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CHAPTER ONE

CHAPTER ONE

INTRODUCTION

1.1 GENERAL INTRODUCTION

An organization is an entity of human and non-human resources, which have been joined together to achieve desired or predetermined goals and objectives. In order to ensure efficient and effective management, there must be motivation. All organization depends on human element aside from other factors of production. The human factors are very crucial to the progress of an organization. The performance of workers in an organization depend on the motivation incentives that employee enjoys in the organization. The success of every organization depends on its human resources, thus to survive and prosper, an organization needs well qualified motivated employees. In addition to obtaining well qualified motivated employees or workers, this type of employees or workers must be available at the right time required. 

Stephen P. Robbins (1978) sees motivation as the willingness to do something, conditioned by this ability to satisfy some need for the individual. Sterling H. S & Douglas E. Durand (pg. 56) sees motivation or force, internal to the individual that form the basis of human behavior. To Heinz Weihrich and Harold Koontz (1994), motivation is a general term applying to the entire class of drives, desires, needs, wishes, and similar forces. Motivation can also referred to as the drive and effort to satisfy a want or goal while satisfaction is the contentment experienced when a want is satisfied. Motivation; implies a drive toward an outcome (satisfaction).

Motivation is the ability to influence the behavior, emotion, and attitude of an individual toward a desired goal and objective. I.e. the ability to make the employee reasoning aligns with the organization objective. Managers must be conscious of the emotion, behavior and attitudes of the workers or employees. 

Motivation is anything that energies behavior of worker in an organization, because work generally exists to be done just as human beings exist to work for survival. It is doing this work that breeds progress and development accruing to a society and active participation assumption behind Mc Greg or’s Theory which emphasis that expenditure of mental and physical effort is natural as play and rest. The average human being doesn’t inherently dislike work depending upon the controllable condition provided, because sometimes work might be a sources of satisfaction and will be voluntarily performed.

However, in spite of this assumed close relationship between worker and man there is existence of great disparity between them and that is why when we look at a group of people that is performing the same tasks, it is difficult to predict that one does it better than the other. This can only be discovered, if there is a designed yardstick for measuring the best performance and the level at which  each staff contribute to the productivity of the organization, also to reveal the best performance in each group and the poorest. (Performance Appraisal)

Motivation of staff plays a full role in the achievement of the organization objectives and this has been one of the most difficult tasks that confront Mangers and Administrators of an organization.

The success of a Manager solely rest on how efficient and effective he is able to manage the enterprises for which he/she is head responsive to, and his success can be measured by the organization’s efficiency and accomplishment of co-operate goals, which in turn depend on the level of mobilization of human resources (employees) available within the organization setup. Consider these managerial statements;

“Our most productive investment remains our people. It is through the     dedication, skills and initiative of our people that Visy Industries has prospered and will continue to move ahead” Richard Pratt

 
“The people who are doing the work are the moving force behind the Macintosh. My job is to create space for them, to clear out the rest of the organization and keep it at bay” Steve Job.

“Our mission statement about treating people with respect and dignity is not just words but a creed we live by every day. You can’t expect your employees to exceed the expectations of your customers if you don’t exceed the employee’s expectation of the management” Howard Schulz

1.2
STATEMENT OF THE PROBLEMS
      The research is focused on the performance and the non-performance of IBEDC. The low productivity of the civil servant is based on the fear to take concrete decision as a result of the purge of the public sector organization.

The purge occurred because public sector is over bloated; it carries unnecessary loads which culminated in many workers handling few jobs with levity, indolence, absenteeism, which in turn yield to low level of productivity, gossiping and other such negative practices that bedeviled the public sector. 

The problem of bureaucracy practices that reduces the superior-subordinate interaction and informal relationship that exist among them, also lack of supervision and in adequate career structure for promotion.

1.2 OBJECTIVES OF THE STUDY

   
  The objective of this study is as follows:-

· To find out the historical Background of IBEDC
· To find out various motivational techniques or incentives that are available for IBEDC.

· To find out the constraints faced by IBEDC.

