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CHAPTER ONE
1.0	INTRODUCTION 
1.1	BACKGROUND TO THE STUDY 
	In all organizations, whether they operate in the private or public sector, there is an increasing awareness that employees are the most important asset towards the achievement of organizational effectiveness. In this regard, organizations are concerned with how to motivate workers, make them committed and ensure their job satisfaction in order to accomplish organizational goals.
	Motivation means “to move” and it is derived from the Latin word mover. It is “the state of an individual’s perspective which represents the strength of his/her propensity to exert toward some particular behaviour”. 
	Gibso (1980) motivation is an internal force which stimulates, regulates and upholds a person’s more important actions. Its existence and nature is deduced from observation and experience of behaviour. By using motivation as a tool, a manager can effectively blend organization and individual goals.
	Terry and Franklin (1987) explained motivation as “the need or drive within an individual that drives him/her towards goal – oriented action. Appleby (1981) defined motivation as the way urges, aspiration, drives and needs human beings direct, control and explain their behaviours. 
	Motivation and job satisfaction are management principles used by managers in influencing their subordinates in order to be productive in their performances.
	While job satisfaction on the other hand, refers to a feeling of contentment experienced by someone whose performance has been recognized through performance appraisal as commensurate with what is expected of him. Therefore, if an employee is well motivated by recognizing his/her performances the employee will derive job satisfaction.
	Scientific management assumes that an employee is an emotional being and emphasizes the importance of encouraging cohesive work groups in which each worker has a sense of belonging. It is recognized that people possess. 
(i) Potential for Development 
(ii) Capacity for assuming responsibility 
(iii) Readiness to direct behaviour towards organizational goals 
It is therefore, the basic function of a manager to create an environment which helps people recognize and develop these human characteristics through motivation. A manager is required to comprehend human behaviour in order to utilize motivation as an instrument to increase organizational productivity.
	Motivation is a general term applying to the entire class of drives, desires, needs, wishes and similar forces. To say that management or managers motivate their subordinates is to say they do things which they hope satisfy those drives, desires and induce the subordinates to act in a desired manner. 
	Also, it is the responsibility of the manager to provide an environment conducive to performance, but staff motivation is the responsibility of the individual themselves (Weihrich and Koont, 2003).
	Individual behaviour is determined by what motivates him. Their performance is a product of both ability level and motivation, so if the managers must achieve the goals and objectives of his organization satisfactorily he has to motivate his subordinates, and also he must attempt to know the needs and expectations of his subordinates if he is to influence their behaviours and performance at work.
	According to (Rebis Likert (1967) every aspect of organization activities is determined by the competence. Motivation and the general effectiveness of its organization, of all the task of management, managing the human component is the central and most important task because all depends on how well it is done.
	The logical reasoning from the above therefore, is that the employees of the organization must be taken care of in a way as to ensure that they give their best to the realization of accepted goals.  

1.2	STATEMENT OF THE PROBLEMS 
	The statement in this study is to find out or establish a fact whether the employees or workers in the ministry of finance, Asaba, Delta State are well motivated, whether they are satisfied  or dissatisfied with their job. 
	Thus, the challenge of management including ministry of finance, Asaba is  how to ensure the employees better commitment. The problem of how to motivate employees or workers towards commitment and job satisfaction remains a management task which this study set out to undertake.
1.3	PURPOSE OF THE STUDY 
	The purpose of the study is focused on the effect of motivation on job satisfaction in the ministry of finance, Asaba. Other objectives include the following:
(i) To identify whether workers are properly motivated in ensuring greater productivity and job satisfaction 
(ii) To offer comprehensively, the meaning of motivation and its disability in accomplishing task effectively and satisfactorily. 
(iii) To determine the need for motivation and various ways of motivating employees. 
(iv) To determine the impact of motivation on workers moral and output 
(v) To ascertain the emphasis on rewarding employees for better performance. 
1.4	RESEARCH QUESTIONS 
The research questions for this study include:
(i) Are workers properly motivated in order to ensure productivity and job satisfaction 
(ii) Does motivation have impact on workers moral and output?. 
(iii) Does your ministry emphasis much on rewarding employee for excellent job performance. 
(iv) Dose present salary motivate staff towards achieving organizational goals

1.5	RESEARCH HYPOTHESIS 
The following are mapped out for the study:
(i)	Ho:	Dose your Ministry emphasize much on rewarding employees  for excellent o performance
(ii)	Ho:	Dose your Ministry emphasize much on rewarding employees for excellent job performance,

1.6	METHODOLOGY 
	The study shall be a sample survey. The data will be largely the primary types and the main source shall be the selected respondents through the questionnaires. The study shall be restricted to ministry of finance, Asaba. 
	The respondents shall include both senior and junior staff of ministry of finance. A stratified sampling procedure will be used in selecting the sample for the study.
1.7	SIGNIFICANCE OF THE STUDY 
	The significance of the study is to look at motivation and job satisfaction of the employees through the various stakeholders like staff, management, training etc.
	In view of this fact, the primary interest of management and staff of the ministry of finance, Asaba is to place much emphasis or regards on its employees as its greatest asset and in respect of this, take adequate care of its workers. 
1.8	SCOPE OF THE STUDY 
	The study is carried out in  the ministry of finance, Asaba. 
 The staff of the ministry in  the various departments are used. 
1.9	LIMITATION OF THE STUDY 
	In the course of this research work, there were some constraints. some of the members of the staff approached were  skeptical about the exercise because most of them give different meaning to the questions asked.  Also, money and lack of adequate time is another constraint in this study.
1.10	DEFINITION OF TERMS 
	Management 
	This is the process of planning, organizing Directing, controlling and co-ordinating man, materials, machine and money for the purpose of optimum achievement in an organization. However, for the purpose of this study, management is referred to as a group of people that is, the executive organ of the company, responsible for carrying the above function.
Job Satisfaction 
It is that which induces a positive action on the part of the employee 
 DEFINIATION OF THE TERM 
Motivation 
Some scholars see motivation as an inner state that energizes, activates, moves and direct or channels behaviour towards achieving Organizational goals.  It is the willingness to extend energy towards achieving a goal or rewards. 
This is the way of influencing, stimulating a person to take action that will accomplish desired goal.





