
MOTIVATIONASATOOLFOREFFECTIVEMANAGEMENTINPUBLICSECTOR

ORGANIZATION

(ACaseStudyofUniversityofIlorinTeachingHospital)

TABLEOFCONTENTS

CHAPTERONE

INTRODUCTION

1.1 BACKGROUNDOFTHESTUDY

Motivation is a managementtools,managementis veryexciting and

dynamicsdisciplinewhichhasaspecialappealtopeoplewhoaimedatgetting

thingsdoneinaneffectiveandefficientway,theartdefiningmanagementis

howevernoteasy.

Managementcanbeviewfrom differentaspectofmain’sactivitiesinhis

efforttoachievethestatedobjectivetoanorganizationeffectivelyandefficiently

whilesomepeoplehasthetermsthathelpmanagementtooperate,controland

co-ordinateeffectivelyandefficiency.

Motivationisaprocessandmannerinwhichobjectiveofanorganization

areachievethethroughthecombinationsandcoordinationoftheavailable

resourcewhicharemotivationofworktoincreasethelevelofproductivity.

However,for implantation to work out effectively there are some

managementskillneededbymanagerwhichwillassistincarryingouthis/her

dutiesinanorganizationeffectively.



RobertKatzclassifiedskillasbasicofworktohelpmanagerstowork

effectivelyinanorganization.

Inhasbookcalledmanagerialtechniquesandskill(1862)pg63.

i. Technicalskills:-Thisistheabilityofamanagertousetoolsand

procedureandtechniquesinspecializedfield.

ii. Humanskills:-Thisisanabilityofthementalrequireunderstandingand

motivatepeopletoachievethestatedgoals.

iii. Conceptualskills:-Isalso a mentalabilityrequire ofmanagerco-

ordinateandintegratealltheinterestofanorganization.

Finally,thisstudywilllookintomanagementskill,howithashelpedearly

organizationandinourmoderndayswithitusefulnessinstaffmotivationandit

productivityinanorganization.

1.2 STATEMENTOFTHEPROBLEM

Theresearcherinthisresearchworkstatemotivationasasignificanceon

staffperformance,thisresearchworkmadeitknowntousethatmotivationis

veryessentialintheirperformanceofstaff.Ifthestaffarebeenmotivatedbythe

employersappraisalthentowillaffectpositivelytheworkersperformance.

1.3 OBJECTIVESOFTHESTUDY

ThestudyaimsatenlightenthecasestudywhichisUniversityofIlorin

teachinghospitalismotivatingtheirstaffsoastoensureeffectiveworkdone.

However,theresearcherintentionistoencouragetheirstaffbyappraising

theworkerswhenevera workerisgoing wellencouraging subs-workersby



improvinghissalarydeclaringhim asthebestsoasthemakeotherimprovein

theirworkingskilltoo.Theessenceofthisprojectthereforeistoevaluateand

examine the presentmotivationalstrategies available in universityofIlorin

teachinghospitalanditseffectonthepatient.

Motivation as a managementtools,ifwellapplied in organization,

increases productivity and efficiency ofworkerstaffwelfare is a way to

productivitycommitmenttoworkersandimprovementtotheirefficiency.

Theobjectiveofthestudyistohighlightthefollowing:-

1. ThesignificanceofstaffmotivationinUniversityofIlorinteachinghospital.

2. Tohighlightthepresentmotivationalstrategiesavailableiontheschool.

3. Tohighlightthecorrelationbetweenmotivatorworkersproductivityand

efficiency.

4. ToevaluateandexaminetheroleofUniversityofIlorinteachinghospital.

1.4 SIGNIFICANCEOFTHESTUDY

Motivationhasspecialimportanceto theeconomyororganizationof

countryforthefollowingreason:-

1. Supplementyourlongterm objectiveswithshortterm goalsandspecific

action.

2. Makeyourjobadifferentonesetimprovementobjectivesforyourposition

with some imagination you probably can considerably increase your

productivities.

3. Developanareaofexpertise.Buildonyourstrengthsordeveloponeof



yourweaknessintoastrength.

4. Gives yourselffeedback and reward yourselfsetting veritable goods

provides yourwith a standard againstwhich you can measure your

performance.

1.5 SCOPEANDLIMITATIONOFTHESTUDY

The scope ofthe study us the significance ofmotivation on staff

performanceinUITH withtheparticularreferenceofthehospitalwhichthe

researcherseeasthecasesstudy.Studyingwillcoverboththeteachingandnon

teachingstaffofthehospital.

Inanyresearchundertakescertainfactorsorconstraintsmustlimitone’s

inspiration.Themainlimitationencounterwastogetthestaffstocompletethe

questionnairebecausesomeofthestaffwereverybusy.

Secondly,somestaffsdeliberatingrefusedtocompletethequestionnaire

onthegroundthattheymightybereprimandedbysupplyingrelevantanduseful

informationascontainedinthequestionnairesgivenouttostafftocomplete

couldnotbecollected.

Thirdly,financialconstrainthasmadetravelingtootherpolytechnicor

schoolsoutsidesstatesinthefederationdifficult.

Theshouldhaveallowedforcomparablehowworkersarebeingmotivated

bybothboardofdirectorandschoolmanagement.

1.6 DEFINITIONOFKEYTERMS

MOTIVATION:-Thisisthesetofprocessthatmovesormotivateaperson

towardsagoal. Thiscanalsoberegardedasthedrivingforcebywhichwe



achieveourgoals.

STAFF:-This can be regarded as allthe workers employed in an

organizationconsideredasagroup.

ORGANISATION:-Thiscanbedefinedasgroupofpeoplewhoform a

businesstogetherinordertoachieveasparticularaim.

MANAGEMENT:-This can be defined as a socialprocess entailing

responsibilityfortheeffectiveandeconomicplanningandregulationofthe

operativeofanenterprisesforthefulfillmentofagiventasks.

REWARDS:-Thiscanbedefinedassomethinggivenorreceivedinreturn

foraserviceormerit.

PROMOTION:-Thiscanbedefinedastheactivitythatencouragespeople

tobelieveinthevalueorimportanceofsomethingorthathelpssomethingto

succeed.

Discipline:-Thiscanberegardedasthepracticeoftrainingpeopletoobey

rulesandordersandpunishingthem iftheydonot;thecontrolledbehaviouror

situationthatresultsfrom thistraining. Theschoolhasareputation forhis

standardofdiscipline.

SATISFACTION:-Thisisthegoodfeelingthatyouhavewhenyouhave

achievedsomethingorwhensomethingthatyouwantedtohappendoeshappen.