· To recommend ways of enhancing motivational incentives to workers of IBEDC.   
1.4 SIGNIFICANCES OF THE STUDY

 Public sector is the main agent of development and whose roles have been described as very significant not only in functional leadership for the purpose of National Developments but also as an integral used  in pulling and pushing the private sector to attain national overall objectives. According to Amdi; the civil service must play leading role in national development as conceived by the state i.e. to perform its duties efficiently. The above has shown that for Nigeria to be a better place for conducive and peaceful co-existence; a public sector is inevitable. If this is so and the present linage of the IBEDC in particular is what has been described above. The study is necessary in order to dig into the role of motivation or what lack of motivation has played in creating that type of linage for the Local Government and pulling the State local Government on its feet and make it more efficient, productive and result oriented.

1.5 SCOPE AND LIMITATIONS OF THE STUDY

The scope and limitations of this study is concerned with the Ilorin West Local Government. Also it concerns mainly the senior executive staff of the local government council. In this study, only the relevant theories of motivation are selected, the study examines the importance of motivation of staffs in an organization. It also analyzed the attitude of worker in an organization.

1.6
DEFINITION OF TERMS 

 MOTIVATION: Can be defined as a form of internal force which occurs inform of  urge, drive, needs, desire etc. which must not only be about shaping the behavior,  but must also be able to lead that behavior toward a direction i.e. goals and objectives.
PERFORMANCE: Is the act of performing a specific action, deed, etc. how well or badly you do them, how well or badly something work out or result to.

Performance can also be defined as the remark or credibility given to an individual for a job well done or the condemnations apportion to him based on his/her ineptitude and ineffectiveness.

EFFICIENCY: Efficiency can also be defined as the ability to implement a specific task in compliance to it explicit deadline and the economizing of resources in attaining the preconceived objectives.
EMPLOYEE:  Is a person working for another person or a business firm for pay or paid to work for somebody.
Employee can be defined as an individual who is bonded in contract with another individual or organization based on exchange of recourses for the benefit of both parties in other to satisfy their need and desires.

MANAGEMENT: Can be defined as a term use to designate the hierarchies of activities that takes place in an organization and also the body of individuals who implement them toward attaining the organization objectives.

Management can also be defined as the utilization of both human and material resources of an organization in order to accomplish the organization goals and objectives.

Management is the co-ordination of all resources of an organization through the process of planning, organizing, directing and controlling in order to attain organization objectives.
PUBLIC SECTOR ORGANIZATION: Can be defined as an establishment owned and managed by government, which is attributed with the provision of essential services for the development of the national economy. It is an organization, agency, machinery, used by government in discharging its duties and responsibilities to it citizenry.
Public sector can also be viewed as a branch of government administration outside the Armed services, or other government department in a country, except the armed forces and the people who work for them.

1.7 
ORGANIZATION OF THE STUDY 

The major purpose of government is to ensure that there is peaceful co-existence among citizenry. The progressive creation, proliferation and enhancement of the condition of good life for the citizenry within the boundaries of the nation is called DEVELOPMENT. According to Dudley seers; Development entails not only Nation income growth but also a condition whereby there is adequate food and jobs for the citizenry, associated with great reduction in the level on in-equalities among them. 
 The public sector has been recognized as the integral of national development in any nation, its produced output serves as input to other private investment, and it is largely depend on by the larger economy for prosperity. 
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CHAPTER TWO

1.0 LITERATURE REVIEW

1.1 INTRODUCTION

The word motivation is coined from Latin word “motus” a form of the verb movere, which means to move, influence, effect and excite. By motivation, we then mean the degree to which a person is moved or aroused to act (Rainey, 1993).

Dictionaries simply describe motivation as “the goal to act” (Mitchell, 1982), whereas scholars expand the term to “ the set of psychological process that cause the arousal, direction and persistence of individuals behaviour toward attaining a goal (Greenberg/Baron, 2003). The latter definition underlines three pillars of motivation. The first arousal – has to do with the drive or energy that ignites behaviour. The second – direction – has to do with the type of behaviour that is exerted and whether it is in line with demand or organization goals. The third pillar – persistence – deals with the lastingness of behaviour (Mitchell, 1982).


