					CHAPTER ONE
1.1	BACKGROUND OF THE STUDY
	There are formal and informal motivations as long as the origin of man is concerned. The caveman spent less effort and time in training their children in the art of acquiring their basic requirements of food with the kind of instruments that were available to them, but with advancement in knowledge, practices and technology this have become sophisticated and resources consuming therefore expectation for progress has fast become an art and high of an individual organization or an undertaking.
	Once major reason for tremendous emphasis is placed on motivation which is devices from realization of the role or labour in an organization constitutes its life-wire, the needs for its developments for efficient performance which has become prominent important to management of all types of organization and industries.
	Also, scientifically and technological advancement and innovation in most developed countries like America, Japan and others have great strides in replacing human with advance innovation like computers, yet the education advancement cannot be ridden as those highly sophisticated machineries will have to manned by men themselves for this reason, the essence of optimal employment of human resources undontdtely oblivious to management world over.
	Man is a very important factor of production. Technology is  something that is designed by man, therefore, human beings are needed in all facets to manage both personnel and material efficiently in order for the organization to achieve greater productivities and thereby achieve it goals.
1.2 STATEMENT OF THE PROBLEM 
It has been observed in the study that motivation is an essential tool of production like every other tool of production, it has been properly applied for effective and efficient utilization, it is seen that the effectual development of tool, develop the skill and the level of man power therefore such an organization.
1.3	RESEARCH QUESTION
· What are the benefits and the disadvantages motivation?
· What is the reason for enhancement performance through motivation?
· What is the objective of this study also to evaluate the method by motivation to enhance performance?
· What is the equally examine and create awareness as whose shoulder bear the responsibility of motivation?
1.4	OBJECTIVE OF THE STUDY
The objective of the study is to find out those means through which motivation has contributed to the improvement in the activities of those organizations which improved manpower development program for its staff.
	The objectives of those research study include the following:
A. To highlight the benefits and the disadvantages (if any) accruable to motivating.
B. To evaluate the reason for enhancement performance through motivation.
C. It is the objective of this study also to evaluate the method by which motivation could be managed to enhance performance.
This study will equally examine and create awareness as whose shoulder bear the responsibility of motivation.
1.5	RESEARCH HYPOTHESIS 
Hypothesis, as far as this study is concerned is viewed from perspective namely if motivation and manpower development have any significant effect on job performance and its advantage which out numbered the other.
1.2.1 NULL HYPOTHESIS (HO1)
That motivation and manpower development has no significant effect on job performance.
1.5.2	ALTERNATIVE HYPOTHESIS (HAI)
	The motivation and development has significant on job performance of those organization that accorded it to be necessary.
1.5.3	NULL HYPOTHESIS (HO2)
	That the positive effect of the motivation as of tool of enhancing performance is more than it negative effects on job performance.
1.5.4 ALTERNATIVE HYPOTHESIS (HA2) 
That the positive effect of manpower motivation has more than its negative effect on performance.
1.6	SIGNIFICANT OF THE STUDY 
It is the utmost of the research that having gone through this project, private organization research centre and industry would have realized the need to involve themselves in the art of motivation of the employees will which definitely be of benefit to them as regards their organization goal in order to improve performance. Also, after going through this research work, it will become very important for these bodies to realize if there should be any need for motivation or negative effects of developing manpower to individuals and student that read this project especially those that are in management programme and study. 
They will stand a better chance of improving on their career (management) or realizing the fact. It is not only good management policies or it may be of better pay that actually lead to improving or organizational goals.
1.7	SCOPE OF THE STUDY 
Motivation is a very vast field that has attracted eminent scholars who has written brilliant postulation on the various aspects. Thus, the researcher will remain committed to that Deli Foods Limited. All motivated method will be educated so as to ascertain its efficiencies.
	All relevant department that augment motivation in this institutions will also be evaluated. Our scope will also be restricted because of time constraints and finances. Other limitations included untimely availability of relevant information. However, that was eventually resolved after sometime.
1.8	DEFINITION OF TERMS 
MOTIVATION:- Since motivation is urge, device vehicle, aspiration, striving or need which inspire or project individuals to take certain actions. Organization which intend to achieve the objective for which it was set up there has to exist a conductive environment in which appropriate incentives are provided for the employees.
EMPOWERMENT:- Act of delegating power, authority and encouraging autonomy.
HIERARCHY OF NEED:- The way to achieving the various human needs which remain insatiable are defined and categorized accordingly and in preferential order.
PHYSIOLOGICAL :- Procurement of survival needs.
SAFETY AND SECURITY:- Actual safety and feeling of being safe.
BELONGINESS AND LOVE:- The need for one to be love and recognized.
ESTEEM AND STATUS:- The need for respect and acknowledgement.
SELF ACTUALIZATION:- A peak need where one becomes extremely satisfied and overwhelmed. This is seldomly achieved.
TRAINING AND DEVELOPMENT:- These are through performance appraisal, job requirement, organization analysis, human resources survey.
PROMOTION:- Upgrading of employee form one smaller position to higher position.
JOB ENRICHMENT/ENLARGEMENT:- Creating more and better methodology of carry out function even when additional responsibility are added.
PERFORMANCE APPRAISAL:- Evaluation of employee performances from time to time and rewarding excellence when discovered.

