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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
In today’s world of business environment, sustainable human resource (HR) factor play a vital role in order to remain competitive. Most winning organization in the 21st century will be those focuses on integrated human resource processes and systems (Ayaz, 2010). Reward is one of the most critical functions that bring global success in human resource management. Formal rewards of employees, which are typically scheduled annually or semiannually, are one of the most important human resource management practices. Reward system includes extrinsic & intrinsic rewards. 
Extrinsic reward can be listed as wage salary, bonus, promotion that an employee receives as part of their job. In return intrinsic reward is associated with the satisfaction that comes from actually performing the work such as responsibility, meaningful work & achievement & so on (Ibid). Reward system consists of the policies & mechanisms by which organization administer employee rewards .reward system should satisfy the goal associate with the strategy of an organization while the same time attractive ,cost effective & fair (Mahaney & Ledger,2006). 
According to Griffin (2008) an organization reward system is the most basic tool for managing employee motivation and individual performance is generally determine by three things motivation- the desire to do the job, ability-the capability need to do the job & the work environment. Motivation is a problem through which the task of the manager will be more challenging. Having said that the subject that often comes with reward is motivation, which is core point of an organizations performance in bringing about the organizations success as well as the employees satisfaction and encouragement. Motivation is a set of energetic forces that originate both within as well as beyond an individual’s being to initiate work relate behavior & determine its form direction (towards organization goal),intensity ,duration (Pinder ,1984). Reward system is an essential tool for governmental & non- governmental organization used to excel organizational performance (Ibid).With due respect, this study has intended to assess the reward system of the company. So, this study focused on the relationship between rewards practice and employee motivation. The Researcher also hopes that it was explained the main problems arise from the Rewards practice that has effect on employee’s motivation.
1.2	STATEMENT OF THE PROBLEM
The success of an organization largely depends on the quality of its employees which is measure by their employee motivation. This can be attributed to the way their performance is apprised, recognized and relevant motivation put in place (Nurse, 2005). Thus, according to Armstrong (2009), people are motivated when they expect certain course of action was likely lead to achievement of a goal and a valued reward one that satisfies their needs and wants.
Recently, most of organizations are fully aware of the importance of employee motivation, increasing employee motivation or to find out the ways through which high level of employee’s motivation can be achieved is becoming one of the decisive factors for any organization success (Ayaz, 2010). Employees’ reward can ..be increase by putting efforts to factors that enhance the employees’ motivational level, creativity, job satisfaction and comfort workplace environment (Armstrong, 2009). Only when employees are motivated towards appropriate goals that there is a likelihood of organizational success is enhanced. Since productivity is influenced by employee motivation level, organizations and particularly their line managers have to realize what inspires employees to reach the highest level of their performance (Beardwell and Claydon, 2007).
Working as public servant, the researcher understands that, Kirkos Sub-City Administration has good working environment expressed by provision of adequate equipment, working tools, and good office layout. According to Amina (2009), comfortable and ergonomic office design motivates the employees and increases their performance substantially.
In spite of the above fact, the 2011 E.C annual assessment report of Kirkos Sub-City Administration evinces that the employees’ motivation towards reward systems and its practice is very low. Primarily, effective reward system helps the organization to achieve its goals by developing productive and motivated employees. The sector offices in the Sub-City administration uses performance management tool which is called “Balanced score-card”, which would enable it to formulate and implement its strategy and to track its performance. Without on time feedback on employee’s performance it’s difficult to create employee’s motivation. The second reason of employee’s low satisfaction is less communication between the employees and leaders. Besides, it is difficult to identify employee training needs based on the result of the reward (Report international tobacco company, 2011).
Besides the researcher has tries to observe and understand the management of international tobacco company has no trend of participating employees in decision making processes; good relationship of coworker; good relationship of manager; sharing authority & giving responsibility to employees ;assigning meaningful work & autonomous because the existing leadership style doesn’t consider those factor as reward which motivate employee. (Armstrong & Murlis, 2004) state that leadership style within an organization has a bearing on encouraging or inhibiting employee’s performance.
Most researches in reward and motivation have been conducted in business making organizations (Armstrong & Murlis, 2004; Bardwell and Calydon, 2007). But employee motivation in services-orient organizations is also an important issue. Therefore, this study investigates the relationship between rewards (salaries and wages, bonuses promoting, relationship of coworkers, relationship of manager, responsibility and work environment) with work motivation by perspective of employees in International Tobacco Company.
The researcher is self-motivate and self-initiate to conduct this study for academic and organizational purpose. This study is design to generate valuable information and relevant evidence through a detail study to draw some solutions to improve problems associate motivation of employees in Kirkos Sub-City Administration. Generally, this study tries to assess the effect of reward on motivation and individual employees in International Tobacco Company that can be benefit the management of the office and HR department. Furthermore, it also tries to draw some recommendations and indicates directions for further research.
1.3 RESEARCH QUESTIONS
This study primarily focuses on answering the following basic research questions:
· What	is the level of employee’s	motivation in International Tobacco Company?
· How do employees	perceive reward practice of in international tobacco company?
· What is the relationship between reward and employee motivation?
1.4 OBJECTIVES OF THE STUDY
The general objective of this study is to assess the effect of reward on employee motivation in kirkos sub-city administration, Addis Ababa.
This study specifically attempts to:
· To evaluate the level of employee’s motivation	in International Tobacco Company.
· To examine how employees perceive the	 reward system in International Tobacco Company.
· To examine the relationship between reward and employee motivation.
1.5	SIGNIFICANCE OF THE STUDY
The primary importance of this study is to assessment of the effect of reward on employee motivation in Kirkos Sub-City Administration Chief executive pool. The result of the study serve as an input and it can be give possible and value conclusions and recommendations for the management of the organization and concern bodies which helps to reconsider and re-examine the system to take appropriate action in order to improve and increase the reward of motivation employees in the study area. Furthermore, this study serves as a reference for further studies to be undertaken in the future on the same or relate topic.
· It will give obviously image of the existing gaps on reward system in international tobbacco company Chief executive Pool.
· It gives away for other researchers, who want to make future investigation in the area. It is helpful in enriching	the	existing literatures on	impact	of	reward	system	on	employee
· It is helpful enriching the existing literatures on effect of reward system on employee motivation in international tobbacco company Chief executive Pool.
1.6	SCOPE OF THE STUDY
The study covers the appropriation of the impact of marketing research on new product development in Nigeria.
The Theoretical Scope
The study based on the possible impact of marketing research on new product development in Nigeria within the view of marketing the company’s products adequately and possible ways of reducing cost incurable various organization.
Industrial Scope
The scope will highlight the probably combination of sales strategies practiced and could be practiced in various organization in Nigeria, there is more to marketing research than market recognition different organization have and shall stand to benefit from the study.
Geographical Scope
This study is wrapped around Ilorin metropolis, the case study of Nigeria bottling company limited is also located in the state, more so, the major consumers of their products are also located in the suburb or Ilorin in kwara State.
Time Scope
Within the period of this semester, the study will try to analyze the 5 years record of the organization and also give exclusive report on the possible break through for the organization through marketing research.
1.7	 LIMITATION OF THE STUDY
During the study the researcher were faced some challenges like failure of the respondents to return all responses of the questionnaire to conduct on the time, being carelessness of some selected informants to give data on time was the major operational limitations. However data gathering takes more time than expected, the researcher have tried to minimize the above stated limitations through different mechanisms: through confessing , arranging the contact on their off times and waiting to the respondents to return from the field.
1.8  OPERATIONAL DEFINITION OF KEY TERM
Wages; earner is paid by the hour. Someone who is paid wages receives a pay rate per hour, multiplies by the number of hours work.
Salary: is a fixed amount of money or compensation paid to an employee by an employer in return for work performing. Commonly pay in fixed intervals, for example, monthly payments of one-twelfth of the annual salary, not hourly as opposed to wage.
Promotion: refers to the advancement of an employee's rank or position in a hierarchical structure.
Bonus: is usually made to employees in addition to their base salary as part of their wages or salary. 
Reward: Formal, impartial, and equitable exchange. A material or financial expression of appreciation that is conditional on results (Baskar & Raikumar, 2014).
Motivation; It is the process of boosting the morale of employees to encourage them to willingly give their best in accomplishing assigned tasks (Baskar & Raikumar, 2014).
Recognition; is a return on an employee's effort and dedication at work, as well as his or her results (Baskar and Raikumar, 2014).
Intrinsic motivation: however is an internal form of motivation rewards a goal for personal satisfaction or accomplishment, intangible rewards like appreciation (Aysha, 2014)
Extrinsic motivation: is an external motivation & tangible rewards are external to task performs by the employee (Aysha, 2014).
1.9 ORGANIZATION OF THE STUDY
This study was organize in five chapters. The first chapter deals with background of the study, statement of the problem, objectives of the study, significance of the study, scope and limitation of the study, definition of terms and organization of the paper. The second chapter covers the review of literature, empirical study, hypothesis and conceptual framework in the area of study. The third chapter discuss about the methodology employed by the study. The fourth chapter presents about analysis of data collected. And finally chapter five contains finding, recommendation and conclusion of the study.