CHAPTER TWO
2.0	LITERATURE REVIEW 
2.1	INTRODUCTION 
	Generally speaking, there exist various theories of motivation and job satisfaction in the literature. Thus, the common wisdom concerned and interest in motivation by both individual and occupational psychologists as well as management scientists, is perhaps anchored on the fact that people do not only need to be led but also be motivated for the role accomplishment and work satisfaction, while recognizing the fact that there is no single universally accepted definition of motivation. However authorities in the field of management have given various definitions and understanding in the subject matter.
	Albanese R. (1988) defined motivation “as a human process that activates, directs sustains and stops behaviour”. As a human process motivation is a human-initiated phenomenon, which shows some positive actions or desired  behaviour from people (employees). 
	Monday, Holmes and Flippo (1980) defined motivation. “as the process of influencing to stimulating person to take action that will accomplish desire goals”. 
	Allison (1957) defined motivation “as a concept that has to do with the analysis of the various factors which incite and direct an individual action’’.
	Beach, D.S. (1990) argues that motivation is derived from “motive”. Motives are the main springs of action in people. He defined motivation as a “willingness to expand energy to achieve a goal or reward”. Thus, the way a person behaves to  a large extent is a function of motivation. That is, his desire to fulfill certain needs depends on his motivational inputs. The work behaviour of individuals or employees either good or bad, must be viewed in part, as the consequences of the motivation of the  individual in question.
	According to Frederick Taylor (1911) in his theory scientific management, believe that the average worker is a rational, economic, political, social and individualistic entity and that economic reward moves people to work hard.
	Frederick Taylor is of the opinion that the workman will  have work great enthusiasm and satisfaction both to the employees and himself when such an employee is given a specific task to perform in a given time which makes a proper days work for a good workman. 
	Elton Mayo (1933) postulated that employee should be socially integrated into organizational operation by aligning the aspiration with that of the organization.
	Roethlisberger and Dickson (1939) while supporting Mayo’s view stated that the study of the Bank wiremen (one of the Hawthorne research of Mayo) showed that the behaviour of people at work could not be understood without considering the informal organization of the group and the relation of this informal groups to the total social organization. 
2.2	MOTIVATION AND MOTIVATION THEORIES 
	Motivation is the willingness to exert high levels of effort towards individual and organizational goals, conditioned by the effort towards individual and organization goals, conditioned by the efforts ability to satisfy some individual needs. 
For Shermerhorn et al (1997)  Motivation refers to forces within an individual that account for the level, direction and persistence of effort expended at work.  Level refers to the amount of effort a person puts forth (e.g) a lot or a little). Direction refers to what the person choose when presented with a number of possible alternatives (e.g) whether to exert effort towards product quality or towards product quantity) and persistence refers to how long a person sticks with a given action. (e.g) to try for product quantity and give up when it if found difficult to attain).
	However, Nwachukwu (1988) position on motivation rather behavioural and hence offers much credence in the discourse of individual goals and achievement motivation needs. He says that motivation “refers to that energizing force that induces or compels and maintains behaviour. He identified three basic characteristics of motivation.
(1) It is sustained 
(2) It is maintained for a long period of time until 
(3) It is satisfied. 
2.3	THE MOTIVATION PROCESS 
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The above framework aptly defines and explains the motivation process. The motivation process is the furnace that fires the goals of self actualization and achievement needs of individuals. 
	The process starts with a perceived need, then a tension is created which starts the motivating behaviour, then there is a move towards the realization of need ( i.e) a goal – oriented behaviour. As soon as the need is satisfied the tension relaxes. To motivate an employee, management must create real need for the employee to aspire to.  A real need could be a desire to achieve, through promotion, increase in wages or enjoyment of increased organizational favour, such as company cars with a driver. 
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 2.3.1	   Hierarchy of Needs Theory 
2.3.1	   need theories 
	The need theories give importance to psychological factors responsible for particular behaviour aimed at satisfying the needs of individuals. According to Maslow (1943) propounded a need theory based on the fact that man is a wanting animal, and as soon as one of his needs is satisfied another appears in its place. The satisfied need ceases to be the motivation of human behaviour. He said that every human has five basic levels of needs, which he strives to satisfy in a hierarchical order.
These needs are:
(i) Physiological needs 
(ii) Safety/security needs 
(iii) Social needs 
(iv) Self actualization needs/esteem 
(v) Self actualization needs 
He further said that as one need level in the hierarchy is satisfied, the individual strives to satisfy the need in the hierarchy until he gets to the point of self actualization.  From Maslow’s view point, an unsatisfied need energizes behaviour.
	It is therefore, essential that needs of the individuals are given importance and that the manager is able to perceive the most important need at any particular moment.
Maslow (1943) classified human needs into five main groups






						Self Actualization needs 
							Self Esteem needs 
								Social needs 
									Safely needs 
								Psychological needs  
Source: Abraham H. Maslow (1943) “A theory of human motivation: psychological Review volume 50 
Physiological Needs 
	Physiological needs refer to need which are determined by the normal functioning of living things, especially humans. They are usually the most basic aspects of human motivation. This needs are food, clothing, shelter, sheep and sex.

Safety/Security Needs 
These needs are pluralized in two forms:
First, it refers to the need to be free from danger and desire for a stable and secure environment.
Secondly, it refers to the need for job security and fair treatments in the work place. 
Social Needs 
	This refers to man’s need to belong to a group or associate with others. He also wants to be loved by members of that group. Man’s desire to be continuously associated with his fellows is a strong, if not the strongest human characteristics (Maya, 1945).
Self Esteem Needs 
	These comprises of feeling of self respect, competence, autonomy, independence, dominance, achievement, acquisition and retention (French, 1978). In other words, it relates to the feeling of being recognized among other persons. 
Self Actualization Needs 
	These refer to man’s desire for fulfillment, it implies this desire to  attain to his fullest potentials, according to Abraham Maslow, “it is the desire to become everything that one is capable of becoming”. 
	Thus,  Maslow’s view was pressured on a number of salient variables that influence human behaviour at work place Maslow (1970) clarified that lower need are in general, satisfied to a greater degree more than the higher other ones to Maslow more than one need can be operating at a time for on individual. 
	Robert Cooper (1974) criticized Maslow’s view point which was of the opinion that higher needs are not necessarily satisfied through job work situations and that time element or dimension between lower needs satisfaction and higher needs emergence is found wanting.
	Millers assertion that “the motive for working carrot be assigned only to economic needs for man may be continue to work even though, they have no need for material goals even their security and that of their family is assured or granted 
They continue to labour. Miller believes, that:-
(i) Work has a social reward, respect and admiration from their fellow.
(ii) Work constitutes an avenue for securing ego satisfaction by gaining power and exerting it over others. Thus, the other side represents the human relation school or movement 