	
CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION 
The industrial training act of great Britain in 1961 and subsequent establishments of industrial training Board, in major industries led to a greater appreciation of the need to ensure and adequately motivate men and women at all level of industry, the idea of motivation within a firm is recognition of the fact that when people have been selected to perform a certain duty and therefore they need to be prepared and assisted in acquiring certain skills and responsibilities so that they can make more effective contribution to the firm.
	Motivation helps to install attitude because it is favorable to changes. Motivation scheme needs to be deviced so that they satisfy rather than frustrate peoples interest. This therefore means that taking into account the achievement of standard of performance this recognition of skill status or monetary rewards.
	There are three major advantages of motivation in the industrial context.
A. That a well-motivated man or woman is better equipped to appreciate what changes are acquired on a given situation.
B. Motivation helps to install attitude because it is favourable to changes.
C. Motivation equips with a set of principles proves an environment in which new advances in knowledge take place.
Although there is a skill equip with a set proves occasional evidence of the traditional industrial antipathy to formal motivation. Most large companies are spending increasing amount of time and money on the recruitment of highly educated personnel and on the other hand, educational activities such as training, there must be awareness of important of motivation to enable the growth of local and national economy take place.
2.2	CONCEPTUAL FRAME WORK 
The concept and organization context have been defined as a strategy or the acquisition, utilization, improvement and preservation of an enterprises human resources. The manpower planning can not be divorced either theory or a practical from the objectives of the entire organization. 
	The development and progress of an organization cannot be improved upon except in relation to the criteria of the objective; therefore the principles of the motivation must be strictly adhere to, for it is a major factor or tools that stabilized any organization.
MOTIVATION 
Therefore, motivation could be described as the urges, drives aspirations striving or needs which inspire or propel individuals to take certain action.
	The importance of motivation in an organization can not be over emphasized. Therefore, if an organization is to achieved the objective for which is set up, there has to exist a conducive environment in which appropriate incentive are provided for the worker to be able to satisfy their needs and consequently become more efficient and effective in performing the tasks with the aim of making the organizations goal reliable, it could be seen that motivation is concerned with why people do (or reframe from doing) thing. A motivate is a need or a driving force within a person, the process of motivation involves choosing between alternative forms of action in order to achieve some desire and or goals for example:
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The new management challenge, professional manager, November (1994 P.14).
	Here it is seen that goal can be tangible such as higher earnings or intangible such as personal reputation. Understanding human motivation is a complex matter. A person may be cleared to him be quite puzzling to others on the other hand a person under stress may well not understand his own motivates even through these may be perfectly clear to a trained observer.
	On the other hand, both the person concerned and those around should understand what motivation are notwithstanding. Understanding of another’s motivation is influenced considerably by ones attitudes towards people that is when a manager speaks of highly motivated staff he is indicating that the staff are doing what he wants them to do. It should be that the staff concerned share his motives, example are customers satisfaction, lively working environment e.t.c but equally there could be “motivated” by fear of dismissal (the staff stick or greed for lavish bonuses the carrot).
	Motivation creates a force which moves some one towards a desired action. In the other words, motivation is the energizing of human behaviour, or simply put the process of stimulating action which it is seen as physiological issue and concern itself with questions as “why” do people work? What lead to satisfaction at work? Why do people behave the way they do? And how could we encourage them to do better.
	But here are mainly concerned with those theories of motivation that creates job satisfaction through high standard of encouragement. Lot of theories have been propoundal toward giving meaning that to the very words, motivation by a lost of authors concentrated on those definitions.
	Bramham J. (1978) defined motivation and manpower planning development as a strategy of acquiring people by formulating and utilized return and developed people by formulating and implementing soon manpower policies in other to agree with employee and their unions.
	Crow H. (1963) also defined motivation  as “the process by which individual learn knowledge, skill and attitude not previously in their report which will fit them to function as human component in a system.
	Ubeku C. (1975) stipulates that, motivation for employee is a continuous one that money spent on development of a employee in money well invested. He said that, any employee who have not received adequate motivation before being assigned with responsibilities may lack the necessary confidence with which to carry out his job successfully.   
	According to journal of the institute of personnel management of Nigeria. “Human resources are not only crucial element in all social economic organization, but they are also expensive to acquire and retain.
	Many Anne Devanna (1987) in here theatric “human resources management competitive advantage through people” has this to say. In most organization, the problem is not the observe of data  indeed, for most executives, the problem is deciding what data warrants attention how should they allocate their time and resources? The development challenges it to private corporate executives with diagrammatic models and conceptual framework that help them to organize a competitive world filled with certainty. These tools enable readers to develop a coherent view of the world and to focused on the data relevant to the organizations future survival. In addition to this relatively familiar analytical problem solving approaches today’s leaders also need to develop the ability to create motivating vision that enable employee to learn the relative safety of the past and embark on the new strategies to ensured survival of the future.
	The challenges for today’s management are to find and communicate a vision of organization that is in some way better than the old one and to encourage others to share that vision. Creating motivating images is in no way Okin to blak magic.
	Some professions use both right brain and left brain activities in the execution of their work. For example, architects work in two modalities they crate artist rending of projects as well as the blue points need to execute them. The artist rendering are frequently the reason people commit resources to embark upon a building project, few people can visualizes the project from the blue print.
	The ultimate success of the project, though depend upon the execution of the set of the blue prints that will ensured the structural integrity of the project committed to embark on is a time consuming and costly venture. However, not from the blue print but from the idealized images of what can be.
	In the book of management by stoner and freeman (1978), under the approach to job design . it was stated that experts have been thinking of job design for at least a century. We will now take a look at the few basic ways of viewing the subjects, the mechanistic motivational, biological and perpetual/motor approaches.
	Mechanistic job design:- Consider the job of factory works is required to do only one or two simply things, over and over again. Most of the job are fairy easy to learn and to do. Such jobs are suited to the mechanistic approach to job design, inspired by the turn off century researcher Fredrick W. Taylor, the “father of scientific management who systematically attempted to make job simple and efficient.
	Motivational job design:- As the limits of the mechanistic approach become clearer researchers began to seek out ways of making jobs more varied and challenging.
	J. Richard Hackman and others (1990) who wished to motivate employees to do their jobs have come up with five core jobs dimensions, still variety task identify, task significance, autonomy and feed back.
	Hackmaan (20001) Agues that employees who have responsible jobs should be They understand motivated and satisfied with their positions. People whose job involved high level of skill variety task identify and task significant experience work as very meaningful. A high level of autonomy makes employees responsible and accountable for their acts.
	Feedback gives them a useful understanding of a specific role and functions. The more the  five characteristics of job has the likely, it is that the person who holds it will be highly motivated and satisfied.
	Characteristic
	Description 
	High degree 
	Low degree 

	Skill variety the intent to which a variety of skills and talents are required to complete assigned task 
Identify the extent to which the Job involves completion of an indentation of an involve completion of an identifiable units, project or other pieces of work    
	Performing different task that challenge the intellect and develop skill in coordination handle an entire job function from start to the finish and able to show a table to show a tangible pieces of work as the out come 
	Dress design 
	Messenger 

	Task significance 
	Be involved In job 
	Air traffic controller  
	House painter.

