

.

b nking system. .

efficiency of the Nrgenan ª
. ffirmative these 111ake

ondcnt were a
I 2 where 98% of the right resp
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--?

't:Spondents
.

95 responses have a
contrary vie .

nun1b_ering2 out of tiWpo1nts
1e¡\J)MINISTRA TION OF

COl\,Jl\f
.

VPLIFTMENTOF
svsn1111,1!?i:1.LDAN? AND ll!ERESPON

Yes-The

administ

the econo

No they

TOT?

, 55 out of the total responses do not élgrce tlrnt commercial banks nreproperly administered to uplift the economic system
consti1111i11g58% while 42% or 40 respondents are or the opinion that commercialbank are properly administered as to uplift lhe nations economic

system.

SE

SCORE
%

y are properly
ration to uplift
mies system.

40'

42are not
55

58-? ----------
100----

THE ROLE OF COMMERCIAL B;\NJ(S JN nm NIGERIANBANKING SYSTEM TABLE 14·

1RE?.--S'PONSE SCORE

Yes-They play
an important

role.

No-they do not

I
PERCENTAGE7

89

6

94

6

--i ?100TOTAL
-? -?. .

11 that commercialthe op11110. ondents shares
.

t n and the
Maionty of resp

.

h?11hng sys et
'J

I Nigcrnm ,
.

.

.

nt role in t ic
otal responses

banks play an unporta
b 89 out of the t

it These num er
. this views. Theyeconomic developme, ·

1
do not slime

.

panden s

r six resor 94% rate. Howeve

95 J
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- "ºI Piabanking system. These
rneasur

Y any
i111portant .

es up lo
on)y 6o/,

role ltl lheº of the
respo nses.THE ROLE OF

COJ\11\1EBANKING ANO no Rcu.t
BANl(s JACTIVITIES OF Tl-JE ?t??Ncnm c01\1??kGERIAN'"1MEncrAL CfAt

TABLE 15.
. JfGAWA Si;\¡r.; Af'TJVITIESJN

• RESPONSE=

Yes
80 PERCENTAGE

84 -----No
15

l6TOTAL
95

100 ----

··----More again 84% of the tol,"I"
responses, numbering 80,respondents are of the opinion that commerci:il banks have beenplaying an important role in boosting lhe eom111crcial activities in

Jigawa State. 16% of the respondents I lowcver ft·II olhcrwise, tlrnt is
the role played by commercial activities in lhe country. These
number 15 out of the total as respondents.

3,J HYPOTHESIS TESTING
Our first hypothesis stales that commercial banks play an i111pnrla11l

.

T ble 12 and 14 have cbrlyrole in the Nigerian bankmg syStem. ª
.

.

. .

·orit 'of respnnses in the queslronindicated this hypothesis 111 that ma_¡ )
.

1 b I· in.

·¡ tion of cnm111erc1a an,. .

1 and cont, 1 rnperta111mg to tile ro e
.

1
the economicccially towm< sNigerian banking sy5!em esp

_

.

e That is they, played.

t were affirmativ .

. .

,

development of Jigawa sta e

1
i,t in its effic,cncJ..

system anc n,,an important role in the banking .

: .

,ht
b provide ng ·

Hence this hypothesis has een
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atternative b h
.

,.

.

y
Y]lofh?,,,

Which - 11,,i

Jllweteial banks do not
Play and

i"'"°rtan1 '"'•1 ·n ti l.r• .

ifj . .

.

" ",,.,,,,,,
,nlcing system ,s Pfoved

Wrong. This is our
sec,.,,r

hY))otl,esis

b

Looking at table 13,
majonty of the

<esponde,t, feet lhat

ercial banks are not
P•0J>crly

•d!nini,r,•«d a, to oplifi

comm

system. Thus, ours third
hypothesis which states "'"

I
I
'
i'
?

economic

ercial banks are not
propedy

administe,,,r 10

eogineering lhe

comm
. , ent of the economy is also P•ove,r •ight, as '"" tl,e , Item,,;"

uph1tm

rong and therefore rejected.
prove w '

'
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'2004,
.

Dear Sir/Madam,

QUESTIONNAIRE ON TIIE
11O1,E OF

COMMERCIAL

•
BANKS TOW ARDS THE

ECONoinc llf
VF,J,orMF.Nl º'

¡
JIGAWA STATE(A

CASE STUFY OF BANK OF TIIE NORTH NIGERIAN LIMITED,DUTSE)

-
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d Ct1·11g a research on lhe nbove topic for an award of
I am con u <

.
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.
.
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.
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cmvn ... V LU ... acnes of
question '

D

!!alhere,¡
lowa,ds fi .

frolll the top
managetnent

officials of
·

tnding responses
.