Furthermore, the definition asserts that motivation is an “individual” phenomenon. Each individual is unique and has different needs, expectations, values, history, attitudes and goals.


Another aspect of motivation is that it pertains to “determination, intention and self – choice”. (Greenberg/Baron, 2003).


Along with perception, personality, attitudes and learning, motivation is a very important part of understand behaviour. Luthan (1998) asserts that motivation should not be thought of as the only explanation of behaviour, since it interacts with and acts in conjunction with other mediating processes and with the environment. Luthan stresses that, live the other cognitive process, motivation cannot be seen, all that can be seen is behaviour, and this should not be equaled with causes of behaviour, Evans (1998) states that many recent theories of organizational behaviour find it important for the field to re-emphasize behaviour. Definitions as mentioned earlier abound. One thing these definitions have in common is the inclusion of words such as ‘desire. ‘want’, ‘wishes’, ‘aims’, ‘goals’, ‘needs’, and ‘incentives’. Luthans (1998) defines motivation as “a process that starts with a physiological deficiency or need that activates behaviour or a drive that is aimed at a goal incentive”. Therefore, the key to understanding the process of motivation lies in the meaning or, and relationship among needs, drives and incentives.


Relative to this, Minner, Ebrahim and Watchel (1995) state that in a system sense, motivation consists of these three interacting and interdependent elements, that is, needs, drives and incentives.


Linder (1998) defined motivation as the psychological process that gives behaviour purpose and direction, a predisposition to behave in purposive manners to achieve specific, unmet needs, an unsatisfied need, and the will to achieve, respectively.


Young (2000), suggests that motivation can be defined in a variety of ways, depending on who you ask. Ask someone on the street, you may lively get a response like “it’s what drives us” or “it’s what makes us do the things we do”. Therefore, motivation is the force within an individual that account for the level, direction and persistence of effort expanded at work.


Halepoia  (2005) defines motivation as “a person’s active participation and commitment to achieved the prescribed results”. Halepoia further presents that the concept of motivation is abstract because different strategies produce different results at different times and there is no single strategy that can produce guaranteed favourable results at the time.


According to Antomioni (1999), the amount of effort people are willing to put in their work depends on the degree to which they feel their motivational needs will be satisfied. 

On the other hand, individuals become de-motivated if they feel something in the organization prevents them from attaining good outcome.


It can be observed that from the above definition, that motivation in general, is more or less basically concerned with certain human action or inaction over a given period of time given the prevailing conditions. Furthermore, the definition suggests that there need to be   “an invisible force” to push people to do something in return. It can also be deducted from the above definitions that having a motivated workforce or creating an environment in which high levels of motivation are maintained remains a challenge for today’s management.


Motivation has many definitions, but it is important to focus on those that are related to the workplace. Understanding what exactly motivation is will help managers decide what actions to take to encourage their employees. It is the discretion of the person to decide if they are going to be motivated or not. Motivated and unmotivated are not opposites, but instead, there are determining factors that could cause someone to be unmotivated, such as life events and attitudes towards a specific job.


A person becomes motivated in order to achieve their own personal goals. The more motivated an employee is, the more likely they are to have organizational commitment and identify themselves with the organization.


Managers and management researchers have long believed that organizational goals are unattainable without the enduring commitment of members of the organization. Motivation is a human psychological characteristic that contributes to a person’s degree of commitment (Stroke. 1999). It includes the factors that cause, channel and sustain human behaviour in a particular committed direction, Stroke goes on to say that there are basic assumptions of motivation practices by managers which must be understood. First, that motivation is commonly assumed to be a good thing. One cannot feel very good about oneself if one is not motivated.

