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ABSTRACT
In the present world where employees clamor for satisfaction in their respective jobs, if the expectations of the employees get fulfilled higher than what he or she presumed then satisfaction is achieved which will result in high organizational productivity and commitment of the employees. This research aims to investigate the importance of job satisfaction on employees’ performance. The specific objective; (i) determine the effect of organizational environment on organizational culture, (ii) examine the impact of motivation on organizational goals, (iii) investigate the effect of organizational perception on financial reward, (iv) examine the effect of social interaction on work productivity. Questionnaires were used as data collection tools. The data was collected from staffs of National Centre for Agricultural Mechanization, Ilorin, Kwara State. The data collected were analyzed with the aid of SPSS. The target population was One Hundred and Fifty-Four (154) users of the study area. Descriptive analysis and other statistical method used in the research work was multiple regression analysis. The result from the analysis showed that a statistically strong and positive relationship exist between job satisfaction and employees’ performance. The first hypothesis R2 is 23.6%, p-value of 0.000 is less than 0.05 showing that the impact of organizational environment on organizational culture is significant. For the second hypothesis using multiple regression analysis indicated that R2 is 67.1%, the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between motivation on organizational goals. The third hypothesis R2 is 65.0%, the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between organizational perception and financial rewards. The last hypothesis using multiple regression analysis indicated that R2 is 41.1%, the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between social interaction and work productivity. The study concludes that job satisfaction has a positive effect on employees’ performance and recommends that administrators, human resources personnel and top-level management look into the satisfaction of their employees so as to gain more market share through their employees’ productivity.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Job is one of the important elements of people’s life. Their living style and their social lives depend on their jobs. Therefore, it is necessary for every organization to have satisfied workforce. Nigeria operates a mixed economy system; now private and public sector plays significant role in uplifting the economy of country. They are not only providing good services but are also providing job opportunities to the people, making the standard of living accommodating to everyone. Keeping in view the contribution of public sector in the society and the significant role of job satisfaction in order to improve the employees’ performance, the aim of the present study is to know the job satisfaction of employees and its relationship with the performance level.
There is a general understanding that the overall productivity and success of an organization depends on the effective and efficient performance of employees and that better performance depends on the employees’ job satisfaction. For this purpose, this study will identify various aspects of job satisfaction, its relative importance, and its relationship with performance and productivity.
Job satisfaction is the positive and negative feelings of an employee towards his job or it is the amount of happiness connected with the job. Most organization after employing believe employee should carry on with the job description as agreed, but as time goes on, the employee due to lack of work-life balance, limited career growth in the organization and unsupportive superior, tend to get dissatisfied, thereby their productivity reduces affecting the organization’s productivity. Organization should look into the satisfaction of each employee, this is mainly the duty of the human resource department, so as to ensure collective organizational productivity in achieving the stated goals and objectives of the organization.
Organizational productivity generally refers to a ratio of input as compared to labor output in an organization. It is also the amount of output produced from a given labor effort during a given or particular period of time. Organizations should therefore endeavor to invest resources into programs in order to increase job satisfaction and overall organizational productivity. Where there is employee job satisfaction, the tendency is to have low turnover, employee commitment and loyalty. The turnover intention is the degree to which the employees leave the organization. Satisfied employees are sine qua non to the success of any organization. Organizations should be concerned with the constructs of job satisfaction and its impact on organizational productivity.
Psychologically, when an employee is satisfied, he will perform at his level best to achieve the organizational goals and objectives. Employees who are highly satisfied are usually regular and punctual, more productive, more committed, and more satisfied in their lives. For that purpose, to boost the level of job satisfaction in order to improve performance, employees should be given the opportunities of advancement, i.e., pay scales, participation of employee in policy making, and taking efforts to increase organizational commitment. Similarly, safety and good relationships with supervisor and coworkers are the biggest satisfiers; nature of the job, way of supervision, job security, recognition, and advancement are important factors for employees’ organizational commitment. Likewise, participation of employees in pension, profit-sharing plans, and job security are positively correlated with job satisfaction, also opportunity for professional development is one of the biggest determinants of job satisfaction.
Job satisfaction is one of the complex areas, consisting various kinds of feelings and conditions. As environment becomes competitive and complex day by day, the importance of job satisfaction and its relationship with employees’ performance also increases.
Job satisfaction can be seen as a way of incentive through which organization gain employee concentration; in other words, gaining employee’s commitment, engagement and loyalty so as to ensure high organization productivity. Hence, managers, human resource department, or employers must develop strategies that provide good working environment to increase job satisfaction which in turn leads towards highest level of performance and productivity. Hellriegel, Slocum, and Woodman, (2018), states that “employers of labor must ensure they put five specific aspects of person’s job which induce satisfaction into consideration. These are; pay, promotion, supervision, the work itself and the relationship with co-workers”. In addition, a good condition of service, societal recognition, allowances, the rights to contribute in decision making, make them feel their work is meaningful. If these factors are put into practice in an organization, it is strongly believed that it will increase employees’ job satisfaction and therefore, enhance the productivity level of an organization. It is against this background that this research is being carried out, to investigate the effect of job satisfaction on organizational productivity, National Centre for Agricultural Mechanization as a study.
1.2	Statement research problem
Dissatisfaction is believed to be one of the major factors that demotivates and demoralize employee in the workplace which can result to lower productivity thereby affecting the overall performance of the organization. Just as the rewards of high workers satisfaction are great, so also are the disadvantages of job dissatisfaction. It poses bad effects on the organization, if employees are not satisfied with their job. That is why workers who are not experiencing job satisfaction cannot give their best to the organizations in which they are working. Organizations in the modern era want employees to be with them permanently, but employees have a lot of demands to be met, in order to analyze their demands 
The research problem that will be address in this study is to examine the effect of job satisfaction on employees’ performance, using National Centre for Agricultural Mechanization as a case study.
1.3	Research Questions
In view of the problems identified stated above, the following research questions are set to guide the study.
RQ1- what effect does organizational environment have on organizational culture?
RQ2- what impact does motivation have on organizational goals?
RQ3- what effect does organizational perception have on financial reward?
RQ4- what is the effect of social interaction on work productivity? 
1.4	Research Objectives 
The main objective of the study is to examine the effect of job satisfaction on organizational productivity. Other specific objectives are to:
RO1- determine the effect of organizational environment on organizational culture.
[bookmark: _Hlk145524901]RO2- examine the impact of motivation on organizational goals.
RO3- investigate the effect of organizational perception on financial reward.
RO4- examine the effect of social interaction on work productivity. 
1.5	Research Hypotheses
The research hypotheses for the study are present in nullity form:
H01- There is no significant effect of organizational environment on organizational culture.
H02- There is no significant impact of motivation on organizational goals.
H03- Organizational perception has no significant effect on financial reward.
H04- There is no effect of social interaction on work productivity.
1.6	Scope of the Study
This study covers job satisfaction in the workplace and its effect on employees’ performance of an organization, a study of National Centre for Agricultural Mechanization, Ilorin, Kwara state. This means that issues relating to employees’ satisfaction and organizational productivity will be explained. However, the particular interest of this study are employees of National Centre for Agricultural Mechanization, Ilorin, Kwara state. It also covers all the various employees in the organization ranging from executive management, middle management, and the rest of the workers in the organization.
The geographical scope of the study is limited to the National Centre for Agricultural Mechanization, Ilorin, Kwara state, which is in Km 20 Ilorin-Lokoja Highway, Idofian, In terms of participants, the scope of the study is Limited to all the staff of the parastatal. Hence, the study focused on the effect of job satisfaction on employees’ performance with special reference to National Centre for Agricultural Mechanization between 2016 to 2022, the six years justified the time when the organization is being captured for this study. 
1.7 Significance of the Study
It is believed that the outcome of this research work on the influence of job satisfaction employees’ performance will be of immense benefits to employees, managers, supervisors and organizations, government, curriculum developers as well as policy makers at all levels by putting into practice the findings of the study.
The study will also enlighten managers, human resources experts and administrators of organizations on how to prioritize job satisfaction in workplace in other to achieve optimum employees’ performance.
Lastly, the outcome of this study will be knowledge based as it will add to existing body of literature on the area of management and education.
1.8 Definition of Terms
1.8.1	Job Satisfaction: Job satisfaction is a measure of workers’ contentment with their job, whether or not they like the job or individual aspects or facets of the job such as nature of work or supervision.
Job satisfaction refers to the level of contentment, fulfillment, and positive feelings an employee experiences in their job. It is a subjective and emotional response that reflects how satisfied an individual is with their work and overall work environment related to the work they do in the organization.
1.8.2	Job Commitment: Job commitment is the feeling of responsibility that a person has towards the mission and goals of an organization.
1.8.3	Organization:  This is a situation where an organized people or group of people work together in order to arrive at a meaningful decision. 
1.8.4	Business: It is the activity of making, buying, selling or supplying things for money, commerce, and trade. 
1.8.5	Establishment: The action of creating or founding something on a firm or permanent basis. Also, it is a group of powerful people won influence or control policies, ideas, taste, etc. and usually supports what has been traditionally accepted.
1.8.6	Productivity: A measure of the efficiency of a person, machine, factory, system, and so., in converting inputs into useful outputs. Productivity is computed by dividing average output per period by the total costs incurred or resources (capital, energy, material, personnel) consumed in that period. Productivity is a critical determinant of cost efficiency.
1.8.7	Employee: An employee is anyone who has agreed to be employed, under a contract of service, to work for some form of payment. This can include wages, salary, commission and piece rates.

1.8.8	Employees’ performance
Employee performance refers to the extent to which an individual is able to meet the expectations and requirements of their jobs. It encompasses a wide range of factors, including productivity, efficiency, and quality of work, attendance, and ability to meet deadlines.
1.8.9	Performance Management 
Performance management is a systematic process within organization that aims to monitor, assess, and improve employee performance to achieve organizational goals effectively. It involves a series of activities that contribute to enhancing employee productivity, job satisfaction, and overall organizational success. 