Productivity:-Thismeanstherateatwhichaworkeracompanyorcountry

producesgoodsandamountproduced.Comparedwithhowmuchtimeworkand

moneyisneededtoproducethem.

TRAINING:-Thisistheprocessoflearningtheskillsthatyouneedtodoa



job.

AUTHORITY:-Thisisthepowertogiveordertopeople.Thepeopleoran

organizationwhohavethepowertomakedecisionsorwhohaveaparticular

areaofresponsibilityinacountryorregion.

PERFORMANCE:-Thisishowwellorbadlyyoudosomething;howwellor

badlysomethingworks;

ACHIEVEMENT:-Athingthatsomebodyhasdonesuccessfully,especially

usingtheirowneffortandskill.

COMMUNICATION:-Thisistheactivityorprocessofexpressingideasof

feelingsorofgivingpeopleinformation.

DEVELOPMENT:-Thegradualgrowthofsomethingsothatitbecomes

moreadvanced,strongere.t.c.

CHAPTERTWO

LITERATUREREVIEW

When considering motivators, longevity and effectiveness are important.

Motivators such as fear or incentives have effects that can



be counterproductive or short¬lived. Thus,the use of internal  motivational

factors needs to be considered (Helminger, 1997). "Beecher once said,

'God mademanto gobymotives,and he willnotgo withoutthem anymore than

a boatwithout steam,ora balloonwithout gas.Find out whatmotivatesman,

touch thatbutton to turn the key thatmakes men achieve'"(Helminger,

1997).Because eachorganizationhasa distinctpersonality,managersshould try

and remove barriersfrom theirorganizationthatcause jobdissatisfactionand 

are a detrimenttomotivating employees.Factorssuchascompanypolitics,

unproductive meetings,withholding information,and unfairnesslead to low 

morale and overalljobdissatisfaction (Robbins&Coulter,1996).Recentstudies

have expanded the conceptofemployee motivation beyond jobdesignand 

identified  issues such as motivating  a  diverse  workforce, pay¬for¬

performance programs,and employee stock ownership plans (ESOPs)

(Robbins& Coulter,1996).Some organizationshave managementincentive 

programs under which managers and executive managers pledge to meet

certainMBOsbyyear¬end.Atthe end ofthe period,theirperformance is

measured againstthese MBOsand compensationisgranted according to 

the organization'sresultsofoperationsforthe year.These programswork well

for management;  however, as only a targeted group of employees

are allowed to participate,the overallsuccessisdebatable.

2.2.1 TheConceptofMotivation

Thewordmotivationhasbeenderivedfrom motivewhichmeansanyidea,need

oremotionthatpromptamanintoaction.Whatevermaybethebehaviorofman,

thereissomestimulusbehindit.Stimulusisdependentuponthemotiveofthe

personconcern.Motivecanbeknownbystudyingaperson’sneedsanddesires.



Thereisnouniversaltheorythatcanexplainthefactorsinfluencingmotives

whichcontrolman’sbehavioratanyparticularpointintime.Ingeneral,the

differentmotivesoperateatdifferenttimesamongdifferentpeopleandinfluence

theirbehaviors.Theprocessofmotivationstudiesthemotivesofindividuals

whichcausedifferenttypeofbehavior.

Kreitner(1995),Buford,Bedeian and Linder(1995),Higgins (19940 cited in

Linder(1998)defined motivation as “the psychologicalprocess thatgives

behaviorpurposeand direction ,apredisposition to behavein apurposive

mannertoachievespecificunmetneeds,anunsatisfiedneedandthewillto

achieve,respectively.

Young(2000)alsodefinedmotivationastheforcewithinanindividualthat

accountforthelevel,direction,persistenceofeffortatwork.Halepota(2005)

definitionofmotivationis“aperson’sactiveparticipationandcommitmentto

achievetheprescribedresults”.Halepotafurtherpresentsthattheconceptof

motivationisabstractbecausedifferentstrategiesproducedifferentresultsat

differenttimesandthereisnosinglestrategythatcanproduceguaranteed

favorableresultsatalltimes.”

AccordingtoAntonioni(1999),“theamountofeffortpeoplearewillingtoputin

theirworkdependsonthedegreetowhichtheyfeeltheirmotivationalneedswill

besatisfied.Ontheotherhand,individualsbecomede-motivatediftheyfeel

somethingintheorganizationpreventsthem from attaininggoodoutcomes.It

canbeobservedfrom theabovedefinitionsthat,motivationingeneral,ismoreor

lessbasicallyconcernwithfactorsoreventsthatleadsanddrivescertainhuman

actionorinactionoveragivenperiodoftimegiventheprevailingconditions.

Furthermore,thedefinitionssuggestthatthereistheneedtobean“invisible

force“topushpeopletodosomethinginreturn.Itcouldalsobededucedfrom



thedefinitionthathavingamotivatedworkforceorcreatinganenvironmentin

whichhighlevelsofmotivationismaintainedforthechallengeformanagement

today.Itschallengemayemanatefrom thesimplefactthatmotivationisnota

fixedtraitasitcouldchangewithchangesinpersonal,psychological,financialor

socialfactors.

Forthisresearch,thedefinitionofmotivationbyGreenbergandBaron(2003)is

adopted,asitismorerealisticandsimpleasitconsiderstheindividualsandhis

performance.

GreenbergandBarondefinedmotivationas“thesetofprocessesthatarouse,

direct,andmaintainhumanbehaviortowardsattaininggoals.

Jones(1955)arguesthat“motivation isconcerned with how behaviorgets

started,isenergized,issustained,isdirected,andisstoppedandwhatkindof

subjectivereactionisPresentintheorganizationwhileallthisisgoingon.

2.1.2 ExtrinsicMotivationandEmployees’Performance

Extrinsicmotivationreferstosomeonedoingsomethingbecauseitleadstoa

separableoutcome(Mullin,2010).Extrinsicrewardsmayplayanimportantrole

inboostingtheemployee’sperformanceasPierceandGardner(2004)pointout

that an individual’s self-esteem,formed around work and organizational

experiences,playsasignificantroleindeterminingemployeemotivation.There

arevariouscomponentsofextrinsicmotivationalfactorsandtheyinclude:pay,

bonusprograms,profitsharingandstockoptions(Mullin,2010).