	The extent to which to which the task affects work for lives or inside or outside the organization 
	Function that is important for the well beings safely and perhaps survival of others 
	
	

	
Autonomy: the extend of the individuals freedom on he job and the description into schedule task and determine procedure for carrying them out 
	Be responsible for the success or failure of a job functions and be able to plan work schedule. Control quality e.t.c 
	Project manager
	Cashier in a departmental store

	Feed back: the extent to which the individual receives specific information (praise blame e.t.c.)  about the effectives with him or she task are performed  
	Learn about the effectiveness of ones jobs performances through clear and direct evaluation from a supervisor or colleagues or the work itself 
	Professional athlete  
	Security guard



A management guard to behaviour in an organization.
	Third Edition, Mcgraw –Itill (1992 P38) 
Job enlargement: The combine of various operations at a similar level into one job to provide more varieties of employees and this increase their motivation and satisfaction. An increase in job scope.
Job Erichment: The combining of several activities from a vertical cross section of the organization into one job to provide the worker with more autonomy and responsibility to increase in job depth.
Empowerment:- The act of delegating power and autonomy and authority to subordinate so that goals of the manager can be accomplished.
Flextime: A system that permits employees to range there work how to suit their personal needs.
Selection Process: It follows a seven-step procedures: completed job application, initial screening selection interview, physical examination, and job offer. For managerial positions, the in-depth interview is probably the most important step. Ideally, it should be realistic and factually based. Assessment centers may also be used to select manager.
	Socialization helps the new employees and the organization accommodation to each other. Giving new employees challenging assignments correlates with future success. Training programmes seek to maintain and improve current job performance, while development programmes are designed to impact skills needed in future jobs. The need for training may be determined through performance appraisal, job requirements, organization analysis, human resources survey both training and development method can be classified as on-the-job.
	Coaching is the most important formal on the job development method. Other development methods include job rotation and classroom teaching. Both training should be re-inforced in the work situation.
	Performance appraisal may be informal of formal to improve, performance appraisal should be base on goals jointly set by managers and subordinates. Problems of appraisal include shifting standards, raterbias, different rater pattern and the effect. To be useful as employee incentives, promotions must be fast. Discrimination in promotion though illegal has still not disappeared.
	Transfers are used to broaden a manager’s experience to fill vacant positions and to relocate employees whom the organization does not want to demote, promote e.t.c or fine. Demotion is an infrequently used option  in dealing with ineffective managers.
	Separations, though painful are more widely used and frequently prone to beneficial to the individual as well as to the organization. For any organization to achieve its goals and objectives, employees needs recognition in term of motivating them always since they represent the instruments use to combine the organization and coordination of both human and materials resources to maximize profit and minimize losses.
	Motivation should be seen by any management (be it solid, private or corporate organization) as powerful tools that make employees work beyond  expectation thus achievement of the desired term used to denote relationship between needs and the fulfillment of needs also it is a dynamic process which has five part.
1. Deprivation presence of needs (NEEDS).
2. Tension or drives to fulfill the needs (DRIVES)
3. Needs crystalled as wants (WANTS)
4. Actions, goal oriented behaviour (ACTIONS)
5. Satisfaction of needs that reduces the drive and this create for re-evaluation (SATISFACTION)
The above steps clearly show the distinction between needs and wants. Needs are things that individual wishes to satisfy. The means of satisfy.
	The means of satisfying the needs and wants e.g an individuals may need, he may want to associate himself with strong union that will prevent his organization from undertaking arbitrary dismissal.
	Need creates tension that result to culture-oriented wants for instance, the need for food create tension affect hunger, and hungry individual motivation is necessary in an organization to improve performance to retain existing employees and encourage them. He further stated that if employees are not motivated, situations that can be experienced include low performance, deliberate reduction  of output and autagonistic behaviour.
	Gbadamosi, and Adebakun M. A (1996) defined motivation as “an individual needs, desires and concept that cause him or her to act in a particular manner” they also said that work motivation and maintenance of behaviours relevant in work setting. They further stress that organization exists to accomplish particular objectives for individuals to satisfy some needs.
	Goal setting and motivation; They provide a basis for motivation and they guide behaviour. Therefore, a goal offers guidelines for deciding how much effort to put into thee. Feedback is equally important. 
	If the individual receives at the same pace or relax a bit, it may also persuade the individual to reject the goal by deciding that it is tool easy and therefore, not worth the effort (pursuing it either way the effect it motivational.
	Motivation has been the measurement for the acquisition, utilization, improvement as well as preservation of an enterprising human resources.  Therefore, the impact of motivation on employees performance in Nigeria cannot be divorced, either in theory or form the objectives of the entire productivities of the organization, of which it aims at maintaining and improving the strategies designed to enhance the contribution of productivities at all times in the foreseeable future.
IDENTIFYING MOTIVATION REQUIREMENT 
	Motivation requirements are not only concerned with numbers, but more importantly with type and quality. For example, the decision to have a craft man motivated through training or an apprenticeship or the need for qualified and high caliber managers or the use of technicians are all highly important manpower policy decisions. Under this also investing is necessary and crucial of which there are subsequent question that should as-such-as.
A. Does work need to be done.
B. Are the current member of employees doing it 
C. Have the employees the requisite skills 
D. Could investment reduce total cost or are there other ways and means of carrying out the work.
WHY MOTIVATION IN JOB PERFORMANCE 
	The operation of many organization is more dependent on the supply of manpower, consequently managers find themselves having to deals with the result.
	A number of changes have led to this situation which most importantly, the development of manpower need, which involve.
A.	Manpower cost.
B.	Social and political changes 
C.	Technology changes 
D.	Scarcity of manpower because of lack of motivation to the employees.
E.	Complexity of the organization and the society.
F.	The general emphasis on vision for motivated employees.
	Also the benefit and gained as a result of motivation will be a direct input to the development and increase in production activities in the organization.
	According to pigors and myres in Gupta Sharma and Bhala, (1986) , they stated that motivating a trainee or worker will enables such a worker man to improve on his/her job performance or learn a new skill which might be higher than his previous knowledge.
	Also, the reward for job well done i.e being promoted to the higher level will give the recipients of such promotion and aspiration to do more. It will change the employees behavioural aspect, which is a result, there will be that achievement as regard cost, labour turnover and improvement to in production.