CHAPTER TWO
LITERATURE REVIEW
2.0 Preamble
This chapter presents the contributions of different writers in the field of study. It consists of conceptual clarifications, theoretical framework, empirical review and gaps in literature.
2.1	Conceptual Clarifications
[bookmark: _Hlk146383917]2.1.1	Concept of Job Satisfaction
Several scholars and authors have defined job satisfaction base on their views. A definition given by Hop-pock (2015) states that job satisfaction is seen as any form of blend of psychological environmental as well as physiological circumstances that can make an individual admit in all honesty that I am gratified with the employment I do for a living. On the basis of this definition, level of job satisfaction is represented by what actually causes the feeling of satisfaction, effective orientation of individual in respect to their task and schedules is what defines job satisfaction; this definition put much emphasis on the role played by an employee in the working place.
The most widely used meaning of job satisfaction is the coined by Spector (2017) which states that job satisfaction centers mostly on the feelings of individuals about their entire job, which emphasizes on the level to which individuals like or hate their jobs. Therefore, job satisfaction serves as a benchmark on how employee either feels positive or negative about their job and that is the main reason why job satisfaction and dissatisfaction are always present at certain point and situation. With this, we can say job satisfaction serves as a yard stick used to measure employees’ performance. Similarly, Aziri (2011) assert that the level of job satisfaction is within the range of extreme satisfaction and extreme dissatisfaction.
 Job satisfaction was also defined by Locke (2016) as “a pleasurable or positive emotional state resulting from the appraisal of one’s job and job experiences”.  Job satisfaction can be perceived as feelings of accomplishment and how successful an employee is on his/her job which can have a direct relationship to employee performance as well as wellbeing of the employee. Moreover, George and Jones (2008) suggest that job satisfaction is composed to beliefs and feelings that individuals perceive about their respective jobs. However, job satisfaction is believed to be multi- dimensional and intricate, it can be viewed in many different ways by different individuals, usually it is related to motivation even though the scope of the connection is still not very clear.
Job satisfaction is “a positive feeling about a job, resulting from assessing and evaluating its characteristics” (Robbins & Judge, 2013). People, who have positive feelings about their job, hold a high level of job satisfaction, while People, who have negative feelings about their job, hold a low level of job satisfaction.
Job satisfaction is considered as one of the main factors that affect efficiency and effectiveness of business organizations. Now days’ organizations and managements are concentrating on employees’ wellbeing and focusing on understanding their wants, needs, personal goals and desires. Satisfied employee is a happy employee and a happy employee is a successful employee. The importance of job satisfaction specially emerges to surface if had in mind the many negative consequences of job dissatisfaction such a lack of loyalty, increased absenteeism, increase number of accidents etc. (Aziri, 2011). Job satisfaction has significant effect on organizational measures, such as customer satisfaction and financial measures. Hence achieve organizational success and competitiveness (Saari & Judge, 2014).
Job satisfaction can be defined as a sense of employee achievements and successes. It is generally believed that it is directly related to productivity and work performance, as well as to personal well-being. Job satisfaction means doing the work one likes, doing it well and being rewarded for own efforts (Kaliski, 2007; Aziri, 2011). People can also have different approach to various aspects of their work, such as the type of work they are doing, colleagues, superiors or subordinates and their salary (George and Jones, 2008). Different motivation style and leadership style can work indifferent way on every employee, resulting in increased work performance and job satisfaction. Therefore, job satisfaction is an essential element motivating employees and encouraging them to achieve better results.
Ostroff (1992) says that employee satisfaction is of great importance not only for employees but also for the entire organization. Because satisfied employees are usually happy and motivated to work, consequently the organization can get amazing results from their work, from the other side, those dissatisfied employees will not be encouraged and will be disturbed by their work routine, they will run away from responsibility and even avoid work (sick leave, days off etc.).
Job satisfaction is considered as one of the main factors of the effectiveness and efficiency of business organizations. In fact, the new managerial paradigm, which insists that employees should be treated primarily as someone who has their own needs and personal desires, is a very good indicator of the importance of job satisfaction in modern enterprises. Analyzing job satisfaction, it can be concluded that a satisfied employee is a happy employee and a happy employee is successful employee (Aziri,2011).
It is an accepted fact that a person with a high level of job satisfaction has a positive attitude towards the job, while a person with a low level of job satisfaction has a negative attitude towards it. Employee attitude generally refers to job satisfaction (Robbins & Coulter, 2004). Job satisfaction has been defined by Locke (1968) as a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences. A standard measure of job satisfaction the Job Descriptive Index (JDI) measures satisfaction in terms of five aspects of a person’s job: pay, promotion, supervision, the work itself and co-workers (Hellriegel, Slocum & Woodman, 1995). Job satisfaction refers to the level of contentment, fulfillment, and positive emotional state that employees experience in relation to their work. It is a subjective measure of how individuals perceive and evaluate their job and the extent to which it meets their expectations, needs, and desires. Job satisfaction is influenced by various factors, including the nature of the work itself, the work environment, relationships with colleagues and supervisors, compensation, growth opportunities, and the overall organizational culture. When employees are satisfied with their jobs, they tend to experience higher levels of engagement, motivation, and well-being, which can lead to increased productivity and retention. It is important to note that job satisfaction is a subjective experience that can vary from person to person. Different individuals have different needs, values, and expectations, which influence their level of job satisfaction.
[bookmark: _Hlk146383980]2.1.2	Factors Affecting Job Satisfaction 
According to Arnold and Feldman (2009), there are a variety of factors that make people feel positive or negative about their job. Moreover, some employees may be satisfied with few aspects of their work but dissatisfied with all other aspects, (Mullins, 2012). Arnold and Feldman (2009) have identified and highlighted some factors that affect the job satisfaction or otherwise of employees. They are:
1. Growth Opportunities 
The degree to which companies offer personal and professional growth opportunities for employees plays into the overall work environment. Opportunities to learn new skills, take on new responsibilities, achieve higher compensation and gain new positions can allow employees to set and work towards goals, conveying a sense of personal achievement that boosts employee satisfaction. Employees rarely prefer to remain static in their careers for long. Rather, most people continually look for opportunities to advance. Providing these opportunities can keep your employee turnover levels under control, as employees stick with you for longer to achieve their personal and career goals. 


1. Management Styles 
Different business owners and managers utilize different management styles. Managers can be collaborative, working alongside subordinates to accomplish tasks. Managers can be facilitative, stepping aside and making sure that employees always have the tools, materials and information they need to do their jobs. Managers can also be coercive and overbearing, micro-managing employees' every move. No single management style is better than another. The best management style for any given situation depends on the nature of work being performed, and the needs and preferences of employees doing the work. Fitting the right management style with the right situation can increase employee satisfaction, keeping turnover rates low. 
1. Organizational Culture 
The concepts of company culture and work environment can be easily confused, but there are distinct differences between the two. Put simply, a work environment is the result and product of a company's distinct culture. Company culture includes elements such as the way in which conflicts are handled, the freedom to try new things and fail without consequences, dress code policies, predominate communication styles and other intangible details. 
Like management styles, no company culture is inherently better than another. Company cultures must fit with their employees to increase job satisfaction, or else employees may look elsewhere to find a workplace better suited to their personalities. Job satisfaction creates opportunities for growth, exceptional compensation package, boss is a mentor environment, company and organization is solid, morale is high, tools and resources are provided, Innovation, Corporate values, ethics and Integrity 
1. Working conditions
In terms of working conditions, the worker would rather desire working conditions that will result in greater physical comfort and convenience. The absence of such working conditions, amongst other things, can impact poorly on the worker’s mental and physical well-being (Baron and Greenberg, 2013). Robbins (2011) advocates that working conditions will influence job satisfaction, as employees are concerned with a comfortable physical work environment. In turn this will render a more positive level of job satisfaction. 
1. Work environment
Arnold and Feldman (2009) show that factors such as temperature, lighting, ventilation, hygiene, noise, working hours, and resources are all part of working conditions. Employees may feel that poor working conditions will only provoke negative performance, since their jobs are mentally and physically demanding. However, Arnold and Feldman (2009) warned that if working conditions are too favorable or the extreme, this could be taken for granted or ignored by most employees. In such a case the employee does not really appreciate his good working conditions, or if it is the contrary, this may not bother or affect him. 
1. Pay. 
The existence of both financial reward and recognition has been found to have a significant influence on knowledge workers (Arnolds & Boshoff, 2014). Individuals view their remuneration as an indication of their value to the organization. They compare their inputs to received outputs relevant to that of others (Nel, Amos & Bardot, 2014). This view is supported by Sweeney and McFarlin (2015) who concur that comparisons with similar others are important predictors of pay satisfaction. Their study, which was based on the social comparison theory, highlighted the fact that comparisons to similar others impacts on pay satisfaction. According to Boggie (2015), inequity in terms of lack of recognition and poor pay often contribute to a problem with employee satisfaction.
1. Opportunities for Promotion
A number of researchers are of the opinion that job satisfaction is strongly related to opportunities for promotion (Sclafane, 2009). This view is supported in a study conducted by Ellickson and Logsdon (2012) with municipal government workers where satisfaction with promotional opportunities was found to be positively and significantly related to job satisfaction. Kreitner and Kinicki (2011), however, state that the positive relationship between promotion and job satisfaction is dependent on perceived equity by employees. However, Hoy and Miskel (2011) warned that those top achievers promoted too quickly can result in dissatisfaction amongst loyal intelligent but less creative senior workers. The human resources department, at most times, is constantly asked the question “does the job position entail opportunity for advancement (promotion).” 
[bookmark: _Hlk146384022]2.1.3 Effects of Job Satisfaction
Job satisfaction causes a series of influences on various aspects of organizational life. Some of them such as the effect of job satisfaction on employee performance; loyalty and absenteeism are analyzed as part of this text. There are many possible moderating variables, the most important of which seems to be rewards. If people receive rewards, they feel are equitable, they will be satisfying and this is likely to result in greater performance effort. Also, recent research evidence indicates that satisfaction may not necessarily lead to individual performance improvement but does lead to departmental and organizational level improvements. Finally, there is still considerable debate weather satisfaction leads to performance or performance leads to satisfaction (Luthans, 1998). 
1. Employee loyalty is one of the most significant factors that human resource managers in particular must have in mind. Employee loyalty is usually measured with the loyalty questions and can cause serious negative consequences when not in a high level. Usually, three types of employee loyalty are considered: 
a) Affective loyalty
b) Normative loyalty and 
c) Continuity loyalty. 
a) Affective loyalty has do with the cases when an employee feels an emotional connection to the company. 
b) Normative loyalty is a sort of loyalty that appears in cases when the employee feels like he owes something to the company and 
c) Continuity loyalty comes as a result of the fact that the employee does not have an opportunity to find a job somewhere else
Research conducted by Vanderberg and Lance (1992) during which they surveyed 100 professionals in the information services for five months showed a strong relation between job satisfaction and employee loyalty. Their research proved that the higher the degree of job satisfaction the higher is the level of employee loyalty. 
2. Employee absenteeism causes serious additional costs for companies; therefore, managers are in permanent pursue of ways how to decrease and reduce it to its minimum. Probably, the best way to reduce employee absenteeism would be through an increase in the level of employee satisfaction. The main idea behind this approach is that the higher the degree of job satisfaction is the lower employee absenteeism should be. Even though the effects are modest the fact that job satisfaction contributes to decreasing the level of employee absenteeism. So, satisfaction is worth paying attention to, especially since it is potentially under your control – unlike some of the other causes of absenteeism (e.g., illness, accidents). But as we said circumstances can alter this equation. As a manager you could be implicitly encouraging absenteeism by enforcing company policies. If people are paid for sick days, and if they must be “used or lost” this is pretty strong encouragement for employees to be absent. In other words, you’ve helped create a culture of absenteeism that can overcome the “satisfaction” effect. (Sweney and McFarlin, 2005) 
When satisfaction is high, absenteeism tends to be low; when satisfaction is low, absenteeism tends to be high. However as with the other relationships with satisfaction, there are moderating variables such as the degree to which people feel their jobs are important. Additionally, it is important to remember that while high job satisfaction will not necessarily result in low absenteeism, low job satisfaction is likely to bring about high absenteeism. 
[bookmark: _Hlk146384065]2.1.4	Concept of Employee Productivity
Understanding the productivity of each employee is essential as the crucial management decisions are based on individual performance (Sonnentag, Volmer, & Spychala, 2018), leading to an organizational success. Productivity is defined as "behavior that accomplishes results" (Armstrong & Taylor, 2014). Individual job performance is defined as "things that people actually do, actions they take, that contribute to the organization’s goals" (Campbell & Wiernik, 2015). Moreover, performance behaviors are "the total set of work related behaviors that the organizations expect the individual to display" (Griffin, 2015). 
Robbins, Coulter and Smith (2013) listed three major types of behavior that constitute productivity at work. The first one is task performance which is "performing the duties and responsibilities that contribute to the production of a good or service or to administrative tasks". The second type is citizenship which is the "actions that contribute to the psychological environment of the organization, such as helping others when not required, supporting organizational objectives, and treating co-workers with respect". While counter-productivity - as negative behaviors - are the "actions that actively damage the organization. These behaviors include stealing, damaging company property, and behaving aggressively toward co-workers (Robbins & Judge, 2013). Sonnentag, Volmer and Spychala (2018) added "adaptive performance" to the task performance and contextual performance, which refers to the flexibility and proficiency of integrating new learning experiences (Sonnentag et al., 2018).
The productivity is a multi-dimensional concept that consists of two aspects: the behavioral (process) aspect and the outcome (result) aspects (Armstrong & Taylor, 2014). The behavioral aspect refers to "what people do at work", while the outcome aspect refers to the "results of the individual's behavior" (Sonnentag et al., 2018). Numerous studies have been conobjducted to differentiate between different aspects of job performance according to Sonnentag et al., (2018) and Campbell and Wiernik (2015). 
The important of job productivity extended to include both dimensions of the performance (Armstrong & Taylor, 2014). The importance of job satisfaction and productivity of the employees is not limited to a particular organization, whilst it is important for any types of organizations in the economy (Kappagoda, 2012). Working hard is essential for achieving the organizational goals and objectives especially within the ever changing and evolving environment (Maulabakhsh, 2015). 
In an environment of tension and division of labor- such as the banking sector - the performance of employees is an important challenge, because it is closely related to aspects of effectiveness, quality, knowledge management, financing and development of the organization (Platis, Reklitis, & Zimeras, 2015). It is interesting to note that any improvement happens in the individual level would contribute to a transformation in the organizations and community's levels as well. For example, spreading positive emotions among different elements of the chain or individuals, can transform organizations into more cohesive, more moral and more harmonious social organizations (Moccia, 2016). 
[bookmark: _Hlk146384088]