A.Pay

Payreferstotheamountofmoneyprovidedtoworkersfortheaccomplishment



oforganizationgoals(Koch,2008).KreitnerandKinicki(2007)suggeststhatthe

effectivenessofpayasamotivatordependsonanumberofcircumstances,

includingthevalueandneedsofindividualsandtheirpreferencefordifferent

typesoffinancialornonfinancialrewards.ArmstrongandMurlis(2004)further

commented thatpayis importantto people because itis instrumentalin

satisfyinganumberoftheirmostpressingneeds.Itissignificantnotonly

becauseofwhattheycanbuybutalsoahighlytangiblemethodofrecognizing

theirworth,thus,improvingtheirself-esteem andgainingesteem ofothers(Khan,

Farooq & Ullah,2010).Armstrong and Murlis (2004)reflecting on intrinsic

motivationpointedoutthatpayinitselfhasnointrinsicmeaningandacquires

significantmotivatingpoweronlywhenitcomestosymbolizeintangiblegoals.

YinandYang(2012)foundthattheemployeeincentiveofpay,distinctively

impacted on theirperformance.Pay was significantly correlated with job

performance(YinandYang,2012).

B.Bonus

ProgramsBonusprogramsareusuallyrewardsprovidedtoindividualsfortheir

accomplishmentinaparticulartask(Mullin,2010).Thebonusprogram hasbeen

usedindifferentorganizationsforsometimenow.Bonusesarefrequentlyused

in sales organizations to encourage salespersons to generate additional

businessorhigherprofits.Theycanalsobeused,however,torecognizegroup

accomplishments.Indeed,increasing numbersofbusinesseshaveswitched

from individualbonusprogramstoonewhichrewardscontributionstocorporate

performanceatgroup,departmental,orcompany-widelevels(Odell,2005).

AccordingtoYinandYang(2012),smallbusinessesinterestedinlong-term

benefitsshouldprobablyconsideranothertypeofreward.Bonusesaregenerally

short-term motivators.Byrewardinganemployee'sperformancefortheprevious



year,they encourage a short-term perspective ratherthan future-oriented

accomplishments.Inaddition,theseprogramsneedtobecarefullystructuredto

ensuretheyarerewardingaccomplishmentsaboveandbeyondanindividualor

group'sbasicfunctions.

C.ProfitSharing

Profitsharingreferstothestrategyofcreatingapoolofmoniestobedisbursed

toemployeesbytakingastatedpercentageofacompany’sprofits(Yin&Yang,

2012).Theamountgiventoanemployeeisusuallyequaltoapercentageofthe

employee'ssalaryandisdisbursedafterabusinessclosesitsbooksfortheyear

(RajapaksaandRothstein,2009).Thebenefitscanbeprovidedeitherinactual

cashorviacontributionstoemployee'sretirementplans.Abenefitforacompany

offeringthistypeofrewardisthatitcankeepfixedcostslow (Ramey,Ardella

andCarl,2011).

D.StockOptions

Astockoptionreferstoacontractbetweentwopartiesinwhichthestockoption

buyer(holder)purchasestheright(butnottheobligation)tobuyorsell100

sharesofanunderlyingstockatapredeterminedpricetotheoptionseller(writer)

withinafixedperiodoftime(Khan,FarooqandUllah,2010).Stockoptionshave

becomeanincreasinglypopularmethodinrecentyearsofrewardingmiddle

managementandotheremployeesinbothmaturecompaniesandstart-ups.

Employeestock-optionprogramsgiveemployeestherighttobuyaspecified

numberofacompany'ssharesatafixedpriceforaspecifiedperiodoftime

(usuallyaroundtenyears).Theyaregenerallyauthorizedbyacompany'sboard

ofdirectorsandapprovedbyitsshareholders.Thenumberofoptionsacompany

can award to employees is usually equalto a certain percentage ofthe

company'ssharesoutstanding(ParkerandLiz,2001).



2.1.3 IntrinsicMotivationandEmployees’Performance

Intrinsicmotivationreferstodoingsomethingbecauseitisinherentlyinteresting

orenjoyable(YinandYang,2012).Intrinsicallymotivatedagentsdonotonlycare

aboutextrinsicrewards(likemonetarypayments),buttheirmotivationtoworker

harderdependsalsoonfactorssuchastheirself-esteem orselfconfidencein

succeedinginatask(PierceandGardner,2004).Therearevariouscomponents

ofintrinsicmotivationalfactorsandtheyinclude:jobautonomy,professional

growth,leadership,workloadandworkcontentment(YinandYang,2012).

Suchexperiencesareforexamplessignalsbytheorganizationalenvironment

andsignificantothers(PierceandGardner,2004).Otherdeterminantsofan

employee'sself-confidencearejobcharacteristics,suchastaskdifficultyand

complexity,theenvironmentinwhichthetaskisperformed,workquality,quantity

and routine,as wellas creativity and meaningfulness of the work,or

identificationwiththejob(Gardner,2004).

Assuch,themanagementthereforeneedstounderstandwhatrewardsystem

areinvolved to getemployeesgiveoftheirbestand stretch towardstheir

potential.Hatcher,Bleich,Connolly,Davis,Hewlett,andHill(2006)conducteda

studytoidentifybestpracticesformotivatingandretentionoftheoldernursing

workforce(ages45-64).Theauthorsconductedaliteraturereview toexamine

characteristicsoftheolderemployee,definehumanresourcepoliciesaffecting

production,anddiscoverworkenvironmentdesignsthatfosterrecruitmentof

olderemployees.Theauthorsidentified25individualsasexpertsinhospital

employeeretentionaswellasexpertsintheretentionofolderworkers.Ofthe25

experts,13participatedintelephoneinterviews(Hatcheretal.,2006).Ultimately,

these13expertsidentifiedeitherthesameorverysimilarvariablestoincrease

organizationalcommitmentasthoseidentifiedintheliterature(Hatcheretal.,

2006).Jobautonomymayalsoplayaroleinboostingemployees’performance.



A.JobAutonomy

Jobautonomyreferstothewayajobprovidesthefreedom toexpandonthejob

duties and responsibilities to any individualwho was hired to perform it

independentjudgmentanddiscretionrequiredtodothework.Inadditionto

telephoneinterviews,Hatcheretal.(2006)conductedasurveyasameansof

identifyingbestpracticesforenhancingperformanceofolderemployees.Apilot

web-basedemployeesurveywasmadeavailabletomorethan2,000employees

inaPresbyterianNew Mexicohealthcaresystem composedofsevendifferent

hospitals,26ambulatorycareclinics,homehealthcareandhospicesservices.

Thesurveyresponseratewas200%(N=377)anddidnotconcentratesolelyon

olderemployees(Hatcheretal.,2006).Theauthorsrecommendedautonomyas

asolutiontothemotivationofolderemployeesintheoverallfindingstoenhance

theirperformance.Aliteraturereview byMoseley,Jeffers,andPaterson(2008)

examining thesameidentified empowermentorautonomyasasolutionto

increasingworkersperformance.

