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CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND TO THE STUDY


In the recent past, there has been increased concern regarding the role of motivation in organizational performance. The business sector has for the last three to four decades received tremendous changes based on increased competition. This has widely been influenced by the aspects of globalization. With the increasing interaction among the global communities, new business opportunities have been opened for existing businesses. This has in turn led to significant competition among firms. Based on the case, business organizations have been forced to ensure the adoption of the best business practices that ensure efficiency and effectives. This has been most evident in the human resource strategies that are currently adopted by firms. Corporate organizations ensure adoption of the most efficient human resource management strategies that will help in ensuring satisfaction and motivation of the employees. This has not only been induced by the business to ensure efficiency but also due to external pressure for ensuring adherence to human rights.

The last two decades has witnessed rampant attention on the issue of employee motivation in the corporate sector. With reference to the increasing competition, every business organization has turned out into investing enormously in employee motivation. Various scholars and theorists have argued that there is great worth in ensuring full employee motivation. This is basically in the aspects of efficiency, output as well as customer satisfaction. Research has shown that there is a direct correlation between the level of employee motivation and their efficiency and output (Idowu &Salami, 2010:56). In addition, special attribute has been paid on the role of employee motivation in enhancing customer satisfaction. Employees who are highly motivated have been identified to undertake their duties diligently and more so, when dealing with the customers. By so doing, the level of customer satisfaction is enhanced thus leading to better positioning of the organization.

1.2  
STATEMENT OF RESEARCH PROBLEMS

Motivation has been a major management issue for decades. Since the second world war, many researchers have explored the area- Abraham Maslow, Fredrick Herzberg, Douglas Mc Gregor, Clayton Alderfer and John Hunt and to name but a few. Much of what they found remains applicable and important today. However, there have been changes in both individual and organizational working practices, processes and principles that have an effect upon the needs and views of the 21st century employees. These include the focus on work-life balance, virtual working conditions and the increased focus on formal performance management processes.

Nowadays, most organizations do not put much emphasis on employee well-being be it public or private, most of the employees are not committed to their work, which is due to lack of proper motivational strategy that will influence their commitment. An employee rather, need not only financial reward in order for him /her to be committed, another means by which an employer motivates employee is also through non-pecuniary reward system for example, giving promotions as at when due and also efforts have to be acknowledged, etc.

1.3
RESEARCH QUESTIONS

1.
To what extent does an employee benefit from motivation in KAM INDUSTRIES NIG.? LTD?

2.
To what extent is the relationship between motivation and employee performance?

3.
Which approaches to motivation does KAM INDUSTRIES NIG. LTD engages in
1.4
OBJECTIVES OF THE STUDY

The specific objectives of the study are stated here under;

1. To identify and evaluate the benefits of employee motivation in KAM INDUSTRIES (NIG) LIMITED.

2. To examine the approaches to motivation in KAM INDUSTRIES (NIG) LIMITED.

3. To examine the relationship between motivation and employee performance in KAM INDUSTRIES (NIG) LIMITED.

1.5    RESEARCH HYPOTHESIS

Ho; there is no significant relationship between employee motivation and employee efficiency.

Ho; employee motivation does not have significant impact on organizational performance.

Ho; management approaches to motivation does not have significant impact on organizational performance

1.6   SIGNIFICANCE OF THE STUDY

The research study will help to inform organizations about motivational problems and develop strategies to minimize the problems. It will also help managers and workers to realize their obligations and responsibly towards good performance of the organization. The research study will inform the policy makers to find ways to curb the present undesirable situation and to understand pertinent motivational issues in regards to organizations. The study will add on to the existing literature on the implementation of motivational measures on organizational performance. It will in totality help to revive organizations to a good functional state and somehow guarantee their effective and smooth existence.
1.7
SCOPE OF THE STUDY
The study focuses on impact of motivation on the performance of organization, using KAM INDUSTRIES (NIGERIA) LIMITED as a case study. The study takes an insight on the factors, benefits and motivational approaches available to organizations within Ilorin metropolis.
1.8
DEFINITION OF TERMS

Motivation:
means the theoretical construct used to explain behaviour, it represents the reasons for people’s actions, desires and needs.

Motives:
Is what prompts the person to act in a certain way, or at least develop an inclination for specific behaviour.

Extrinsic Motivation:
It refers to the performance of an activity in order to attain a desired outcome.

Intrinsic:
Is the self-desire to seek out new things and new challenges to analyze one’s capacity, to observe and gain knowledge.
Organization:
Is the enterprise direction and control of the factors of production.
Effective:
 This is the production of a successful result although not officially intended.
Development:
This is the actual growth of so that it becomes more advanced and strong or a directed change.
Tools: This is a mechanized device used to make a task easier for a group which is used or controlled usually unwittingly.
CHAPTER TWO

LITERATURE REVIEW

2.1 
INTRODUCTION


This study discusses the literature review where conceptual framework, theoretical review and empirical review are well reviewed
2.2
CONCEPTUAL FRAMEWORK

Motivation is derived from the Latin word ‘movere’ which means to move. Formally defined, motivation refers forces within an individual that account for the level, direction and persistence of effort expanded at work. Level refers to the amount of effort a person puts forth, that is, how hard they work (e.g. a lot or a little): direction refers to what the person chooses to do when presented with a number of possible alternatives (e.g. whether to exert effort toward product quality or toward product quantity): and persistence refers to how long a person continues a give action (e.g. give up when it proves difficult or keep trying).


Motivation is probably an area of management which is mostly researched. The concept is the very heart of work organizations. If a manager can understand what will motivate his or her employees, then that manager will have a more productive workforce. The management ability to understand what motivates employees is a key diagnose skill for a manager to posses.  Thus, to a large extent, a manager’s leadership competence is strongly related to his or her ability to motivate, influence, direct and communicate with subordinates to achieve organizational effectiveness. 


Performance of employees is a function of a number of factors as summarized by Maier (1973) and Lawler (1973) thus:

Performance =
f (ability x Motivation)

Ability = 

f (Aptitude x Training x resources)

Motivation = 
f (desire x commitment) 


From the above, it can be seen that performance is the product of ability multiplied by motivation: ability is the product of aptitude multiplied by training and resources, and motivation is the product of desire multiplied by commitment. The implication of the multiplicative function in the above formulas suggests that all the elements are essential for performance.


Aptitudes refer to nature skills and involve physical, mental capabilities and personality characteristics. Ability can be enhanced through education and training. Motivation is a general term used to represent an employee’s desire and commitment and is manifested in the dispensation of effort. 


Many authorities have defined motivation differently. Zedeck and blood (2004) defined it as “a predisposition to act in a specific goal directed way”. Lawal (2003) defines it as ‘An inner state that energizes, activates or moves and directs or channels behaviour toward goals. Motivation refers to the drive and effort to satisfy a want or goal. 