BENEFIT/IMPORTANCE OF MOTIVATION 
	Some of the benefits of motivation to the individual can be seen in the attributes defined by hasley as the process of the helping or aiding employees to gain effectiveness in there present of future work through the development of appropriate habit. NTI and Owuru Ansah stated that, the process is to having individual to gain competence in their present of future work through acquisition and development of appropriate skills.
	Edwin E. PLIPPO deposited that the important of motivation will increase in performance resulting in job performance.
	Also, there will be greater commitment and a morale of the employees. And because of the provision of enabled environment, there will be great attention  given by the employee to the performance of their job in the organization, they will opportunity for personal growth of the employee.
EVALUATE THE MOTIVATION ENHANCEMENT 
	In order to enhance development in an organization through the use of motivation as a tool and there by having the result, it is pertinent that certain parameters ought to be adhered to and that is the evaluation can be seen as follows.
A. Reaction: How well the employees react and responsive to their job.
B. Behaviour: How is the behaviour of the worker is seen towards a given environment.
C. Result: What final result were received as pre-regards cost, labour turnover and improvement to/in productivities.
2.3	THEORETICAL FRAMEWORK 
At various occasions, psychologists and management experts have come up with different theories in their efforts to offer explanations as to what motivate peoples to act in certain ways and by extension of this statement what makes peoples achieves higher performance level.

ABRAHAM MASLOWS HIERARCHY OF NEEDS
This theory is based on human needs directing our behaviour the satisfaction of those needs. This theory identified and categorized those needs into five (5) parts in a hierarchical order.
 (
Physiological 
Safety and security
Belonging and love 
Esteem and status 
Self- actualization 
)These:- figure 1.2 
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	The hierarchical of needs are discussed as follows:
Physiological:- These are means for the procurement of survival needs, it includes foods, shelter, clothing e.t.c they are basic and must be met before others.
Safety and Security:- These needs include actual safety and the feeling or being safe and protected from both physical and emotional injuries, threat and depreciation protection against dangers, unemployment e.t.c.
Belongingness and Love:- This need  is for association love, acceptance by one’s follows for giving and receiving friendship.
Esteem and Status:- This is the need for self respect and regards. It is based on the motion that people want to be esteemed in terms of their standard and  others. It is the need to gain approval and to achieve for self confidence, knowledge, competence and expertise.
Self actualization:- This represents the highest need level. It is man’s craving to become what he is capable of becoming. It makes into account the individuals own goals and potentials. This need is seldom met by human beings.


MCEREGOR’S ASSUMPTION
 (
Theory X and theory Y
)Figure 1.3	 
   
	
By the theory “X” Mcgreger concluded that men inherently dislikes work and will do anything to avoid it unless he is forced or bribed or he fears for his security on the other hand, his theory “Y” assumed the apposite that given the right atmosphere man wants to work and he enjoys it and could direct himself towards the attainment.
FREDERICK HERZEBENG
	Here, he concludes on his two factors theory that work satisfaction depends on what he referred to as “motivators” while dissatisfaction result from inadequacy of what he termed as “Hygienic or maintenance” factor e.g 