B.ProfessionalGrowth

Professionalgrowthreferstothefulfilmentcareerresponsibilitiesaspartofthe

employeelearningandskillbuildingovertime(Mullin,2010).Hatcheretal.(2006)

found thatprofessionalgrowth,such as provision ofchallenges,increases

performanceamongolderemployees.Tofurthersupportprofessionalgrowth

andcontinuingeducationasindicatorsforboostingtheworkers’performance,

Tourangeauetal.(2010)foundthatprovisionsofchallengesandsupportfrom

theorganizationforprofessionaldevelopmentoftheemployeepracticeare

importantto employees.The authors reported thatopportunities fornew

challengesareamotivatorforboostingtheirperformance.Itwasalsoreported



thatopportunitiesforprofessionaldevelopment,suchaseducationalofferings,

havethepotentialtoincreaseemployees’performance(Tourangeauetal.,2010).

Manymanagersandconsultantstendtoagreethatprofessionalgrowthisthe

bestincentives in the long run as an intrinsic reward (Pascerella,2007).

Professionalgrowthtendstosustainemployees’performanceinthelongterm

(Gross,2005).InafurtherstudybyShaw andSchneier(2005),professional

growthwasfoundtobeamoreeffectivewaytomotivateateam ascomparedto

monetaryrewards.YinandYang(2012)foundthatapositivecorrelationbetween

professionalgrowthandjobperformance.Moseley,JeffersandPaterson(2008)

recommended professionalgrowth should be enhanced as a means of

continually fostering increased performance (Moseley etal.,2008).Such

interventionswould promoteemployee motivation to givethe bestoftheir

performance.Leadership may also play a role in boosting employees’

performance.

C.Leadership

Leadershipisdefinedasanindividualwhohastheabilitytobringaboutchange

bylookingforpotentialmotivesinfollowers,byseekingtosatisfyhigherneed

and fullyengagethefollowersthroughamutualrelationship to inspirethe

followerstowardstheachievementofthegroup goals(Ma,Lee,Yang and

Change,2009).Tourangeau,Cummings,Cranley,Ferron and Harvey(2006)

suggestedestablishingleadershipthatsharescommoninterestinhisorher

vision,workgroupgoalsandobjectives.Inalaterstudy,Tourangeauetal.(2010)

furthersupportedthepreviousfindingsbysuggestingthatleadershipsupport,as

wellasrelationshipswiththemanager,aremotivatorsforincreasedemployee

performance.Theauthorsalso found thatflexible scheduling isan equally

importantvariable.Basedonthefindingofthisstudy,participantsfeltleaders

who provided flexible scheduling had a positive impact on employee



performance.In mostfocus groups,the leader’s capabilities,motives,and

relationship with the employees affected the employee’s performance

(Tourangeauetal.,2010).

In2009,Ma,Lee,Yang,andChangconductedacross-sectionalstudyinTaiwan.

This study involved fouracute care hospitals and examined employees’

performanceanditscorrelationwithleadershipcharacteristics.Uponapproval

from theinstitutionalethicalcommittees,self-reportedsurveys,developedbythe

researchteam,wereadministeredtotheemployees,withremindersthatthe

questionnaireswerevoluntaryandanonymous(Maetal.,2009).Maetal.(2009)

found thatgood leadership wasthemostsignificantpredictorofintentto

improveperformance.Theauthorsrecommendedthatorganizationsimplement

a good leadership program to improve on employees’performance.Also,

performanceoftheemployeesshouldbeassessedonaregularbasisandthe

leaderstakeactionstoenhancetheemployees’performance(Maetal.,2009).

Workloadmayalsoplayaroleinboostingemployees’performance.

2.3 THEORETICALFRAMEWORK

2.3.1THEORYXANDYOFDOUGLASMCGREGOR

Oneoftheearlyscholarstoresearchintohumanbehaviourinthework

place wase Laste ProfessorDouglas MC Gregor1905 -1084 who was a

professorofindustrialadministrationattheMassachusettsinstitutetheyX

standsonthefollowingcharacteristicfourassumptionbymanager.

1. Employeeinherentlydislikesworkandwheneverpossiblewillattemptto

avoidit.



2. Sinceemployeesdislikeswork,theymustbecontrolledorthreatenedwith

punishmentorachievedesiregoals.

3. Employeeswillshrinkoravoidresponsibilityandseekformaldirection

wheneverpossible.

4. Mostemployeesplacesecurityaboveallotherfactorassociatedwithwork

anddisplaylittleambition.

Thesearethecharacteristicsofautocraticmanagersinorganizationtoday.

Theseassumptionsbythesemanagesarenegativesones.Theseassumptions

were ofthe view thatunless human being in the work place are forced.

Controlledandthreatenedtheywillnotputfaithtothedevelopmentofthe

organization.

Incontracttothosenegativeassumptions,DouglasMcpostulatedyet

anothertheoryknownasRtheoryYfordemocraticmanagersinorganization.

TheseareassumptionofthepositivetheoryY:

1. Expenditureonphysicalaswellasmentaleffortinworkisasnaturalas

playandrest.

2. Employees willalways exercise selfdirection and in the service of

objectivesinwhichtheyarecommitted.

3. Averageemployeescanlearntoaccept,evenaskforresponsibility.

4. Undertheconditionofmodernindustrialized,theactualizedpotentialityof

anaveragehumanbeingisonlypartially,utilized.

5. Committed to objective is a function of reward associated with



achievement.

6. Thecapacitytoexercisearelativelyhighdegreeofingenuity,imagination,

credibilityin the solution to organization problems is widelybutnot

narrowlydistributed.

Ademocraticmanagerinourorganizationtodayupheldtheseassumption

evenprofessionDouglasMcGregorhimselfsupportedtheseassumptionasthe

mostacceptabletheorydominatedbythelowerorderneeds.

2.3 ABRAHAM H.MASLOW HERARCHYOFNEEDS

Oneoftheearlyscholarsofmotivationaltheorieswas,apsychologist

Abraham,Maslow.Heviewshumanneedsinanhierarchyform orinaseconding

ordescendingorder,thatistosaywhatmanneedsascendfrom thelowest

highestanddescendfrom ahighesttothelowest.Healsoconcludedthatas

soonasonesetofneededissatisfiedisnolongermotivators.

A. Physiologicalneeds

Theseareneedsforsustaininghumanlifesuchasfood,clothing,shelter,

sleepandotherbodilyneeds.

B. Securityneedsorsafetyneeds

Thesearetheneedstobefreeofphysicaldangerandofthefearof

loosingajob,propertyfoodorshelter.