Motivation is based on the principle of Hedonism. Hedonism is that human principle to seek pleasure and avoid pain.


Berelson and Staines, (2003) defines the concept of motivation as an inner that encourages activities of more, direct and channels behavior towards goals.


It also referred to as a general term applying to the entire class of drives, needs, wishes and similar forces that propel an employee to action. For example, an employee of an organization may decide to work with all enthusiasm indicating she wants to make a major contribution to the realization of the organization’s objectivities. The employer may decide to reward the employee with more words of mouths or monetary rewards. The employee’s reward can further motivate employee to productivity.


Davies (2005) defines the concept as what goes on inside a person, which brings about her behavior. Davies emphasizes that lack of motivation could make an individual not to achieve satisfaction from the work.


Agbeto (2002) defines the term as that thing which moves somebody towards a goal. Motivation is a term applying to the class derives needs, wishes and similar faces (Kwntz O’Donnell, 2008).


Implicit in all the definitions of motivation above is the fact that motivation deals with factors that induce people to performance in the organization.


Motives are generally grouped into three and they are as follows:

· Primary motive

· Secondary motive

· General motive

Primary motives

These are motives that are natural (unlearned) and physiologically based e.g. hunger, thirst, sleep, pain avoidance.

Secondary motives

These are the most importance motives in their impact on human behaviour. They are learned motives and as societies developed. These motives override the primary motives that were originally dominant. Some of the secondary motives and their examples are given below (Yukl, 2000: Luthans, 2005).

Need for achievement: During better than competitors attaining or surpassing a difficult goal, solving a complex problem or executive a challenging assignment.

Needs for Power: influencing people to change their attitudes or behaviour, controlling people and activities, being in position of authority, gaining control over resources and defeating an opponent.

Need for Affiliation: being liked or accepted by a group working with friendly people, maintaining harmonious relationship, participating in pleasant social activities.

Need for security:  Having a secured job, protection against loss of income or physical harm and avoiding tasks or decision with risks of fail or blame.

Need for Status: having the right car, wearing the right cloth, working for the right company, graduating from the right university, living in the right neighborhood, being in the right profession and having executive privileges.

 General Motives

These motives are those that exist in the gray area between primary and secondary motives. They are neither learned nor physiological based and they tend to generally increase tension or stimulation. Examples are curiosity and manipulations. Some motives cut across categories. Affection for example is a primary, secondary and general motive.

TECHNIQUES OF MOTIVATION


It is important to keep your employees motivated. Employees’ morale is a major factor affecting productivity. Finding a way to motivate workers in your business or organization to achieve maximum performance and efficiency is a never-ending challenge. In the past, managers often relied on negative reinforcement in which employees were penalized for not meeting standards. However, positive reinforcement has been seen as a more effective motivator on the job, and there are a number of ways managers can keep a team happy and productive.


The motivational techniques used in modern organization toward accomplishing corporate objectives can be divided into two:

i. Monetary incentives

ii. Non-monetary incentives

i. Monetary Incentives

Money incentives include Salary and wages, bonuses, holiday pay and so on. That is, all financial benefits occurring to an employee for a job well done. (Kepner, 2001)

ii. Non-monetary Incentives


This is all about job satisfaction enjoyed by the employees in organization. That is the combination of factors that bring joy, happiness and peace of mind to the employee in carrying out the task assigned to him. (Andrew Ballentine, Nora Mikenzie, Allen Wysocki and Karl kepner, 2001) The following are some of the non-monetary incentives in use:

· Job enrichment

· Job enlargement

· Job rotation 

· Well organized information system

· Participation 

· Opportunity for self development and promotion

· Recognition and praise

· Raises and Benefits

· Better projects

· Skills matching

JOB ENRICHMENT 


This enhances vertical loading of the job. It may not necessarily mean increasing the responsibility of the workers but the characteristics of the job may be improved with the job enrichment. It can be seen as qualitative increase of the job: e.g. an employee may be given responsibility not only for overseeing the photocopying machine but for controlling quality too. (Jim Riley, 2012)

JOB ENLARGEMENT 


This is building into job a higher sense of challenge and achievement. That is the duties performed by the employees are increased from the initial responsibility to enlarge scope of the aspect of the individual. For instance, a secretary in an office may be asked to take charge of a computer, its maintenance, purchase of office stationeries and taking of minutes of meetings. Job enlargement in this case enhances the ability and skill of the individual because of the large scope of responsibility. 

JOB ROTATION 


Job rotation is the transfer of employees from one place to another. This is normally meant to create interest in the mind of the employee performing the job. In this case,, the responsibility might not change, but the environment might change and this enhances job satisfaction to some extent (Jim Riley, 2012) 

WELL ORGANIZED INFORMATION SYSTEM


Clarity of work purpose and feedback of results are good motivated techniques in many organizations today. Each employee must have a clear idea of what is expected of him or her at work and he or she must be kept informed about how well or badly he or she is performing by means of an effective appraisal system.

PARTICIPATION 


Involving subordinated in the decision making process give them the sense of belonging and recognition in the organization. The degree of participation allowed might therefore be a factor in motivation. Employee would necessary be satisfied with their job if they are allowed to take part in the decision making in the organization.

OPPORTUNITY FOR SELF DEVELOPMENT AND PROMOTION


An organization that encourages the employees to undertake self development courses and expose them to training and development in their various job teed to encourage its employees to be willing to contribute their best. (Andrew Ballentine and kepner, 2001) 

RECOGNITION AND PRAISE

Despite the idea that people are entirely motivated by material things, most people respond well to praise and recognition. If an employee has performed a task quickly and efficiently, a word of praise can work wonders. Employee-of-the-month pictures on the bulletin board are also a surprising effective motivator.

RAISES AND BENEFITS


While people are not solely motivated by gain, the fact is that they do like it when their efforts are reflected in their pay and their rewards. Timely employment reviews that take into accounts workers achievement and rewards them, this is an excellent way to motivate them to continue the good work, while prompting others to do the same. A benefit is not necessarily just about the paycheck itself, it could be something as simple as a better parking space at the company or vouchers for the company cafeteria.

Better projects 


If someone has done a good job at a difficult and perhaps unpleasant task, it is wise to reward that person with some assignment or project that might enjoy doing. For instance, if he has spent several days reviewing and organizing documents, a smart reward might be to give him some task than let him get out of the building for a while, such as dropping off document at another office across town.

Skills Matching


A good way to keep employees motivated and reduce the risk of burnout is to make sure you match workers’ skills and even their interests with the projects or tasks they must complete. Managers and team leaders should observe staff to understand which employee is thriving on their jobs and which ones feel overwhelmed or underutilized.