Bank of lhe N rtl 1,.,. •

L'mited, Dutse branch 011 the rol f O 1
,,1gena11

J

e o
"''•tnerc;,r ha k

omic developmentof J"
11 s towards the

econ

igawa State Witl
I

.

•
'

1
1 1c aun of

analyzing

them. After each question are
service or .

.

.

0Plron, officials should lick
the ones applicable or must

appropri;ite At ti
.

· le end of some quest ron
he/she is required to tnake his or her own precise.
APPENDIX 2.

QUESTIONNAIRE DIREcn:o ro THE TOPMANAGEMENT OFFICIALS OF BANK OF THE NORTHNIGERIANLIMITED
DUTSE BRANCH.
¡_ Sex of respondent:

'

Male

2. Age

15-25

Female

26-35 36-45 46-55 55and above

3. Marital Status:
.

1 Divorcemarried Smg e

. . .

lhe bm1k of tbe Nc,rth
. .

our pos111on 1114. Job designation: What is y
. .

D t e branch?Nigeria L1m1ted, u 5

AccountantManager Supervisor Ckrk

Messenger or Cleaner
.

back ground:
GCE/W /\SC/GR.IJ/SSCE

5. Education
·

1educat101Non formal
(Specify)Others

•

vice ?
hnic

been 111 ser ·
Un;vc,sóty/Polytec

loTig havo Y"'
& ,how

. .

service: How
Years 10 Years

.

6. Longevity 111

9-10-
4 8_ Years0.4 Y ears -

ge).
. (salary ran7. Remuneration.
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1,eSS
than NI 0,000:0o

N15,000:00-N20,000 :Oo

N25,000:00

NI
o,ooo:oo.N1

s,000:00
N20 ooo-o· '

·

º·N2s,ooo 00
8_ Dependants: do you have any d

ependants?Non -1-4 4-6
6 and above

9. Basic for promotion (what is ti b
.?

.
.

.
.

le as1s for
pro11101io11 in bank ofthe North Ntgenan Litniteâ D' utse

Branch). Educatiorwlqualification?

Staff performance

Others (Specify)
IO. How did you come about bank of the North?
Television Radio

Newspaper OI hers
I J Do you think commercial banks are of any help toward the

-

Experience
Long service

economic of Jigawa state?

Yes No

12. Are Commercial Banks properly administered lo the upliftment
of the

economic system?
.

.

I b nks play an impnr1m1t role rn the13. Do you think commercia a

Nigerian

banking system?
.

1 Nigerirni banking systemreia! bank m t ie
14. Would you say comme

have

I ofJig8w? State?.

developmenboost commercial or economic
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Cl-fAPtEn.
4.0 SUMMARY, CONCLu

Foon.
SIQ]\f A.4.1 SUMMARY ND

R.EcoMMENo'

ATION

I

From the data tl 1at has
11

I I

co ected corn ·¡researc 1er ms
ascertained ti

p1 ed and analy d I
ie follow· .

.

ze t 1e

has been made that 90% of l

ing ina_¡or
findings, observationa I

respondentplayed by commercial banks
.

.

s agreed with the rolesllJ the Nigerian t k
·

the economic development fJ·
>an rng system toward

· 0 igawa StateIn this regarei commerci·
1 b

·

.a anks can ·r·.

. s1gn1 rcantly implementthelí roles tluough the saving f. d"
.

.
.

0 m ividua]s and challenging it intoproducllve mvestlllent. It is ais 1. ,11. 1

0 Ilg 1 rg lied that, the commercialbanks are the prillle movers behind the wl1ol b k.e an rng system and the
Nigerian economic system.

f

Through commercial banks have boost comrncrcial activities in
the country they have been properly administered as to contribute

their at most. The role of commercial banks helped greatly in the

efficiency of the Nigerian banking system. Hence commercial banks

play an important role in the Nigerian banking system.

A lot of people have come to know of bank of the North Nigerian

L.
.

d D tl
.

11 tl1e media The bank also have been payingnmte utse 11oug ·

.
. arison to other rate in the industry.

adequate remuneration 111 comp
.

he North is based on experience, long
Promotion at bank of 1

.

d"viduals performance.
period of service as well as JJ1 1

4.2 RECOMlVIENDATION
. ti role commercial banks in

I sis given on ie
I. With regard to the ana y

.

d velopment of Jigawa State, .

.

l
economic e

.

Nigerian towards tie
b 11 ascertained, the following

which have ee
.

.

particularly reference to
. repared which will help rn

dat10n are p
d l·ecomlllcn

'

suggestions an
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.