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
An organization is being established purposely for the accomplishment of specific goals and objective. It has certain aims which it intends to meet at the early stage of its mission but along the line of operation might not work as planned for the realization of the set goals and objectives. When this happens what comes to mind is that how to solve the problems and what can be done to keep the objectives through as planned. In fact, there is numerous solutions to problems which could be faced by an organization and this include remuneration, incentives bonus e.t.c but the most important of them all which the organizations usually neglect is motivation, having forgotten that there is no one who would like to work and not be given in return, reward that would justify his/her output.
The important of motivation in an organization cannot be over emphasized. Therefore, if an organization is to achieve its aim for the objectives of which it Is established, there has to exist a conducive environment in which appropriate incentives as provided for the workers to be able to satisfy their needs and consequently become more efficient and effective in performing their tasks, with the aim of making the organization goals realizable. It could be seen that motivation is concerned with why people do (or retrain from doing) certain things.
Therefore, it is important that organizations pay serious attention to motivation for its employees especially as regard to salary, bonus, medical treatment and life insurance scheme and in other dynamic areas.
2.2 CONCEPTUAL FRAMEWORK
Several management scholars have given several definitions of motivation. According to Middle Most and Hit (1981), motivation is the willful desire to direct one’s behaviour towards goals. The three key elements in this definition are willful desire, (person’s choice) behaviour and goal - directed purpose of behaviour. Lakin Folajin (2001), spoke at motivation as term used generally when somebody is stimulated, the interest of a worker so as to be able to work and bring or breeds efficiency in his work. Robbins (2001) defines motivation as the forces that energizes, direct and sustains a person’s effort.
The motivation of employees depends on the strength of their motives. Motives are need, wants, desire, or impulses within the individual and these determine human behaviour. Therefore, motivation is the process of arousing behaviour, sustaining behaviour progress, and channeling behaviour into a specific curse of action. Thus, motives (needs, desire) induce employees to act. Motivation therefore is the inner state that energies people, channels and sustains human behaviour.
Since it has been established that all behavior except involving responses are goals directed, manager can apply motivational theories of management in their attempt to direct the job behaviour of employees towards the goal of their establishment.
Every organization and business wants to be successful and have desire to get consent progress. The current era is highly competitive and organizations regardless of size, technology and market focus are facing employee retention challenges. To overcome these restraints a strong and positive relationship and bonding should be created and maintained between employees and their organizations human resource or employees of any organization are the most central parts so they need to be influenced and persuaded towards task fulfillments.
For achieving prosperity, organizations design different strategies to compete with the competitors and for increasing the performance of the organizations. A very few organization believe that the human personnel and employees of any organization have its main assets to which can lead them to success or if not focused well to decline. Unless and until, the employees of any organization are satisfied with it, are motivated for the tasks fulfillment and goals achievements and encouraged, none of the organization can progress or achieve success.
[image: ]Employee motivation is one of the policies of managers to increase effectual job management amongst employees in organization (shadier et al. 2009). A motivated employee is responsive of the definite goals and objectives he/she must achieve, therefore in that direction. Rutherford (1990) reported that motivation formulates an organization more successful because provoked employee are constantly looking for improved practices to do a work, so it is essential for organizations to persuade motivation of their employees (Kalimullah   et   al   2010)   Getting employee to do their best work even in strenuous circumstances is one of the employees most stable and greasy challenge and this can be made possible through motivating them.
Joena Agbato (2000) says motivation is an important determination of human behaviour, it sit that which moves one towards a goal, thus, motivation begat performance. Luthans (1998) motivation is a process which starts with   a   physiological   or   psychological deficiency or need that activates behavior at a drive that is aimed of a goal or incentive.
Motivation is an art targeted to getting people work willingly, and an art of inducing one to behave in a particular manner to achieve a task Mee-Edoiye and Andawei (2002) viewed motivation as a human engineering approached being triggered by the individual needs. Flippo (1982) defined motivation as a psychological process initiate by the emergence of needs involving a good directed action and behavior aimed at satisfying a particular desire. It is inducement given to workers for higher output.
Motivation behavior has three basic characteristics:-
1. It is sustained – it is maintained for a long time – until satisfied.
2. It is goal directed – it seeks to achieve an objective.
3. It results from – felt need – an urge directed towards a need.
Several authors including Robert and Gene Neuport (1995), Williams (1997) and Cole (1990) have propounded theories to help to understand the human being and how to handle them to get goals achieved.
According to Robert, (A. (1976), Motivation is defined as “the aspiration, derives and needs to human being directly to control or explains their behavior”. He also sees it as the learners for a particular pattern of behaviors.
Magginson (1973) claims that Motivation “moves one towards a goals” to him, motivation is an inner state that moves entire class of drives, desires, needs, wishes and similar forces.