2.1.3 Advantages and disadvantages of motivation


Motivation provides us with energy to pursue outcomes. The energy may come from an inside source as an outside. These sources can be defined as either extrinsic or intrinsic motivation (Rodgers and Loitz, 2009). Extrinsic motivation “”lies outside of the individual and the task being performed”, whereas intrinsic motivation ‘lies within the individual and task’ (Ormond, 2008). The task is found to be enjoyable and worthwhile alone.


There are several advantages and disadvantages to each type of motivation.

Intrinsic motivation 

Advantages 

1. Leads to more effective long term learning and recall

2. Intrinsic motivation is self-sustaining 

3. Focuses on the subject rather than the reward or punishment.

Disadvantages 

1. Slow to change the behaviour of workers

2. Intrinsic motivation requires lengthy preparation and special attention 

3. A variety of approaches may be needed to motivate workers 

Extrinsic motivation 
Advantages 

1. Extrinsic motivation charges behaviour quickly

2. It required little effort or preparation on the part of the manager.

3. Extrinsic motivation requires little knowledge of the workers

4. Extrinsic motivation is generally applicable to all individuals in the group.

Disadvantages
1. Extrinsic motivation is usually ineffective after a long period of time.

2. It provides distraction from learning.

3. Difficulty in determining appropriate rewards or punishment.

4. Rewards or benefits must be steadily increased or charged to remain enticing, once the reward is removed, motivation is lost.

Both motivation types can influence the behaviour of workers. Research suggests that extrinsic rewards can have negative impact on intrinsic motivation. Therefore, extrinsic methods should be used carefully and sparingly (Vanderbilt University: center for teaching, 2011)

THE EVOLUTION OF MOTIVATION


Notion of motivation have their roots in the philosophical principle of hedonism-namely that individuals tend to seek pleasure and avoid pain. Hedonism assumes a certain degree of conscious behaviour on the part of individuals whereby they make intentional decision or choices concerning future actions. (Edwin A. Locke, 1976). 


In theory, people rationally consider the behaviour alternatives available to them and act to maximize positive results and to minimize negative results. These assumptions were however not testable and with a spirit of inquiry, motivational theory gradually moved from the realm of philosophy to the more empirically based science of philosophy. Even then, motivation is relatively a new concept of psychological theory; it entered the discipline as ‘instinct’ only to be reformulated as drive.


McDougall define instinct as ‘an inherent or innate psychophysical disposition which determines its possessor to perceive, and to pay attention to, objects of a certain class, to experience an emotional excitement of a particular quality upon perceiving such an object, and to act in regard to it in a particular manner or at least, to experience an impulse to such actions. According to McDougall, man is moved solely by his instinct and under such a situation he wondered why men ever behave rationally. He saw the problem of man as that of accounting for the control over instinct and he regarded personality as developed in the interest of such control. He therefore accorded great importance to motive forces in man’s behaviour.


Instinct is purposive directing or guarding the organism to suitable objects or actions in the interest of its needs. Another notion of instincts was that of unconscious motivation or behaviour and this was the basis of the work of Freud who argued that most behavioural tendencies were not necessarily those of that individuals consciously determined would be in their best interest. He saw a major factor in human motivation as resulting from forces unknown even tom the individual himself. Criticism about these positions brought about the concept drive and writers like Woodworth and Sherrington wrote of instinctive behaviour and preparatory and consummators reactions which were termed drive.


Drive theorist were concerned with two things; the mechanism of action and the forces which energies the mechanism into action. We have many potentials acts or behaviours in our repertories but they do not reach expression continuously or simultaneously in the typical case. They occur individually, sporadically or episodically, yet the mechanisms that underline them when do appear are presumably always present in our nervous system. It takes some special conditions for the mechanisms underlying a given acts to be activated and Woodworth used the word ‘drive’ as one condition necessary  to power the mechanism into action.


Drive refers to general energy supply and tissue needed as source of drive. Thus, drive concept came quickly to use in reference to the physiological conditions, which seem to underline the occurrence of preparatory behaviour and consummator reactions like in hunger and thirst. Behaviour was thought to vary in amount or quantity as drives varied when drive increased there was enhanced and so on. Drive soon replaced with incentive otherwise called hedonic. Hedonic as the name implies, means devolved to positive and negative incentives.


Incentives were thought to have two functions:- 

1. To instigate approach towards it or avoidance (withdrawal) from it.

2. To evoke a state of arousal in the animal so that it will be moved (motivated) to approach or withdraw from the incentive. Incentive thus became an alternative to drive as the major motivational construct.


David McClelland and his colleagues dealt with the study of the need for achievement and other needs in human beings. According to McClelland, all motives are considered to be learned and motivated behaviour takes the form of approach to a situation or withdrawal from stimuli.


A motive is defined as a “strong affective association characterized by an anticipating goal reaction and based on past association goal reaction and based on association of certain cues with pleasure or pain”. They saw affective process as fundamental to motivation and held that direction and not arousal of behaviour is the proper function of motivation. They gave external stimuli a greater role in motivation than did drive theories.


Reinforcement has been proposed as an alternative to drive and also to incentive theory. It may be necessary to examine how it differs from incentive theory. It has been argued that the reinforcement account of motivational phenomena is a non-motivational one., that the properties of behaviour of interest can be explained in terms of the conditions existing at the time of reinforcement. The basic concept of behaviour modification or reinforcement theory assumes that human behaviour can be shaped or altered by manipulating the reward structures of various form of behaviour. The process of doing this is called positive reinforcements. Under this process, performance standard are clearly set and improvements are supposed to result from the application of frequent positive feedback and from recognition for satisfactory behaviour. Negative feedback is not used and it is assumed that an employee’s desire for the reward of positive feedback and recognition will, to a large measure, motivate him or her to perform satisfactory in anticipation for such rewards.


From the foregoing, we can say two major functions with respect to behaviour:

1. To energize response, either in general or specific and control their vigour and efficiency. 

2. To guide behaviour to specific ends, that is to give direction to behaviour.


We could also say that motivation provides the conditions for reinforcing behaviour or weakening it. Some learning psychologists have however raised some theoretical problems, namely, that there are other mechanisms especially learning which are available to guide behaviour.


These learning psychologists saw habits as structure, which guide and control the direction of behaviour, so that motivation is perhaps not necessary as a concept to account for directional aspects of behaviour. Phenomena of choice and preference they prompt may be given an interpretation based on habits rather than on motivation. Though there are a lot of controversial views on this objection.