2.3.2	Equity Theory 
	Equity theory according to Stancy I. Adams (1962) simply stated that a person compares most times unconsciously his input and outcome ratio is equal to that of other persons, equity is said to exist and he would be satisfied and have motivation to work. Conversely, there is inequity if an individual ratio of input and output is not the same as that of the other.
	According to Adams, this theory has two important implications to management.
1. Employees send to work at a reward in a relative term rather than in an absolute way, employees compare their rewards with that received by others doing the same or similar works. This indicates that it is the social or important factor in employees reward or compensation. 
2. Organization must make equitable rewards, otherwise employee may reduce efforts or find alternative jobs. 
How do we determine equity in the work place
	Equity assumes that workers are motivated to reduce any perceived inequity, the often try to make the ratios of outcome to inputs (0/1) equal. In objective ceases of inequity the worker tries to make the ratios equal by changing either the outcomes or the inputs. 
2.3.2	Theory X and Theory Y
	Theory X and theory Y was postulated by Douglas McGregor. He said that theory X and Y are essentially sets of assumption about behaviour. In his book “the human side of enterprises” McGregor specifically refers to the theoretical assumption of management that underlined it behaviour. McGregor, sees two observable different statement of assumption made by managers about other employees. 
	McGregor theory X assumes that average man or employees are being inherently lazy, requiring coercion and only seeking security. Theory X otherwise known as scientific management with its emphases on controls and extrinsic rewards. McGregor theory X is similar to Schein idea of national Economic of man.
	The other segment of assumption sees man as more reliable.  In this case, employees or workers are seen as liking work which is as natural as rest or play, they do not have to be controlled and coercion (Theory Y). If they are committed to the organizations objectives, under proper conditions they will not only accept but also seek reasonability, more rather than less people and able to exercise imagination and ingenuity at work. 
These are assumptions of theory Y. They are closely related to scheme self actualizing man.
	Theory X leadership is basically autocratic, even if benevolent at times carrot and stick method are applied.  The approach is usually highly structured with little or no discretion allowed to subordinates as early explained above. It tends to encourage control systems for people such as piece work.
Theory Y by contrast assumes the following stands. 
(i) Work is natural as play or rest.
(ii) People will exercise self direction and self control if committed to the goals of the organization.
(iii) Job satisfaction can lead to commitment 
(iv) People are capable of seeking responsibility
Imagination, ingenuity and creativity are not the preserve of a selected few and intellectual capabilities are only partially utilized in modern industrial life. Theory Y has been acclaimed to be the optimistic view of people. 
McGregor’s analysis has identified two opposing attitudes concerned with leadership and motivation at work to be done by academics and practicing managers to consciously develop particular states of management based on the task oriented approach of theory X or the more liberal people oriented method of the theory Y.
2.3.4	Expectancy Theory
	This theory states the strength of a tendency to act in a certain way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual. Expectancy theory is an approach to motivation that attempts to explain behaviour in terms of an individual’s goal choices and the expectation of achieving these goals. This theory has developed by Victor Vroom as those of Hertzberg, Maslow and McClelland do not adequately explain the reason why people behave the way they do.
	Victor Vroom in popularizing the expectancy theory says that motivation is a function of expectancy, valence and instrumentality; mathematically, therefore: 
Motivation = E x V x1 (Expectancy X Valence X Instrumentality) 
In the above equation; 
E or Expectancy refers to a person’s perception of the probability. 
V, or Valence refers to a person’s perception of the value of the projected outcomes that is how much the person likes or dislikes receiving those outcomes. 
I, or Instrumentality, refers to a person’s perception of the probability that certain outcomes, positive or negative, will be attached to performance.
The expectancy theory therefore focuses on three relationships: 
(1) Effort – performance relationship: The probability perceived by the individual that exerting a given amount of effort will lead to performance. 
(2) Performance – reward relationship: The degree to which the individual believes that performance at a particular level will lead to the attainment of the desire outcome.
(3) Reward – personal goal relationship: The degree to which organization rewards satisfy an individual’s personal goals or needs and the attractiveness of those potential rewards for the individual.
In conclusion, the expectancy theory helps to explain why a lot of workers are not motivated on their jobs and many do the minimum necessary to get by – this is very common in our civil service. 
Individual =		Individual =		Organization =	     Personal 
Effort			Performance 	Rewards 		      Goals 
· Effort – performance relationship 
· Performance – reward relationship 
· Rewards – personal goal relationship 


2.3.5	Existence, Relatedness and Growth Theory (ERG) 
	According to Clayton Alderfer’s (1964) existence, relatedness and growth (ERG). Maslow’s five basic needs have been regrouped into the above stated categories.
	Aderfer’s first level of needs existence, includes physiological and safety needs. The second need category, relatedness, consists of social and esteem needs. The third category, growth, includes the individual’s desire to be self confident creative and productive. Alderfer’s  need theory is based on the assumption that higher other needs could emerge even before the lower level needs are fully satisfied. 
	Need and achievement theory propounding an achievement and power theory, McClelland (1962) identified three basic needs for achievement, need for power and need for affiliation. McClelland’s need for achievement and affiliation are similar to Maslow’s social and esteem needs. Need for power has not been mentioned in Maslow’s theory of needs. 
	The strengths of these needs can be identified by administering a Thematic Appreciation Test. Based on his/her understanding, a manager can create acclimate to elicit the desired performance from the employee, while also providing employee satisfaction and growth. 
	The ERG theory is tied to the idea of satisfaction – progression and frustration regression. This implied that a particular level of need is satisfied, the individual desire to satisfy a higher level need. But if an attempt to satisfy a higher level is unsuccessful, the individual becomes frustrated and comes back to desire the satisfaction of his lower level need. 
2.3.6	Reinforcement Theory 
	Reinforcement theory is based on the assumption that employees can be motivated in a properly designed work environment with acclaim for desirable performance (Skinner 1963). It contends that the sum of external environment and not internal needs, wants or desires determine individual behaviour. In order to improve the performance of employees, managers have to identify powerful reinforcements such as interesting job assignments, fair pay, promotion and participation in decision making. Reinforcement can be positive or negative, depending upon the situation. Positive impetus strengthens the probability of a desired response which leads to positive results and repeated desired behaviour. Sometimes negative stimulus can be used to determine undesirable behaviour, but use of positive stimulus is more desirable. Negative reinforcement can be punishment or extinction. Extinct means eliminating on existing reinforce which has caused a particular behaviour.
2.3.7	Two Factor Theory 
	 Maslow’s need theory is insufficient and has practical limitation in translating needs into something operational, since the criteria for satisfying social needs differ from individual to individual. 
	Herzberg, Mausmer and Snyderman (1962) developed a two- factor theory to provide some direction for managers in resolving motivational problems. Arguing that there is little or no relationship between productivity and morale, Herzberg, Mausner and Snyderman’s theory is based on the concept of job content (hygienic factor) and  job context (motivating factors).Job context refers to the job  or work itself, and emerges from the work and employee relationship. Therefore, these factors are innate and work in different ways.
	Hygienic factors include” technical supervision”, interpersonal relationship with peers, salary, working conditions, status, company policy, job security and interpersonal relations with superiors”. 
	(Tosi, Rizzo and Carroll, 1986). All of these factors are job contextual and also include maintenance factors: There are considered extrinsic, as they are out of the limit of work and employees. Hygiene factors are satisfiers to the extent that they produce dissatisfaction if absent. However, they are not motivators for better performance.
	Motivating factors relate to job content and are concerned with increased satisfaction and the desire to work harder. While their presence provides satisfaction and motivates toward more efforts and better performance, their absence does not produce dissatisfaction some of the motivating factors are advancement, the work, itself recognition and the possibility of growth (Tosi, Rizzo and Carroll, 1986).