.-•vuierns ªlld
b

. set
ackscould play an active role

great) .
, so that

co,níllerc· I b

Y In the
Niger¡ .

ia anks
2. New currency has lo b

.

an
bank111gsystem

.

e
supplied to

custo,
.problems of

mutilated ones d rrers to ease th
.

.

, an
People of this eenhghtened on the

unportance of k . country l1ave to beeeprng our pa
The recent Federal

Governrnent .
Per

llloney clean.
.

cornpargn the Inedia in
I

.

.

very appropriate move.
t lis regard 1s

received

3. The new
introduced coins of

I k Sk
d

'

' an Nl,0O have to be
because they are too

heavy as lo carry a
lar·ge ai 1

1 b t

'
< l 01111 a OU

,

4. Again, it is
necessary for

commercials hanks to increaseestablishment of local branches in this
country, especially in the rura·Iareas. Many people cnn not afford to come urban areas lo saves theirmoney in the banks, Nigerian has been critiscd by prominentindustrialist for its under banks.

5. Commercial banks in Nigeria should also educate and enlightenour local people and formers on its activilies, through lhe mass media
and film shows necessnry

Educating them in how lo secure loans and adding
.

I d

. .

ed distributions, researc l anl ¡ TJgal1011 se ·
fanners on areas sue 1 as 1

'

extension services.

1 management aimed atff:
.

a function of persona ,

. . .

I

6. Training sta s is

kills to meet the m1trn.

ed the necessary s .helping employees to acqurr

I
?ssume more complexble t 1em "·

l
rn1d ena

mercial

task required t 1ern, '

.

there fore that corn.

rccomrnendatton
. .

f their staff
responsibilities. It 15 my

'f¡ tly the tramrng 0
·d sigrn ican 'banks should increase upwai

in and outside country.

I
?

i

I
I

!

"I
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1U ivi ay, {IJe Prob¡7.
ein of··

d 111 tnost
·

nas contmue to take its rol In
adequaie on the

surviv
I

e

rnauagementcountty. a of lllost bank .

.

s 111 thiss. Employing of staff based 011 p 1

.•
. 0 rhea! a

•ment create problems in one w PPorntinent other thauay or the oil on
4.3 CONCLUSION ier.

I

j

I
I

'

This research has found out that 90o/, f·

0 o those that g·agreed that commercial l k rve answer' )an s played an
imponantNigerian banking system and

1
1

role in the
' ie peel in

boosting commercialactivities in the country.
The role has also helped largely in lhe effi

.

f
1

.
•rcrency o tie N1genanbanking system.

In additions many people come to know about the bank throughmedia and enough salary is being paid when compared with other
companies. And it has ,11s0 been observed that promotion is base on

long period of services individuals performances as well as

experience.

The study, has examine the General idea, origin and the reason

that brought about the establishment of commercial banks which

ce tin deposit of payment, and theincludes the uses of Cheques, ac P g

. well as the structure of. .

ent services asprov1s1on of managem
.

d Which includes
¡ e all been exammc .

commercial banking sy5tem rnv

b k erger activity bank
.

it banking, the an Ill e

among others thmg as un
.

bºriking and the dual
t tion Im " '.

. the conccn ra
holding compa111cs,

banking system.
been said nbout the banking

I
{er much have

stnict11rcIn the following e mp '

•

¡
baJ1ki11g sySletn,

. the commerc1a
stn1cture and rcgulntions,

. nd performance.
th e operatrons,

a

and reform proposnls

f
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15 1,;napter also

talked
.

.

about lhe roles
I

mmerc1al banks 111 the
Nigerian b ,.. P ªYed by the

co

an11.111g
system.

In fact, they pay a very crucial rofe as a
.

.

.
.

.
n

Werrned1arybetween the

urplus units 111 the
economy and the d fi

•

.

s

.

e '"' un11,. The
mobifü,atfo"

and channeling of surplus
resources into inve

1.

.
.

s lllcnt,
opportunities.

The commercié1I banks in the
Nigerian lik II b k .

'
e O icr an s, discharge

all the traditional function of a
comn,.,,i,t bank. fü,i "'"'""Nige,ian is a

developing economy, the eoiome,ci,t ba,ks has had Jo
emphasized the

development roles of a
comrnercial banks enumerateearlier, with other banks like

co-operative banks. We have also seenthe difference between the
con1111crcial banks merchant bank.One can see that commercial banks have recorded a significant
d d .

t

·

to the government and

role in the economy, cxtcn e co-opera ron

.

public a like and lrnve been contributing a lot in the bankmg systernin Nigeria.

I
i
I

r

•

I

!
1
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