Figure 1.4 
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	The above theories, although not necessarily conclusive in their applicability non the less, they could serve as painters for successful execution of our roles of people responsible for motivating others for greater performance.
EXPECTANCY THEORY-VICTOR VROOM 
	This theory is also referred to as performance expectation theory or instrumentality theory. According to this theory, an individual  will be motivated to produce at high level if he perceives that this effort will result in successful performance while will result in outcomes or towards. The individual most specify how much he desires the various outcomes or toward he will obtain granted that he perform successfully. Desired outcomes can be of two types intrinsic rewards that relate directly to the nature of the work itself (e.g interesting and challenging it is): Extrinsic rewards that do not relate directly to the nature of the work e.g  how salary increases and working conditions.
	Basically, Vroom feels that motivations is a product of how much one wants something and one’s estimates of the probability that a certain action or series of actions will lead to getting that things.
	Motivational force:- valence x expectancy valence is the attractiveness of the outcome. It is the degree of value that a person places upon a particular outcome or an act: the strength or desire towards a goal. Expectancy is the probability of getting something with certain action or series of actions.
PORTER’S AND LAWLER’S SATISFACTION THEORY 
	Motivation according to porter’s and lawler is dependent on pay satisfaction which leads to motivation and motivation lead to job performance pay satisfaction is dependents on received amount of pay and the amount actually received.
	If the perceived amount equals amount received there is pay satisfaction, but if the perceived amount differs from amount received two situation may arise.
1. Perceived amount greater than amount received, there will be pay satisfaction dissatisfaction.
2. Perceived amount less than actual amount received, the will be pay satisfaction but this may also lead to having sense of guilt.
ADAMS JACQUES EQUITY THEORIES 
Motivation according to Jacques is dependent on perception on equity by a worker in respect of the organization system. To him, equity exists to when the input and output ratio of a worker is equal to input on and output ratio of a corresponding group or individuals. 
He identified, promotion e.t.c the ratio is represented this:- 
Output 	= output of others 
Input of self 	= input of others  
If the inputs and output ratio of a worker is not equals to input and output ratio of 
Output 	= output of others 
Input of self 	= input of others  
	If the input and output ratio of a worker is not equal to input and output ratio of a corresponding group, in equality will be perceived. In most cases, inequality is always negative in nature to underpayment, there by resulting in demoralizing situation which can prompt the employee to embark on union pressive behaviour and at times clearing the organization completely.
CHARIS ARGYIS IMMATURITY AND MATURITY THEORIES 
Arggris believes that these are seven changes takes place in an individual as he move from infancy-immaturity to adulthood-maturity.
 IMMATURITY		MATURITY
(Infancy)				(Adult) 
1.	Passive state 		-	active state 
2. 	Dependent state 		-	independent state 
3. 	Rigid behaviour 		-	adaptive state 
(behaviour only few ways)- (combehave in many ways)
4.      Casual shallow limited interest – Deep, long and strong lasting 
 	interest 
5.	Short term thinking 		- long lasting thinking 
6.	Infant subordinate to every to every one – Adults development self awareness and self control and respect.
	Charis contends that most organizations keep their employees in a state of immaturity. Position descriptions, work assignments and task specialization while lead to routine, unchallengeable jobs.
	The management likes to control everything, the employees being viewed as small cogs in a big machine of course. This type of thinking is incompatible with the development of mature personality. Chester Bernad, one of the earliest theories virus an organization as a social system consisting of individual who cooperate within a formal frame work. He is of the opinion that efficient work methods and effective motivation of employees can help to create successful organization when work done by  one person or department is consistent with that done by others.  



CHAPTER THREE
3.0	METHODOLOGY 
The method and application of information within research study is carried out under the following points primary, secondary are method of data collection.
3.1 PRIMARY DATA 
The primary data was acquired directly from the area of study (Deli Foods Lagos) through two different yet reliable sources “Questionnaire and oral interviews. The entire question both questionnaire and oral interviews were so framed/constructed that, direct and simple replies like agreed, disagreed, strongly disagreed, yes or not e.t.c were all need from the despondence.
3.2 SECONDARY DATA 
There were two major sources of data collected as secondary data. There were theoretical secondary data and the empirical data.
Theoretical data were collected from books (text) newspapers, journals and annual report booklets. On the other hand, the empirical data were collected/sourced from already written project research works. Specific sources for the required secondary data include Deli Foods annual report for the year 1989 through to 1999.
3.3 METHODS OF DATA COLLECTION 
For the fact that time was not on the side of the researcher  coupled with pressure in the official duties for the resercher combined this study with his jobs, as such, other hands were employed to help, to enhance the realization of the needed quantity of data and in the right time.
To make sure that non of the needed data gets tampered with the researcher decided to get this from the respondents directly rather than allowing them mailed it. Also to make sure that the same number of questionnaires sent to respective respondents directly rather than allowing them mailed it. sections were collected, the questionnaire were given specific number in order to avoid receiving Photostat or duplicated copies.
Apart from that the researcher ensures that the data were stratified and randomly collected, the research area was divided into sections and equal numbers of questionnaire were sent to each sections and these include:
A. Engineering department 
B. Personnel and administrative department 
C. Stores 
D. Accounts 
E. Security 
F. Computer 
G. Legal 
3.4 RESEARCH INSTRUMENT 
In order to make this research and its data collection less difficult, two methods of instrument were selected based on the fact that they in most cases achieved what they were designed for. The two methods / instrument selected in this research were questionnaire and oral interview.
Therefore interview was also used to enable us receive information from our respondent at any particular position in as much as convenient for him/her at that sport. In order to verify if the questionnaire would be able to measure with what it was designed for. (validity of instrument) few samples were first prepared and distributed among chosen and knowledgeable personalities, (as regards research), made to respond to the question and then probably give any advice if need be.
This act was aimed at obtaining before hand information and to know  how respondents would react to the questionnaire proper for the research.
3.5 AREA OF STUDY 
The chosen area of study is the (Deli Foods Limited Lagos). This chosen area was made not only because the acquisition of the required data would be a bit easier, but also because it is one organization with large staff strength and a well pronounced programme of training for it staff.
Also, the nature of its activities and the sophistication of machinery needed to carry out these activities demand a high level of intelligence from the employees.
3.6 CONDUCT OF FIELD WORK 
Having established the project topic for this study and having evaluated the amount of time, energy and money to be involved in order to obtain a worth while research work, and at the same time appreciating the unavoidable constraints to be encumbered, we have the combine the activity with our office work and not forgetting the level of study we were into and the corresponding level of demand in standard as regards to the fact this project was actually my first experience.
3.7 INTRODUCTION
Deli Foods has been chosen as the area of study for this research and there is no how this research can be comprehensive without a brief account of discussion as to the establishment, corporate, objective, corporate function activities, problems and welfare service of (Deli Foods Limited Lagos).