C. AffiliationofAcceptanceneeds



Theseincludeaffection,belongings,specialactivities,friendship.Thisis

bornebythefactthathumanbeingaresocialbeingsandthereforeneedto

interactsociallywithoneanother.

D. Esteem needs

These we have internaland externalfactors internalfactors are self

respect,autonomy,achievement. Theexternalfactorsontheotherhandare

status,recognitionintheeyesofpeopleandattention.

E. SelfActualizationneeds

Maslowregardstheseasthehighestneedinhishierarchy.Itisthedesire

tobecomewhatoneiscapableofbecomingtomaximizeonespotentialandto

accomplishsomething.

2.5 DCMCCELLANCEACHIEVEMENTMOTIVATIONTHEORY

David C.Mccelland wasalso oneofearlyscholarswho carried out

researchonmotivation.

Hisworkwasoriginatedfrom investigationcarriedoutintotherelationship

betweenhungerneedandimaginaryoffoodprocesses.Hethenidentifiedthree

arousalbasedandsociallydevelopedmotive.

1. Affiliation(n-AFC)

2. Power(n-pow)

3. Achievement(n-Ach)

Thethreearousalintheachievementofmotivationaltheorycorrespond

with the Abraham Maslow Hierarchy ofneeds oflove,esteem and self



actualization.

Theintensityofaffiliation,powerandachievementvariesfrom individualin

organizationforinstancemanagerswilltendtowardshigherachievementneed

thanforhim tosticktoanaffiliation.Thistheoryhasreceivedaworld–wide

acceptancelookingatthen–ACH,managercanplantrainingforworkersin

orderforhim toachievehisneed.

Someleaders,nomatterhardworkingtheymaybe,nomatterachievement

theymightymadewiththeorganization,theyarenotgoingtothecompensated

bymotivation.Theapplicationofmotivationinanyorganizationisbasicallyrest

withthetypeofleaderavailableintheorganization.

2.7.1THEAUTHORITARIANLEADERSHIPSTYLE

Thistypeofleadershipisauthoriantarianinnature. Thisiswherethe

focusofpoweriswiththemanager. Heexercisedecisionmakingaloneand

authorityfordeterminingpolicy,proceduresforachievinggoodse.t.care,vested

inthehandoftheauthorianalmanger,thistypeofleaderdoesnotlistentothe

needandaspirationofworkerstotheextentofsomeincentivestothem.

2.7.2 DEMOCRATICLEADERSHIPSTYLE

This is where they focus more with the group as workers in the

organization.Thereisinteractionbetweenthemanagersandhissubordinates.

Thefunctionsofthedemocraticleadersaresharedwiththemembersofthe

organization unlike the autocraticleaderswho exerciseallpowersand the

functionintheorganization.Thegroupmembershavegreatestsayinginthe

policymakingprocess,determinationofpolicyimplementation.Withthistypeof

leaderswhoallowedmemberstocontributetothedecisionmakingprocessof

theorganizationwillbeabletoexpresstheirfeelingtotheirmanagerandwill



certainlylistentotheneedsandviews.

CHAPTERTHREE

RESEARCHMETHODOLOGY

3.1 INTRODUCTION

Differentmethodsareusedinconductingthisresearch.Themethodsare

primarysourceandsecondarysources. Theprimarysourceistheinterview

methodusedbecauseitgivesalltherelevantinformationneededtocomplete

thiswork.Moreso,itisquiteeasyandpreciseintheseethatquestionsare

askeddirectlyandanyquestionsnotproperlyansweredcouldbeaskedagain.

Allquestionthatweredirectlyandanyquestionnotproperlyansweredcouldbe

askedagain.Allquestionwereaskedwerebasedonthetopic.



Thesecondarysourceincludesthedocumentationandalsorelevanttext

book.

3.2 RESEARCHDESIGN

Research hypothesis ifproperly institutionalized willputan end to

industrialconflictinUniversityofIlorinteachinghospital

Ho–Nullhypothesis

H1–Alternatives

H2 -Thatcollectivebargaining,ifpropertyinstitutionalizedwillnotputan

endtoindustrialconflictinUniversityofIlorinTeachningHospital.

ResearchQuestion

1. Whatisthebestmethodofresolvingconflictinanorganization.

3.2 POPULATIONSAMPLINGANDSAMPLE

Thepopulationsaddlewithresponsibilityofcarryingoutpersonnelduties

inanorganizationisbelievedbytheresearchtobetheappropriatetargetgroup.

Thebasicadvantageofthepopulationisthatbytheirstatusandexperiencetheir

respondstothequestionnaireadministeredwillproduceunbiasedandrealistic

responses.

3.4 METHODOFDATACOLLECTION



Sincethepurposeofthisresearchworkistodetermineofcollective

bargainingasfoodforresolvingindustrialconflictshasbyimpactinthemadeof

sellingconflictinUniversityofIlorinteachinghospital.Thevariousresponses

from the administrative questionnaire willbe used in analyzing them data

collectedfrom the,membersofstaffofthecompanypersonaintergvewould

alsobeconductedsoastobeabletogathertheneedinformationfrom thestaff

ofUniversityofIlorinteachinghospital. Thismethodrepresentstheprimary

meansofdatacollectedfrom magazineandtextbookthatcontainrelevance

informationonthesubjectmatter,relevantjournalswerealsoreferredtothese

twodatasourcewillonlybeusedbecauseoftimelimitallowonthisstudy.

3.5 METHODOFDATAANALYSIS

Forthisresearchwork,responsesfrom thequestionnairewereevaluated

throughstatisticalpackageforsocialscience(SPSS). Thisprovideforchi-

squaresimpletablecrosstabulationandpercentagechi-squareisafactwhich

estabntetheliokehoodthatanobservedresultduetocharge.

Itisusedtofindoutwhetheraresultwhichisobserved,ifthesamplecan

beconsideredasaresultwhichexistinthepopulationfrom whichchi-square

formular

X2=(O-E)2

E

Whereo=Observedvalue

E=Expectedvalue

X2=Chi-square



=Summation

Thedegreeofrandom =(n-1)(m-1)

Wheren=numberofrow

M =numberofcolumn

E=Expectedvalue=row(totalxcolumntotal)=RTXCE

Grandtotal GT

RejectionregionX2>X2,wheredf–(n-1)(m-1)using5%m levelofsignificance.