MOTIVATIONAL CYCLE

Fagbohungbe and Longe (2004) see motivation as a cyclical process from need arousal to satisfaction. The first point in the cycle is the need state. The taste of deprivation experienced by individuals. This is followed by the drive state, which is the urge to act and satisfy the need experienced earlier on. The next stage is the expected reward state in which the individual evaluates the expected rewards so as to decide whether to take action and the level of action to take. If the evaluation is positive, the action state follows in which the individual takes actions to achieve the desired result. This leads to the goal object state when the need is achievable. From there he proceeds to the obtained reward state. At this state, the individual compares the reward obtained with the reward expected and if there is a balance, he is satisfied (satisfaction state) and the cycle terminates but if not, he is dissatisfied and the need re-emerges. This process is explained in the figure below

Motivation cycle



PERSPECTIVES ON MOTIVATION


This issue psychologists and management practitioners for a very long time, over the years, several conceptual perspectives have been adopted in trying to explain why people are motivated and how they are motivated.


These approaches all bothering to varying degrees, on biological, cognitive and social factors are listed and explained below (Feldman, 2008)

Instinct approaches

Drive-reduction approaches 

Arousal approaches

Incentive approaches 

Cognitive approaches 

INSTINCT APPROACHES 

Psychologists initially turned to instincts when they wanted to explained the process of motivation. Instincts are inborn pattern of behaviour that are biologically determined not learned. This approach to motivation holds that people are born with proposed rammed basket of behaviours that are essential for survival. These instincts provide energy that channel behaviours to desired directions. But there is uncertainty as to the number of instincts that exist and why a specific pattern of behaviour and not others are common and there are several behaviours that are not instinctual.

DRIVE-REDUCTION APPROACHES 


This approach holds that when people lack basic biological requirements, a drive is produced to obtain the requirements. A drive is described as a motivational tension that energizes behaviour. This approach easily explains how primary behaviour that are aimed to increase levels of excitement and not just to reduce a drive.

AROUSAL APPROACHES 


These approaches seek to explain behaviour directed at maintaining or increasing levels of excitement. This approach holds that we seek to maintain a given level of stimulation and activity and that when that level is exceeded, we tend to make efforts to reduce it while if it fails, we try to increase it to the desired level. The ideal levels of stimulation vary with individuals. 

INCENTIVE APPROACHES 


This approach persist that we are motivated by our desire to obtain valued external goals or incentives. A person’s motivation is thus determined by the desirable properties of these incentives, which are external.

COGNITIVE APPROACHES


This approach argues that motivation is a function of people’s thoughts, expectations and goals. It recognizes intrinsic motivation (behaviours for enjoyment and intangible benefits) and extrinsic motivation (behaviours targeted at money or other tangible rewards). Teaching long hours for the lure of teaching or the satisfaction in producing excellent students is intrinsic motivation but if it is to earn extra income, it becomes extrinsic motivation.

2.3
THEORETICAL FRAMEWORK

a. MASLOW’S HIERARCHY THEORY


The hierarchy of needs theory propounded by Abraham Maslow, a clinical physiologist, in 1943 is one of the earliest and most popular theories of motivation. Maslow posited that behaviour is triggered by a need deficit that is driven, pressured or motivated to reduce or fulfill so that individuals can reduce the tension it creates. This theory is based on four major assumptions:

i. Only unmet needs motivates

ii. People’s needs are arranged in order of importance (hierarchy) going from basic to complex needs.

iii. People will not be motivated to satisfy a higher level need unless the lower-level need has been at least minimally satisfied.

iv. Maslow assumed that people have five classifications of needs, which are presented in a hierarchical order from low to high level of need


The hierarchy of needs theory proposes that people are motivated through five levels of needs-physiological needs, safety needs, social needs, esteem needs, and self actualization needs

Maslow’s hierarchy of needs


Physiological needs – the most basic level in the hierarchy. This is the need for survival and is the lowest level of human needs. The needs consist of food, thirst, sleep, shelter, clothing, warmth and sex. Maslow took the position that until these needs are satisfied to the degree of necessary to maintain life, other needs will not motivate people.

1. Safety needs – safety needs are triggered off the moment the physiological needs are adequately satisfied. These needs pertain to the desire to feed safe, free from fear of losing job, property, food and shelter and free from physical harm. This need is often met in work organization though fringe benefits, confirmation of appointments, insurance schemes, safe working conditions, retirements and pension schemes.

2. Social needs – these needs spring up when the safety or security needs that have been adequately taken care of. This is the need to affiliate with others and be accepted by others. It involves the need for belongingness, affection, friendship, interaction and acceptance with relations too others.

3. Esteem needs – the esteem level represents the higher needs of human. These are needs that relate to having a positive image and also of having contributions that are valued and appreciated by others. This need has two dimensions: internal strengths, achievements, adequacy, confidence,, freedom: and external-reputation: prestige, power, recognition, importance, appreciation. Satisfaction of this class of needs lead to self confidence and a feeling of adequacy.

4. Self actualization Needs – according to Maslow, this is the highest level of needs in the hierarchy. It is called self fulfillment need. It is the need to become what one is capable of becoming, that is, to maximize ones potentials. It concerns the need to maximize the use of one’s ability,, skill and knowledge. It satisfaction is difficult to achieve and is indeed archived by very few. Self actualization need is different from other needs in that it is never fully satisfied and it is self reinforcing: the more you achieve it the more of it you want. To achieve this need in an organization, management should help the staff in the work place by providing opportunities for training and development, encourage innovativeness and initiate among workers, job enlargement and job enrichment. 

b. CLAYTON ALDERFER’S ERG THEORY

Growing from the criticism of Maslow’s hierarchy of needs theory, Clayton Alderfer, a motivation research proposed a condensed need theory known as ERG theory. The Maslow’s five needs theory was combined into three levels namely Existence (E), Relatedness (R) and Growth (G). 


According to Alderfer, existence needs are concerned with sustaining human existence and survival and they cover the physiological and safety need of a material nature. In this regards, it includes the needs for sustenance, shelter and psychological safety needs that threaten human existence and well-being.

 Relatedness Needs are the equivalent of social and esteem needs of Maslow. The needs address our relationship with the significant social environment such as families, friendship groups, work group and professional colleagues.


The needs deal principally with our interest to be accepted by other, achieve mutual understanding on matters that are important to us, and exercise some influence over others while maintaining meaningful interpersonal relationships of a safety or esteem nature.

Growth needs are the needs who desire to develop and grow so as to reach the full potential that a person is capable of reaching. The need propel one to be creative and innovative and to have a meaningful positive impact on ones environment. 

Like Maslow, Alderfer is of the view that individual’s progress through the hierarchy from existence needs to growth needs as the lower level needs become met. He noted that as the existence needs are met, that we have more energy available for concentrating on relatedness needs, and as the relatedness needs are fulfilled, that we have energy and support needed to pursue growth needs. So Alderfer advances a satisfaction progressive principle similar to that of Maslow.


Unlike Maslow, Alderfer contended that the needs are more of a continuum rather than hierarchy. He pointed out that more than one need may be activated at the same time. For instance, one may go to work to make a living (existence needs satisfaction) and at the same time one may be motivated by good relation with co-workers.