3.8 HISTRICAL BACKGROUND DELI FOODS LAGOS
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	The last twenty seven years in which 80% of them (employees). Industrial training fund (ITF) to develop their and talent within the organization in order to allow easy distribution and marketing of their product the company has it head office in Lagos 


STATUTORY LAW 
Deli Foods Limited first came into existence in may 1998 and set its first plant in isolo Lagos.
This was the beginning of an exoting growth and development, particularly during the past twenty seven (27) years.
3.9 DEVELOPMENT AND LOCATION OF DELI FOODS 
Deli Foods in one the worlds leading procedures of biscuits which is being sold in more than 32 states.
A total of one hundred and twenty million (140,000000) serving are consumed everyday in all parts of the country. Deli Foods Limited is today Nigeria number one producer of biscuit.
3.11	FEATURES AND ACTIVITIES OF DELI FOODS 
	Deli Foodss is the largest manufacturer of biscuit in the country. The manufacturing process of Deli Foods is on a carefully measured combination of sugar, magarine, salt and glucose. The same standard is maintain throughout the country.
	The best in ingredients are used for making these biscuits and sophisticated at all plants and extremely high standards of hygiene are maintained to ensure that top quality products reach the consumers 
3.12	THE IMPACT OF DELI FOODS 
	The success of Deli Foods has brought with the development of a number of sister industries all contributing to the growth of the Nigeria economy. The truck s which are a familiars sight in many parts of the country to deliver biscuits to more than 80,500 dealers are also assembled in Nigeria.
3.13 THE WELFARE SERVICE IN DELI FOODS LIMITED 
For an establishment to remain in the forefront as the gate way to the nation economy, it must not have only achieved this through rational planning or by efficient allocation and management of its resources but most importantly would have definitely satisfied the human element within the establishment.
Therefore, the attitude which Deli Foods possesses has contributed immensely to the stability, honesty of purpose, dedication and loyalty of the entire staff, right from the junior to the senior cadre and the cooperate image of Deli Foods. In a well packaged welfare services which the management of Deli Foodss company make available to it staff make it possible for staff to stay long on their job and thereby developing the attitude to become honesT, loyal, dedicated, hardworking and ready to cooperate with management in resolving thorny matters on industrial relations that should have caused upheavals, strikes and destruction of properties that usually characterized behavior of staff in other establishment.
The Deli Foods has policies on staff welfare service which are being formulated and executed by the principal management staff and these include staff emolument staff and remuneration.
A. Pension 
B. Death benefits on official duty 
C. Accident insurance scheme
D. HOD meetings 
E. 13th month benefits 
F. Training programme 
G. Promotion staff
H. Retirement 
I. Seminars 
J. Loans 
K. Catering service 
3.13.1     PENSION SCHEME 
Those that have served the company continuously in a pension able position for 10years are the beneficiaries. And those that served the company under 10 years are paid gratuity ranging from 40-80 percent of their salary.
3.13.2     DEATH BENEFITS OFFICIAL DUTY
Five year payment of staff annual salary are made available for such staff who have served the required number of years.
3.13.3   ACCIDENT INSURANCE SCHEME 
Deli Foods Limited insures its employers against accident, fire, motor e.t.c whenever such staff perform their official assignment employee enjoy the benefits of compensation on death, personal  injury, loss of properties arising during performance.
3.13.4    HOD MEETINGS 
This practice takes place in all the departments of the company i.e all the head of department meet regularly as the need arises to discuss operational activities and matters affecting the company and especially, the staff welfare.
3.13.5  	13TH MONTH SALARY 
The staff enjoys this benefit as it provides additional income to spend during Christmas. But the payment is determined by the profit margin made in the preceding years as declared by  the management.
3.13.6   	FRINGE BENEFITS 
The staff enjoy housing allowances transport allowances, utility, metal subsidy, vacation leave grants, overnight allowance, transfer allowances e.t.c.
3.13.7  	TRAINING PROGRAMME 
Deli Foods Limited organizes massive training programme for its staff  both locally and abroad whenever the need arises. There are specialized technical and professional training programme duration of which is either short term or medium term.
3.13.8    PROMOTION OF STAFF 
This is done annually and is usually on merit while increment is also given to hard working and honest staff.
3.13.9      RETRENCHMENT 
This is rarely done except in some occasion. The company does prevent any staff from resigning his or her appointment, because this is natural exist from the company, but also there are few cases of termination of services and dismissal for misdemeanours
3.13.10 SEMINARS 
There are management seminars and workshop, lectures symposia being put together in order to bring together management staff in the board room to resolve management problems usually with the assistance of external consultants resources persons in attendance.
3.13.11 LOAN
There are opportunities open to generality of staff to secure one form of loan or the other. The applications for such loans are processed by the committee set up for that purpose.
Therefore, request are made for the following:
A. Motor vehicle loan.
B. Vehicle refurbishing loan
C. Motor cycle loan 
D. Bicycle loan.


3.13.12 LOAN SERVICE AWARD 
Individual who has made outstanding contributions are always given significant or a letter of recognition. Employees would only qualify to benefit from the scheme on retirement or withdrawal of service if he or she is qualified for the pension and gratuity.
In addition, such staff or employee must have rendered an unblemished services.
3.13.13 CATERINE SERVICE 
Deli Foods Limited, management maintains well established catering services which provides good quality food at highly subsidized rate. The mains objective of establishing/providing catering services for the staff is part of the management policy of improving the welfare of staff.


























CHAPTER FOUR
DATA ANALSIS AND INTERPRETATION
	The chapter deals principally with data presentation content and analysis for the entire study.
	The responses from the respondents in its entires were qualified, sorted and analysed. In analyzing the data gathered primarily the percentage (%) means (X) and standard deviation approaches will used.
Table 4.1 BREAKDOWNS OF THE RESPONDENTS 
	RESPONDENTS 
	NUMBERS OF QUESTIONNAIRE ADMINISTERED 
	NUMBER OF QUESTIONNAIARE COMPLETED AND RETURNED 

	Top management 
	3
	2

	Junior staff 
	30
	28

	Total 
	33
	30


Source??? Field summary 2025.
In determining the response rate of the respondent in percentage goes thus. 
Responses rate 	30 × 100 
		          33	1
			90.9091% 
			= 91%
		Non respondent rate = 3 × 100 
					     33      1 

			= 9.0909091% 
				= 9%
From the above calculation it could be said that the response rate was reliable and satisfactory. For more effective analysis, clarity and easy comprehension data collected were tabulated and marked out 


in simple percentage and in students 2 formular in order to reflect the proportion of each response at againce.
Table 4.2 sex 
	Variables 
	Reponses 
	Percentage 