3.6 TESTINGVALIDITYANDDEVALIDITYOFDATAINSTRUMENT

Thehypothesiswastestedwithsanonparameterstastic7m chi–square

(x2)



CHAPTERFOUR

DATAPRESENTATION,ANALYSISANDINTERPRETATION

4.1 INTRODUCTION

Therewerefifty(50)questionnaireadministeredonimpactofmotivation

onorganizationperformancewhichwerefilledandreturnedaccordingly.

Theresearcheradoptedbothprimaryandsecondarymethodasmeansof

obtainingdataforthisresearchstudy.

Asearliermentioned,theprimarysourceoftheresearchisbasedonthe

administrationofquestionnaireandobservationmethodsinordertoobtainthe

necessarydata.

4.2 DATAPRESENTATION,ANALYSISANDINTERPRETATION



Analysisofalldataandrelevantinformationcollectedforthisstudywas

dividedintotwo(2)differentpartsasfollows:

1. Analysisofdemographiccharacteristics:Thiswascarriedoutonpersonal

dataofindividualrespondents.Relevantdataanalysistoolsliketablewere

usedtopresentsuchcharacteristics.

2. TestofHypothesis:The hypothesis formulated earlierwillbe tested

throughtheuseofresponsesfrom questionnairecollected.

DEMOGRAPHICCHARACTERISTICSOFRESPONDENTS

Thissectionpresentsthedemographicstatisticsofrespondents.One

hundred and sixty seven (167) questionnaires were administered,dully

completedandreturned.

The detailed analysis of the demographic characteristics of the

respondentsisthereforepresentedbelow:

Table4.1:GenderDistributionofRespondents

Gender Frequency Percentage

Male 35 70

Female 15 30

Total 50 100



Source:FieldResearch,2022

Thedatapresented inthetable4.1 aboveshowsthatthirty-five(35)

respondentsweremalesrepresenting70% ofthetotalnumberofrespondent

whilefifteen(15)werefemalerepresenting30%.Thisimpliesthatmajorityofthe

respondentsaremales.

Table4.2:AgeDistributionofRespondents

Age Frequency Percentage

18–23years 5 10

24–29years 15 30

30–35years 15 30

36–41years 10 20

42yearsabove 5 10

Total 50 100

Source:FieldResearch,2022

Consideringtheabovetable,itwasobservedthatfifteen(15)respondents

representing10%werebetweenagerange15–23years,fifteen(15)respondent

representing 30% were between 24 – 29 years,fifteen (15)respondents

representing30%werebetweenagerangeof30–35years,ten(10)respondents

representing20% werebetweenagerangeof36– 41years,whilefive(5)



respondentsrepresenting10%werebetweenagerangeof42yearsandabove.

Table4.3:MaritalStatusDistributionofRespondents

MaritalStatus Frequency Percentage

Single 22 44

Married 25 50

Divorced 3 6

Total 50 100

Source:FieldResearch,2022

Itwasobservedthattwenty-two(22)respondentsrepresenting44%were

single,whiletwenty-five(25)respondentsrepresenting50% weremarriedand

three(3)weredivorced.Thisimpliesthatmajorityoftherespondentsaremarried.

Table4.4:EducationalQualificationofRespondents

EducationalQualification Frequency Percentage

SSCE 3 6

NCE/OND 10 20

B.Sc/HND 20 40

MBA/Ph.D 10 20

Others 7 14

Total 50 100

Source:FieldResearch,2021

From the above table,itwas observed thatthree (3)respondents

representing6%wereSSCEholder,ten(10)respondentsrepresenting20%were



NCE/OND holder,twenty(20)respondentsrepresenting40% wereB.Sc/HND

holder,ten(10)respondentrepresenting20%wereMBA/HNDholderwhileseven

(7)respondentsrepresenting14%wereothersholder.

This implies thatthe firm has more ofB.Sc/HND holderthan other

qualification.

Table4.5:HowlonghaveyoubeenworkingwithUITHIndustries?

Responses Frequency Percentage

0–2years 5 10

3–5years 25 50

6–8years 15 30

9yearsabove 5 10

Total 50 100

Source:FieldResearch,2022

From theabovetable,itwasobservethatfive(5)respondentsrepresenting

10%havebeenwiththeorganizationfortheperiodof0–2years,whiletwenty-

five(25)respondentsrepresenting50%havebeenwiththeorganizationforthe

periodof3–5years,fifteen(15)respondentrepresenting30%havebeenwith

the organization forthe period of6 – 8 years and five (5)respondents

representing10%havebeenwiththeorganizationfortheperiodof9yearsand

above.



SECTIONB

Table4.6:Motivationisimportantforemployeeefficiency

Responses Frequency Percentage

Stronglyagreed 30 60

Agreed 10 20

Undecided 0 0

Disagreed 5 10

Stronglydisagreed 5 10

Total 50 100

Source:FieldResearch,2022

Table6showsthat60%ofrespondentsofKAM Industriesstronglyagreed

thatmotivationisimportantforemployeeefficiency,while20% agreed,10%

disagreedthatmotivationisimportantforemployeeefficiencywhile10% also

stronglydisagreedthatmotivationisimportantforemployeeefficiency.



Table4.7:Workersputin theirbestwhen theyareplaced on littleorno

supervision

Responses Frequency Percentage

Stronglyagreed 35 70

Agreed 10 20

Undecided 0 0

Disagreed 5 10

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Dataanalysisfortable2indicatethat70%ofrespondentsstronglyagreed

thatworkersputintheirbestwhentheyareplacedonlittleornosupervision,

20%ofrespondentsagreedthatworkersputintheirbestwhentheyareplaced

onlittleornosupervisionwhile10%disagreethatworkersputintheirbestwhen

theyareplaceonlittleornosupervision.



Table4.8:Motivationisimportantforemployeeefficiency

Responses Frequency Percentage

Stronglyagreed 35 70

Agreed 10 20

Undecided 0 0

Disagreed 5 10

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Theabovetableindicatesthat70% ofrespondentsstronglyagreedthat

wellmotivatedstaffhaveapositiveattitudetowardworks,20% respondents

agreedthatwellmotivatedstaffhaveapositiveattitudetowardworkwhile10%

respondentsdisagreedthatwellmotivatedstaffhavepositiveattitudetoward

work.

Table4.9:Whatistheturnupofthestaffwithoutmotivation

Responses Frequency Percentage

Stronglyagreed 0 0

Agreed 5 10

Undecided 0 0

Disagreed 35 70

Stronglydisagreed 10 20

Total 50 100

Source:FieldResearch,2022



Dataanalysisfrom table9showsthat10%respondentsagreedthateven

withoutmotivation some workers stillputin theirbest,70% respondents

disagreedthatevenwithoutmotivationsomeworkersstillputintheirbestwhile

20%respondentsstronglydisagreedthatevenwithoutmotivationsomeworkers

stillputintheirbest.