FREDRICK HERZBERG’S TWO-FACTOR THEORY 

The two-factor theory of Herzberg posits that there are two different sets of factors affecting motivation at work. The theory is a product of a research work of Fredrick Herzberg and his associates. The research objects were 200 accountants and engineers who were sacked to recall a time when each felt exceptionally good about his job and the times when each felt exceptionally bad and then to describe the events associated with these feelings.


From the research, Herzberg and his associates found out that there are two separate independent factors that affect motivation at work. One set of the factors are those which if absent, cause dissatisfaction. They are called dissatisfies or maintenance factors or hygiene factors (which is analogous to the medical meaning of preventive and environmental). The hygiene factors serve to prevent dissatisfaction. These hygiene factors are related to job content, they are concerned with job environment and extrinsic to the job itself. Herzberg identified 10 maintenance factors and they are as follows:

i. Salary 

ii. Company policy and administration

iii. Working conditions 

iv. Supervision 

v. Interpersonal relations with subordinates

vi. Interpersonal relations with peers

vii. Interpersonal relations with supervision 

viii. Job security 

ix. Personal life 

x. Status


Management proper attention to the hygiene factors will tend to prevent dissatisfaction but does not by itself create a positive attitude or motivation to work. It brings motivation to a zero level.


Herzberg is of the opinion that the hygiene factors are as important as the motivators. They are necessary to avoid unpleasantness at work and to keep away from unfair treatment. The other set of factors is described as the motivators or satisfiers and they are related to job content of the work itself. They are called the intrinsic factors of motivation. The factors encourage the growth and development needs of people at the work place. These motivational factors are:

i. Achievement 

ii. Recognition 

iii. Responsibility

iv. Nature of the work

v. Personal growth and

vi. Advancement 

ATTRIBUTION THEORY 
Hieder is generally recognized as the initiator of attribution theory. Heider suggests that we judge other people's behaviour by attributing meaning to their behaviour in the light of perceived internal or external forces. Internal forces concern personal attributes such as ability, skill, and amount of effort or fatigue. External forces on the other hand, concern the environmental factors such as organization rules and politics, the manner of supervisions, machinery breakdown or the weather. 


In making attributions and determining whether an internal or external attribution is chosen, Kelly (2003) suggests three basic criteria.

i. Distinctiveness: Law distinctive or difference was the behaviour or action in this particular situation compared with behaviour or action on other situations.

ii. Consensus: is the behaviour or action different from or in keeping with the displayed by most other people in the same situation.

iii. Consistency: is the behaviour or action associated with an enduring personality or motivational characteristic over time, or an unusual one-off  situation caused by external factors


Kelly contributing further hypothesized that people attribute behaviour to internal forces or personal factors when they perceive low distinctiveness, low concerns and high consistency. Behaviour is attributed to external factors or environmental factors when people perceived high distinctiveness, high consensus and low consistency.


Employees with an internal control orientation are more likely to believe that they can influence their level of performance through their own abilities skills or efforts. Employees with an external control orientation are more likely to believe that their level of performance is determining by external forces beyond their influence. All said, the attribution theory has provided another way of looking at people's behaviour. It has added to our understanding of the motivational process.

CHAPTER THREE

METHODOLOGY

3.1
 INTRODUCTION

This chapter explains the methodology that was used in this study. It starts with an over view of the research design, and then detail the methods for the studies in terms of survey instrument development, sampling administration to respondent and statistical methods for the data analysis.

3.2
RESEARCH DESIGN

The method adopted was descriptive method of survey. It is structured to provide data relating to impact of motivation on organization performance. Data were collected from randomly sampled staff member of KAM INDUSTRIES NIGERIA LIMITED, to describe the effectiveness of impact of motivation on organization performance. 

3.3 
POPULATION OF THE STUDY

The population for this study was restricted to only the staff of KAM INDUSTRIES NIGERIA LIMITED. They formed the units of analysis for this study and their nature is determined by the survey objectives. The numerical value of the population is 288 staff.

3.4 
SAMPLE SIZE AND SAMPLING TECHNIQUES

A representative sample of 167 staff was drawn from the population. This sample size is determined by the Yoro Yamini method of sampling technique. This is given thus: 

n=    N

     1+ N (e)2
Where n = sample size

N = population of the study = 288

E = tolerable error (5%)

n =       288             

      1+288(0.05) 2
n = 167
3.5
METHODS OF DATA COLLECTION

The collections of the primary data were through questionnaire administered personally to KAM INDUSTRIES NIGERIA LIMITED. The questionnaire consisted of two sections: section A includes the demographic data of the respondent while section B detailed questions carefully drawn and capable of eliciting the required information from the respondents. The item statements of the questionnaire were structured using Liker method of scaling of strongly agree, Agree, Undecided, Disagree and Strongly Disagree.

3.6
INSTRUMENTS OF DATA COLLECTION
 The study used primary sources of data in this study. The primary data were collected by the researcher through the administration of questionnaire to the sampled staff.
3.7 
METHODS OF DATA ANALYSIS
The essence of data collection is to make something good out of it. The data collected were treated and analyzed using descriptive analysis.
t = x- N
     s /√n

N = Population mean

S=population standard deviation

n=sample size

x = means

x =∑fx
      N

   = √∑(x-x)2
            N

This population standard deviation 

O = √∑f(x-x)2
                  ∑(f-1)


or = √∑(x-x)2
                   N – 1

3.8
HISTORICAL BACKGROUND OF THE CASE STUDY


KAM INDUSTRIES NIGERIA LIMITED a wholly owned indigenous company, was registered in 1996,with the objective of producing indigenous wire products registered with the Corporate Affairs Commission as a manufacturer of nails, BRC, bidding wire and other wire related products under the Company’s and Allied Matter Act 1990 of Nigeria as mandated. From its humble beginnings, had grown into one of the largest independently own wire producing company in Nigeria.  Kam has also become the largest producer of nails in Nigeria. 

The company started its operations in 1997 with few nails cutting machines from a noble location at Asa Adam road in Ilorin, with three members of staff as operators. At the time of inception, the chairman/managing director; Alhaji Kamoru Yusuf was the company’s engineer. However, with the MD/CEO’s wide experience and vision, he was eager to produce quality nails of various sizes, as well as wire mesh to meet the nation’s increasing demand. These bold steps impacted greatly on the expansion of the company’s relocation to its (8 acres) permanent factories in 1999.


Our company’s share of the market increased rapidly over times making us one of the major player in the nails and wire industries in Nigeria. Our primary products are nail shanks of various sizes, umbrella nails and couper nails, British reinforcement concrete (BRC), mesh wire, bidding wires, bales tiles, drawn wire, straightening wires etc.