2.1.5 Employees’ Satisfaction
[bookmark: _Hlk146384119][bookmark: _Hlk146384137]Employees satisfaction indicates the happy and contented employees as they can fulfil their own desires and requirements through their jobs. Employee satisfaction leads towards their motivation and high morale to perform well enough to achieve the organizational goals (Harter et al, 2002). If organizational goals are aligned with the employees’ personal goals than employees feel happier and contended towards their jobs and organizations. Thus, organizations are required to align the organizational goals in terms of employees’ personal goal achievement as their satisfaction will lead them to enhance their contribution towards organizational goal achievement (Liao and Chang, 2004). Employee satisfaction can also be gained through treating them with respect, providing them with recognition in the organization, offering benefits beyond 
industry averages, offering employee perks and empowering them. These factors will contribute well in attaining employee satisfaction that will engage them more towards their work and ultimately improving their contribution towards goal attainment (Ellinger et al, 2003). 
2.1.6 Management Standards
Management standards indicate traditional proven frameworks and methods based on comprehensive models and practice that are up-graded with the evolvement of industry, society and technology over time. Such standards are developed and retained by well-known industry bodies and facilitate organizations to attain success in repeatable manners by providing a consistent approach of evaluation. Management standards are a collection of conditions that illustrate good actions through step-by-step approach and facilitates the evaluation of current position based on pre-existing techniques, data and surveys (Mackay et al, 2004). Management standards facilitate identifying the underlying risk factors for the organization and facilitate the employers to focus the basic causes and the ways to prevent such risks. Such standards also facilitate the organization to evaluate its goal achievement through evaluation of its employees’ performance by making its comparison with the benchmarks (Gitongu et al, 2016). Management standards serve as a bench mark for evaluating employee performance thus having a direct relation with the employee performance. Management standards are also associated with the employee engagement as when addressed clearly to the employees, these provide a self-evaluation criterion for the employees thus motivating them to be more engaged towards their work to achieve their personal as well as organizational goals (Mackay et al, 2004). 
2.1.7 Training
The success and failure of organizations’ employees depends on their performance and it is considered that winning organizations are mostly more concerned about the training and development of their employees knowing that it will aid in employees; knowledge ultimately improving their performance in the organization (Liao and Chang, 2004). Training requirements amplify with the advancement in industry as well as the global markets. Training improves employee performance through developing a sense of teamwork among employees as well as contributing positively towards their knowledge and information about their job (Gruman and Saks, 2011). Trainings providing information about innovation aid more to the employees’ knowledge and helps improving employees’ performance aligning with the changing requirements of organization, industry and the market. Trainings influence employee performance in a positive manner, thus organizations are more focused about employees’ training and development to improve their performance and gain the competitive advantage in the market (Ellinger et al, 2003).
Training and development programs are designed to provide employees with the necessary knowledge and skills to perform their jobs effectively. According to Kozlowski and Salas (2009), training programs are effective in improving employees' job performance when they are designed to meet the specific needs of employees. The authors also suggest that training programs should be evaluated regularly to ensure their effectiveness. Training is frequently used to fill the existing gap between present and future performance of the work force. Training is a human resource improvement function, requiring being appropriately dealt with (Weil and Woodall 2005). Research authors, McConnell (2004) and Kadiresan, Selamat and Mohamed (2015) emphasized that employees should be fully involved in training and development programs and there must be a relation between employee and employer. Kadiresan, Selamat and Mohamed (2015) also explained that development is process of planning and preparing employees for the future performance and upcoming competitive problems in the business field. The main aim of training and development is to train employees to work in current competitive environment; training and development programs also create creative behaviors among employees for expected job performance (Elnaga and Imran 2013). Training is a process of inculcating knowledge and skills relevant to the executing of employees' assigned tasks.
[bookmark: _Hlk146384161][bookmark: _Hlk146384180]2.1.8 Employee Engagement
Employees’ engagement incorporates the willingness of individuals to completely invest their selves into an organizational role. It is found that when employees are contended with their jobs as well as organizations, they are motivated to contribute in the organization at their maximum level. They provide their complete efforts to attain the organizational goals. Such engagement of employees helps them improving their performance in the organization (Saks, 2006). Organizations are striving for improving their performance as now enhanced efficiency and productivity is required by the organizations to survive in the market. Thus, management is facing challenges to cope with the fierce competition of the market, hence focusing on improving employees’ engagement towards their work ultimately improving their performance (Anitha, 2014). According to Sharma and Anupama (2010) employee engagement is driven by the employee satisfaction because employees are not ready to be engaged with their work unless they are satisfied from their jobs. Organizations providing trainings to their employees are also successful in engaging their employees with their work as trainings help them improve their knowledge and skills and being more skillful towards their jobs they are even more engaged towards them (Mehrzi and Singh, 2016). Management standards are found to be significantly associated with employee engagement as they provide a benchmark for organization to evaluate employees’ performance as well as providing such benchmarks for employees for self-assessment. Employees’ self-assessment motivates them to be more engaged towards their work so that they can perform up to the mark (Mackay et al, 2004). 
2.1.9 Concept of Employee Performance
Performance incorporates the resulting outcomes of the performed actions of employees based on their expertise and skills. In organizational settings, employees’ performance is the accumulates result of the skills, efforts and abilities of all the employees contributed in organizational improved productivity leading towards its goal achievement. Improved organizational performance indicates the efforts towards goal achievement while requiring more efforts in terms of improved employee performance (Ellinger et al, 2003). 
Employee performance is among the critical factors that contribute significantly in organizational success. Learning organizations play important role in enhancing employee performance through providing trainings and developments for their employees (Gitongu et al, 2016). Moreover, management standards to evaluate employee performance also play critical role in improving employee performance as they provide the picture of actual performance and its alignment with the benchmarks. If discrepancies found, then these standards help bringing the outputs again towards their required levels (Mackay et al, 2004). Employees performance also depends on their internal satisfaction towards their job. If employees are satisfied from their jobs as well as the organization than they are more keenly interested to perform well towards organizational goal achievement . 
Employee performance refers to the extent to which an individual is able to meet the expectations and requirements of their job. It encompasses a wide range of factors, including productivity, efficiency, and quality of work, attendance, and ability to meet deadlines. Employee performance is influenced by a number of factors, including individual abilities and skills, work environment, and organizational culture. The concept of human capital development on employee performance refers to the relationship between the investment in an employee's knowledge, skills, abilities, and experiences and the impact that investment has on their performance in the workplace. The idea is that by investing in an employee's human capital, organizations can improve their performance, increase their productivity, and achieve better outcomes associated with high levels of performance. Employee's performance is an ill-defined concept in management science and organizational behavior. 
CIPM (2007) defined employees’ performances as an individual level variable. That is, performance is something a single person does. It is important to note that there is no one universally accepted model for employees’ performance improvements, but guidelines are followed depending on the nature of the organization and approach of the individuals attempting to implement them. In simple words, employee performance means the ability of employees to achieve individual allocated task on daily bases, the achievement of department objective and improvement in individual productivity. The understanding of individual employee performance is critical to the success of an organization as it involves a systematic approach to the assignments of work, expectations and supporting employee efforts (Tende Sam, 2011; Elarabi & Johari, 2014; Obi-Anike & Ekwe, 2014; Ofobruku & Nwakoby, 2015; Anike et al., 2017). The above studies further specified that employees' performances depend largely on the knowledge and the skills which employees’ possess to carry out their individual task. 
Employee performance is one of the crucial measures emphasized by the top management; employees are more concerned about their own productivity and are increasingly aware of the accelerated obsolescence of knowledge and skills in their turbulent environment. As the literature suggests, by effectively training and developing employees, they will become more aligned for career growth--career potential enhances personal motivation (Cheng and Ho, 2001). According to Wibowo (2014:70) performance can be seen as a process or work outcome. Performance is a process of how work takes place to achieve results. However, work result itself also show performance. Employee performance according to a system is consisting of three main elements organized in a linear sequence: Inputs, which include employee knowledge, skills and competencies, as well as other tangible and intangible resources. The study evaluates that the employee provides work inputs in the form of knowledge, skills, abilities and attitudes. Elizabeth Boye, Kuranchie-Mensah1, Kwesi Amponsah-Tawiah (2013) are of the opinion that employee performance is capability based, rather than personality based. Organizations are however encouraged to identify the state of development of their present performance management practices. To map out their aspirations for changing this procedure of managing employee performance and also to think about the problems they face along the way. From the studies so far, it is noteworthy for organizations to optimize employee performance.

[bookmark: _Hlk146384207]2.1.10 Methods of Employees’ Performance Evaluation
Measuring usually requires hard numbers. However, that’s not very applicable when it comes to the performance management process. What Human Resource professionals usually aim to do is to quantify the qualitative. There are some key performance management methods that help with that.
1. Graphic rating scales
In this method of evaluation, the human resource personnel can use sequential numeric scales (1-5 or 1-10) that measure performance metrics; rating the employee in aspects like “time management,” “task completion,” or “helping peers.”. Alternatively, frequency scales, like “always,” “frequently,” “occasionally,” or “never.” These can be a good fit if numeric scale is not being used. The rating scale itself is the static part, and can tailor the metrics to the organization’s needs.
2. 360 feedbacks
The name 360 refers to the fact that this feedback isn’t one-sided. Instead, it takes into consideration the input from coworkers, managers, and maybe even customers. Ideally, the human resource personnel can use this to hear from people who interact with the employee. The main principle behind 360 feedback is that combining insights from multiple sources can give a clearer picture. This way, the human resource personnel can avoid blind spots in an employee’s strengths and weaknesses.
3. Self-evaluation
One of the most effective ways of providing feedback is to encourage employees to evaluate their own performance on a regular basis. HR personnel can use multiple-choice questions, essay questions, or both to extract insights. Then, will need to compare the self-evaluation to the expectations and reviews. The discrepancies between the two shows the main areas for improvement. However, the most common issue to watch out for here is receiving deluded feedback.
4. Management by objectives (MBO)
Management by objectives or results is a very straightforward and efficient way of providing feedback. Typically, the employee agrees with management on certain objectives and how to measure them. Of course, all these should align with the company’s goals. Then, the employee receives an evaluation based on those expectations. This approach works best in organizations with efficient communication between management and staff.
5. Checklists
This method is quite basic and relies on a yes/no checklist. It’s simple enough and helps you see where your employees are meeting performance expectations and where they aren’t. Next, the HR personnel can pinpoint the skill sets and areas where the staff needs guidance. However, this method takes away the ability to grade performance. So, HR personnel might want to limit it to very rigid metrics only where any deviation from the ideal is unacceptable, like sticking to an important deadline.