Table4.10:Rewardinggoodworkandexcellentperformancecancontributeto

moreexcellentandhealthycompletionamongworker

Responses Frequency Percentage

Stronglyagreed 35 70

Agreed 10 20

Undecided 5 10

Disagreed 0 0

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Thetable10aboveshowsthat70% respondentsstronglyagreedthat

rewardinggoodworkandexcellentperformancecancontributetomoreexcellent

andhealthycompletionamongworkers,20%respondentsagreedthatrewarding

goodworkandexcellenceperformancecancontributetomoreexcellentand

healthycompletionamongworker,while10%respondentswereundecided.

Table4.11:Hospital,staffclubs,staffquarters,cafeteriasetc.Areimportantif

aworkermustperform well



Responses Frequency Percentage

Stronglyagreed 20 40

Agreed 30 60

Undecided 0 0

Disagreed 0 0

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Regardinganalysiswhetherhospitals,staffclubs,staffquarters,cafeterias

etc.areimportantifaworkermustperform well,40% respondentsstrongly

agreedtothatwhile60% respondentsagreedthathospitals,staffclubs,staff

quarters,cafeteriasetc.areimportantifaworkermustperform well.

Table4.12:TheorganizingofChristmas/Easter/Sallah/EndoftheYearPartyis

goodandhelpstoencourageworkersperformance

Responses Frequency Percentage



Stronglyagreed 0 0

Agreed 40 80

Undecided 0 0

Disagreed 10 20

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Table 12 shows that80% of respondents agreed to the organizing of

Christmas/Easter/Sallah/EndoftheYearPartyisgoodandhelpstoencourage

workersperformancewhile20% ofrespondentsdisagreedtotheorganizingof

Christmas/Easter/Sallah/EndoftheYearpartyisgoodandhelpsencourage

workersperformance.

Table4.13:Salariescommitmenttosupervisorsandpeersandjobsecuritycan

increaseworkersefficiency

Responses Frequency Percentage

Stronglyagreed 0 0

Agreed 35 70

Undecided 0 0

Disagreed 15 30

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Thetableaboveindicatesthat70% respondentsagreed thatsalaries,

commitmenttosupervisorsandpeersandjobsecuritycanincreaseworkers



efficiency while 30% respondents disagreed thatsalaries commitmentto

supervisorandpeersandjobsecuritycanincreaseworkersefficiency.

Table4.14:Interpersonalrelationshipbetweentopmanagementandworkers

shouldbeencouraged

Responses Frequency Percentage

Stronglyagreed 40 80

Agreed 0 0

Undecided 0 0

Disagreed 10 20

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

The above table shows that80% respondents strongly agreed that

interpersonalrelationship between top managementand workersshould be

encouragedwhile20% disagreedthatinterpersonalrelationshipbetweentop

managementandworkersshouldbeencouraged.

Table4.15:Favourism onthepartoftheCEOorMDcancontributetomuch

productivity

Responses Frequency Percentage

Stronglyagreed 10 20

Agreed 30 60

Undecided 0 0



Disagreed 10 20

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Theanalysisintable10indicatethat20% respondentsstronglyagreed

favourism onthepartoftheCEOorMDcancontributetomuchproductivity,60%

respondentsagreedthatfavourism onthepartoftheCEOorMDcancontribute

tomuchproductivitywhile20%respondentsdisagreedfavourism onthepartof

theCEOorMDcancontributetomuchproductivity.

shouldbeestablishedencouragedandpromoted

Responses Frequency Percentage

Stronglyagreed 35 70

Agreed 0 0

Undecided 0 0

Disagreed 0 0



Stronglydisagreed 15 30

Total 50 100

Source:FieldResearch,2022

Table 16 analysis shows that70% respondents stronglyagreed that

groupsthatfightforstaffwelfarewithinanorganizationshouldbeestablished,

encouraged and promoted while 30% respondents strongly disagreed that

groupsthatfightforstaffwelfarewithinanorganizationshouldbeestablished,

encouragedandpromoted.



Table4.17:Workerswelfareshouldbeparamountissueofconcerntotop

management

Responses Frequency Percentage

Stronglyagreed 35 70

Agreed 15 30

Undecided 0 0

Disagreed 0 0

Stronglydisagreed 0 0

Total 50 100

Source:FieldResearch,2022

Theabovetableindicate70% respondentsstronglyagreedthatworkers

welfareshouldbeparamountissueofconcerntotopmanagementwhile30%

respondentsagreedthatworkerswelfareshouldbeparamountissueofconcern

totopmanagement.

4.3 DISCUSSIONOFFINDING

Beforethedatawasanalyzed,itwascertifiedreliablebyusingtestrate

method.Thehypothesisformulatedwerenow testedtoseeiftheyshouldbe

upholdfrom theresultberejected.Inve

storsinordertocriticallyanalyzetheimpactofmotivationonorganization

performance in orderto determine the liquidityand profitabilitylevelofa

companybeforetakinganymanageraretoensurethatusedsothatpotential

investorscanbeattracted.



CHAPTERFIVE

SUMMARY,CONCLUSIONANDRECOMMENDATION

5.1 SUMMARYOFFINDINGS

Theprojectworkhasbeenabletolookintothemanagementofmotivation

inanorganization,theimpactofmotivationonorganizationperformancesthe

datahavebeenpresented and analyzed.Thehypothesishaveequallybeen

testedandresultobtained.

Firstly,thestudyhasattemptedtoexaminetheimpactofmotivationon

organization performance to identifyand evaluate the benefitofemployee

motivationinKAM IndustriesNigeriaLimited,toexaminetheapproachesto

motivationandtoexaminetherelationshipbetweenmotivationandemployee

performance.

Secondly,theresearchstudyachieveditsobjectiveanddiscoveredthe

following findings that,there is significantrelationship between employee

motivation and employee efficiency,the study discovered thatemployee

motivationhavesignificantimpactontheorganizationperformance.Lastly,the

studynotedthatorganizationinNigerianeedsmotivationasamanagement

approachtoachieveorganizationperformance.

Since motivation will influence workers to be committed to the

organizationandthistendtoincreaseworkersperformanceandinturnincrease

organizationperformance.Belowaresomeofthefindingsfrom theanalysis.

The study has attempted to examine the impactofmotivation on

organizationperformanceto identifyand evaluatethebenefitsofemployee

motivationinKAM IndustriesNigeriaLimited,toexaminetheapproachesto



motivationinKAM IndustriesNigeriaLimitedandtoexaminetherelationship

betweenmotivationandemployeeperformance.