While Michael J.J sees it as “One which causes, moves an individual towards his goals” Civil ford (1975) opines that motivation is “any particular interval condition that tends to initiate and sustain activity”.
Crowt (1963) also opined that Motivation is “the process by which individual learn knowledge, skill an attitude not previously in their report which will fit them to functions as human components in system”.
2.3 THEORETICAL FRAMEWORK
People differ not only in their ability to do but also in their love to do. This Love or will to do (called motivation depends upon the strength of their motives. Motivation is an internal driving force which results in persisted behavior directed towards a particular. Thus, people who a driven by a desire to achieve the goal that they perceive as having value to them.
People go to their work places with their individual needs. Needs is accompanied by a state, drive or tension that results in a behaviors being direct towards a goal that will stratify the need and reduces their tension.
2.3.1	Maslow’s Hierarchy Of Needs
According to Abraham H. Maslow (1954), “a man is a wanting annual.” There us always a need he will want to satisfy, once this accomplished, that particular need no longer motivated him, he turns to another, gain seeking satisfaction.
Maslow propounded that man has a hierarchy of five needs which begins with the basis need of physiological well-being and goes up to realization of ones potential. These needs are physiological, safety, social, esteem and self-actualization and are diagrammatically represented below.
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2.3.2	The Abraham Maslow’s Hierarchy Of Needs 1943
These five needs as claimed by Maslow, is grouped into higher and levels. According to him, physiological and safety needs were described as lower-order needs. He further explained that while lower needs are satisfied externally by things such as wages, the higher order needs as satisfied internally by things such as wages the higher order needs as stratified internally to the person. These need presented in hierarchical for as follows;
i. Physiological Needs: These are basic needs for sustaining human less. They include food, water, clothing, shelter, sleep, warmth e.t.c. if these needs are not reasonably satisfied, human being cannot function normal. For example, a man at the verge of starvation has no though other than food. In fact until needs are satisfied to the degree necessary to maintain life, other needs will not motivate people. These needs are called primary needs which re-satisfied through economic behaviour.
ii. Security/Safety Needs: These needs simply provision against physical danger and deprivation of psychological needs. These are needs for self preservation and assurance for tomorrow. These needs are provided for through a number of means such as job security, pension, insurance scheme, medical benefit, accommodation e.tc.
iii. Love Needs: Man, being a social being, gets much from being with other. There seems to be a deep need to be accepted for many different reasons. One of the most painful punishment human can experience is to be isolated among others. Naturally, man would like to be loved he therefore has needs of association, desire to conform group norms and contribute to its goals.
iv. Esteem Needs: According to Abraham H. Maslow, Once people begin to satisfy their need to belonging, they tends to want to be hold in esteem both by themselves (i.e self-respect) and by others (i.e recognition).
v. Self Actualization: Maslow regards this as the highest need in his hierarchy. It is the desire to become what one personality characteristic. They are referred to as man’s desire for self-fulfillment, mainly to the tendency for him to become actualized in what he is. Potentially, a man will continues to be restless unless he does what he is filled for.
2.3.3	DOUGLES MCGRAGOR’S THEORY X AND Y (1960):
Douglas Mcgragor – responsible for introducing the dual them into the management literature is probably the most quoted in connection with his X and Y assumptions or theories. He proposed that traditional managements were operating on a set of assumption which he labeled theory X.
In his theory X assumptions, Douglas asserts that the average people have an inherent dislike of work and will avoid it if possible for the reason, most people must be coerced, controlled, directed and threatened with punishment to get them to put forth adequate effort to attain organization objectives. His further state that the average human being prefers to be directed washes to avoid responsibilities has relating little ambition and wants security above all.
Douglas deserved that traditional management subscribes heavily on theory X and that the actual practices of many traditional managers can be attributed to the belied. The role of managers according to him therefore is one of command and control.
In disagreement with the assumptions of theory X plus the acceptance of Maslow’s concept of five basic needs however led McGregor to formulate an opposing theory which he labeled theory Y as a more realistic assessment of the capabilities of people.
Theory Y states among other thing that people are not the selfish, indolent creature that X suggests but in fact, that;
· [image: ]Work is a natural phenomenon and if conditions are favorable, people will not only accept responsibilities but will seek it.
· People will exercise self-direction and self-control in the service of objectives to which they are committed.
· The capacity for creativity in solving organizational problems is widely distributed in the population.
· Commitment is a function of the rewards associated with goal attainment.
The management approach, according to Douglas is therefore that of developing potential and facilitating people to use their potential towards organizational goods. Neither of these propositions of course can be relied on exclusively to motivate workers positively.
It is very difficult to say which of the two theories is correct, but everything depends on the situation which will represent some combination of the two. Management by direction and control may not however be effective to motivate individuals whose physiological and safety needs are reasonably satisfied and whose social, esteem and self-actualization needs are becoming prominent. Therefore people can best achieve goals by directing their own effort towards accomplishing organizational goods if properly motivated.