 Recently we acquired factory as an extension. Construction and installation of machinery has been concluded for the production of galvanized EM8, black and galvanized EM10, AI42, PP packaging nylon, galvanized roofing sheet and woven sacks with host of other products. Our production schedule is highly motivating, as we have attained the point of delivery within 24hrs after payment. The company’s management is strengthened by high profile professionals committed to service.
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1
DATA PRESENTATION AND ANALYSIS

Analysis of all data and relevant information collected for this study was divided into two (2) different parts as follow:

1. Analysis of demographic characteristics: this was carried out on personal data’s of individual respondents. Relevant data analysis tools like table were used to present such characteristics.

2. Test of Hypothesis: the hypothesis formulated earlier will be tested through the use of responses from questionnaire collected.

DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS
This section presents the demographic statistics of respondents. One hundred and Sixty seven (167) questionnaires were administered, dully completed and returned.

The detailed analysis of the demographic characteristics of the respondents is therefore presented below:

Frequency Table
Table 4.1

	gender of the respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	103
	61.7
	61.7
	61.7

	
	Female
	64
	38.3
	38.3
	100.0

	
	Total
	167
	100.0
	100.0
	


Source: Researcher survey (2025)

The data presented in the table 4.1 above shows that one hundred and three (103) respondents were males representing 61.7% of the total number of respondents while sixty four (64) were females representing 38.3%. This implies that majority of the respondents are males.
Table 4.2

	age of the respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-23 years
	28
	16.8
	16.8
	16.8

	
	24-29 years
	46
	27.5
	27.5
	44.3

	
	30-35 years
	41
	24.6
	24.6
	68.9

	
	36-41years
	26
	15.6
	15.6
	84.4

	
	42 years and above
	26
	15.6
	15.6
	100.0

	
	Total
	167
	100.0
	100.0
	


Source: Researcher survey (2025)

Considering the above table, it was observed that twenty eight (28)respondents representing 16.8% were between age range of 18 – 23years, forty six (46) respondents representing 27.5% were between age range of 24 – 29years, forty one (41)respondents representing 24.6% were between age range of 30 – 35years, twenty six (26)respondents  representing 15.6% were between age range of 36 -41years, while twenty six (26)respondents representing 15.6% were between age range of 42years and above. 

TABLE 4.3

	educational qualification of the respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	36
	21.6
	21.6
	21.6

	
	NCE/OND
	49
	29.3
	29.3
	50.9

	
	BSC/HND
	61
	36.5
	36.5
	87.4

	
	MBA/PHD
	14
	8.4
	8.4
	95.8

	
	OTHERS
	7
	4.2
	4.2
	100.0

	
	Total
	167
	100.0
	100.0
	


Source: Researcher survey (2025)

It was observed that thirty six (36)respondents representing 21.6% were SSCE holder, forty nine (49)respondents representing 29.3% were NCE/OND holder, sixty one (61) respondents representing 36.5% were BSC/HND holder,  fourteen (14)respondents representing 8.4% were MBA/PHD holder while seven (7)respondents representing 4.2%were OTHERS holder. This implies that the firm has more of BSC/HND holder than other qualifications. 

      TABLE 4.4


	How long have you been working with KAM INDUSTRIES?

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0-2 years
	45
	26.9
	26.9
	26.9

	
	3-5 years
	74
	44.3
	44.3
	71.3

	
	6-8 years
	38
	22.8
	22.8
	94.0

	
	9 years and above
	10
	6.0
	6.0
	100.0

	
	Total
	167
	100.0
	100.0
	


Source: Researcher survey (2025)

From the above table, it was observed that forty five (45) respondents representing 26.9% have been with the organization for the period of 0-2years, while seventy four (74) respondents representing 44.3% have been with the organization for the period of 3-5years, thirty eight (38) respondents representing 22.8% have been with the organization for the period of 6-8years, and ten (10) respondents representing 6.0% have been with the organization for the period of 9years and above. 

TABLE 4.5

	Marital status

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	66
	39.5
	39.5
	39.5

	
	Married
	92
	55.1
	55.1
	94.6

	
	Divorced
	9
	5.4
	5.4
	100.0

	
	Total
	167
	100.0
	100.0
	


Source: Researcher survey (2025)

It was observed that sixty six (66) respondents representing 39.5% were single, while ninety two (92) respondents representing 55.1% were married and nine (9) respondents representing 5.4% were divorced. This implies that majority of the respondents are married.

SECTION B

Responses to section b of the questionnaire

Table 4.6

	S/N
	QUESTIONS
	SA
	A
	UD
	D
	SD

	1
	Motivation is important for employee efficiency
	108

(64.7%)
	52

(31.1%)
	1

(0.6%)
	5

(3.0%)
	1

(0.6%)

	2


	Workers put in their best when they are placed on little or no supervision
	13

(7.8%)
	48

28.7%)
	29

(17.4%)
	47

(28.1%)
	30

(18.0%)

	3
	Well motivated staff have a positive attitude towards work
	59

(35.3%)
	64

38.3%)
	20

(12.0%)
	17

(10.2%)
	7

(4.2%)

	4
	Even without motivation, some workers still put in their best
	26

(15.6%)
	35

(21.0%)
	33

(19.8%)
	51

(30.5%)
	22

(13.2%)

	5
	Rewarding good work and excellent performances can contribute to more excellent and healthy completion among workers
	81

(48.5%)
	76

(45.5%)
	2

(1.2%)
	7

(4.2%)
	1

(0.6%)

	6
	Hospitals, staff clubs, staff quarters, cafeterias etc. Are important if a worker must perform well.
	53

(31.7%)
	55

(32.9%)
	22

(13.2%)
	33

(19.8%)
	4

(2.4%)

	7
	The organizing of christmas/ easter/ salah/ end of the year party is good and helps to encourage workers performance
	30

(18.0%)
	55

(32.9%)
	24

(14.4%)
	47

(28.1%)
	11

(6.6%)

	8
	Salaries, commitment to supervisors and peers and job security can increase workers efficiency.
	71

(42.5%)
	73

(43.7%)
	7

(4.2%)
	16

(9.6%)
	0

(0.0%)

	9
	Interpersonal relationship between top management and workers should be encouraged.
	56

(33.5%)
	13

(55.7%)
	9

(5.4%)
	8

(4.8%)
	1

(0.6%)

	10
	Favourism on the part of the CEO/ MD can contribute to much productivity.
	40

(24.0%)
	44

(26.3%)
	40

(24.0%)
	41

(24.6%)
	2

(1.2%)

	11
	Groups that fight for staff welfare within an organization should be established, encouraged and promoted.
	85

(50.9%)
	70

(41.9%)
	7

(4.2%)
	4

(2.4%)
	1

(0.6%)

	12
	Workers welfare should be paramount issue of concern to top management.
	96

(57.5%)
	67

(40.1%)
	2

(1.2%)
	2

(1.2%)
	0

(0%)


Source: SPSS Result &Researcher survey (2025)

Hypothesis I

H0: There is no significant relationship between employee motivation and employee efficiency.