6. Ranking method
In the good-old ranking method, management ranks employees from the most to the least productive. This happens according to a set of parameters. However, this approach can turn into destructive competition if not careful about the work culture.
7. Behaviorally anchored rating scales (BARS)
The BARS method rates an employee’s behavior and uncovers how it relates to job performance. It’s represented in statements that describe the behavior as specifically as possible. One of the benefits of this method is that it measures the intangible, which is typically overlooked. For example, an employee might take the time out of their day to help out colleagues. So, BARS would be great at tracking this positive behavior. However, it would be a little hard to keep track of these minor instances throughout the day. So, it’s best to use it alongside another performance measurement method.
[bookmark: _Hlk146384306][bookmark: _Hlk146384329]2.1.11	Elements of a Performance Management System
Performance management is a collection of interconnected and integrated activities designed to make sure that people obtain their desired performance outcomes while also advancing the objectives of the business as a whole. Performance planning, performance guiding, performance diagnosis, performance development, and performance improvement are all included in the process of performance management. Managing the efficiency of human resources leads to controlling all other resources employed in the activity. This is how performance management works. In order to ensure the best utilization of these auxiliary resources, the employee doing a specific task where he needs material, technical, financial, informational, and other resources should follow the procedures and guidelines outlined in the performance plan.
2.1.12 Characteristics and Processes of an Effective Performance Management System
A set of requirements must be present for the system to fulfil its objectives, and they may be summed up as follows: 
a.) Clarity in the standards used to determine the desired performance. 
b.) Take care to convey the intended performance criteria to staff. 
c.) Make sure that staff members engage in the discussion of an agreement on the desired performance levels. 
d.) Clarity of procedures for determining the reasons for low performance and how to improve it. e.) Clarity of the processes used by the management system to carry out and justify the time spent on procedures establishing the organizational foundations of the system, emphasizing its dependence on efficient information systems, and providing a flexible framework for process re-engineering and performance development. 
[bookmark: _Hlk146384351]2.1.13	Difficulties Implementing the Performance System
The most significant challenges to the implementation of PMS are: The challenge for the administration is to find a clear solution that is acceptable to employees and management because the first challenge in implementing a performance management system is related to the human factor and the potential for disagreement in attitudes, desires, and
perception between superiors and subordinates. The second challenge is the need for coordination and balancing among the system's fundamental elements, including its standards, processes, and objectives. This problem arises when the administration focuses only on one aim while ignoring the others. Additionally, maintaining consistency between objectives and performance outcomes evaluation criteria is necessary for the proper application of the principle of performance management. The third problem with PMS is the inherent conflict between what is required for a job and what is required of the employee doing the job. The quantity, speed, needed quality level, and competence of the execution in terms of the applied technology are often the main considerations when it comes to commercial requirements. Regarding the needs of the worker, the emphasis is typically on the quest of pleasant performance with enough time, the need for more breaks and less pressure from supervisors, for instance, and overcoming mistakes
[bookmark: _Hlk146384375]2.2 Theoretical Review 
The study focused on the effect of job satisfaction on employees’ performance involves examining the existing research and theories that provide insight into the relationship between these two concepts. 
[bookmark: _Hlk146384415]2.2.1	Hertzberg’s Two Factor Theory 
The research conducted by Hertzberg determined what people actually want from their jobs. The respondents had to describe work situations in which they felt good (satisfied) or bad (dissatisfied) in their jobs. The feedback received was then categorized into satisfaction or dissatisfaction. The characteristics related to job satisfaction included advancement, recognition, the work itself, achievement, growth and responsibilities. Hertzberg referred to these characteristics as “motivators”. The characteristics related to dissatisfaction, which included working conditions, supervision, interpersonal relationships, company policy and administration were referred to as „hygiene‟ factors (Robbins, 2011). 
According to Schermerhorn (2013), Herzberg’s two-factor theory is an important frame of reference for managers who want to gain an understanding of job satisfaction and related job performance issues. Schemerhorn asserts that Herzberg’s two-factor theory is a useful reminder that there are two important aspects of all jobs: what people do in terms of job tasks (job content), and the work setting in which they do it (job context). Schermerhorn suggests that managers should attempt to always eliminate poor hygiene sources of job dissatisfaction in the workplace and ensure building satisfier factors into job content to maximize opportunities for job satisfaction. This theory is relevant and significant to this study in that it recognizes that employees have two categories of needs that operate in them and that both should be addressed. Many researches have discussed the Herzberg’s two-factor model or motivation-hygiene theory which illustrates two factors that affect job satisfaction, intrinsic job satisfaction factors or the motivator satisfaction factors and extrinsic job satisfaction factors or preventing dissatisfaction factors. Intrinsic factors are derived from achievement, recognition, responsibility, advancement, growth, and the work itself. Although their absence was not necessarily dissatisfying, when present, they could be a motivational force. While the hygiene factors or the extrinsic factors are supervision, working conditions, co-workers, pay, policies and procedures, job security, status, and personal life. They are not necessarily satisfying, but their absence could cause dissatisfaction (Aziri, 2011; Fugar, 2017). This theory therefore can guide a researcher in establishing determinants of employees‟ satisfaction in Nigerian organizations. 
[bookmark: _Hlk146384447]2.2.2 Expectancy Theory
The concept of expectancy was originally formulated by Vroom and it stands for the probability that action or effort will lead to an outcome. The concept of expectancy was defined in more detail by Vroom as follows: “Where an individual chooses between alternatives which involve uncertain outcomes, it seems clear that his behavior is affected not only by his preferences among these outcomes but also by the degree to which he believes these outcomes to be possible.
Expectancy is defined as momentary belief concerning the likelihood that a particular act will be followed by a particular outcome. Expectancies may be described in terms of their strength. Maximal strength is indicated by subjective certainty that the act will be followed by outcome, while minimal strength is indicated by the subjective certainty that the act will not be followed by the outcome” (Smith, 2018).
Motivation in this case is likely when a clearly perceived and usable relationship exists between performance and outcome, and the outcome is seen as a means of satisfying needs. It suggests that there are two factors determining the effort people put in their jobs. The first is the value of the rewards to individuals, and the extent to which these rewards satisfy their needs for security, social esteem, autonomy, and self-actualization. The second is the probability that the rewards depend on the effort, as perceived by individuals, their expectations about relationship between effort and reward. Thus, the greater the value of a set of the awards and the higher the probability that receiving each of these rewards depends upon effort, the greater the effort will be in a given situation (Armstrong 2016).
However, offering the employees something they believe will be satisfying is necessary, but not enough. They must believe that it is possible to achieve what they want. Employees are not motivated to perform better when managers focus on the “offering” and ignore the “believing”.
Employee’s confidence that they will get what they want involves three separate and distinct beliefs. The first belief is that they can perform well enough to get what is offered. The second is that they will get it if they perform well. The third belief is that what is offered will be satisfying. Each of these three beliefs deals with what employees think will happen if they put effort to perform. The first belief deals with the relationship between effort and performance, the second with the relationship between performance and outcomes, and the third with the relationship between outcomes and satisfaction. All these beliefs are interrelated because an employee effort leads to some level of performance, the performance leads to outcomes, and the outcomes lead to some amount of satisfaction or dissatisfaction (Green 2012).
[bookmark: _Hlk146384472]2.2.3 Theory X and Y Assumptions
Psychologist Douglas McGregor in the 1960’s, social psychologist developed two contrasting theories that explained how managers’ beliefs about what motivate their employees and how oit can affect their management styles. In this theory, X people have an innate fear of jobs and avoid them whenever conceivable. This leads individuals to be forced, regulated, directed, and undermined by counted to make them work. They rely on others’ guidelines, keep a safe distance from responsibility, have little motivation, and need protection (Travis, 2013). There are two fundamentally plausible explanations why McGregor's (1960) 
Hypothesis X and Y concerning job execution had not been empirically or experimentally confirmed by earlier analysis. To begin with, there was an unwillingness to consider X / Y viewpoints in theory and X / Y experiences in theory. As of late, the three prior tests that produced this certification led to the development of valid quantities in both X/Y mentalities and X/Y conduct and behaviors (Kopelman et al., 2008; Kopelman et al., 2010; Kopelman et al., 2012). Subsequently, the analytical methodology utilized in preceding rigorous studies explored the wrong part of the study-a multi-level, multi-source specific / workgroup study was required, instead of utilizing a cross-correlation framework (Lawter et al., 2015). This theory is related to job satisfaction, stability of tenure and fear of unemployment. In the private sector, this fear is much more as compared to the public sector in the field of LIS. Under this threat, the performance of LIS professionals could not be enhanced, and they always remained unsatisfied with their jobs. Annual increments, job bonuses and appreciation letters are very useful in boosting the morale of LIS employees.
[bookmark: _Hlk146384500]2.2.4 Theory of Need
McClelland's need is strongly related to the educational theory (Sinha, 2015).
Three forms are the foundation of McClelland's theory. 
• Need for power: People that are highly influenced by authority are guided by a tendency to control, inspire, or instruct others. They love work and put a strong focus on discipline. As per Sinha (2015b), the desire for control is about reflecting upon everyone, the need to affect others, the need to transform lives, and the need to bring a change in overall life.
• Need for accomplishments is the desire to succeed, to accomplish, to aim for excellence concerning a collection of expectations. Achievement and performance are the processes of executing, receiving, or doing. People that are highly inspired by success are guided by a passion for dominance. They tend to focus on activities of mild complexity, where performances are the consequence of their attempts instead of chance (Osemeke & Adegboyega, 2017).
• Need for affiliation: Workers want to be regularly accepted by everyone via communication and provision and create an agreeable partnership with others. They want to accept the expectations of gathering and work on undertakings giving more degrees to interactional individuals. They will illustrate their abilities in situations of corporate service and customer cooperation (Jha, 2020).Robbins et al.(2009) reproached McClelland's hypothesis that it had less practical effect than other hypotheses because McClelland argued that the three needs were subliminal meaning that we may be high on certain requirements without understanding. It is not easy to calculate and estimate these (Robbins et al., 2009). 
The quotation’s friend in need is a friend indeed is very useful for the motivation of LIS professionals. If they help each other in their hard days and at the time of need such as at the time of their annual inspection or any urgent query from the top management and library patrons, it is going to be very helpful in the confidence-building of the employees.
[bookmark: _Hlk146384545]2.2.5 Theoretical Framework
The theoretical framework and the most relevant theory for this study is anchored on the Hertzberg’s Two Factor Theory and the Expectancy Theory and their implications in moderating the roles between the independent and dependent variables of the study.Hertzberg’s Two Factor Theory
Job Satisfaction
Hertzberg’s Two Factor Theory
Employees’ performance







[bookmark: _Hlk146384593]2.3	Empirical Review
This study reviews various work on the effect of job satisfaction on employees' performance.
Charity (2015) conducted a survey among selected business organizations in Ontario, Canada. Questionnaire was used to collect data from 357 employees from 11 organizations and analyzed. The findings of the study point out that career development has significant influence on employee performance. In this research, the researcher pointed out that it was important for a company or an institution which operates in banking to be focused on the improvement of career development in the company so that its employees’ performance could increase and could curb the level of turnover.
Hans and Jennings (2014) conducted a study to examine the impact of job satisfaction on employees’ commitment and job performance. Self-designed questionnaire was used as the primary data collection method. The data was analyzed using descriptive statistics and inferential statistics. The representative sample of 100 employees was selected from a population of 1075 employees in the financial services industry. The results revealed that there is a positive relationship between incentives and bonuses that employees earn and employee performance. They thereafter suggested that satisfaction affects employee effort. They explained that increased satisfaction from performance possibility helps to increase expectations of performance leading to reward. Satisfaction and productivity have critical links to affect each other. Efforts lead to effective performance which eventually leads to satisfaction but the kind of reward system under which employees operate ultimately affects satisfaction and performance
Allison (2018) conducted a study titled: “job satisfaction and job performance:  is the relationship spurious”. Drawing upon personality theory and the job characteristics model, the study presented a meta-analytic estimate of the population-level relationship between job satisfaction and job performance, controlling for commonly studied predictors of both.  Common causes in the study include personality trait Conscientiousness, Extraversion, Agreeableness, and core self-evaluations, along with cognitive ability and job complexity.  Structural equation modeling of the meta-analytic correlation matrix suggests a residual correlation of .16 between job satisfaction and performance; roughly half the magnitude of the zero-order correlation. Following the test of spuriousness, the author then proposes and find support for an integrated theoretical model in which job complexity and job satisfaction serve as mediators for the effects of personality and ability on work outcomes.  Results from the model suggest that job complexity is negatively related to satisfaction and performance, once ability and personality are controlled.  Contributions of the study include estimating the extent to which the satisfaction-performance relationship is partly spurious, which is an advancement because the attitude-behavior link has not been estimated in light of personality and job characteristics.  Another contribution is the integrated theoretical model, which illuminates mediators in some of the effects of personality and ability.  
Odembo (2018) evaluated the impact of job satisfaction and employee performance within the telecommunication industry in Kenya, using Airtel Kenya limited as case study. Specifically, the study seeks to investigate the influence of talent development on employee satisfaction, to establish the extent to which reward influences employee satisfaction; establish the influence of organizational structure on employee satisfaction and investigate the influence of organizational commitment on satisfaction of employees. The study adopted descriptive research survey and a sample size of 50 employees was taken for the research study, representing 20% of an entire population of 250. Data for the study will be collected primarily through semi-structured questionnaire. The study adopted descriptive statistics analytical techniques to analyze the variables, using Statistical Program for Social Sciences (SPSS). Statistical instrument used for the research analysis was mainly inferential statistics, specifically correlation matrix and multiple regression analysis. The researcher employed the survey strategy for the study. This strategy was proposed because it allows the collection of a large amount of data from a sizable population in an economical manner. The study employs descriptive statistics method for presenting and summarizing bio-data. Findings of the study indicated that there is a positive relationship of talent development, reward system, organizational structure and organizational commitment with employee satisfaction. It was also reported that employees’’ satisfaction has influence on employees’ performance
Fadlallh (2018) studied the impact of job satisfaction on employees’performance an application on faculty of science and humanity at the University of Salman Bin Abdul-Aziz-Al Aflaj. The research determined the relation, association and impact of job satisfaction factors and its dimensions on employee`s performance in the faculty. Total sample size of research is 86 members of teaching staff from the faculty (male =46 and female =40). SPSS was used to analyze the data. Research applied chi- squared or (x²) and regression analysis. The research examined that there is a positive and statistically significant relationship between job satisfaction factors and employee's performance. The research concluded that whenever there are better (work conditions, pay and promotion, and work relationships) there is a higher job satisfaction. 
Olaoba, Oguntoye and Chukwueze (2015) conducted a survey study among employees of selected firms in Lagos metropolis. Using that questionnaire to obtain data from the respondents and subjecting same to statistical analyses, they found that the output and productivity of an organization is evaluated against the performance of its employees and therefore, better performance of employees demands high level of job satisfaction
Okeke (2017) examined the impact of job satisfaction on employee performance in government owned enterprises. The research therefore aimed at investigating, identifying, analysis and presenting research findings on the Impact of Job Satisfaction on employee performance. The researcher made use of research questionnaire, which were designed and distributed to staff of these government owned enterprises. The method of analysis is the use of tables, percentage and chi-square.  The major finding of the research is that promotion has a significant relationship with job satisfaction, there is relationship between salary and job satisfaction and conductive environment contribute to job satisfaction among employee in government owned enterprises. In view of the findings the study, the researcher recommended among other things, government owned enterprises should see increase/prompt payment as a motivation factor that can increase productivity in the organization. 