2.3.4	Argyris’s Immaturity – Maturity Theory
This theory was put forward by Chris Argyris during his study of industrial organizations to determine the effect of management practices on individual behaviour and personal growth within the organization.
According to him, seven changes take place in an individual as he moves from infancy to adulthood maturity. These changes are highlights below;
· The passive state of infant gives way to the increase growth/ growing state.
· The child is highly dependent but becomes relatively independent as he matures.
· An infant is capable of behaving in only a few ways whereas an adult behaves in many ways.
· A child tends to have casual interest, while an adult develop deep strong interest.
· A child’s time prospective is very short, comprising only the present, and adults is longer, encompassing the pass, present as well as the future.
· An infant is subordinate to everyone whereas an adult is equal of superior to others.
· Child lack awareness of “self” whereas adults are sure and able to Chris Argyris contents that most organization leads to routine, unchallenging jobs; the workers being viewed as small company in a big machine of course this type of thinking is incompatible with the development of a mature personality.
In short, Angyris observed tat management view of workers may be the stumbling black in the motivation process. Unaware one individual who has attempted to shed light this probe by extending MEASLE’S hierarchical concept and applying to the job is Frederick Hertzberg.



2.3.5	Hertzberg’s Two Factor Theory
Hertzberg’s chief contribution to motivation theory people attitude to work. He observed that the productivity of an employee was dependent not only on the job satisfaction but also on work motivation. He argues that job satisfaction came from two sets of factors which he named the hygiene factors and true motivators.
Hygiene Factors: these factors, Herverg claimed that when present in the working environment promote job satisfaction. Their presence removes discomfort or dissatisfaction and the support mental health but in themselves are not the Motivators. Their presence however, do not guarantee Motivation but their absence may cause dissatisfaction, hence demodulation. Therefore, they do not represent and sound motivational strategy.
Examples of hygiene factors are pay and allowances, job security, quality of supervision, promotion, physical working conditions, and interpersonal relationship.
Hertzberg’s assert that the opposite of satisfaction is not dissatisfaction as was the general belied. We further stated that removing dissatisfying factors from a job does not necessarily lead to job satisfaction. Thus managers who seek to eliminate factors that can create job dissatisfaction may bring about peace but no necessarily motivation.
True Motivation: Unlike the hygiene factors that have a positive and longer lasting effect on the worker performance, the motivation factors relative directly to the doing work rewards that directly result on itself from the work well done. Their presence motivate worker to superior performance, accept challenging task growth and development. Examples of these factors are the word itself, recognition achievement, possibility of objectives. All of these are concerned with the work itself, rather that it’s surrounding physical, administrative or social environment.
In his findings, Herzberg gathered that there were times where workers felt exceptionally good or a time when that felt exceptional bad about their work. Amazingly, it was discovered that the motivator factors dealing with the work itself were largely mentioned in connection with the work itself were largely mentioned in connection with the time of feeling exceptionally good. One the other hand, the times of sealing very bad were constituted by a significantly large number of hygiene factors.
It is obvious there that is workers are to be truly motivated, the job itself should be used as the major source of the Motivation rather that the hygiene factors which can only be use to clean up the environment and prevent dissatisfaction. However, it is widely agreed that satisfaction will be higher when both Motivational and hygiene factors are well taken care of.
Herberg’s two factor theory present interesting ideas but the reader should give attention to the critics. The original study consisting of Accountants and Engineers given room to the critics who labeled the theory as unrepresentative of workforce in general.
Nevertheless, the theory has helped to since extent and is applicable to Maslow’s need hierarchy to work Motivation.

CHAPTER THREE
METHODOLOGY
3.1 INTRODUCTION
This chapter will discuss the method and procedures that will be used in carrying out the research and it will also discuss the research design, population of study, sampling procedures, research instruments, validity and reliability of the instrument and method that will be employed for data analysis.
3.2 RESEARCH DESIGN
According to Idowu (2002), a scientific design has been described as a systematic investigation procedure, which has to be logical. It is a procedural plan for collection and analysis of data necessary to assists in the current problems in a way that the cost of obtaining various levels of accuracy and expected value of the information association with such level is maximum.
It also, an outline that serves as a useful guide to research in effort to gather for the study. This research design mainly for distribution of questionnaire.
3.3 POPULATION OF THE STUDY
According to Fagbohungbe (1993), population is referred to all objects of particular types, sharps, colour or characters.
[image: ]Population is very difficult to observe all the entire staff of international tobacco company Ilorin as regard to risk management therefore population size of the staff of international tobacco company Ilorin branch were 50.
Sampling:- due to the nature of the topic (reward as motivation tool for management   organization performance) we decided to use only 40 staff as our sampling size.


3.4 SAMPLING SIZE AND SAMPLING TECHNIQUES
In this research study, sample method was adopted for gathering information needed.
This is close representation of a whole population, a closer and detailed study of the sample is easily possible with precise good inference to gather data and information. Data collected motivation as an effective tool for organization development is inferred as regard generation and inference as regard as the entire population. Using complete representation of the characters of the population in their research study which will give valid inference, sampling unlike other method of collecting data, save time and therefore, give recommendation and decision based on gathered data collection. It affords research to be more accurate and thorough. This method of data collection enable research studying handling the respondents as they are fewer in number than in entire population.
3.5 METHOD OF DATA COLLECTION
The method adopted in conducting this research on “motivation as an effective tool for organization development” was through personal interview and company record.
The research focused on planning section and financial analysis handled the financial control section an main finance department.
Interview
Interview is a process of asking questions demanding immediate answer to each question through personal contact system.
Interview method was adopted as the foundation for collecting vital information for the study. Some of the official in charge of preparation in the organization was interview as well as the some officer in some department.
Personal Observation
Personal observation was involved during this research work. This involves spending some time with the source officer to observe how accounts are being prepared; some documents in guarantee trust bank for the year were also examined.