2.3.8 	Goal Setting Theory
	Goal setting theory is based on the premise that performance is the result of a person’s intentions perform (Locke1968). People will do what they are trying to do and setting goals will improve their performance. Goals are tasks which a person tries to accomplish. The theory argues that 
1 Better results are achieved by setting different goals rather than easy goals. 
2 Specific goals results are in better performance than general goal
3 Participation in setting goals dose not necessary improve performance.
Stages through which the goals setting process goes through are:
(i) Cognition (awareness of the incentives).
(ii) Evaluation (of the worth of the task).
(iii) Event (situation in the environment).
(iv) Goal setting (intention to act).
(v) Performance.
With an understanding of human needs, behaviour and expectation, a manager should be able to create an environment where employees feel content and satisfied, to able to achieve organizational goal. Motivational methods help in their capabilities. Techniques for motivation can either be intrinsic (related to job content) or extrinsic (related to job context). A motivated work effort increases the person’s drive to perform better, which results in improved performance, higher quality of work and increased satisfaction. Quality of work life is quite important in improving productivity and achieving integration some of the important methods for improving performance through increased motivation are described below:
2.3.9	Job Enrichment
Using a work design approach the nature of the can be change with a view to reducing or eliminating dreariness of repetitive activities. Through re-design aimed at job enrichment, a person does a variety of tasks rather than a few routine activities. This results in doing more of the jobs, the person also has some autonomy as to how to do these tasks and assumes responsibility for quality of performance (Aldag and Brief 1979). This is vertical job loading, the concept having been based on the two-factor theory of Herzberg, Mausner and Snydeman (1962). This premise is that a job with high growth opportunity, challenge and potential for recognition elicits greater willingness to work.
Job Characteristics Model 
	Hackman and Oldham (1976) have developed a job characteristics model which has four variables 
(i)	Work outcome, which can be of four types 
(a) Internal work motivation is the degree to which people are swayed by the work in which they are engaged. Internal work motivation is not influenced by pay and other such factors. 
(b) Quality of work performance productivity can be increased if level of output is merited while concurrently improving quality.
(c) Job satisfaction: Job satisfaction is an outcome of the employee’s attitude towards work. 
(d) Absenteeism and turnover: productivity is how where absenteeism and employee turnover are high. 
(ii)	Critical psychological states comprise experienced meaningfulness, experienced responsibility and knowledge of results. when performance is good well. 
(iii)	Core job dimensions are inter-related with critical psychological states. They include: 
(a) Skill Variety: The number of different abilities required to perform the task 
(b) Task identity: The degree to which a person feels responsible for the task 
(c) Task significance: The effect of the task others 
(d) Autonomy: The degree of freedom which a person has in doing the task. 
(e) Feedback: The amount of information that a person gets about the task and how effective performance has been.

(iv)	Growth – need strength is the degree to which a person desires to achieve and advance 
Strategies for Enriching Jobs 
Hackman et al (1975) described five basic strategies for enriching jobs.
(i) Combining tasks so as to increase types of task and different skills required to perform them. Smaller tasks could be combined together into a large complex task which can be assigned to a team. Such a team will be composed of people possessing different skills. 
(ii) Forming nature work units to enhance task identity and task significance.
(iii) Establishing a client relationship to improve skill variety, autonomy and feedback 
(iv) Vertical loading to increase the sense of responsibility, vertical loading is done by adding higher – level (vertical) tasks rather than more from the same (horizontal) level.
(v) Opening feedback channels to improve feedback. This results in better or more precise performance. 
Achievement cum-power training 
Based on McClelland’s need and achievement theory (19620, this technique involves a training programme for groups of about tem to twenty-five people. The same process is followed for both achievement and power motives. Training is usually conducted by a trainer and involves the following steps:
(i) Create conviction and confidence that motives enable changed 
(ii) Convince participants that developing the strength of achievement motives is in conformity with their environmental needs. 
(iii) Teach participants how to act with a high achievement orientation. Discuss case studies and participants experiences. 
(iv) Record participants’ achievement – or power – oriented behaviour and present them to participants so that they can analyze and assess how their actions deviate from high achievement behaviour.
(v) Each participant sets personal goals, formulates their own action plan, and develops criteria and benchmark for appraising their personal performance. 







Management by Objectives 
	Based on goal – setting theory, management by objectives is “a process in which members of the organization work together to identify common goals and them integrate all their efforts in achieving those goals”. (Tosi, Rizzo and Carroll, 1986). Specific goals are derived from general, interrelated objectives. The success of management by objectives. The success of management by objectives depends upon how well objectives depends upon how well objectives and action plan are defined communicated and accepted. 
Positive Reinforcement Programmes 
	Derived from reinforcement theory, positive reinforcement programmes involves the following steps, as illustrated by Hammer and Hammer 91976) and Toso, Rizzo and Carroll (1986). 
(i) Identification of specific behaviour problem 
(ii) Determination of the links between antecedents, behaviour and consequences 
(iii) Development and setting of specific behaviour goals for each person and target behaviour. 
(iv) Recording progress toward the goals 
(v) Application of appropriate consequences (Rewards, punishment or extinction).
Six ways of positive reinforcement have been identified to motivate employees (Hammer and Hammer, 1976) there are: 
(i) Do not reward all employees equally. Rewards must be deserved and valued. 
(ii) Failure to reinforce could modify behaviour usually in a negative direction.
(iii) Employees should be informed as to what they should do to get reinforcement. This can be done by setting goals and monitoring performance to get timely feedback.
(iv) Employees should be informed through appropriate and timely communication as and when they are doing wrong. Through such communication and other needed such communication and other needed help from the manager, employees can improve their performance. Contrary to general belief, timely feedback through such communications acts as positive reinforcement. Lack of communication creates confusion and a feeling of manipulation 
(v) Do not admonish or punish a subordinate in the presence of others.
(vi) Be fair and impartial 
Motives are the primary energize of human behaviour. However, they are not the only determinates of the performance of individuals. Human performance is basically a function of habits and skills that are acquired through learning and teaching. Motivation may give desired results only when employees are properly recruited, selected, placed inducted and trained. Fleet (1967) has suggested eleven dynamic laws which, managers can follow to improve motivation among their subordinates:
(i) Develop yourself technically and professionally. 
(ii) Be honest with yourself 
(iii) Know your staff and look out for their welfare.
(iv) Always keep your state informed 
(v) Make sure the task is understood, supervised and accomplished. 
(vi) Train your personnel as a team.
(vii) Make sound and timely decisions 
(viii) Develop a sense of responsibility in your subordinates 
(ix) Seek responsibility and responsible for your actions.
(x) Always set an example motivate every single person to feel important to themselves. 
(xi) Put the first eleven laws into action and make then work. 
(xii) 
2.4	MEASURE USED BY ORGANIZATION TO MOTIVATE EMPLOYEES 
	In order to motivate workers, organization has to create the necessary conducive climate to satisfy their needs to enable them perform. The fact has widely been organized by management theories and practitioners. Thus, a variety of measure has been used to motivate employees in various organization. These include; 
(i)	Good working condition 
	A good working condition such as length of working day, method of payment, place etc have impact to motivate the worker to greater productivity. 
(ii)	Job enrichment 
To motivate workers, their job must provide opportunities for advancement, responsibility or achievement. 
(iii)	Money is a motivator 
	Money occupies an important position as a motivator. It can influence action and encourage extra effort, extra creativity or any other non-routing performance. Money is instrumental in the satisfaction of all other needs of man such as hunger or self actualization. 
(iv)	Social reward 
	Social reward such as praise, recognition, a put on the back etc tend to reinforce desire behaviour of some people.
(v)	Leadership Style:
There is no doubt that leadership exerts considerable impact on the success or failure of an organization. Leadership type also affect workers motivation and performance. 
(vi)	Job Satisfaction 
Job satisfaction lead to greater motivation or effort, which in turn lead to performance. Workers who feel more satisfied with their jobs are more motivated and perform more satisfactory that those who are not, such variables is level of occupation, opportunity for advancement and job security were identified as important factors that lead to job satisfaction and in turn motivate the worker to greater productivity.
(vii)	Authority and Accountability 
When joining an organization, individual expect that other sometime, they will rise to higher levels in their various careers. If expectations are met they feel a sense of fulfillment and become more motivated to perform better.