CHAPTER THREE
METHODOLOGY
3.0 Preamble
This chapter is designed to present the overall design and methodology of the study. A combined approach comprising both quantitative and qualitative techniques is used to conduct this research. To gather the data, we employed both the primary and secondary sources. This chapter contains the following; research design, population of the study, sampling size and sampling technique, research instrument, validity and reliability of the instrument, procedure for collecting data and method of data analysis will be explained.
3.1 Research Design
The study adopted survey design through administration of questionnaire to gather analysis and interpret the set of data, which were used for the explanation of underlying factors that surround the need of this research work. The survey approach was used because it helped the researcher in the collection of data using a questionnaire, which involves mainly the fieldwork of this study.  
3.2 Population of the Study 
Population is the totality of any group, person or objects which is defined by some unique attributes. This is to say that population is any group of being the study focused attention on and chosen as the approved topic of study. Since it is usually not possible to study the entire larger population of the National Centre for Agricultural Mechanization (NCAM) Ilorin, Nigeria, the study focused on National Centre for Agricultural Mechanization Ilorin as the studied population in order to find a possible solution to involve a total of 250 employees including top and junior staff.
	DEPARTMENT
	NUMBER OF EMPLOYEES
	SAMPLESIZE

	Administrative and Service
	62
	38

	Technical and Service
	80
	49

	Farm Power and Machinery
	35
	22

	Finance and Account
	40
	25

	Maintenance and logistic
	33
	20

	Total
	250
	154


Source: Human Resource Department, (HRD, NCAM, 2025).
Departments:
 1) Administrative and Service Department = 62
 2) Technical/Service Department = 80
 3) Farm Power and Machinery Department = 35
 4) Finance and Account Department = 40 
5) Maintenance & logistic Department = 33
Population for the study 250



1. Administrative and Service Department 
             62 x 154 =9548            
              	250         		 = 38.19 ↝38 =38

1. Technical/Service Department 
             80 x 154 =12320            
              	250         		 = 49.28↝49 =49

1. Farm power/ Machinery Department 
             35 x 154 =5390            
              	250         		 = 21.56 ↝22 =22
 
1. Finance and Account Department 
             40 x 154 =6160            
              	250         		 = 24.64 ↝25 =25

1. Maintenance & logistic Department 
             33 x 154 =5082            
              	250         		 = 20.32 ↝20 =20


To cross check: 38 + 49 + 22 + 25 + 20 = 154 (sample size). 
3.3 Sampling and Sampling Techniques
Sampling is a process of selecting a given number or any portion of that population for the purpose of obtaining information for generalization about the large population Nwabuokei (1986:47). Sampling population is used to avoid possible errors in dealing with population. The population size was narrowed down to determine the sample size. 
The simple random method was used. This type of sampling makes provision for every subject in the population by giving it an equal chance of appearing in the selection. This method will enable us to obtain reliable and valid responses. It is also most suitable because the sampling size is small and avoids bias in the results obtained, it ensures accuracy. It is also practicable, economical, and convenient. 
 A statistical formula was used to determine the sample size.  Yaro Yamani formula as quoted in Nwabuokei (1986: 471) was applied and it is stated as follows:
Taro Yamane (1967) formula is stated below;

Where;
n = the sample size
N = the size of the population under study
e = the margin error (0.10, 0.05 or 0.01). For the purpose of this study, 0.05 is used as the margin of error
Calculation of the sample





Approximately the sample size to be taken is 154.

3.4 Sources of Data
The data for this research work was collected from primary data.
 3.4.1 Primary Sources of Data 
Primary data is data collected directly from first-hand experience. The only primary source of data employed in this study is a structured questionnaire conducted by the researcher within the office and premise of the National Centre for Agricultural Mechanization (NCAM) Ilorin was administered to the relevant staff of NCAM. The purpose was to get their personal views on a number of issues.

 

3.5 Research Instrument
The study made use of questionnaire for data collection. Questionnaire: This involves a set of questions that relate to the purpose of the study and the hypothesis to be verified. The questionnaire was divided into two sections. Section A and B, Section A, contain personal data of the respondent such as sex, marital status, qualification etc. Section B contains questions that require both direct and indirect answers, which requires the respondent to tick the one that appeals to him most.
3.6 Validity and Reliability of Research Instrument
Content validity of the instrument was done by expert review where the project supervisor was given the draft to check for clarity, readability, understandability, scope, and purpose to ensure the instrument covers all constructs’ items it is supposed to measure.
The instrument reliability of this research focuses on the consistency of the instrument. The study used Cronbach’s alpha to check the reliability of the study. Cronbach’s alpha is the most common measure of internal consistency (reliability). It is most commonly used when there are multiple Likert in a survey/questionnaire that form a scale to determine its reliability. The measuring scale of the reliability test in Cronbach’s alpha is 1.0, the more it is closer to one the stronger the reliability.
3.7 Procedure for Data Analysis
A structured questionnaire method was used as instrument for collecting data in this study. Questionnaire is a structured technique for collecting primary data in a survey. It is a series of structured questions to which the respondents provide answers. 
The questionnaire is designed in order to obtain information on how job satisfaction has impacted the performance of staffs of selected National Centre for Agricultural Mechanization. Questions relating to the subject of the study were asked, respondents were instructed to tick right against the following options; SA=Strongly Agree, A=Agree, UN=Undecided, D=Disagree and SD=Strongly Disagree as they feel in their opinion. The structure of the questionnaire is as contained in the appendix.
3.8 Method of Data Presentation and Analysis
To present the collated data and analyze it empirically, descriptive statistics are employed. This shall be briefly discussed below. 
3.8.1 Method of Data Presentation
Descriptive statistical tools such as Tables and percentages are used in presenting the collected information or raw data. Where applicable, items in the five Likert scale questionnaire with positive responses were ranked 5, 4, 3, 2, 1, with 5 standing for strongly agree (SA), 4 for agree (A), 3 standing for undecided (U), 2 for disagree (D), 1 for strongly disagree (SD). On the other hand, items that show dislike were ranked from 1 to 5, with 5 standing for strongly disagree (SD), 4 for disagree (D),3 standing for undecided (UD), 2 for agree (A) and 1 for strongly agree (SA). These are depicted in the ensuing Tables. The socio-demographic or bio-data of respondents is presented firstly in tables 1- 5. The ensuing tables would vividly display the information or responses to various questions contained in the distributed questionnaires as they relate to the hypotheses.

 3.8.2 Method of Data Analysis 
Haven presented the data in tables and ranked by percentages according to the number of responses; the interpretations of the data are thereafter done, usually beneath each table. The study employs simple descriptions to analyze the data based on presented facts. A general analysis and a decision rule are made based on the value of the information used. The socio-demographic information of respondents is analyzed, thereafter; their responses to each of the questions asked are also discussed and Linear regression was used as the statistical tool used for testing more than two populations using data based on independent and dependent random samples. This test is based strictly on the primary data obtained from the use of a questionnaire.
Decision Rule: Reject the Null Hypothesis if the calculated value of (X2) is greater than the critical value and accept the Null Hypothesis if the calculated value of (X2) is less than the critical value.
 DF = (n - 1) (k - 1) 
Where:
DF = Degree of freedom 
n = Number of rows 
k = Number of columns


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0 Preamble
This chapter presents the data analyzed from the questionnaires administered to respondents. Section “A” focus on the background information of the respondents while the section “B” focuses on the relevant questions of the study. 154 questionnaires administered to the staff of the organization, and 154 were completed and returned, which represent 100% of the total administered copies of the questionnaire, so this analysis is based on the whole 154 copies questionnaire.
4.1 Analyses of Responses to the Questionnaires
This section attempts to give a clear analysis and interpretation of data collected through questionnaire administered to a sample of 154 respondents.
Table 4.1.1
	GENDER OF THE RESPONDENTS

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	88
	57.1
	57.1
	57.1

	
	female
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	

	Source: field survey, 2025


Table 4.1.1 shows that 57.1% of the respondents are males while 42.9% are females. There is a difference between the number of male respondents and female respondents. The number of male respondents higher than female respondents which imply that there are more males in the organization as the job is technical and due to the high risk involved.
Table 4.1.2
	AGE OF THE RESPONDENTS 

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20-29 years
	66
	42.9
	42.9
	42.9

	
	30-39 years
	44
	28.6
	28.6
	71.4

	
	40-49 years
	22
	14.3
	14.3
	85.7

	
	50 years and above
	22
	14.3
	14.3
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.1.2 shows that 42.9% of the respondents are with the age of 20-29 years, 28.6% are within 30-39 years, 14.3% are within the age of 40-49 years, 14.3% are within the age of 50 years. This implies that the organization has more of youths in the organization, as the youth tends to be more productive, and agile in handling of the machines and equipment in the organization.





Table 4.1.3
	MARTIAL STATUS OF THE RESPONDENTS

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	single
	66
	42.9
	42.9
	42.9

	
	married
	55
	35.7
	35.7
	78.6

	
	divorced
	22
	14.3
	14.3
	92.9

	
	widower
	11
	7.1
	7.1
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.1.3 shows that 42.9% of the respondents are single, 35.7% are married, while 14.3% are divorced and 7.1% are Widow/Widower. This means that the population is adequately represented by single respondents. The singles can handle more tasks and responsibilities of the organization without families’ interference and can achieve good standard of task accomplishment effectively and efficiently.
Table 4.1.4
	ACADEMIC QUALIFICATION OF THE RESPONDENTS

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	22
	14.3
	14.3
	14.3

	
	ND/NCE
	33
	21.4
	21.4
	35.7

	
	HND/B.Sc
	66
	42.9
	42.9
	78.6

	
	M.Sc./MBA
	22
	14.3
	14.3
	92.9

	
	Ph.D
	11
	7.1
	7.1
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025	
Table 4.1.4 shows that 14.3% have SSCE, 21.4% have ND/NCE, 42.9% have HND/B.Sc., 14.3% have M.Sc./MBA, 7.1% have Ph.D this indicates that the academic qualification is fairly presented in the organization, with the most in HND/B.Sc. This proves that the respondents are able to contribute to the organization performance with their abundance of knowledge and educational prowess.
Table 4.1.5
	LENGTH OF EMPLOYEMENT OF THE RESPONDENTS

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	below 5 years
	33
	21.4
	21.4
	21.4

	
	6-10 years
	55
	35.7
	35.7
	57.1

	
	11-15 years
	33
	21.4
	21.4
	78.6

	
	16-20 years
	22
	14.3
	14.3
	92.9

	
	21years and above
	11
	7.1
	7.1
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.1.5 shows that 21.4% of the respondents have below 5years experience, 35.7% have 6-10 experience, 21.4% have 11-15 years’ experience, 14.3% have above 16-20 years’ experience while 7.1% have 21 years and above. This indicates that the workers experience is highly needed as the job is too technical for learners to undertake.



4.2 Descriptive Analyses of Operational Data
Table 4.2.1
	The organization environment is conducive thereby helps in delivering job content effectively

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	55
	35.7
	35.7
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.1 shows that 42.9% of the respondents strongly agree, 35.7% agree, 7.1% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implies that majority of the respondents approve that the organization environment is conducive thereby helps in delivering job content effectively.
Table 4.2.2
	The organization environment has positively impacted my job performance and productivity

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.2 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree, 7.1% are undecided, 7.1% disagree, 14.3% of the respondents strongly disagree. This implies that majority respondents support that the organization environment has positively impacted their job performance and productivity.
Table 4.2.3
	I have access to all materials, machines and equipment in my department which support me in carrying out my day-to-day activities effectively and efficiently.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.3 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents concur that they have access to all materials, machines and equipment in their department and have support them un carry out their day-to-day activities effectively and efficiently.