3.6 INSTRUMENT OF DATA COLLECTION
Primary data will be obtained from the selected guarantee trust bank Ilorin staffs, customers and general public. Using questionnaire constituting of closed ended questionnaire targeted to guarantee trust bank Ilorin, staffs customers and general public.
This will consists of structural items to elicit information from the respondents; this is adopted because it allows a systematic collection of information about the object of the study.
3.7 METHODS OF DATA ANALYSIS
Based on the finding of the research work the collected data will be represented in tabular form in the next chapter for each understanding, the collected data will be analyzed and presented using description method and simple percentage the belief behind using this is to ensure effective and easy analysis of the research work.
3.8 HISTORICAL BACKGROUND OF THE CASE STUDY
International tobacco company, Ilorin came into being into year 1962 and was then known as kwara state tobacco company, Ilorin the company as of that time was owned by UAC Ltd with the Northern Nigeria investment limited as a partner. The staff capacity as of that time was made of two hundred (200) workers which skilled, sam-skilled and unskilled workers.
The construction of the building and installation of machine was done in the year 1963, the officially opening of the company came up in may 1964, which was perform by the sultan of sokoto, a person of sir, ahmadu bello. The production of cigarette started in the year 1994 with the indignation decree of 1972. 40% of shares of the company were sold to Nigeria including the employees of the company. Its name changes to internal cigarette company Ltd in 1980 but Monis Ltd was obtained as a its trading name.
Phillips morris Ltd is one of the headquarters which was interested in printing brewing, confectioners and cigarettes.
The company was established in 1962 when it was first registered as Kwara Tobacco Limited. The official opening ceremony took place on 8th of May 1964 by the premises of Northern Nigerian, his Excellency the Late sir Ahmodu Bello, the Sultan of Sokoto. But, the United African Company and the Northern investment Limited were the initial owner of the company however, in april 1967, Phillip Moris in corporate purchase on controlling interest in the company after which the name of the company has change to Phillip Moris Nigeria, following the indigenization Degree of 40% share of company were sold to Nigerian including the employee of the company. Consequently, the companies change its name to international Cigarette company Limited in 1980 trading under the name of Philip moris Nigeria. In 1986, the Kali Brothers, who have a controlling shares in 7up .in Nigeria required majority shares of the Philip Moris International Tobacco. The companies administrative headquarter is situated at No 247 Apapa Road, Ijora Lagos in the premises of the 7up Bottling Company. The operational departments are located in the factory of Ilorin. There are account, personnel, production leader, sales marketing. Public relation and manufacturing and staff welfare department. At the same implies, the company is a manufacture of Tobacco and Cigarettes. The company’s factory is located in Ilorin, the capital of Kwara State of Nigeria.


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0 INTRODUCTION
This chapter focuses on the data analysis based on returned copies of questionnaires and shows the analysis of demographic information of the respondents and interpretation. However, it is important to state that hypotheses were tested at 5% level and the results are presented in tables while discussions and findings were drawn.
4.1	RESPONSE RATE OF RETURNED COPIES OF QUESTIONNAIRES
Questionnaire returned rate is the proportion of the sample that participated in the survey as intended in all the research procedures. Out of one hundred and seventy -two (172) respondents selected for the study, all that is 95% returned response rate was obtained, which constitute one hundred and thirty -two (132) this possibly enhance the accuracy of the results and the findings of the study.
4.2	DEMOGRAPHIC INFORMATION OF RESPONDENTS
This section deal with the demographic information of the respondents who are mainly the staff of Dangote flour mills Plc, Ilorin. The demographic information helped to establish the relationship between organizational change and gender distribution, age, marital status, education background, and the working experience.
4.2.1 Gender Distribution Of The Respondents
The respondents were asked to indicate their gender, this aimed at establishing if organizational change in Dangote Flour Mills Ilorin, was gender sensitive while seeking the view of the employees and to ensure that every individual was given a chance to give their views regardless of the gender. The gender distribution of the respondents was indicated in table 4.2.
Table 4.2.1: Gender Distribution
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	MALE
	76
	57.6
	57.6
	57.6

	
	FEMAL E
	56
	42.4
	42.4
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
The gender characteristics of the respondents indicates 76 (57.6%) of respondents were males and 56 (42.4%) of respondents were females. The data showed that majority of respondents were males. This finding shows that 30% constitutional gender rule has been strictly followed in Dangote Flour Mills Ilorin under this study.
This implies that the margin between male to female ratios is not widen in striving for organizational change in Dangote Flour Mills thus males respondents are majorities not more than 15% larger in population than females.
4.2.2	Age Distribution Of The Respondents
The respondents were asked to indicate their age, this aimed at establishing if organizational change in Dangote Flour Mills Ilorin, was age sensitive while seeking the view of the employees and to ensure that every individual was given a chance to give their views regardless of the age. The age distribution of the respondents was indicated in table 4.2.2
Table 4.2.2: Age Distribution
	
	Frequency
	Percent
	Valid Percent
	Cumulative  Percent

	VValid
	BELOW 25 YEARS
	32
	24.2
	24.2
	24.2

	
	26-30 YEARS
	79
	59.8
	59.8
	84.1

	
	31-35 YEARS
	14
	10.6
	10.6
	94.7

	
	ABOVE 35 YEARS
	7
	5.3
	5.3
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
The age characteristics of the respondents indicates 32 (24.2%) of respondents below 25 years and 79 (59.8%) of respondents between 26-35 years, 14 (10.6%) of respondents were in age bracket of 31-35 years while 7 (5.3%) are within 35 years and above. This data showed that majority of respondents were actively young in the age bracket of 26-35 years. This shows that the selected organization comprises of active workforce in their early youthful age. This enhances organizational change in the organization.
4.2.3	Marital Status Of The Respondents
The respondents were asked to indicate their marital status, this aimed at establishing if organizational change in Dangote Flour Mills Ilorin, was sensitive of marital status while seeking the view of the employees and to ensure that every individual was given a chance to give their views regardless of the marital status. The marital status of the respondents was indicated in table 4.2.3
Table 4.2.3: Marital Status
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	VValid
	SINGLED
	88
	66.7
	66.7
	66.7

	
	MARRIED
	44
	33.3
	33.3
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
The age characteristics of the respondents indicates 88 (66.7%) of respondents are singled while 44 (33.3%) are married. This directly implies that the opinion of singled respondents higher than the married ones in an effort to bring a positive change to the organization. Singled respondents are the dominant and they have full control of organizational change in the selected organization.
4.2.4 Educational Background Of The Respondents
The respondents were asked to indicate their literacy level, this aimed at establishing if organizational change in Dangote Flour Mills Ilorin, was sensitive of educational background while seeking the view of the employees and to ensure that every individual was given a chance to give their views regardless of the educational qualifications. The literacy level of the respondents was indicated in table 4.2.4
Table 4.2.4: Educational Background
	