2.5	HISTORY OF THE MINISTRY OF FINANCE 
	The ministry of finance, Asaba is a corporate body broadly established by the government to take charge of the essential service for the state as regards financial matters, such as release of funds to the ministries in the state, payments of salaries and wages to the state civil service etc.
	Exactly six days order the establishment of Delta State from the defunct Bendel State in August, 21st 1991. SGA 382/1 dated 3rd September, 1991 was issued by the Edo State Governor. The circular which was personally signed by the then secretary to the Edo State Governor “A. Umoru”. Indicated movement of public officers to be completed on Friday 16th September 1991, considering the vigor with which various Government institutions and organs would have done with the same tempo. Even after four years, many establishment are still grappling with services of problems that are usually associated with setting down in a new environment which is common in transfer from one place to another. 
	The Delta State, ministry of finance, Asaba was not among those establishment facing this problem of settling down. The ministry of fiancée, Asaba is situated at Okpanam Road, opposite Central Bank of Nigeria, Asaba Branch.
	The ministry is head by the Accountant: General of the state. The Accountant General is charge with the responsibility of releasing funds to the state.
	There are other Directors and Departments in the ministry, such as: 
1.  Administration Department or personnel management.
2. Inspectorate Division Department 
3. Management Accounting Department 
4. Direct of finance and supply Department 
5. Treasury cash office (TCO)
6. Pensions Department 
7. Expenditure Department 
8. Internal Auditor Department etc. 

Function of the Ministry of Finance 
The function of the ministry of finance, Asaba, Delta State are as follows: 
(i) To take charge of financial matters in the state and exercise disciplinary control over other ministry, Board, parastatetals etc.
(ii) To disburse funds and Annual Estimate prepared by other ministries, Board and parastatetals. 
(iii) To compile and maintain ministry of finance Asaba records including, Accountants internal Auditors of the state. 
(iv) To release salaries and other allowances to the ministries, Boards, parastatetal s etc 
(v) To pay pensions and gratuity to the retire of the state employee.
(vi) To take charge of their related matters as it may from time to time be assigned to the ministry by the Governor
The ministry of finance is structure into different Departments, such as: 
1. Administration/personnel management Department 
2. Inspectorate Division 
3. Finance and supplies Department 
4. Management control Department 
5. Treasury cash office (TCO) Department 
6. Internal Auditor Department 
7. Pensions Department 
8. Planning research and statistic Department 
9. Field workers 
Each of the Department is headed by Directors who in turn report to the Accountant – General.
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CHAPTER THREE
3.0	RESEARCH METHODOLOGY 
	This chapter is concerned with the procedures of carrying out this study, which include the following:
(i) Research design 
(ii) Study population 
(iii) Sampling techniques 
(iv) Research instrument 
(v) Data collection method 
(vi) Data analysis method 

3.1	RESEARCH DESIGN 
	The method of research design used in this research work is known as descriptive survey research method. This will be used to collect data from the ministry of finance in order to verified whether motivation and job satisfaction are achieved by the employee of the ministry of finance.
	The research designed contain sex, marital status, Age Group, Department, Educational Background, the various ways of motivating employees, the way of rewarding employees for better performance relationship between staff training and productivity. The method of data collection in this research includes questionnaire, personal interview and assessment of the ministry bulletin.

3.2	STUDY POPULATION 
	The study population focus on the target population of the ministry of finance, Asaba. Thus, the study population consists of all the staff and employee of the ministry of finance, Asaba.

3.3	SAMPLING TECHNIQUES 
	The sampling techniques used in this research work are known as “Simple Random Sampling” this techniques take every member of the ministry of finance (staff and employees) on equal chance of being chosen. The sampling frame for the section of respondents were in two stage. The first stage recognized all category of staff. While the second stage apportioned number to each Department. 
3.4	RESEARCH INSTRUMENT 
The research instrument includes:
(i) Official records of the ministry of finance 
(ii) Questionnaire 
(iii) Participant observation 
(iv) Interview of respondent 
3.4.1	Official Records 
Relevant records, files, published material in the ministry were examine, control Book for salary and wages etc.
 3.4.2	 Questionnaire 
	The questionnaire was designed to collect data about the respondent personal data, motivation and job satisfaction and performance output. 
(i) Personal Data: These explain information on demographic characteristics of respondents such as sex, marital status, Religion, Age, Educational background and salary.
(ii) Motivation and job satisfaction: Information was gathered from management and staff of the ministry on the relationship between staff and management.
(iii) Performance output: This enable the respondents to assess the Department level of efficiency and productivity and it possible suggestion for a change. 
3.4.3	Participant Observation 
	Employees at the ministry in various Departments were observed during the cause of the study, thereby enabling the researcher to uses level of motivation and job satisfactory within the work environment. 
3.4.4	Interview of Respondent 
	Respondents were interviewed to confirm some of the crucial information they had given in the questionnaire 
3.5	DATA COLLECTION METHOD 
	Method of data collection in this study were primary and secondary source of data. The primary data were source through personal administration of questionnaire to the randomly selected respondents, interview conducted with the staff of each Department, participating observation of employees at the ministry.
	Secondary data were source through relevant records such as files, journal    ilful detail about workers, feeling and attitude to work. 
3.6	VALIDATION OF THE INSTRUMENT 
	After the questionnaire had been designed for this study, the face and validities were ascertained by supervisor and other competent lecturers on research studies them, suggestions were used in making all necessary correction 
3.7	RELIABILITY OF THE INSTRUMENT 
	In order to check the consistency of the instrument, test, retest reliability method was used. The researcher administered the sustenance to staff in each of the category named in the sample, and they were collected and scored. The two sets of scores provide reliability deficient, the coefficient will determine sleet in the hypothesis.
3.8	METHOD OF DATA ANALYSIS 
	Here percentage will be used in the first part of the analysis of this research work. It highlights the demographic characteristics of respondent. The second method used was chi-square (X2) statistics.
	Chi-square is a non parametric test on categorized data that tries to find out the different between observed and expected frequency of respondent. The formula for chi-square (X2) is given this.
X2	=	 (o – E)2
			E
X2	=	chi-square
O	=	observed frequency of any value 
E	=	Expected frequency of any value.
Generally, the observed frequency refers to the number of times a set of event occur.
Expected frequency (E) is calculated this
E	-	Row 	Total x Column Total 
			Ground Total 
The degree of freedom (df) is given by 
df	=	(r – 1 (c – 1) 
Where:
	r	=	number of row 
	c	=	number of column
Level of significance is 5% (0.05)


Dedication Rule:
Decision rules state that if the X2 calculated us greater than the table value, then reject the null hypothesis (Ho) and accept the alterative hypothesis (Hi) conversely, if the X2 calculated is less than the table value, accept the null hypothesis (Ho) and reject the alternative hypothesis (Hi).