	Male 
	22
	73.3

	Female 
	8
	26.7

	Total 
	30
	100


Sources: fried summary 2025 
	From the above table 22 representing 73.3 percentage of the respondents were male and 8 representing 26.7 percent of the respondents were females. The larger proportion of male to female. Work force in this organization is a replica of what is happening in manufacturing company where greater percentage of their duties is tedious and energy consuming.
 Table 4.3 AGE 
	Variable 
	Reponses 
	Percentage 

	16-25
	5
	16.7

	26-35
	7
	23.3

	36-45
	13
	43.3

	46- above 
	5
	16.7

	Total 
	30
	100


Source: field summary 2025
	The table above indicates that 5 representing 16.7 percent of the respondent were between the age 16 and 25, 7 representing 23.3 percent of the respondents were between ages 26 and 35 years and 13 representing 43.3 of the respondents were between 46 years above represent 16.7 percent. The greater percentage is represented by 36-45 years.
	This implies that this set of people will be able to know the meaning of the questions that are asking from them and they will be able to respond correctly.
Table 4.4 EDUCATION QUALIFICATIONS 
	Variables 
	Reponses 
	Percentage 

	 Primary 
	1
	3.3

	WAEC
	5
	16.7

	NCE
	2
	6.7

	ND
	2
	6.7

	HND/BSC
	18
	60

	MBA
	2
	6.7

	Total 
	30
	100


Source: field summary 2025
	From the above table I representing 3.3 percent of the respondents were primary school holder. 5 representing 16.7 percent of the respondents were African school certificates holder. 2 representing 6.7 percent of the responded were holding an ND certificate, 18 representing 60% of the respondents were degree and HND holders and 2 representing 6.7 percent of the respondents were NCE holder, 2 representing 6.7  percent of the respondents were holding an ND certificate  masters degree holders.
	Analysis above shows that 24 representing 80.1 of the respondents are having certificate which is more than primary and secondary certificate, this means that they will be able to understand any question posed to them and they will be able to respond appropriately.
Table 4.5 MARITAL STATUS 
	Variables 
	Reponses 
	Percentage 

	Single  
	11
	36.7

	Married 
	19
	63.3 

	Total 
	30
	100


  Source: field summary 2025
	From the above table 11 representing 36.7 percent of the respondents were single and 19 representing 63.3 percent of the respondents were married. This imply that the researcher will be able to get a reliable information because majority of the respondents were responsible and matured enough to give an accurate information.
Table 4.6  DESINATION/ LEVEL OF MANAGEMENT 
	Variables 
	Reponses 
	Percentage 

	Top management  
	5
	16.7

	Junior staff 
	25
	83.3 

	Total 
	30
	100


 Source: field summary 2025
	The table above indicates that representing 16.7 percent of the respondents were management staff. 25 representing 83.3 percent of the respondents were junior staff. This means that all the employees in the organization were adequately represented and by doing so the researcher will be able to get a reliable information.
Table 4.7 how long have you been working in the company 
	Variables 
	Reponses 
	Percentage 

	Lees than a year  
	2
	6.7

	Between 1-2 years 
	4
	13.3 

	Between 3-4 years 
	5
	16.7

	Between 5-6 years 
	9
	30

	7 years above 
	10
	33.3 

	Total 
	30
	100


Source: filed summary 2025
	Form the above table it could be seen that the people with 5, 6 and 7 years above constitutes 19 with 63.3 percent of the respondents, this will make the information gather more reliable since most of them have stayed long in the company.
Table 4.8 do you prefer cash sales to credit sales?
	Variables 
	Reponses 
	Percentage 

	Yes  
	18
	60

	No 
	12
	40

	Total 
	30
	100


Source: field summary 2025
	From the table above 18 representing 60 percent of the whole respondents agreed that cash sales is prefer to credit sales. This implies that credit sales not preferred when looking at the cost benefits, but despite the fact they cannot run away from credit sales because it constitute their majors sales.
Table 4.9 Does your company do sales promotion?
	Variables 
	Reponses 
	Percentage 

	Yes  
	19
	63.3

	No 
	11
	36.7

	Total 
	30
	100


Source: field summary 2025
	The above table shows that 19representing 63.3 percent while 11 representing 33.7 percent does not agree that the sales promotion does not increase the level of consumer on any product.
Table 4.10 does your company normally offers a cash discount for prompt payment.
	Variables 
	Reponses 
	Percentage 

	Yes  
	22
	73.3

	Female 
	8
	26.7

	Total 
	30
	100


Sources: filed summary 2025
	From the above the 22 representing 73.3 percent of the respondents while 8 representing 26.7 percent does not agree that there is cash discount offer for prompt payment. This implies that the company give cash discount to customers to enable them pay promptly so that a lot of money will not be tied outside for long.
Table 4.11 does your company operates standard proceeding for collecting overdue accounts.
	Variables 
	Reponses 
	Percentage 

	Yes  
	30
	100

	No 
	0
	0

	Total 
	30
	100


Source: field summary 2025
	It can be deduced from the above that there is element of credit management in the company that the standard procedures laid down was as a result of credit management that exist in the organization and 100% above show it clearly.
Table 4.12 has your company turnover shown a tendency to increase the amount of their products.
	Variables 
	Reponses 
	Percentage 

	Yes 
	26
	86.7

	No 
	4
	13.3

	Total 
	30
	100


Sources: field summary 2025
From the above, 26 representing 86.7 percent of the respondent while 4 representing 13.3 percent, the 86.7 percent respondent shows that the turnover of the  company increases. This implies that credit management has increase the turnover of the company.