However,theresearchstudyachieveditsobjectiveanddiscoveredthe

followingfindings.

 There is significant relationship between employee motivation and

employeeefficiency.

 Thestudydiscoveredthatemployeemotivationhavesignificantimpacton

organizationperformance.

 The study noted thatorganization in Nigeria need motivation as a

managementapproachtoachieveorganizationperformance.

Thus,itwas gathered thatthere is significantrelationship between

motivationandorganizationperformancesincemotivationwillinfluenceworkers

to be committed to the organization and this tend to increase workers

performanceandinturnincreaseorganizationperformance.

5.2 CONCLUSIONS

ThisstudyrevealsthatworkersmotivationalprocessesinKAM Industries

(Nig)Limitedhaveundergonetremendouschangesincetheorganizationwas

established.Someofthesechangeswereessentialforitsgrowthandtomakeit

adjustto the changing economic socio-politicalevolution ofthe country.

However,theemployeesseem tohaveundergoneatrauma,themajortraumatic

experienceislinkedwiththetreatofretrenchmentofworkers.Reasonbeendue

to the new globalpositioning processes and implementation of same

managementstyleestablishinEuropeinNigeriaaswellasthenew common

practiceoforganization,castigationofmanagementpersonnelwhoarenotin



anypositiontodefendthemselves.

Theseeminglossofoneofthemostcherishedandenviedhallmarksof

theorganizationjobsecurityandtheuncertaintiesaboutwagesandsalaries

would appearto have greatlyaffected the workers morale.Undersuch a

condition,workerscannotvivetheirbestandexpectedreturnoroutputfrom the

job.Themanagementwouldnow needtotakeanurgentsteptolookintothe

problemsiftheemployeesaretoachievetheirstatedobjectivesbymotivating

them to commit themselves towards the attainment of organizational

performance.

5.3 RECOMMENDATIONS

Inlightofthefindingsinthisstudy,thefollowingrecommendationsare

necessary:

 Organizationshouldadoptmotivationasameanstowardstheattainment

of organizationalperformance. The organization should encourage

initiativeandcreativitybyallowingforsomeflexibilityinapplicationof

rulesandregulation.Toomuchrigidityinapplyingtherulesmayconstitute

asetbackinmoderngrowthoftheorganizationanddampeninitiativeand

creativity.

 Organization should motivatesworkersto achieve theirorganizational

performance.TheCEOshouldestablishanadequatemotivationalunitin

theorganizationwhosemainfunctionwillbetomonitorandpromotethe

moraleboostingactivitiesintheorganization.Suchaunitshouldcarryout

studiesonthewelfareoftheworkerscomparetosimilarorganization,and

makeavailabletheirfindingsadataforplanningandimplementingof

rewardsystem intheorganization.



 Organization should adoptmotivation as a managementapproach to

achieveorganizationalperformance.Effortsshouldbegearedatwork

enrichmentforthestaffinthevariouscadres,andmoreopportunityfor

decision-makingshouldbegiventosupervisors.
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APPENDIX

DepartmentofPublicAdministration

InstituteofFinanceandManagement

Studies(I.F.M.S)

KwaraStatePolytechnic,Ilorin

P.M.B.1375,

Ilorin,KwaraState.

DearSir,

Iam afinalyearstudentoftheDepartmentofBusinessAdministration,

KwaraStatePolytechnic,Ilorin.

AspartoftheconditionsfortheawardofNationalDiploma(ND)Iam

conductingastudyontheImpactofMotivationonOrganizationPerformance.

Ishallbeverygratefulifyoucoulddomeafavourbycompletingthe

attachedquestionnaireasobjectivelyaspossible.Pleasebeassuredthatany

informationgiveninthisregardwillbetreatedconfidentiallyandusedonlyfor

thepurposeofthisacademicexercise.

Thanksforyourunreservedassistance.

Yoursfaithfully,



QUESTIONNAIRE

SECTIONA:SOCIO-ECONOMICANDDEMOGRAPHICDATA

1. Gender:Male( )Female( )

2. Age:18–23( )24–29( )30–35( )36–41()42andabove( )

3. EducationalQualifications:SSCE( )NCE/OND( )B.SC/HND( )

MBA/PH.D( )Others( )

4. HowlonghaveyoubeenwithKAM Industries(Nig)Limited?0–2years( )

3–5years( )6–8years( )9yearsandabove( )

5. MaritalStatus:Single( )Married( )Divorced( )

SECTIONB

1. Motivationisimportantforemployeeefficiency.Strongly agreed( )

Agreed( )Undecided( )Disagreed( )Stronglydisagreed( )

2. Workersputintheirbestwhentheyareplacedonlittleornosupervision.

Stronglyagreed( )Agreed( )Undecided( )Disagreed( )Strongly

disagreed( )

3. Wellmotivated staffshaveapositiveattitudetowardswork.Strongly

agreed( )Agreed( )Undecided( )Disagreed( )Stronglydisagreed

( )

4. Evenwithoutmotivation,someworkersstillputintheirbest.Strongly

agreed()Agreed()Undecided( )Disagreed( )Stronglydisagree( )

5. Rewardinggoodworkandexcellentperformancescancontributetomore



excellentandhealthycompetitorsamongworkers.Strongly agreed( )

Agreed( )Undecided( )Disagreed( )Stronglydisagreed( )

6. Hospitals,staffclubs,staffquarters,cafeteriaetc.areimportantifa

workermustdowell.Strongly agreed( ) Agreed( )Undecided()

Disagreed()Stronglydisagreed()

7. TheorganizingofChristmas/Easter/Sallah/endoftheyearpartyisgood

andhelpstoencourageworkersperformance.Stronglyagreed( )Agreed

()Undecided()Disagreed( )Stronglydisagreed( )

8. Salaries,commitmentto supervisors and peers and job securitycan

increaseworkersefficiency.Stronglyagreed( )Agreed()Undecided()

Disagreed()Stronglydisagreed()

9. Interpersonalrelationshipbetweentopmanagementandworkersshould

beencouraged.Stronglyagreed()Agree()Undecided()Disagreed( )

Stronglydisagreed()

10. Favourism onthepartoftheCEO/MDcancontributetomuchproductivity.

Strongly agreed( )Agree()Undecided( )Disagreed( )Strongly

disagreed()

11. Groups thatfightforstaffwelfare within an organization should be

established,encouragedandpromoted.Stronglyagreed( )Agreed( )

Undecided( )Disagreed( )Stronglydisagreed( )

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

management.Stronglyagreed( )Agreed( )Undecided( )Disagreed

( )Stronglydisagreed( )