CHAPTER FOUR
4.0	DATA PRESENTATION AND ANALYSIS
4.1	INTRODUCTION
This chapter, mainly deals with the descriptive analysis of demographic characteristics as well as the test statistics chi-square (X2) distribution and percentage methods which will also be used in this chapter to explain the demographic characteristics of the respondents.
4.2	DATA PRESENTATION
During the course of the study, a total number of 100 questionnaires were distributed to the various categories of staff in the ministry.
	The questionnaires was divided into departments which can be categories as personnel management, Personnel Department, Inspectorate Division, Treasury Cash Office, Planning, Research and Statistics (PRS).
	A total number of 84 (Eighty-four) questionnaires were received or returned from the ministry.
QUESTIONNAIRE ADMINISTRATION AND RESPONSE RATE
	Respondents
	No Administered 
	No withed 
	Number returned
	Percentage %

	Top cadre
	30
	-
	30
	36

	Middle/lower cadre
	70
	16
	54
	64

	
	100
	16
	84
	100%



4.3 DATA ANALYSIS
Section “A” of the questionnaire will be analysis based on the use of percentage method to explain the distribution of the demographic characteristics such as Department, Sex, Age, marital status, Religion, Education, Educational background, length of service and level of income will be used for analysis.
Table 4.1 
DISTRIBUTION OF RESPONDENTS BY DEPARTMENTS
	Department 
	Top cadre
	Middle/lower cadre
	Total
	%

	Personnel management
	15
	10
	25
	30

	Pension department 
	7
	4
	4
	13

	Inspectorate division
	-
	2
	2
	02

	Treasury cash office
	2
	10
	12
	14

	Management control
	3
	22
	25
	30

	Planning, Research statistics  
	3
	6
	9
	10

	Total
	30
	54
	84
	99


Source: Research questionnaire 2011
The above table shows the out of 100 questionnaires distributed, 84 was completed and returned by both the top cadre and middle/ lower cadre in the ministry.
	This shows a response rate of 84% which is statically a representative of population of study.
Table 4.2
	DISTRIBUTION OF RESPONDENTS BY SEX
	Sex
	Top cadre
	Middle/lower cadre
	Total
	%

	Males
	10
	22
	32
	38.1

	Females
	20
	32
	52
	61.9

	Total 
	30
	54
	84
	100


    Source: Research questionnaire 2011.
The table shows that 32 (38.1%) of the respondents are male and 52 (61.9%) are female. This shows a response rate of 84%.
Table 4.3	
DISTRIBUTION OF RESPONDENTS BY MARITAL STATUS
	Marital status
	Top cadre
	Middle/lower cadre
	Total
	Percentage %

	Married
	20
	21
	41
	48.8

	Single
	-
	20
	20
	23.8

	Divorced 
	8
	-
	8
	09.5

	Widow
	2
	13
	15
	17.9

	Total
	30
	54
	84
	100%


    Source: Research questionnaire 2011.
The table indicates that among the 84 respondents 41 (84.8%) are married, 20 (23.8%) are single, 8 (09.5%) are divorced, while 15 (17.9%) of the respondents are widowed.
Table 4.4 
DISTRIBUTION OF RESPONDENTS BY AGE
	Age range
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Less than 25
	6
	6
	12
	14.3

	25-34
	8
	16
	24
	28.6

	35-44
	10
	8
	18
	21.4

	45-54
	4
	16
	20
	23.8

	55 and above
	2
	8
	10
	11.9

	Total 
	30
	54
	84
	100%


    Source: Research questionnaire 2011.
The above shows that 12 (14.3%) of the respondents falls within less than 25 years, 24 (28.6%) falls within 25-34 years, 18 (21.4%) fall within 35-44 years, 20 (23.8%) falls within 45-54 years, while 10 (11.9%) falls within 55 years and above respectively.
Table 4.5	DISTRIBUTION OF RESPONDENTS BY RELIGION
	Religion
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Christianity 
	10
	45
	55
	65.5

	Islamic
	6
	-
	6
	07.1

	Traditional
	14
	19
	23
	27.4

	Total
	30
	54
	84
	100%


    Source: Research questionnaire 2011.
The table indicate that 55 (65.5%) of the respondent are Christianity, which is the highest population in the ministry, followed by traditional with a total number of 23 (27.4%), while the Islamic were few in number in the ministry.
Table 4.6 DISTRIBUTION OF RESPONDENTS BY EDUCATION
	Educational clarification 
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Primary six/modern school certificate
	-
	11
	11
	13.1

	WAEC/GCE
	-
	28
	28
	33.3

	OND/HND
	12
	3
	15
	17.9

	NCE
	-
	12
	12
	14.3

	B. Sc/M. Sc
	18
	-
	18
	21.4

	Total 
	30
	54
	84
	100%


    Source: Research questionnaire 2011.
As shown in the table above, a total number of 11 (13.1%) of the respondents were primary size/modern school certificates, 28 (33.3%) were WACE/GEC, 15 (17.9%) were OND/HND, 12 (14.3%) were NCE, while 18 (21.4%) were graduated of the 1st degree and above from the table above, it shows that, respondents with NCE/GCE are more in number in the ministry followed by 
B. Sc/M. Sc respectively.
Table 4.7
	DISTRIBUTION OF RESPONDENTS BY LENGTH OF SERVICE
	Length of service
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Less then 10 years
	7
	9
	16
	19

	10-15 years
	9
	15
	24
	29

	16-20 years
	8
	9
	17
	20

	20 years and above
	6
	21
	27
	32

	Total
	30
	54
	84
	100%


Source: Research questionnaires 2011.
The above table shows that 16 (19%) of the respondents have served the ministry for less than 10 years, then 17 (20%) have also spent 16-20 years while 27 (32%) of the respondents have served the ministry for 20 years and above.
Table 4.8 DISTRIBUTION OF RESPONDENTS BY MONTHLY INCOME
	Income
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Less than 20,000
	-
	11
	11
	13.1

	25,000-30,000
	-
	18
	18
	21.4

	50,000
	-
	15
	15
	17.9

	60,000
	7
	5
	12
	14.3

	70 and above
	23
	5
	28
	33.3%

	Total
	30
	54
	28
	100%


 Source: Research questionnaire 2011.
The above table shows that respondents that received less then N20,000 were 11 913.1%) 18 (21.4%) respondents received between 25,000-30,000, 15 (17.9%) received N30,000 while 12 (14.3%) respondents received N60,000
	On the other hand, respondents with B. Sc/M. Sc are more in the income group of N70,000 and above, while those the earn less then N20,000 have the minority number in the income group. 
The first approach to the function of motivation in achieving organizational goals was to find out whether the ministry emphasize much on rewarding employees for excellent job performance?.
	Their responses are represented in the table below:
Table 4.9	
Does your Ministry emphasize much on rewarding employees for excellent job performance?
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Yes
	7
	11
	18
	21

	No
	23
	43
	66
	79

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
As it can be seen from the above table, a total number of 66 (79%) agreed that, the ministry does not emphasize much on rewarding employees for excellent job performance. While 18 (21%) agreed to the question.
Table 4.10	
If yes, how often?
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Regulatory
	2
	8
	10
	11.9