Table 4.2.4
	Machines, materials and equipment in the organization are up-to-date with industry trends.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	55
	35.7
	35.7
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.4 shows that 42.9% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents concur that machines, materials and equipment in the organization are up-to-date with industry trends.
Table 4.2.5
	The conducive organizational environment and opportunities in it can contribute to my long-term career growth.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	55
	35.7
	35.7
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.5 shows that 42.9% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents concur that the conducive organizational environment and opportunities in it can contribute to their long-term career growth.
Table 4.2.6
	The organization environment is open to human resources, information and knowledge, technological advancement

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.6 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents opined that the organization environment is open to human resources, information and knowledge, technological advancement.


Table 4.2.7
	Motivation in my workplace has positively impacted my performance.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	

	
	
	
	
	
	


Source: field survey, 2025
Table 4.2.7 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents believe that motivation in their workplace has positively impacted their performance.
Table 4.2.8
	The organization provides adequate support and motivation when employees are assigned to new role.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	55
	35.7
	35.7
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.8 shows that 42.9% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents believe the organization provides adequate support and motivation when employees are assigned to new role.
Table 4.2.9
	Motivation in the organization has influenced my efficiency, growth and skills.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	55
	35.7
	35.7
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.9 shows that 42.9% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that majority of the respondents believe motivation in the organization has influenced their efficiency, growth and skills.


Table 4.2.10
	Ways in which employees are motivated in the organization have ensured smooth running of day-to-day task.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.10 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that the ways in which employees are motivated in the organization have ensured smooth running of their day-to-day task.
Table 4.2.11
	Motivation affected my skills and development in my field.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.11 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that motivation affected their skills and development in their field.
Table 4.2.12 
	Motivation in my workplace have help me to foresee long-term partnership in the organization

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.12 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that motivation in their workplace have help them to foresee long-term partnership in the organization.
Table 4.2.13
	The public view of the organization is a goodwill that support the employees and the organization at large

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.13 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that the public view of the organization is a goodwill that support the employees and the organization at large.
Table 4.2.14
	The organizational perception within and beyond the organization are clear and appealing

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.14 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that the organizational perception within and beyond the organization are clear and appealing.


Table 4.2.15
	The organization provides regular information, changes, developments and opportunities to the public.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	33
	21.4
	21.4
	50.0

	
	SA
	77
	50.0
	50.0
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.15 shows that 50% of the respondents strongly agree, 21.7% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that respondents believe that the organization provides regular information, changes, developments and opportunities to the public.
Table 4.2.16
	The organization perception fosters a sense of ambition among employees.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.16 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondent believe that the organization perception fosters a sense of ambition among employees.
Table 4.2.17
	With the public perception about the organization, I am highly motivated to invest time and effort in development of the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.17 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondent believe that with the public perception about the organization, they are highly motivated to invest time and effort in development of the organization.



Table 4.2.18
	The organizational perception strongly encourages me to pursue a long-term career within the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.18 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that the organizational perception strongly encourages them to pursue a long-term career within the organization.
Table 4.2.19
	Social interaction from other employees supports interpersonal relationships and communication among employees which increases success rate of the organization objectives.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	33
	21.4
	21.4
	28.6

	
	UN
	11
	7.1
	7.1
	35.7

	
	A
	66
	42.9
	42.9
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.19 shows that 21.4% of the respondents strongly agree, 42.9% of the respondents agree.  7.1 % are undecided, 21.4% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that social interaction from other employees support interpersonal relationships and communication among employees which increases success rate of the organization objectives.
Table 4.2.20
	Social interaction in the organization is friendly and professional.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.20 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3 % are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents believe that social interaction in the organization is friendly and professional.


Table 4.2.21
	Social interaction effectively supports employee development and growth.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.21 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1 % are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that social interaction effectively supports employee development and growth.
Table 4.2.22
	Social interaction promotes free flow of information and communication in the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.22 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents believe that social interaction promotes free flow of information and communication in the organization.
Table 4.2.23
	Social interaction positively contributes to employees’ performance in the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.23 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that social interaction positively contributes to employees’ performance in the organization.


Table 4.2.24
	Social interaction support employees to contribute genuinely to the growth and development of the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.24 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents believe that social interaction support employees to contribute genuinely to the growth and development of the organization.
Table 4.2.25
	The organizational culture adopted by the top management is effective in enhancing and carrying out my job.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.25 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that the organizational culture adopted by the top management is effective in enhancing and carrying out their job.
Table 4.2.26
	I feel adequately trained to handle the responsibilities and the way of life of the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.26 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents feel adequately trained to handle the responsibilities and the way of life of the organization.


Table 4.2.27
	The cultural lifestyles adopted by the organization are relevant to my job and help me improve my competencies.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	77
	50.0
	50.0
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.27 shows that 21.4% of the respondents strongly agree, 50% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents feel the cultural lifestyles adopted by the organization are relevant to their job and help them improve their competencies.
Table 4.2.28
	The organizational culture encourages me to pursue additional certification to enhance my efficiency and competency.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.28 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree. 14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents opined that the organizational culture encourages them to pursue additional certification to enhance their efficiency and competency.
Table 4.2.29
	The employees in the organization demonstrate a high level of adherence to the organizational culture in their respective roles.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	22
	14.3
	14.3
	35.7

	
	A
	33
	21.4
	21.4
	57.1

	
	SA
	66
	42.9
	42.9
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.29 shows that 42.9% of the respondents strongly agree, 21.4% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents concur that the employees in the organization demonstrate a high level of adherence to the organizational culture in their respective roles.


Table 4.2.30
	The organizational culture is in line with the socio-cultural factor of the organization, which help the organization in its day-to-day accomplishment of the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.30 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe the organizational culture is in line with the socio-cultural factor of the organization, which help the organization in its day-to-day accomplishment of the organization.
Table 4.2.31
	The organizational goals positively contribute to the organization’s competitive advantage in the industry.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	33
	21.4
	21.4
	28.6

	
	UN
	11
	7.1
	7.1
	35.7

	
	A
	66
	42.9
	42.9
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.31 shows that 21.4% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 21.4% disagree, while 7.1% strongly disagree. the implication is that the respondents believe that the organizational goals positively contribute to the organization’s competitive advantage in the industry.
Table 4.2.32
	Employees effectively communicate and collaborate with colleagues and clients.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	66
	42.9
	42.9
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.32 shows that 35.7% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents believe employees effectively communicate and collaborate with colleagues and clients.


Table 4.2.33
	Employees demonstrate strong commitment to the achievement of the organizational goals

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	22
	14.3
	14.3
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.33 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents believe employees demonstrate strong commitment to the achievement of the organizational goals
Table 4.2.34
	Employees are proactive in identifying and addressing challenges to achieve the organizational goals.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.34 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree. 7.1% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents believe employees are proactive in identifying and addressing challenges to achieve the organizational goals.
Table 4.2.35
	In accordance to the organizational goals, employee consistently meet or exceed performance expectations

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.35 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe in accordance to the organizational goal, employee consistently meet or exceed performance expectations.


Table 4.2.36
	The organizational goals set by the top-level management are realistic and achievable.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	33
	21.4
	21.4
	28.6

	
	UN
	11
	7.1
	7.1
	35.7

	
	A
	66
	42.9
	42.9
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.36 shows that 21.4% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 21.4% disagree, while 7.1% strongly disagree. The implication is that the respondents believe the organizational goals set by the top-level management are realistic and achievable.
Table 4.2.37
	My financial reward motivates me to pursue career development opportunities in the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	22
	14.3
	14.3
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.37 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents concur that their financial reward motivates them to pursue career development opportunities in the organization.
Table 4.2.38
	Employees’ compensations are received promptly and accurately.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	66
	42.9
	42.9
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.38 shows that 35.7% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents concur that employees’ compensations are received promptly and accurately.





Table 4.2.39
	I receive adequate financial reward and supports from my manager in the organization

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	22
	14.3
	14.3
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.39 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents concur that they receive adequate financial reward and supports from their manager in the organization.
Table 4.3.40
	My financial reward is equally equivalent to my value of work, duties and responsibilities.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.40 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents concur that their financial reward is equally equivalent to their value of work, duties and responsibilities.
Table 4.2.41
	I am motivated by the prospect of taking on greater responsibilities and challenges in my career so as to increase my financial reward.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.41 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents concur that they are motivated by the prospect of taking on greater responsibilities and challenges in my career so as to increase their financial reward.


Table 4.2.42
	Incentives from the organization challenges employees to do better in each task given.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	33
	21.4
	21.4
	28.6

	
	UN
	11
	7.1
	7.1
	35.7

	
	A
	66
	42.9
	42.9
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.42 shows that 21.4% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 21.4% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that the incentives from the organization challenges employees to do better in each task given.
Table 4.2.43
	I am strongly satisfied with the feedback and guidance I received during performance evaluation on my productivity.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	22
	14.3
	14.3
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.43 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that they are strongly satisfied with the feedback and guidance they receive during performance evaluation on my productivity.
Table 4.2.44
	I am satisfied with the recognition and rewards I receive from my productivity at work.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	11
	7.1
	7.1
	21.4

	
	A
	66
	42.9
	42.9
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.44 shows that 35.7% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that they are satisfied with the recognition and rewards they receive from their productivity at work.


Table 4.2.45
	My productivity is appropriately recognized and acknowledged by my peers and colleagues in the organization.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	11
	7.1
	7.1
	14.3

	
	UN
	22
	14.3
	14.3
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.45 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  14.3% are undecided, 7.1% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that their productivity is appropriately recognized and acknowledged by their peers and colleagues in the organization.
Table 4.2.46
	Work productivity enables employees to have a positive attitude to work.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	22
	14.3
	14.3
	14.3

	
	D
	11
	7.1
	7.1
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.46 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 7.1% disagree, while 14.3% strongly disagree. The implication is that the respondents believe that work productivity enables employees to have a positive attitude to work.
Table 4.2.47
	Work productivity reduces employees’ absenteeism and lateness to work.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	22
	14.3
	14.3
	21.4

	
	UN
	11
	7.1
	7.1
	28.6

	
	A
	55
	35.7
	35.7
	64.3

	
	SA
	55
	35.7
	35.7
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.47 shows that 35.7% of the respondents strongly agree, 35.7% of the respondents agree.  7.1% are undecided, 14.3% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that work productivity reduces employees’ absenteeism and lateness to work.


Table 4.2.48
	The recognition I receive from my work productivity, helps in achieving a higher productivity in my evaluation.

	Options
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	7.1
	7.1
	7.1

	
	D
	33
	21.4
	21.4
	28.6

	
	UN
	11
	7.1
	7.1
	35.7

	
	A
	66
	42.9
	42.9
	78.6

	
	SA
	33
	21.4
	21.4
	100.0

	
	Total
	154
	100.0
	100.0
	


Source: field survey, 2025
Table 4.2.48 shows that 21.4% of the respondents strongly agree, 42.9% of the respondents agree.  7.1% are undecided, 21.4% disagree, while 7.1% strongly disagree. The implication is that the respondents believe that the recognition they receive from their work productivity, helps in achieving a higher productivity in their evaluation.


4.3 Test of Hypotheses
Test of Hypothesis One
H01: There is no significant effect of organizational environment on organizational culture.
Objectives: determine the effect of organizational environment on organizational culture.
Table 4.3.1
	Model Summary

	 Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.236a
	.056
	.037
	6.03785

	1. Predictors: (Constant), industry type, Economic indicators, technological environment


Source: SPSS output, 2023 
Table 4.3.1 above gives us the R-value, which represents the correlation between the observed value and predicted value of the dependent variable which gives 23.6 percent. This shows that there is a low level of relationship between organizational environment and organizational culture. The R2 value which is an indication of the coefficient of determination from the model summary is 0.056 which indicates that 23.6 percent of organizational culture is not stimulated by the organizational environment while the remaining 76.4 percent of organizational culture is stimulated by other unidentified variables. 