This first hypothesis was tested with t-test. The result was given thus:

t-TEST

  /TESTVAL=0

  /MISSING=ANALYSIS

  /VARIABLES=hosp

  /CRITERIA=CI(.9500).

TESTING OF HYPOTHESIS

HYPOTHESIS ONE

Ho:
There is no significant relationship between motivation and employee efficiency

O
=
observation frequency

E
=
expected frequency

Table X2 = (R-1)(C-1)

At significant level 95%

95/100
=
0.95

1-0.95
=
0.05

E
=
T/R

	Activities
	O
	E
	O – E
	(O - E)2
	(O - E)2/E

	SA
	10
	33.4
	-23.4
	547.56
	16.394

	A
	20
	33.4
	-13.4
	179.56
	5.359

	U
	7
	33.4
	-26.4
	696.96
	20.867

	D
	50
	33.4
	16.6
	275.56
	8.250

	SD
	80
	33.4
	46.6
	2171.56
	65.016

	TOTAL
	167
	
	
	
	115.886


E
=
167/5
33.4

X2 = (5-1)(2-1)

(4) (1)

4

X2 C
=
115.886

At significant level 95%

95/100
=
0.95

1-0.95
=
0.05

4 @ 0.05
=
9.488

DECISION RULE


The researcher will reject the null hypothesis and accept the alternative hypothesis because the calculated value is greater than the table value. Therefore, it implies that there is significant relationship between motivation and employee efficiency.

CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 
SUMMARY OF FINDINGS

In the foregoing, the data have been presented and analyzed. The hypotheses have equally been tested and result obtained. But for the purpose of clarity and easy comprehension, it becomes imperative to recapitulate our key findings here.

The objective of this study is to provide an overview on impact of motivation on organizational performance, using KAM INDUSTRIES (NIG) LIMITED, Ilorin as a case study. Also to show the theoretical framework and importance of motivation in Nigeria to identify and evaluate the benefits of employee motivation, to examine the approaches to motivation and to examine the relationship between motivation and employee performance
Thereafter, the chapter two of this study focused on the review of relevant literature on the subject matter that is, motivation and various theoretical perspectives to the study. Chapter three of this study focused on the methodological aspect of the study. The methodologies presented are in precise and concise forms. Brief write-up about the case study; research design; source of data; the population of the study; sample design and sample size; measurement of variables; method of data collection; and the method of data presentation and analysis were explained.

The chapter four of this research work was devoted to the presentation and analysis of data. The data analysis was based on one hundred and sixty seven questionnaires administered and returned questionnaires. Below are some of the findings from the analysis.

 The study has attempted to examine the impact of motivation on organizational performance, to identify and evaluate the benefits of employee motivation in KAM INDUSTRIES (NIG) LIMITED, to examine the approaches to motivation in KAM INDUSTRIES (NIG) LIMITED and to examine the relationship between motivation and employee performance

However, the research study achieved its objectives and discovered the following findings: 

(1)  There is significant relationship between employee motivation and employee efficiency.

(2) The study discovered that employee motivation have significant impact on organizational performance.

(3) The study noted that organizations in Nigeria need motivation as a management approach to achieve organization performance. 

Thus, it was gathered that there is significant relationship between motivation and organizational performance; since motivation will influence workers to be committed to the organization and this tend to increase workers performance and in turn increases organization performance.

5.2
CONCLUSIONS

This study reveals that the workers motivational processes in KAM INDUSTRIES (NIG) LIMITED have undergone tremendous change since the organization was established. Some of this change was essential for its growth and to make it adjust to the changing economic and socio-political evolution of the country. However, the employees seem to have undergone a trauma, the major traumatic experience is linked with the treat of retrenchment of workers. Reason been due to the new global positioning processes and implementation of same management style establish in Europe in Nigeria as well as the new common practice of organization, castigation of management personnel who are not in any position to defend themselves. 

The seeming loss of one of the most cherished and envied hallmarks of the organization job security and the uncertainties about wages and salaries would appear to have greatly affected the workers morale. Under such a condition, workers cannot give their best and expected return or output from the job. The management would now need to take an urgent step to look into the problems if the employees are to achieve their stated objectives by motivating them to commit themselves towards the attainment of organizational performance.

5.3
RECOMMENDATIONS
In light of the findings in this study, the following recommendations are necessary

·  There is significant relationship between employee motivation and employee efficiency.

·  The study discovered that employee motivation have significant impact on organizational performance.

·  The study noted that organizations in Nigeria need motivation as a management approach to achieve organization performance. 

1. Organization should adopt motivation as means towards the attainment of organizational performance. The organization should encourage initiative and creativity by allowing for some flexibility in application of rules and regulation. Too much rigidity in applying the rules may constitute a setback in the modern growth of the organization and dampen initiative and creativity.

2. organization should motivates workers to achieve their organizational performance, The CEO should establish an adequate motivational Unit in the organization whose main function will be to monitor and promote morale boosting activities in the organization. Such a Unit should carry out studies on the welfare of the workers compare to similar organization, and make available their findings a data for planning and implementation of reward system in the organization

3. Organization should adopt motivation as a management approach to achieve organizational performance. Efforts should also be geared at work enrichment for the staff in the various cadres, and more opportunity for decision-making should be given to supervisors. 

Below are other recommendations that would help organization achieve their objectives and manage their organization well.

i. In deploying workers or assigning responsibilities to them, cognizance should be taken of their expertise, strengths or weaknesses so as to make the job meaningful for the staff and at the same time same enable them achieve greater productivity

ii. There should be a searchlight on the leadership style in the organization and efforts should be made to promote only productive and effective workers. If this is to be achieved, appointment to leadership positions in the organization should weigh more towards capability of the staff that have attained the basic conditions, rather than on brotherly relationship or god father and this tend to motivate workers.

iii. There is need to fish out talents for reward to serve as incentive to them, and create an aspiration for others to aim at;

Finally, it is believed that if the management makes positive effort at implementing these suggestions, ‘life’ will certainly return to the company and the organization will regain its cherished traditions. The self-esteem will be heightened and the workers will work with a strong sense of mission and dedication to duty so that they can effectively assist in the management of our scarce resources for the attainment of organizational policies, objectives and programmes.

REFERENCES

Adams J.S (1965) “inequity in social exchange” in L. Berkowitz (Ed) advances in experimental social psychology, vol 2, academic, New York.

Alderfer Clayton P. (1972) ,“Existence, Relatedness, & Growth. Human needs in organizational settings” , New York, free press.