	Frequency
	Percent	Percent
	Valid
Percent 
	Cumulative Percent

	VValid
	BACHELOR DEGREE
	
53
	40.2
	40.2
	
40.2

	
	MASTER DEGREE
	36
	27.3
	27.3
	67.4

	
	MPhil
	29
	22.0
	22.0
	89.4

	
	OTHERS
	14
	10.6
	10.6
	100.0

	
	Total
	132
	        100.0
	          100.0
	


Source: SPSS Computation, 2025
The literacy level of the respondents show 53 (40.2%) of respondents the holders of bachelor degree, 27.3% of respondent holds the master degree, 22% of respondents holds the MPhil certificate while others with professional certificates in organization related courses are 10.6%. This implies that literacy cut across the majority of staff in Dangote Flour Mills to be able to execute organizational change. This provide objective responses in this study.
Table 4.2.5	Length Of Service Of The Respondents
[image: ]The respondents were asked to indicate their work experience, this aimed at establishing if organizational change in dangote flour mills Ilorin, was sensitive of work experience while seeking the view of the employees and to ensure that every individual was given a chance to give their views regardless of the length of service. The work experience of the respondents was indicated in table 4.2.5
	Table 4.2.5: Work Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	VValid
	0-3 YEARS
	29
	22.0
	22.0
	22.0

	
	4-6 YEARS
	27
	20.5
	20.5
	42.4

	
	7-9 YEARS
	42
	31.8
	31.8
	74.2

	
	10-12 YEARS
	20
	15.2
	15.2
	89.4

	
	ABOVE 2 YEARS
	14
	10.6
	10.6
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
The work experience of the respondents show that 22% of respondents were between 0-3 years, 20.5% of respondents are between 4-6 years, 31.8% of respondents are between 7-9 years, 15.2% of respondents are between 10-12 years while 10.6% of respondents have above 12 years work experience. This implies that the work experience of the respondents are long enough to provide objective responses concerning organizational change because of the their exposure and experience in services. This enhance performance of the organization







4.3	DATA ANALYSIS ACCORDING TO THE RESEARCH QUESTIONS
	Table 4.3.1: Do you believe that effective communication helps improve work performance?

	
	
Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	YES
	63
	47.7
	47.7
	47.7

	
	NO
	42
	31.8
	31.8
	79.5

	
	INDIFFERENT
	27
	20.5
	20.5
	100.0

	Valid
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether effective communication is part of the organizational change to improve work performance. 47.7% of respondents affirmed to the claim in “Yes” responses that effective communication helps improve work performance, 31.8% of respondents disclaim the opinion while 20.5% of respondents are undecided. This implies that though the majority conceded in the claim but the percentage of the responses is not up to average to be totally convince in the claim. This claim will be further probe in the inferential analysis of the study.
	Table 4.3.2: Does the manager provides relevant and practical reasons for any reward required in the organization?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	VValid
	Yes
	71
	53.8
	53.8
	53.8

	
	No
	44
	33.3
	33.3
	87.1

	
	Indifferent
	17
	12.9
	12.9
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether decision of majority prevail in bringing relevant reward in dangote flour mills, Ilorin. 53.8% of respondents affirmed to the claim in “Yes” responses that manager provides relevant and practical reasons for any reward required in the organization. 33.3% of respondents disclaim the opinion while 12.9% of respondents are undecided. This implies that more than halves of the respondents (53.8%) conceded that decision of majority of staff in Dangote Flour Mills is a top priority in bringing relevant and practical reward in the organization.
	Table 4.3.3: Does manager always set a challenging goal for the organization based on current objectives?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	 Valid
	YES
	60
	45.5
	45.5
	45.5

	
	NO
	44
	33.3
	33.3
	78.8

	
	INDIFFERENT
	28
	21.2
	21.2
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether a set goals for positive rewardis needed in the organization of the selected organization. 45.5% of respondents affirmed to the claim in “Yes” responses that manager always set a challenging goal for the organization based on current objectives. 33.3% of respondents disclaim the opinion while 21.2% of respondents are undecided. This implies that close to halves of the respondents (45.5%) conceded that a set goals is needed for a positive organizational change in the selected organization.
	Table 4.3.4: does the manager always provides supportive guidance and assistance to increase work performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	YES
	81
	61.4
	61.4
	61.4

	
	NO
	37
	28.0
	28.0
	89.4

	
	INDIFFERENT
	14
	10.6
	10.6
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether manager provides supportive roles to the employee of the selected organization. 61.4% of respondents affirmed to the claim in “Yes” responses that manager always provides supportive guidance and assistance to increase work performance. 28% of respondents disclaim the opinion while 10.6% of respondents are undecided. This implies that more than two-thirds majorities (61.4%) conceded in the claim that the manager always provides supportive guidance and assistance to increase work performance.
	Table 4.3.5: do the organization uses fair procedures for rating employees performance?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	YES
	69
	52.3
	52.3
	52.3

	
	NO
	44
	33.3
	33.3
	85.6

	
	INDIFFERENT
	19
	14.4
	14.4
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether the organization’s procedures in rating employee performance is fair. 52.3% of respondents affirmed to the claim in “Yes” responses that the organization uses fair procedures for rating employee’s performance. 33.3% of respondents disclaim the opinion while 14.4% of respondents are undecided. This implies that more than average of the respondents conceded in the claim that the organization procedures in rating employee performance is fair. This means that the organizational reward in Dangote Flour Mills takes cognizance of fair procedures in rating employees.
	Table 4.3.6: Do the manager ensure that all employees concerned are heard before making reward in the organization?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	VValid
	YES
	90
	68.2
	68.2
	68.2

	
	NO
	32
	24.2
	24.2
	92.4

	
	INDIFFERENT
	10
	7.6	7.6

	7.6
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether manager allow employee to participate in decision making affecting some reward in the organization. 68.2% of respondents affirmed to the claim in “Yes” responses that the manager ensure that all employees concerned are heard before making reward in the organization. 24.2% of respondents disclaim the opinion while 7.6% of respondents are undecided. This implies that more than two-thirds majorities (68.2%) conceded in the claim that employee’s involvement in decision making affecting some reward is possible in the selected organization. This means that the organization attach priority to communication before embarking on changes. This is likely to affect performance of the organization.