	Occasional
	28
	46
	74
	88.1

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The above table shows that 10 of the respondents representing (11.9%) were of the opinion that the ministry does not regularly emphasize much on rewarding employees for excellent job performance.
	While 74 (88.1%) of the respondents were of the opinion that the ministry occasional emphasize much on rewarding employees for excellent job performance.
Table 4.11 
What system of reward, please specify
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Promotion
	13
	2
	15
	18%

	Training
	9
	30
	39
	46

	Award
	8
	22
	30
	36

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The table above shows that 15 of the respondents representing 18% were of the opinion that reward system should be by promotion. 39 of the respondents representing 46% were of the opinion that reward system should be training. While 30 of the respondents representing 36% are of the opinion that reward system should be by giving award.
Table 4.12 
Are workers properly motivated in order to ensure productivity and job satisfaction
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Yes
	12
	22
	34
	40%

	No
	18
	32
	50
	60%

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The table indicate that 34 of the respondents representing 40% were of the opinion that worker were properly motivated in order to ensure productivity and job satisfaction.
	While 50 (60%) respondents were of the opinion that workers are not property motivated in order to ensure productivity and job satisfaction.
Table 4.13 If no, what is responsible
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Poor management
	11
	20
	31
	36.9%

	Bord leadership
	10
	10
	20
	23.8

	Greedy
	3
	11
	14
	16.7

	Lack of workers
	
	
	
	

	Recognition
	6
	13
	19
	22.6

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The table above shows that 31 (36.9%) of the respondents were of the opinion that poor management contributed to improper motivation, 20 (23.8%) suggested bad leadership, 14 (16.7%) of the respondents were of the opinion of greedy, while 19 (22.6%) of the respondents were of the opinion that lack of workers recognition is responsible for improper motivation.
Table 4.14 How do you derive your job satisfaction 

	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Workers participation indecision making  
	8
	17
	25
	29.8

	Workers recognition
	7
	21
	28
	33.3

	Performance appraisal
	7
	8
	15
	17.9

	Training 
	2
	2
	4
	04.8

	Promotion
	6
	6
	12
	14.3

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The table above shows that 25 (29.8%) of the respondents derive their job satisfaction through workers participation, 28 (33.3%) of the respondents derive their job satisfaction through workers recognition, 15 (17.9%) suggest through performance appraisal, 4 (04.8%) were of the opinion that worker derive their job satisfaction through training, while 12 (14.3%) suggested through promotion.
Table 4.15	
Dose motivation have impact on worker moral and output?
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Yes
	24
	40
	64
	76.2%

	No
	6
	14
	20
	23.8%

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
The above table indicated that 64 of the respondents representing 76.2% were of the opinion that motivation have impact on worker moral and output.
While 20 of the respondents representing 23.8% were of the opinion that motivation does not have any impact on workers moral and output.
Table 4.16 If no, what is responsible 
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Poor salary
	11
	36
	47
	56%

	Lack of fringe benefit  
	9
	11
	20
	24%

	Poor working condition/environment
	10
	7
	17
	20%

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
 The table above shows that 47 of the respondents, representing 56% were of the opinion that poor salary is responsible for workers low morale and output, 20 (24%) were of the opinion that lack of fringe benefits is responsible while 17 (20%) were of the opinion that motivation does not have any impact on workers moral and output, due to poor condition/environment.
Table 4.17
 Does your present salary motivate staff towards achieving the organization goals?
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Yes
	-
	-
	-
	-

	No
	30
	54
	84
	100

	Total
	30
	54
	84
	100%


Source: Research questionnaire 2011.
100% of the returned questionnaire unanimously agreed that, the present salary could not motivate the staff towards achieving the organizational goals, couple with the present standard of living in the country today.
4.4	RESEARCH HYPOTHESIS TESTING
	In chapter one of this research study, hypothesis were formulated. In this part of the work, those hypothesis will be tested for validity using some of the tables presented in this chapter and other questions raised in the questionnaire. The researcher used chi-square in all the test because of its ability to supply useful technique for comparing the test statistic with the critical value.
Chi-square = X2 =  (fo-fe)
			    Fe
Where:

X2	= 	chi-square distribution
Fo	=	observed frequency
Fe	=	Expected frequency
	=	Sum of frequency 
Ho	=	Null hypothesis
Hi	=	Alternative hypothesis
	=	level of significance
C	=	column
R	=	row
n 	=	total number of observations

4.5	TESTING OF HYPOTHESIS
Ho: Does your ministry emphasize much on rewarding employees for excellent job performance?
Hi: Does your ministry emphasize much on rewarding employees for excellent job performance?.
Table 4.18 RESPONDENTS RESPONSE WHETHER THE MINISTRY EMPHASIZE MUCH ON REWARDING EMPLOYEES FOR EXCELLENT JOB PERFORMANCE
	Alternative response
	Top cadre
	Middle/lower
cadre
	Total
	Percentage %

	Yes
	7
	11
	18
	21%

	No
	23
	43
	66
	79%

	Total
	30
	54
	84
	100%


Expected frequency (fe) = Row Total (RT) X Column Total (CT)
				Total number of observation (N)
18 X 30 = 6.4		18 X54 = 11.6
  84				   84

66 X 30 = 23.6		66X54 = 42.4
  84				   84

The statistical test is X2  =   (fo-fe)
				         Fe
The level of significance used is 5% that is  = 0.05.

Table 4.19 
COMPUTATION OF CHI-SQUARE TEST STATISTICS FOR REWARDING EMPLOYEES FOR EXCELLENT JOB PERFORMANCE
	Fo
	Fe
	Fo-fe
	(fo-fe)2
	(fe-fe)2/fe

	7
	6.4
	0.6
	0.36
	0.56

	11
	11.6
	-0.6
	0.36
	0.31

	23
	23.6
	-0.6
	0.36
	0.15

	43
	42.6
	0.4
	0.16
	0.37


								X2 = 1.39

X2 = 1.39
DEGREE OF FREEDOM (df)
Df 	= (r-1) (c-1)
	= (2-1) (2-1)
	= 1x1
	= 1
Where
r 	= number of rows
c	= number of columns
The critical value is given as X2 = 3.84
Comparing the test statistic with the critical value, 1.39 < 3.84
Decision Rule 
Since the calculated value X2  i.e 1.39 is less than the critical or table value i.e 3.84.
We reject the null hypothesis and accept the alternative hypothesis
We therefore, concluded that the ministry does not emphasize much in rewarding employees for excellent job performance.
4.6	TESTING OF HYPOTHESIS II
Ho: Are workers properly motivated in other to ensure productivity and job satisfaction.
Hi: Are worker properly motivated in other to ensure productivity and job satisfaction.
Table 4.20

	Alternative responses
	Top cadre
	Middle/lower cadre
	Total
	Percentage %

	Yes
	12
	22
	34
	40%

	No
	18
	32
	50
	60%

	Total 
	30
	54
	84
	100%



Expected frequency (fe = Row Total (R) x column Total (ct)
			Total number of observations (N)

34 X 30	= 12.1			34 X 54	= 21.9
   84					     84

50 X 30	= 17.9			50 X 54	= 32.1
   84					     84

Table 4.21
COMPUTATION OF CHI-SQAUARE TEST STATISTICS WHETHER WORKERS ARE PROPERLY MOTIVATED ON OTHER TO ENSURE PRODUCTIVITY AND JOB SATISFACTION
	Fo
	Fe
	(fo-fe)
	(fo-fe)2
	(fo-fe)2/fe