Second, motivation is one of several factors that go into a person’s performance. Factors such as ability, resources, and conditions under which one performs are also important. Third, managers and researchers alike assume that motivation is in short supply. Fourth, motivation is a tool with which managers can use in organizations. If managers knew what drives the people working for them, they can tailor job assignments and rewards to what makes these people “tick”. Motivation can also be conceived as whatever it takes to encourage workers to perform by fulfilling or appealing to their needs. To Olajide (2002), “it is goal – directed, and therefore cannot be outside the goals of any organization whether public, private or non-profit”.


Managers most often fulfill their organizational goals through the work of employees. Thus, managers need to have highly efficient and productive staff member. Although many factors contribute to productivity, job performance is viewed to be the most influential one. Job performance itself is a function of four varieties: ability, understanding of the task, environment and motivation (Mitchell, 1982). Accordingly, in order to perform well, employees need to have the knowledge and tools that are required for the job as well as the “will” to do what is asked of from them.

Therefore, motivation can be generally equaled with action and the understanding of motivation unfolds to be a key to the success of any public or private organization.


The issue of workers’ motivation has become a matter of debate and concern in educational systems and standards. It is acknowledged that any nation that is aspiring to maintain high and quality standards or achieve quality assurance in the educational system must take workers and their motivational needs with utmost high level of seriousness.


Workers are important instrument in education. They are also the pivot on which the educational process hang. Workers play a major role in the educational system. They can influence the teaching outcome either positively or negatively because they determine the quality education when it comes to implementation of the curriculum and educational policies. They are to be considered when addressing issues such as; quality context and quality learning outcomes (Onucher, 2002).


However, they are the custodians of the educational and school systems, since teaching can be regarded as a systematic , rational or organized process of transmitting knowledge, skills, attitudes, values and what is worthwhile (education) in accordance with certain professional principles, there is need for the service of efficient workers (whose knowledge is bonded with innovations) in order to achieve the educational objectives. Without workers in the school system, there will definitely be no learning, teaching makes learning take place and the teacher determines the quality of learning or instructions that will be given to learners. This is the more reason why they should be motivated properly for effectiveness efficiency and productivity in the educational and school systems.


A study on the teacher as a crucial factor in curriculum innovation found out that workers’ empowerment/motivation is related to such dimensions as their involvement in decision making, their professional growth, teacher status and impact, autonomy and self-efficacy. This empowerment/motivation is important for the realization and quality of both curriculum and educational innovations. Workers foster excellence in learning and teaching. As designers and developers of education, they guarantee quality assurance.


Workers’ motivation should be at the forefront of government policies in order to enhance quality education and attain the goals and objectives of education (Edem, 1982).


Workers’ motivation is a key to guaranteed quality education, as such influences quality assurances in the educational system.

Without efficient and effective workers in the educational sector, qualitative workers in the educational sector, qualitative learning outcomes cannot be achieved. That is why they should be motivated properly in order to enhance quality in the educational system. As such any credible analysis of achieving quality education in the Nigerian educational system should critically examine the roles played by workers in enhancing quality assurance in education.


Majasan (1995) defines a teacher as one who teaches, build up, instructs, trains and guides learners for healthy growth and stable adult life. The teacher is also someone who instructs others or provides activities, materials and guidance that facilitate learning to either formal or informal situations. His job goes beyond teaching into molding lives, guiding youths, motivating students and general character training.

A teacher can be viewed as one whose progression includes teaching, instructing, impacting knowledge and innovations and guiding learners to pass through the leaning process.

According to Perotomode (1991), motivation is the process of influencing or stimulating a person to take action that will accomplish desired goals. However, workers’ motivation is a way of empowering workers in variables methods, strategies and activities used by the management for the purpose of providing a climate that is conducive to the satisfaction of the various needs of the employees, so that they may become satisfied, dedicated, effective and productive in performing their task. In education, workers should be motivated in order to boost their productivity, effectiveness and dedication in performing their task, which will enhance quality assurance, quality education and quality instructional delivery in the education system. This will also enhance the achievement of educational objectives (Obi, 1997).

Peretomode (1991) opined that workers’ motivation relates to a purposive and goal – directed behiaviour, performance and attitudes towards work. It includes considering such factors as the physiological and environment differences of individual employees (Peretomode, 1991).