	Table 4.3.7: are the employees encouraged to take educational program in order to acquired new knowledge

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	YES
	64
	48.5
	48.5
	48.5

	
	NO
	43
	32.6
	32.6
	81.1

	
	INDIFFERENT
	25
	18.9
	18.9
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether employees are encouraged to acquired new knowledge and ideas through educational programs. 48.5% of respondents affirmed to the claim in “Yes” responses that the employees are encouraged to acquired more knowledge and ideas through pursuit of educational programs. 32.6% of respondents disclaim the opinion while 18.9% of respondents are undecided. This implies that close to halves of respondents conceded in the claim that educational programs is encouraged in the organization to acquire new knowledge and ideas. This make the employees of the organization to be innovative.
	Table 4.3.8: does the organization provides employee training for staffing development?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	VValid
	YES
	70
	53.0
	53.0
	53.0

	
	NO
	40
	30.3
	30.3
	83.3

	
	INDIFFERENT
	22
	         16.7


	         16.7
	100.0

	
	Total
	132
	
	
	


Source: SPSS Computation, 2025
This question was sought to investigate whether the organization provides training for employees for positive changes. 53.0% of respondents affirmed to the claim in “Yes” responses that the organization provides employee training for staffing development. 30.3% of respondents disclaim the opinion while 16.7% of respondents are undecided. This implies that more than halves of the respondents conceded in the claim that employee training is part of the organizational change for staff development. This is likely to affect performance of the organization.
	Table 4.3.9: Can you adapt to change situation in short time?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	YES
	64
	48.5
	48.5
	48.5

	
	NO
	55
	41.7
	41.7
	90.2

	
	INDIFFERENT
	13
	9.8
	9.8
	100.0

	
	Total
	132
	100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether the employees are able to adapts to short reward in the organization. 48.5% of respondents affirmed to the claim in “Yes” responses that the employees are able to adapt to some reward in the organization. 41.7% of respondents disclaim the opinion while 9.8% of respondents are undecided. This implies that the opinion of majorities conceded not large enough to accept the claim plus the few numbers who are undecided in the claim. This implies that the organizational reward affect employee performance.


	Table 4.3.10: are there promotional activities for you when there is reward in the organization?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	YES
	77
	58.3
	58.3
	58.3

	
	NO
	37
	28.0
	28.0
	86.4

	
	INDIFFERENT
	18
	13.6
	13.6
	100.0

	
	Total
	132
	           100.0
	100.0
	


Source: SPSS Computation, 2025
This question was sought to investigate whether organizational reward activated employee for promotional activities in the organization. 58.3% of respondents affirmed to the claim in “Yes” responses that the manager ensures that there promotional activities for employees when there is reward in the organization. 28% of respondents disclaim the opinion while 13.6% of respondents are undecided. This implies that more than average of the respondents conceded in the claim that there promotional activities for the staff when there is reward in the organization. This enhances performance of the organization.
4.4	HYPOTHESES TESTING AT 5% LEVEL OF SIGNIFICANT
Ho1:	There is no significant relationship between employee development and organizational performance in Dangote Flour Mills Ilorin Kwara State.
	Table 4.4.1: Zero-Order Pearson Moment Correlations Between Employee development and Performance of Dangote Flour Mills, Ilorin

	Control Variables
	Organizational Performance
	Employee Training
	Educational Programs

	
	Organizational Performance
	Correlation
	1.000
	.932
	.802

	
	
	Significance	(2- tailed)
	
	
.000
	
.000

	
	
	df
	0
	129
	129

	Employee Development
	Employee Training
	Correlation
	.932
	1.000
	.746

	
	
	Significance	(2- tailed)
	
.000
	
.
	
.000

	
	
	df
	129
	0
	129

	
	Educational Programs
	Correlation
	.802
	.746
	          1.000

	
	
	Significance	(2- tailed)
	
.000
	
.000
	
.

	
	
	df
	129
	129
	0


Source: SPSS Computation, 2025
Table 4.4.1 shows the Pearson Moment Correlation that when employee training (R=0.932) and educational program (R=0.802) are not zero, the correlation coefficient (R=0.746) indicates that there is relationship between organizational performance and employee development in training and educational programs. The relationship is strong and it is directional positive which means that any tendency to increase employee development in training and educational programs, the organizational performance increase significantly at 5% level. This implies that the control variable (Employee development) has significant relationship with organizational performance since the correlation coefficient (R1=0.932; R2=0.802) is close to unitary. In other word, employee development in training and educational program is a good predictor of organizational performance at dangote flour mills Ilorin. Therefore, the null hypothesis is rejected and alternate hypothesis is accepted by posited that there is significant relationship between employee development and organizational performance at 95% confidence level.
Ho2: There is no significant relationship between leadership styles and employee performance in Dangote Flour Mills Ilorin Kwara State.
	Table 4.4.2: Zero-Order Pearson Moment Correlations Between qualities of leadership styles and Employee Performance in Dangote Flour Mills, Ilorin

	
Control Variables
	Employee Performance
	Effective Communication
	Innovation
	Employee Participation

	
	Employee Performance
	Correlation
	1.000
	.693
	.863
	.739

	
	
	Significance (2- tailed)
	.
	.000
	.000
	.000

	
	
	Df
	0
	129
	129
	129

	
	Effective Communication
	Correlation
	.693
	1.000
	.728
	.936

	
	
	Significance (2- tailed)
	.000
	.
	.000
	.000

	
	
	Df
	129
	0
	129
	129

	
	Correlation
	.863
	.128
	1.000
	.513

	Leadership Styles
	Innovation
	Significance (2- tailed)
	.000
	.000
	.
	.000

	
	
	Df
	129
	129
	0
	129

	
	Employee Participation
	Correlation
	.739
	.936
	.113
	1.000

	
	
	Significance (2- tailed)
	.000
	.000
	.200
	.

	
	
	Df
	129
	129
	129
	0


Source: SPSS Computation, 2025
Table 4.4.2 shows the Pearson Moment Correlation that when Effective communication (R=0.693), innovation (0.863) and employee participation in decision making (R=0.739) are not zero, there exist relationship between leadership styles and employee performance since the coefficients of correlation is close to unitary. The relationship is strong and it is directional positive which means that any tendency to increase qualities of leadership styles on effective communication, innovation and employee involvement in decision making will increase performance of the employees in the organization at 5% level of significant. This implies that the Leadership styles act as a control variable for effective communication, innovation and decision-making process which has significant relationship with employee performance. In other word, leadership styles is a good predictor of employee performance at Dangote Flour Mills Ilorin. Therefore, the null hypothesis is rejected and alternate hypothesis is accepted by posited that there is significant relationship between qualities of leadership styles and employee performance at 95% confidence level.
Ho3: There is no significant relationship between tolerance on rewardand employee performance in dangote flour mills Ilorin Kwara State.
	Table 4.4.3: Pearson Moment Correlations Between Tolerance on rewardand Employee performance

	
	Employee Performance
	
Tolerance on Change

	Employee Performance
	Pearson Correlation
	1
	.982**

	
	Sig. (2-tailed)
	
	.000

	
	N
	132
	132

	Tolerance on Change
	Pearson Correlation
	.982**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	132
	132