	12
	12.1
	-0.1
	0.01
	0.83

	22
	21.9
	0.1
	0.01
	0.83

	18
	17.9
	0.1
	0.01
	0.83

	32
	23.1
	8.9
	79.2
	3.43


								X2 = 	5.92
X2 = 5.92
DEGREE OF FREEDOM (df)
Df	= (r-1) (c-1)
	= (2-1) (2-1)
		1 x 1
		= 1
Where
	r = number of rows
	c = numbers of column
The critical value is given as
X2 = 3.84

Comparing the test statistic with the critical value 5.92 > 3.84
Decision Rule
Since the calculated value X2 (i.e) 5.92 is greater than the critical or table (i.e) 3.84 we reject the null hypothesis and accept the alternative hypothesis.
	We therefore concluded that workers are not properly motivated in order to ensure productivity and job satisfaction.
4.7	TEST OF HYPOTHESIS III
Ho: Does present salary motivate staff towards achieving organizational goals.
Hi: Does present salary motivate staff towards achieving organizational goals.
Table 4.22
	Alternative responses
	Top cadre
	Middle/lower cadre
	Total
	Percentage %

	Yes
	-
	-
	-
	-

	No
	30
	54
	84
	-

	Total 
	30
	54
	84
	100%



Expected frequency (fe) = Row Total (RT) X column Total (CT)  
0 X 30	= 0		34 X 54	= 0
   84				    84	

84 X 30	= 30		84 X 54	= 54
   84				    84

The statistical test is X2 =  (fo-fe)
				       fe	

The level of significance used is 5% that is, 5 = 0.05







Table 4.23

COMPUTATIONS OF CHI-SQUARE TEST STATISTICES FOR PRESENT SALARY MOTIVATING EMPLOYEES TOWARDS ACHIEVING ORGANIZATION GOALS

	Fo
	Fe
	(fo-fe)
	(fo-fe)2
	(fo-fe)2/fe

	12
	12.1
	-0.1
	0.01
	0.83

	22
	21.9
	0.1
	0.01
	0.83

	18
	17.9
	0.1
	0.01
	0.83

	32
	23.1
	8.9
	79.2
	3.43


								X2 = 	0

X2 = 0
DEGREE OF FREEDOM (df)
Df	= (r-1) (c-1)
	= (2-1) (2-1)
		1 x 1
		= 1
Where:   r = number of rows
	c = numbers of column
The critical value is given a X2 = 3.84 comparing the test statistic with the critical value, 0 < 3.84
Decision Rule 
Since the calculated value X2 (i.e) 0 is less than the critical or table value (i.e) 3.84 
We reject the null hypothesis and accept the alternative hypothesis.



CHAPTER FIVE
5.0	SUMMARY OF FINDING, CONCLUSION AND RECOMMENDATION 
5.1	INTRODUCTION 
	This chapter tries to conclude on the main vital points that substantiate work in a precise form, before making any recommendation. So far, many efforts have been made to identify the various factors responsible for the function of motivation in achieving organizational goals. 
5.2	SUMMARY OF FINDINGS 
	In order to determine the function of motivation in achieving organizational goals, this research work was imitated. This was done with a view expected of the state Government to adequately motivate employee, taking into motivate employees, taking into consideration the economic condition prevalent in the country.
	The result of the findings are discussed based on the responses to questions postulated in the questionnaires and as it relates to the research questions and hypothesis. 
	Firstly, 66 respondents or 79% the returned questionnaires indicates that the ministry dose not emphasize much on rewarding employees for excellent job performance. Therefore, the employees were not motivated for excellent job performance. This cannot enable the ministry to achieve organizational goals.
	Secondly, 50 or 60% of the respondents were of the opinion that workers were not properly motivated in order to ensure productivity and job ensure productivity and job satisfaction. Such condition dose not enhance achievement of the organizational objectives because, when employees are not motivated, they
 cannot contribute meaningfully to the achievement of the organization. When motivated, it usually gives the employees a sense of belonging, responsibility and recognition.
	Thirdly, 100% of the retrieved questionnaires from both cadre unanimously agreed that their present salary could not motivate them towards achieving the organizational goals. Couple with the recent tax deduction in the State Civil Service
	There is evidence that the ministry dose not emphasize much in rewarding employees for excellent job performance as confirmed and tested in the 
hypothesis I.
	Finally, the present salary could not motivate the employees towards achieving the organizational goals couple with the recent deduction of tax in the State Civil Service as was also confirmed and tested in hypothesis III.

5.3	CONCLUSION 
	It is wrong for most people to hold the view that motivational actions are irrational and meaningless. This view is wrong because every establishment knows the consequences of motivation upon the individual, the establishment any society at large. Any establishment that recognizes motivational techniques usually reach its ultimate objectives.
	Motivation of civil servants in achieving organizational goals, is obviously a critical issue for every government. Motivation theories have shown a variety of important implications for employers of labour in their attempt to influence those they employ.
	Employers and employees therefore must be sensitive to the difference in the needs and desires, which exist among employees bearing in mind that every member of the ministry is an individual with a unique pattern, needs, values and aspirations. 
	If reward schemes were meant to encourage achieving organizational goals, government must ensure that the ministries provide rewards contingent upon achieving organization goals. Unfortunately, ministries have a shallow view of the rate of motivation.
	Their rationale is that when more of anything which is durable or less of anything undesirable is given to the worker, the worker is motivated. But this logic collapses when viewed in the light of the experience in Nigeria. Why has the minimum wage of N18,000 (Eighteen Thousand Naira) not led to a better motivation or workers? Has the threat of dismissal and retirement changed the workers work style? The researcher argues that they have not because a link is missing in the motivation effort of many, our employers of labour. They have failed to recognize the function of motivational techniques in achieving organization goals. 
M,	The result is that while they are enjoying a lot of the good things any modern  organization can offer, many Nigerians are still not motivated in order to achieve organizational goals. (Ejiofor Pita No. 1987. 217).

5.4	RECOMMENDATION 
	Based on the finding of this research work, the following recommendations are hereby given:
(i) There should be a total upward review of salary structure of the ministry periodically so as to measure side by side with the inflation on the prices of goods and services in the market. 
(ii) The management of the ministry should recognize the performance appraisal of employees as a commensurate with what is expected. 
(iii) The management of the ministry should provide a well conductive working environment for the employees
(iv) The management should study the behavior of each employee in order to know what motivate them.
(v) The management should give equitable reward to the employee in order to avoid low labour turnover and to improve higher productivity.
5.5	RECOMMENDATION FOR FURTHER STUDIES 
	There is need to focus more interest on trying to understand the social relationship and social situation of people at work. Such studies would throw more light into the problems facing workers in this country. In this regard, further research on motivation of employees in organizations need to be carried out. It should be noted that optimum results would be achieved if some of the constraints encountered by the researcher are minimized or completely eliminated. 
	Such constraints include reluctance on the part of the employees to give adequate information, which will assist the researcher in carrying out the research.
	In addition, I wish to suggest that the sample size should be increased for a comprehensive study, in as much as this could be of tremendous help.