Table 4.3.2
	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	321.584
	3
	107.195
	2.940
	.035b

	
	Residual
	5468.344
	150
	36.456
	
	

	
	Total
	5789.929
	153
	
	
	

	a. Dependent Variable: ORGANIZATIONALCULTURE

	b. Predictors: (Constant), industry type, Economic indicators, technological environment


Source: SPSS output, 2023. 
The analysis of variance (ANOVA) in table 4.3.2 above revealed that the F-statistic value from the analysis was 2.940. Also, the table showed the p-value of 0.000 which is less than the alpha value of 0.05. Therefore, it indicates that the overall model is fit. However, the regression sum of square of 321.584 is less than the residual sum of square of 5468.344. Thus, the null hypothesis is rejected, and the alternate hypothesis is accepted.
Table 4.3.3
	Coefficients a

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	28.083
	3.571
	
	7.865
	.000

	
	Technological environment
	.635
	.243
	.255
	2.615
	.010

	
	Economic indicators
	-.248
	.245
	-.093
	-1.010
	.314

	
	Industry type
	-1.136
	.525
	-.200
	-2.161
	.032

	a. Dependent Variable: ORGANIZATIONALCULTURE


Source: SPSS output, 2023.
The table of coefficients above showed technological environment influences organizational culture. It can be deduced from table 4.3.3 above that, for every increase in technological environment, there will be 63.5% increase in organizational culture. Also, the probability and [t-statistics] value of 0.010 and [2.615] further suggest that the relationship between technological environment is significant since alpha level of 0.05 is greater than the p-value of 0.010. The conclusion therefore is that technological environment has significant effect on organizational culture.
The table further presents the coefficients of economic indicators to be 0.248 which indicate that there exists a relationship between economic indicators and organizational culture., It can be deduced from table above that, for every increase in economic indicators there will be 24.8% increase in organizational culture. Also, the probability and [t-statistics] value of 31.4 and [-1.010] further suggest that the relationship between economic indicators and organizational culture is not significant since alpha level of 0.05 is lesser than the p-value of 0.314 The conclusion therefore is that economic indicators have no effect on organizational culture.
The table of coefficients above showed how Industry type can influence organizational culture. It can be deduced from table above that, for every increase in Industry type there will be 23.8% increase in organizational culture. Also, the probability and [t-statistics] value of 0.32 and [-2.161] further suggest that the relationship between Industry type and organizational culture is significant since alpha level of 0.05 is greater than the p-value of 0.032. The conclusion therefore is that Industry type has significant effect on organizational culture. 
In conclusion, it is therefore found based on the result obtained from the hypotheses tested that the null hypothesis should be REJECTED and the alternative hypotheses should be accepted.
Hypothesis Two
H02: There is no significant impact of motivation on organizational goals.
Objectives: examine the impact of motivation on organizational goals.
Table 4.3.4
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.671a
	.450
	.443
	2.86630

	a. Predictors: (Constant), interest and involvement, feedback and recognition


Source: SPSS output, 2023 
Table 4.3.4 above gives us the R-value, which represents the correlation between the observed value and predicted value of the dependent variable which gives 67.1 percent. This shows that there is a high level of relationship between motivation and organizational goals. The R2 value which is an indication of the coefficient of determination from the model summary is 0.450 which indicates that 67.1 percent of organizational goals is stimulated by the motivation while the remaining 32.9 percent of organizational goal is stimulated by other unidentified variables. 
Table 4.3.5
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	1016.788
	2
	508.394
	61.881
	.000b

	
	Residual
	1240.569
	151
	8.216
	
	

	
	Total
	2257.357
	153
	
	
	

	a. Dependent Variable: ORGANIZATIONALGOALS

	b. Predictors: (Constant), interest and involvement, feedback and recognition


Source: SPSS output, 2023. 
The analysis of variance (ANOVA) in table 4.3.5 above revealed that the F-statistic value from the analysis was 61.881. Also, the table showed the p-value of 0.000 which is less than the alpha value of 0.05. Therefore, it indicates that the overall model is fit. However, the regression sum of square of 1016.788 is less than the residual sum of square of 1240.569. Thus, the null hypothesis is rejected, and the alternate hypothesis is accepted.


Table 4.3.6
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	14.489
	1.437
	
	10.083
	.000

	
	Feedback and recognition
	-.230
	.188
	-.080
	-1.226
	.222

	
	Interest and involvement
	1.343
	.126
	.698
	10.666
	.000

	a. Dependent Variable: ORGANIZATIONALGOALS


Source: SPSS output, 2023.
The table of coefficients above showed feedback and recognition influences organizational goals. It can be deduced from table 4.3.6 above that, for every increase in feedback and recognition, there will be 23.0% increase in organizational goals. Also, the probability and [t-statistics] value of 0.222 and [-1.226] further suggest that the relationship between feedback and recognition is not significant since alpha level of 0.05 is lesser than the p-value of 0.222. The conclusion therefore is that feedback and recognition have no significant effect on organizational goals.
The table further presents the coefficients of economic indicators to be 0.248 which indicate that there exists a relationship between interest and involvement and organizational goals, It can be deduced from table above that, for every increase in interest and involvement there will be 13.43% increase in organizational goals. Also, the probability and [t-statistics] value of 0.000 and [10.666] further suggest that the relationship between interest and involvement and organizational goals is significant since alpha level of 0.05 is greater than the p-value of 0.000. The conclusion therefore is that interest and involvement has effect on organizational goals.
In conclusion, it is therefore found based on the result obtained from the hypotheses tested that the null hypothesis should be REJECTED and the alternative hypotheses should be accepted.
Hypothesis Three 
H03: Organizational perception has no significant on financial rewards.
Objectives: investigate the effect of organizational perception on financial reward.
Table 4.3.7
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.650a
	.422
	.411
	2.56223

	a. Predictors: (Constant), employee engagement survey, customer satisfaction survey, net promoter score


Source: SPSS output, 2023 
Table 4.3.7 above gives us the R-value, which represents the correlation between the observed value and predicted value of the dependent variable which gives 65.0 percent. This shows that there is a high level of relationship between organization perception and financial rewards. The R2 value which is an indication of the coefficient of determination from the model summary is 0.422 which indicates that 65.0 percent of financial rewards is stimulated by organizational perception while the remaining 35.0 percent of financial rewards is stimulated by other unidentified variables. 
Table 4.3.8
	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	719.464
	3
	239.821
	36.530
	.000b

	
	Residual
	984.751
	150
	6.565
	
	

	
	Total
	1704.214
	153
	
	
	

	a. Dependent Variable: FINANCIALREWARD

	b. Predictors: (Constant), employee engagement survey, customer satisfaction survey, net promoter score


Source: SPSS output, 2023. 
The analysis of variance (ANOVA) in table 4.3.8 above revealed that the F-statistic value from the analysis was 36.530. Also, the table showed the p-value of 0.000 which is less than the alpha value of 0.05. Therefore, it indicates that the overall model is fit. However, the regression sum of square of 719.464 is less than the residual sum of square of 984.751. Thus, the null hypothesis is rejected, and alternate hypothesis is accepted.


Table 4.3.9 
	Co-efficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	16.494
	.849
	
	19.431
	.000

	
	Net promoter score
	.711
	.138
	.570
	5.147
	.000

	
	Customer satisfaction survey
	-.393
	.133
	-.270
	-2.949
	.004

	
	Employee engagement survey
	.504
	.154
	.301
	3.267
	.001

	a. Dependent Variable: FINANCIALREWARD


Source: SPSS output, 2023.
The table of coefficients above showed net promoter influences financial rewards. It can be deduced from table 4.3.9 above that, for every increase in net promoter, there will be 71.1% increase in financial rewards. Also, the probability and [t-statistics] value of 0.000 and [5.147] further suggest that the relationship between net promoter is significant since alpha level of 0.05 is greater than the p-value of 0.000. The conclusion therefore is that net promoter has significant effect on financial reward.
The table further presents the coefficients of customer satisfaction survey to be 39.3% which indicate that there exists a relationship between customer satisfaction survey and financial rewards. It can be deduced from table above that, for every increase in customer satisfaction survey there will be 39.3% increase in financial rewards. Also, the probability and [t-statistics] value of 0.004 and [-2.949] further suggest that the relationship between customer satisfaction survey and financial rewards is significant since alpha level of 0.05 is greater than the p-value of 0.004. The conclusion therefore is that customer satisfaction survey has effect on financial rewards.
The table of coefficients above showed how employee engagement survey can influence financial rewards. It can be deduced from table above that, for every increase in employee engagement survey there will be 50.4% increase in financial rewards. Also, the probability and [t-statistics] value of 0.01 and [3.267] further suggest that the relationship between employee engagement survey and financial rewards is significant since alpha level of 0.05 is greater than the p-value of 0.001. The conclusion therefore is that employee engagement survey has significant effect on financial rewards. 
In conclusion, it is therefore found based on the result obtained from the hypotheses tested that the null hypothesis should be REJECTED and the alternative hypotheses should be accepted.
Hypothesis Four
H04: There is no effect of social interaction on work productivity.
Objectives: examine the effect of social interaction on work productivity.
Table 4.3.10 
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.411a
	.169
	.158
	3.52523

	a. Predictors: (Constant), survey responses, network analysis


Source: SPSS output, 2023 
Table 4.3.10 above gives us the R-value, which represents the correlation between the observed value and predicted value of the dependent variable which gives 41.1 percent. This shows that there is a high level of relationship between social interaction and work productivity. The R2 value which is an indication of the coefficient of determination from the model summary is 0.411 which indicates that 41.1 percent of work productivity is stimulated by work productivity while the remaining 58.9 percent of work productivity is stimulated by other unidentified variables. 
Table 4.3.11
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	380.840
	2
	190.420
	15.323
	.000b

	
	Residual
	1876.517
	151
	12.427
	
	

	
	Total
	2257.357
	153
	
	
	

	a. Dependent Variable: WORKPRODUCTIVITY

	b. Predictors: (Constant), survey responses, network analysis


Source: SPSS output, 2023. 
The analysis of variance (ANOVA) in table 4.3.11 above revealed that the F-statistic value from the analysis was 15.323. Also, the table showed the p-value of 0.000 which is less than the alpha value of 0.05. Therefore, it indicates that the overall model is fit. However, the regression sum of square of 380.840 is less than the residual sum of square of 1876.517. Thus, the null hypothesis is rejected, and alternate hypothesis is accepted.