Andrew Ballentine, Nora McKenzie, Allen Wysocki, & Karl Kepner (2001). “The role of monetary and non monetary incentives in the work place as influenced by career stages” , university of Florida.

Bartol K.M & Martin, D.C (2004). “Management”2nd edition, New York, McGraw Hill.

Edwin A. Locke (1976), “the nature and causes of job satisfaction”: Chicago, Rand Mc Nally.

Enikanselu, S.A & Awe, D (2005) “motivation theories: the realities in the Nigerian management practices” vol 3, No4, human resource management, lagos chartered institute of personnel management of Nigeria.

Fagbohungbe, B.O & Longe, S.O (2004) “industrial psychology: X-ray of behavior in Nigerian organizations”. Lagos, kotleb consults.

Feldman, R.S (2008)”understanding psychology 6th edition. Boston, McGraw Hill.

Gatewood, et al (1999), “management comprehension, analysis and application”, Chicago, Richard D. Irwin, inc.

Hall, D.T and Nougaim (2006) “an examination of Maslow’s hierarchy in an organization setting”. organizational behavior and human performance.

Heider, F. (1958), “the psychology of interpersonal relations”, John Wiley and Sons.

Herzberg, F. (1068):” one more time: how do you motivate employees’”. Harvard business review, January 2003.

House R.J & Wigdor (2003), “  Herzberg’s dual factor theory of job satisfaction and motivation”. A review of the evidence and criticism.

I.B, Bello Imam, B.O, Oshinebo, S.A,, Ojeifo (2007). “Fundamentals of human resource management in Nigeria” .

Jablonsky, S. & De Vries, D. (2002), “operanti conditioning principles extrapolated to the theory of management” in organizational behavior and human performance.

Kelly, H.H (2003), “The process of causal attribution” , American psychologist, February.

Lawal, A.A (2003), “management in focus, lagos. Abdul industrial enterprises.

Lawler, E.E (1973), “motivation in work organizations”. Belmont calif, Brooks/cole.

Lawler, E.E & Suttle, J.L (2002),”A casual correlation test of the need-hierarchy concept” organizational behavior and human performance.

Locke, E.A (1968),”toward a theory of task motivation and incentives; organizational behavior and human performance.

Locke, E.A & Lutharn (1984), “Goal setting: a motivational technique that works Englewood cliffs N.J, prentice-hall.

Luthans & Fred (2005),”organizational behavior 10th edition, Boston McGraw-Hill.

Luthans & Fred (2002),”organizational behavior: motivational needs and processes. 9th edition, McGraw hill, New York.

Maier, N.R.F (1973),”psychology in industrial organizations 4th edition. New York, Houghton Mifflin.
Mc clelland, David C. (1976). “Power is the great motivators” Harvard business review , March-April.

Mullins, L.(2006)” management and organizational behavior 4th edition London, pitman publishing”.

Opashl, R.L & Dunnette, M.D (2006),” The role of financial compensation in industrial motivation”.

Porter, L.W & Lawler, E.E (1968),” managerial attributes and performance. London Irwin publishes.

Rosenfield, R & Wilson, D (2009),” managing organizational behavior; 2nd edition London, McGraw Hill.

Wahba,M.A & Bridwell, L.G (2001),” Maslow reconsidered: A review of research in the need hierarchy theory” organizational behavior and human performance.

Yalokwu, P.O (2002),” Fundamentals of management” lagos, peak publishers.

Yulk, G. (2000),” skills for managers and leaders, upper saddle river, New Jersey, prentice hall.

Zedeck, S. & Blood, M. (2004),”Foundations of behavioral social research in organizations, Belmont, wooodsworth publishing company.

APPENDIX

KWARA STATE POLYTECHNIC, ILORIN

DEPARTMENT OF BUSINESS ADMINISTRATION


I am a final year student of Business Administration, Kwara State Polytechnic, Ilorin. Carrying out research on topic, impact of motivation on organizational performance with special reference to KAM INDUSTRIES (NIGERIA) limited. The purpose of this  research is to enable me collect detailed information on the above subject matter. 


Kindly give an unbiased response to the questions, to the best of your knowledge by filling or ticking on the appropriate option most suitable to your organization. I guarantee the confidentiality of any information provided. 


Thank you









Yours 
faithfully,









SECTION A

SOCIO-ECONOMIC AND DEMOGRAPHIC DATA

1. Gender 

Male 

(    )
Female (    )

2. Age 

18-23
(    )
24-29
(    )
30-35
(    )
36-41  (    )       42 and above
(    )

3. Educational Qualifications

SSCE
(    )
NCE/OND
   (    )    BSC/HND
(    )
MBA/Phd
(    )      others (    )

4. How long have you been with KAM INDUSTIRES (NIG) LIMITED?

0-2 yrs
(    )
3-5yrs
(    )
6-8yrs
(    )
9yrs and above (    )

5. Marital status 
Single
(    )
Married (    )
   divorced (    )

SECTION B

1. Motivation is important for employee efficiency

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

2. Workers put in their best when they are placed on little or no supervision 

Strongly agree
(    ) Agree (    ) Undecided (    ) Disagree (    )  

Strongly Disagree (    )

3. Well motivated  staff have a positive attitude towards work:
Strongly agree
(    ) Agree (    ) Undecided (    ) Disagree (    ) Strongly Disagree (    )

4. Even without motivation, some workers still put in their best:
Strongly agree
(    ) Agree (    ) Undecided (    ) Disagree (    ) Strongly Disagree (    )

5. Rewarding good work and excellent performances can contribute to more excellent and healthy competitors among workers 

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

6.  Hospitals, staff clubs, staff quarters, cafeteria etc are important if a worker must perform well.  

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

7.  The organising of Christmas/easter/sallah/ end of the year party is good and helps to encourage workers performance  

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

8.  Salaries, commitment to supervisors and peers and job security can increase workers efficiency

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

9.  Interpersonal relationship between top management and workers should be encouraged 

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

10. Favourism on the part of the CEO/MD can contribute to much productivity

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

11.  Groups that fight for staff welfare within an organization should be established, encouraged and promoted. 

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )

12. Workers welfare should be paramount issue of concern to top management.

Strongly agree
 (    )
Agree
(    ) Undecided (    )   Disagree (    ) Strongly Disagree (    )
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Source: 	Fagbohungbe, B.O and Longe, S. O (2004) industrial Psychology





SELF ACTULAIZATION NEEDS





ESTEEM NEEDS





SOCIAL NEEDS





SAFETY NEEDS





PHYSIOLOGICAL NEEDS





SOURCE: 	A.H Maslow (1943), motivation and personality, 3rd edition





-





-





-





-





-





-





X2C = (R-1)(C-1)


X2C = (5-1)(2-1)


X2C = (4)(1)    =4


E = 167/5 = 1.098 = 0.05
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