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: SPSS Computation, 2025
The result of Pearson Moment Correlation is shown in table 4.4.3, the coefficient (R=0.982) is high above halves and very close to unitary; holding fact that the tolerance on reward is positively related with employee performance. The strong positive relationship between tolerance on change and employee performance indicated that adaptation to organizational reward is a good measure of employee performance in the selected organization and the result is significant at 5% level (p=0.00<0.05). Therefore, the null hypothesis 3 is equally rejected and alternate hypothesis 3 is accepted by posited that there is significant relationship between tolerance on reward and employee performance at 95% confidence level.
4.5 DISCUSSION OF FINDINGS
[image: ]The gender characteristics of the respondents indicates 76 (57.6%) of respondents were males and 56 (42.4%) of respondents were females. The data showed that majority of respondents were males. This finding shows that 30% constitutional gender rule has been strictly followed in the organizationing industry because the margin between male to female ratios is not widen. Therefore, in striving for organizational change in Dangote Flour Mills, males respondents are the majorities thus not more than 15% larger in population than females. The age characteristics of the respondents equally show 32 (24.2%) of respondents below 25 years and 79 (59.8%) of respondents between 26-35 years, 14 (10.6%) of respondents were in age bracket of 31-35 years while 7 (5.3%) are within 35 years and above. This data showed that majority of respondents were actively young in the age bracket of 26-35 years. This shows that the selected organization comprises of active workforce in their early youthful age. This enhance organizational change of the organization. Also, Singled respondents are the major participants in this study and they have full control of organizational change in the selected organization because of their high commitment and low affinity to family responsibilities. The literacy level of the respondents shows 53 (40.2%) of respondents the holders of bachelor degree, 27.3% of respondent holds the master degree, 22% of respondents holds the MPhil certificate while others with professional certificates in organization related courses are 10.6%. This implies that literacy cut across the majority of staff in Dangote Flour Mills to be able to execute positive organizational reward coupled with their long-time experience in the service of the organization.
The study investigates the impact of organizational reward on employee performance at Dangote Flour Mills Ilorin. According to the findings, efficient delivery of the workforce capacity of the organization depends largely on employee development in training and educational programs which yielded positive change in the overall performance of the organization. Finding from hypothesis 1 revealed that employee development is a control factor of employee performance with an indication that r=0.746; implies that there is significant relationship between employee development in training and education program and the organizational performance at 5% level. Finding equally revealed that there are some qualities of leadership styles like, effective communication, innovation and ability of leader to involve employee in decision making as a way of implementing positive reward to improve employee performance. The finding simply put that qualities of leadership styles is tested positive to employee performance which means there is significant relationship between leadership styles and employee performance at 95% confidence level. Other finding revealed that the ability of employee to adapt to organizational changes that is tolerance to reward has significant relationship with employee performance. Tolerance to change also depends on other factors like innovation and embellishment of the new ideas and knowledge in the climax of changes. 48.5% of respondents affirmed to the claim in “Yes” responses in question 14 that the employees are able to adapt to some reward in the organization.   41.7% of respondents disclaim the opinion while 9.8% of respondents are undecided. This implies that the opinion of majorities conceded in the claim is large enough to accept the claim that the organizational reward affects employee performance. All the three hypotheses are rejected and alternate hypotheses are accepted at 5% level of significant.


CHAPTER FIVE
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS
5.1 SUMMARY OF FINDINGS
Base on the finding of this research, a number of factories militate grossly against the public administrators towards achieving effectiveness in the public service. These factors include lack of proper training, lack of motivation, inadequate communication, faulty and frequent posting, and incompetent supervision aid lack of capital among others.
[image: ]It is therefore obvious that the most urgent course of action which is pre-conditioned for effectiveness and efficiency in the entire workforce in the public service. Government most now device measures convincing enough to give public administrations a sense of pride in their work and career to create in a feeling of belonging and foster in them a sense of participating in the task of nation building.
Those can be achieved through the introduction of modern management techniques like management by objectives (REWARD) in the public sector.
Also, it can be safely predicted that civil servants performance can be immensely enriched and enhanced of motorization and communication and to allow personal develop in their hierarchically improving leadership quality.
5.2 CONCLUSION
This research work shows that man is central to any organization. His values are in cemented and self- generated. Therefore, effective management of man (resources) is the hallmark of any successful organization.
However, this research study is not exhaustive enough to proffer solution to the problem facing public service. Therefore, there should be more research on the effectiveness of public administrators in the public service since no research is our exhaustive.
5.3 RECOMMENDATIONS
From the finding of this study it has been revealed that in order to get maximum efficiency from workers of public establishments, a lot of improvements need to be embarked upon by the personnel management especially in the general welfare and working conditions of the staff. Through the management has been trying their best within available economic resources to satisfy their staff, it is pertinent to point out that it appears as if current efforts under prevailing circumstance is still as far cry from workers expectations and needs.
Therefore, the followings may be imperative for the management to create mutually conductive atmosphere within which operate is can successfully lead to achievement of the organizational goals and objectives.
A total review of financial incentive policy with a view to introducing allowance (e.g. end of year bonus, incentive allowance e.t.c) to the public sector to compete with what is obtained in the private sector. This is necessary because of the present feelings among the workers that their earnings from the organizations are not commensurate with the services they render and are not adequate to meet up even their basic physiological/ needs. As the economic situation improves, it is suggested that the organization explores the more liberal use of loans (be it vehicle, housing or contingency) to attract the workers.
It is suggested that promotion in the organization should be based strictly on the principal of performance merit or other justifiable criteria which must be strictly adhered to. This is important because a hardworking worker obviously expects to be appropriately rewarded with promotion. If this is moral is not to be done-penned promotion should not be based on sentiment or nepotism.
Training has been discovered to be an important factor in the motivation of performances. It has been revealed that giving workers the essential needed confidence arising from developed knowledge and the new skill acquisition which are vital to standard performance. It is therefore advocated that the organization training policy should be liberal to all staff.
[image: ]It has also been suggested that the quality of staff welfare workers morals. Delay and inadequacies noticeable should be checked and innovation should be embarked upon to induce workers and staff of the public sector.
It is equally suggested that all the end of every year, get together gathering should be organized by the management Where both the staff and the management interact for better social relationship. This can have far reaching positive psychological effect on the workers especially when some form of prizes goes along the exercise. This gives workers especially the junior staff a good sense of belonging in the organizations
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