QUESTIONNIARE
Fill the space provided where necessary and the ( 	) relevant choice in case of listed option.
SECTION “A” 
1.	Sex: male (	) female (	) 
2.	Age: 16-25 (	 ) 26-35 (	) 36-45 (	) 46 above (	) 
3.	What is your educational background/qualification primary (	) WAEC (	) ND (	) NCE (	) HND/BSC (	) MBA (	) 
4.	Marital status: Single (	) Married (	) 
5.	Designation/present position in the organization. Management (	) senior staff  (	) Junior staff (	) 
6.	How long have you been working with the company? Less than a year (	) between 1-2 years (	) between 3-4 years
 (	) Between 5-6 years and above (	)
SECTION “B”
7.	Do you prefer cash sales to credit sales? (a) yes (	) 
(b) No (	) 
8.	Does your company do sales promotion? (a) yes (	) 
(b) No (	) 
9.	Does your company normally offers a cash discount for 
collecting prompt payment? (a) Yes (	) (b) No (	) 
10.	Does your company operates standard procedures for collecting 
overdue account?
11.	Has your company’s turnover shown a tendency to increase the 
amount of your product? (a) Yes (	) (b) No (	).
QUESTIONS FOR TESTING HYPOTHESIS 
	Hypothesis 1. motivation leads to the reduction of managerial supervision during production.
Table 1. Response data 
	Variable 
	X
	F 
	FX
	X-X
	(X-X)2
	F(X-X)2

	Strongly agree 
	8
	22
	176
	2
	4
	88

	Agree 
	6
	14
	84
	0
	0
	0

	Disagree 
	4
	14
	56
	-2
	4
	56

	Strongly disagree
	2
	0
	0
	-4
	16
	0

	Total 
	
	50
	316
	
	24
	144


Source:  field summary 2025
Source : X=∑F×	= 316 = 6.32	
	        ∑F 	    50

SO =√ ∑F (x-x)2 
	EF 			 √ 144			=1.69 
				 50

Conclusion with a means of 6 standard deviation of 1.69 the respondent agreed with the motion that motivation leads to the reduction of managerial supervision during production.
HYPOTHESIS 2: motivation is a moving force that energies the working force.
Table 2; response data 
 
	Variable 
	X
	F 
	FX
	X-X
	(X-X)2
	F(X-X)2

	Strongly
	8
	18
	144
	2
	4
	72

	Agree 
	6
	24
	144
	0
	0
	0

	Disagree 
	4
	4
	16
	-2
	4
	16

	Strongly disagree
	2
	4
	8
	-4
	16
	64

	Total 
	
	50
	312
	24
	152
	144


Sources: field summary 2025


	×× = ∑fx – 316 =6.24 
	
SD = =√ ∑F (x-x)2 	=√ 152 		=√ 3.04
  ∑F				50				=1.74
	conclusion with a mean of 6 standard deviation of 1.74 the respondents agreed with the motion that motivation is a moving force that energies the working force.
	HYPOTHESIS 3: motivation does prepare an employee toward higher challenges.
Table 3: respondent data 
	Variable 
	X
	F 
	FX
	X-X
	(X-X)2
	F(X-X)2

	Strongly agree 
	8
	14
	112
	2
	4
	56

	Agree 
	6
	30
	180
	0
	0
	0

	Disagree 
	4
	4
	16
	-2
	4
	16

	Strongly disagree
	2
	2
	4
	-4
	16
	32

	Total 
	
	50
	312
	
	24
	104


Source:  field summary 2025

X=   ∑F×	= 312 = 6.24		=6
        ∑F 	    50
SD = =√ ∑F (x-x)2 	=√ 104		=√ 2.08
    ∑F			      50				=1.44   49
	Conclusion with a mean of 6 standard deviation of 1.28 the respondents agreed with the motion that motivation does prepare on employee toward high challenges.




HYPOTHESIS 4: There are  negative effects of motivation.
Table 4: respondent data 
	Variable 
	X
	F 
	FX
	X-X
	(X-X)2
	F(X-X)2

	Strongly agree 
	8
	8
	64
	3
	9
	12

	Agree 
	6
	10
	60
	1
	1
	10

	Disagree 
	4
	20
	80
	1
	1
	20

	Strongly disagree
	2
	12
	24
	-3
	9
	108

	Total 
	
	50
	228
	
	20
	210


Source:  field summary 2025
X= ∑F×	= 228 = 4.56		=5
       ∑F 	    50			= 2.28 

SD = =√ ∑F (x-x)2 	=√ 210		=√ 4.2
    ∑F		 50			     =2.05
conclusion with a mean of 5 standard deviation of 2.05 the respondents strongly agreed with the motion that there are negative effect on motivation.













CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 SUMMARY 
The fact that human asset is a major contribution in any production process, it needs the set target, it should be modernized and improved upon like machineries to enable output be increased since like every other asset, it can be affected by depreciation.
	Therefore motivation scheme has to be properly developed in order to satisfy rather than frustrate peoples needs and to develop it. Therefore it objectives include:
1. Seeking to let employees know their role procedures, laws and other useful information which would help them perform their duties.
2. Developing a type of skills that are necessary to solve the employees newly emerging job related problems.
3. Also, making the employees sensitive to the human side of the organization an the environment and its need has to be put into consideration.
5.2 CONCLUSION 
In conclusion we would rather advice those organization bodies with little vision regarding the benefits accruable to property training of  staff to have a chance of mind as they save by not attaching importance to motivation in their policy programme.
	The employees themselves while benefiting from greater interpersonal relationship, high safety control and confidence, job security takes the management much in terms of finance to give them the type of motivation they required and hence most try to commensurate with improved productivities rate as that can give to the management what staff motivation needs.

5.3 RECOMMENDATIONS 
The following recommendations are considered:
The management of every organization with the expected level of seriousness towards achieving its objectives to make sure that an articulated programme of motivation for her employees fined a place in their policies.
	Management must strive to keep proper records of newly employed staff and thereby plan for the immediate needs.
	Organization’s management may embark on attitude survey to determine the level of motivation. The  System to be embarked upon must be flexible in order to account for varying requirement to people who need different stimuli. System to adopt must be comprehensive in providing for the satisfaction of all needs.
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