Table 4.3.12
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	12.936
	1.789
	
	7.232
	.000

	
	Network analysis
	-.593
	.214
	-.354
	-2.776
	.006

	
	Survey responses
	1.951
	.387
	.644
	5.042
	.000

	a. Dependent Variable: WORKPRODUCTIVITY


Source: SPSS output, 2023.
The table of coefficients above showed network analysis influences work productivity. It can be deduced from table 4.3.12 above that, for every increase in network analysis, there will be 59.3% increase in work productivity. Also, the probability and [t-statistics] value of 0.006 and [-2.776] further suggest that the relationship between network analysis is significant since alpha level of 0.05 is greater than the p-value of 0.006. The conclusion therefore is that network analysis has significant effect on work productivity.
The table further presents the coefficients of survey responses to be 1.951% which indicate that there exists a relationship between survey responses and work productivity. It can be deduced from table above that, for every increase in survey responses there will be 1.951% increase in work productivity. Also, the probability and [t-statistics] value of 0.000 and [5.042] further suggest that the relationship between survey responses and work productivity is significant since alpha level of 0.05 is greater than the p-value of 0.000. The conclusion therefore is that survey responses has effect on work productivity.
In conclusion, it is therefore found based on the result obtained from the hypotheses tested that the null hypothesis should be REJECTED and the alternative hypotheses should be accepted.
4.4 Discussion of Findings
[bookmark: _Hlk146797099][bookmark: _Hlk146797838][bookmark: _Hlk146797135]In this final section of chapter four, an attempt is made to highlight and discuss some of the major findings presented above. In order to address the issue in this study, four (4) research hypotheses were tested using regression, the following are noticeable study As shown in 4.3.1 using multiple regression analysis, R2 is 23.6% and from table 4.3.3, p-value of 0.000 is less than 0.05 showing that the impact of organizational environment on organizational culture is significant, leading to the rejection of null hypothesis, which is, “there is no significant impact of organizational environment on organization culture” and the acceptance of the alternate hypotheses. Also, the p-values of the proxy of organizational environment as shown in table 4.3.3 indicate that technological environment (0.010) is significant as a determinant of organizational culture; economic indicator (0.314) is not a significant determinant and industry type (0.032) is a significant determinant of organizational culture. 
[bookmark: _Hlk146797181][bookmark: _Hlk146797214]Table 4.3.4 multiple regression analysis indicated that R2 is 67.1%. The ANOVA table 4.3.6 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between motivation on organizational goals, leading to the rejection of the null hypothesis which state that “there is no significant impact of motivation on organizational goals” and the acceptance of the alternative hypotheses. Also, the p-value of the proxies of motivation as shown in table 4.3.6 indicates that feedback and recognition (0.222), interest and involvement (0.000), are significant as a determinant of organizational goals. 
[bookmark: _Hlk146797260]Table 4.3.7 using multiple regression analysis indicated that R2 is 65.0%. The ANOVA table 4.3.8 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between organizational perception and financial rewards, leading to the rejection of the null hypothesis which state that “organizational perception has no significant effect on financial rewards” and the acceptance of the alternative hypotheses. Also, the p-value of the proxy organizational perception of as shown in table 4.3.9 indicate that net promoter score (0.000) is significant as a determinant of financial reward, customer satisfaction survey (0.004), and employee engagement survey (0.001) are significant as a determinant of financial reward. 
[bookmark: _Hlk146797293]Table 4.3.10 using multiple regression analysis indicated that R2 is 41.1%. The ANOVA table 4.3.11 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant relationship between social interaction and work productivity, leading to the rejection of the null hypothesis which state that “there is no effect of social interaction on work productivity” and the acceptance of the alternative hypotheses. Also, the p-value of the proxy social interaction of as shown in table 4.3.12 indicate that network analysis (0.006) is significant as a determinant of work productivity, survey responses (0.000), are significant as a determinant of work productivity.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0 Preamble
This chapter presents the summary of the entire study carried out by the researcher, draw conclusion as well as recommendations from findings emerging from hypothesis testing impact of job satisfaction on employees’ performance.
5.1 Summary of Major Findings
[bookmark: _Hlk146793474]The analysis of the first objective revealed that to determine the effect of organizational environment on organizational culture. It was observed from the finding that the organizational environment cannot have impact organizational culture. From the study, it was demonstrated that organizational culture is not stimulated by the 23.6 percent of organizational environment while the remaining 76.4 percent of organizational culture is stimulated by other unidentified variables. 
The study found out that irrespective of the organizational environment, the organizational culture will not be affected. the organization having their own culture will be used to achieve their goals and objectives.
The analysis of second objective also demonstrates that there is significant impact of motivation on organizational goals. From the study, it was demonstrated that 67.1 percent of organizational goals is stimulated by the motivation while the remaining 32.9 percent of organizational goal is stimulated by other unidentified variables.
The analysis of the third objective shows that organizational perception has a significant effect on financial rewards. From the study, it was demonstrated that 65.0 percent of financial rewards is stimulated by organizational perception while the remaining 35.0 percent of financial rewards is stimulated by other unidentified variables. 
The analysis of the fourth objective revealed that social interaction has effect on work productivity. From the study, it was demonstrated that 41.1 percent of work productivity is stimulated by work productivity while the remaining 58.9 percent of work productivity is stimulated by other unidentified variables. The p-values of proxy give 0.006, and 0.000, which are less than the alpha level of 0.05 which implies that key performance indicators, network analysis and survey responses as proxies of social interaction determines work productivity in organization of today.
5.2 Conclusion
In conclusion, the following are drawn from the findings of the study:
Organizational environment has impact on organizational culture. The environment in which an organization is located can lead considerably to the productivity and performance of the employees for the success of the organization. From the findings of the study, it was revealed that employee level of productivity is high in accordance to the conducive environment of the organization.
Motivation has significant impact on organizational goals. Motivation is highly important for employees to work effectively in industrial setting, our study, National Centre for Agricultural Mechanization (NCAM). From the findings feedback and recognition, interest and involvement, revealed to be significant which is very important. organizational perception has impact on financial reward, what the employee thinks about the organization, and also what the public presume about the organization really goes a long way in the financial reward of the employees which have impact on their performance. 
In conclusion, social interaction has significant impact on work productivity. from the result of the findings their interaction can allow them to communicate with each other on their job field solving task and attempting problem together, sharing of ideas on how to handle issues which cause the employees to work in speed achieving the organization’s objectives and goal collectively.
5.3	Recommendations 
Based on the findings, the study recommended that;
1. Employees can make or mar any organization. They constitute the most important key success factor in any organization. Management of organizations should enhance the occupation status level of their employees at the right time and improve their experience through training within and outside their organization.
1. Management should be sensitive to employees, complaints about low pay and unchallenging work.  Too often management delude them into thinking that employee’s dissatisfaction can be lessened by painting work area piping in music, giving out a few more words of praise, or giving people longer work breaks.
1. Management should be sensitive to the difference in needs and values among the employee.  Every individual is unique and will respond differently to attempts to motivate him or her.
1. The National Centre for Agricultural Mechanization (NCAM) management can adopt management by objective in which employee should be part in decision making of the organization so that all hands will be on deck. This will give employees a sense of belonging and boost their job satisfaction level
5.4 Future Recommendations
The study examined the impact of job satisfaction on employees’ performance. Future researcher should achieve harmony on how job satisfaction can be sustained, thereby allowing more research to take place to explore the importance of job satisfaction for the productivity of organizations.  This study was carried out in Ilorin, Kwara, state, future researchers can carry out this study in other states of Nigeria and even beyond the borders of this country to affirm the significance of this study.
5.5	Contribution to Knowledge
The findings of this study will add value to existing body of knowledge on the subject matter. The findings will be of benefit to government at all levels, organizations, educational institutions, and the workers in organizations firms generally and enlighten them on the advantages that can be derived when employees’ job satisfaction is prioritized. Specifically, the findings of this work will be of value to the employees, employers, managers and supervisors, and policy makers. Lastly, findings of this study will also add to the existing body of literature in the field of the subject matter.
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APPENDIX 
					
SECTION A
INSTRUCTION: Please tick [ ] appropriately answer from the questions below
SECTION A: DEMOGRAPHIC INFORMATION
1. Gender: Male [   ],	Female  [   ]
1. Age: 20-30 years[    ], 31-40 years[    ], 41-50 years[    ], above 50 years[    ]
1. Marital Status: Married [   ]  Single [   ]  Separated [   ]  
1. Academic qualification:  SSCE  [   ], ND/NCE, [   ],  HND/B.Sc. [   ],  M.Sc./MBA [   ]   PhD [   ] 
1. Length of Employment: Below 5 years [    ], 6-10 years  [    ], 11-15 years  [    ], 16-20 years [    ], 21 years and above
1. Position held: Top level: [   ], Middle level  [   ], Low level [   ], Casual staff [   ]

SECTION B
Please read each of the following statements carefully and tick the response that best represents your reaction to the statements according to the following scale
Strongly Agree	(SA)
Agree			(A)
Undecided		(UD)
Disagree		(D)
Strongly Disagree	(SD)
	S/N
	ORGANIZATIONAL ENVIRONMENT
	SA
	A
	UD
	D
	SD

	1
	The organization environment is conducive thereby helps in delivering job content effectively.
	
	
	
	
	

	2
	The organization environment has positively impacted my job performance and productivity.
	
	
	
	
	

	3
	I have access to all materials, machines and equipment in my department which support me in carrying out my day-to-day activities effectively and efficiently.
	
	
	
	
	

	4
	Machines, materials and equipment in the organization are up-to-date with industry trends.
	
	
	
	
	

	5
	The conducive organizational environment and opportunities in it can contribute to my long-term career growth.
	
	
	
	
	

	6
	The organization environment is open to human resources, information and knowledge, technological advancement.
	
	
	
	
	



	S/N
	MOTIVATION
	SA
	A
	UD
	D
	SD

	 1
	Motivation in my workplace have positively impacted my performance.
	
	
	
	
	

	2
	The organization provide adequate support and motivation when employees are assigned to new role.
	
	
	
	
	

	13
	Motivation in the organization have influenced my efficiency, growth and skills.
	
	
	
	
	

	4
	Ways in which employees are motivated in the organization have ensure smooth running of day-to-day task.
	
	
	
	
	

	5
	Motivation affected my skills and development in my field.
	
	
	
	
	

	6
	Motivation in my workplace have helped me to foresee long-term partnership in the organization.
	
	
	
	
	



	S/N
	ORGANIZATIONAL PERCERPTION
	SA
	A
	UD
	D
	SD

	1
	The organizational perception within and beyond the organization are clear and appealing.
	
	
	
	
	

	2
	The organization provides regular information, changes, developments and opportunities to the public. 
	
	
	
	
	

	3
	The organization perception fosters a sense of ambition among employees.
	
	
	
	
	

	4
	With the public perception about the organization, I am highly motivated to invest time and effort in development of the organization.
	
	
	
	
	

	5
	The organizational perception strongly encourages me to pursue a long-term career within the organization.
	
	
	
	
	

	6
	The public view of the organization is a goodwill that support the employees and the organization at large.
	
	
	
	
	



	S/N
	SOCIAL INTERACTION
	SA
	A
	UD
	D
	SD

	1
	Social interaction in the organization is friendly and professional.
	
	
	
	
	

	2
	Social interaction effectively supports employee development and growth.
	
	
	
	
	

	3
	Social interaction promotes free flow of information and communication in the organization.
	
	
	
	
	

	4
	Social interaction positively contributes to employees’ performance in the organization.
	
	
	
	
	

	5
	Social interaction support employees to contribute genuinely to the growth and development of the organization.
	
	
	
	
	

	6
	Social interaction from other employees support interpersonal relationships and communication among employees which increases success rate of the organization’s objectives.
	
	
	
	
	



	S/N
	ORGANIZATIONAL CULTURE
	SA
	A
	UD
	D
	SD

	1
	The organizational culture adopted by the top management are effective in enhancing and carrying out my job.
	
	
	
	
	

	2
	I feel adequately trained to handle the responsibilities and the way of life of the organization. 
	
	
	
	
	

	3
	The cultural lifestyle adopted by the organization are relevant to my job and help me improve my competencies.
	
	
	
	
	

	4
	The organizational culture encourages me to pursue additional certification to enhance my efficiency and competency.
	
	
	
	
	

	5
	The employees in the organization demonstrate a high level of adherence to the organizational culture in their respective roles.
	
	
	
	
	

	6
	The organizational culture is in line with the socio-cultural factor of the organization, which helps the organization in its day-to-day accomplishment of the organization.
	
	
	
	
	



	S/N
	ORGANIZATIONAL GOALS
	SA
	A
	UD
	D
	SD

	1
	The organizational goals positively contribute to the organization’s competitive advantage in the industry.
	
	
	
	
	

	2
	Employees effectively communicate and collaborate with colleagues and clients.
	
	
	
	
	

	3
	Employees demonstrate strong commitment to the achievement of the organizational goals.
	
	
	
	
	

	4
	Employees are proactive in identifying and addressing challenges to achieve the organizational goals.
	
	
	
	
	

	5
	In accordance to the organizational goal employee consistently meet or exceed performance expectations.
	
	
	
	
	

	6
	The organizational goals set by the top-level management are realistic and achievable.
	
	
	
	
	



	S/N
	FINANCIAL REWARD
	SA
	A
	UD
	D
	SD

	1
	My financial reward motivates me to pursue career development opportunities in the organization.
	
	
	
	
	

	2
	Employees compensations are received promptly and accurately.
	
	
	
	
	

	3
	I receive adequate financial reward and supports from my manager in the organization.
	
	
	
	
	

	4
	My financial reward is equally equivalent to my value of work, duties and responsibilities.
	
	
	
	
	

	5
	I am motivated by the prospect of taking on greater responsibilities and challenges in my career so as to increase my financial reward.
	
	
	
	
	

	6
	Incentives from the organization challenges employees to do better in each task given.
	
	
	
	
	



	S/N
	WORK PRODUCTIVITY
	SA
	A
	UD
	D
	SD

	1
	I am strongly satisfied with the feedback and guidance I received during performance evaluation on my productivity.
	
	
	
	
	

	2
	I am satisfied with the recognition and rewards I receive from my productivity at work.
	
	
	
	
	

	3
	My productivity is appropriately recognized and acknowledged by my peers and colleagues in the organization.
	
	
	
	
	

	4
	Work productivity enables employees to have a positive attitude to work.
	
	
	
	
	

	5
	Work productivity reduces employees’ absenteeism and lateness to work.
	
	
	
	
	

	6
	The recognition I receive from my work productivity helps in achieving a higher productivity in my evaluation.
	
	
	
	
	




Thanks for taking your time.