Onocha (2002) defined quality assurance as the degree of excellence and that which is relative with attributes and excellence.

2.2
THEORY OF MOTIVATION

B. HERZBERG MOTIVATIONAL-HYGIENE THEORY.


According to Ejiogu (1990) Herzberg motivational-Hygiene theory emerged as a result of an investigation into the causes of job satisfaction and dissatisfaction of engineers and accountants in Pittsburg in the United States of America by Herzberg and his associates-Mousner and Snyderman in 1957. It is also of the content theories whose basic threat is that there is qualitative difference between those factors which relate to a person’s job satisfaction and those associated with job dissatisfaction. 


The original research testing this theory includes a group of 250 accountants and engineers. Herzberg used interview response to question them, like “can you describe in details when you felt exceptionally good about your job?” and. “can you describe in detail when you felt exceptionally bad about your job? Rarely were the same kind of experience categorized as both good and bad. This systematic procedure resulted in the development of two distinct kinds of experiences: satisfiers and dissatisfies.


The initial Herzberg study resulted into specific conclusions about the theory. First, there is a set of extrinsic conditions, the job context which result in dissatisfaction among employees. The factors that are needed to maintain a least level of “no dissatisfaction” includes.

i). Salary.

ii). Job security.

iii). Working conditions.

iv). Status.

v). Company procedures.

vi). Quality of technical supervision.

vii). Quality of interpersonal relations among peers with supervisors and subordinates.

Secondly, a set of intrinsic conditions the job content, when present in the job, built strong level of motivation which can result in good job performance, if these conditions are not present they do not prove highly dissatisfying. These sets of factors are called the satisfiers or motivators. They include:

i). Achievement.

ii). Recognition.

iii).Responsibility.

iv). Advancement.

v.).The work itself.

vi).The possibility of growth.

Factors which can lead to job satisfaction are known as motivators or satisfiers examples are recognition in the workplace, job enhancement, advancement and achievement while such factors which can lead to job dissatisfaction are known as hygiene factors-examples are: company policy and administration, strict supervision, interpersonal relations, and bad working conditions. When the motivational factors are present and applied in a positive direction in a job situation, employees will experience the feeling of job satisfaction but if absent, workers will experience dissatisfaction.

C.) EQUITY THEORY/PROCESS THEORY.


Ejiogu (1985) identified the Equity/process theory as an important motivational theory which focused on fairness and justice. Equity/process theory asserts that the main way in which a person evaluates his job is by comparing his own work experience as with those of other people, such experience affects his feelings and performance in the job. According to equity theorists, person’s feelings of job satisfaction and dissatisfaction is a product of his computation of the ratio of the person’s job inputs to the outcome he gets from the job, including the person’s comparison whether just or unjust with others in the same cadre in other places. A worker can be happy and satisfied with his pay and other benefits only if he perceives that what someone else with similar backgrounds and in similar position is receiving. The equity theory further highlighted the “even if a man’s job satisfies his needs, he will not express satisfaction with it if he perceives some comparable job as satisfying his needs better or with less effort required. The equity theory generally draws attention to one’s role of social comparisons in influencing satisfaction. Equity theory matches the nations of a fair day’s work for a fair days pay. It really focuses on perceptions of inequality in the output ratio whose effect may be similar to the hygiene factors of Herzberg et.al (Naylor, 1999). Equity and fairness in the workplace has been found to be major influence in determining employee motivation and job satisfaction (Lewis et. Al 1995). As such, equity theory assumes that one important cognitive process involves people looking around and observing what effort other people are putting into their work and what rewards follows that effort. This social comparison process is driven by our concern for fairness and equity, Research by Mc, Kenna (2000, P.112) and Sweeney useful frameworks for understanding work motivation and also, it has a role to play in the study of work motivation.

D) REINFORCEMENT THEORY.


Reinforcement theory relates to the idea of “operant conditioning”. They concentrate attention on the link between behavior and consequences. Reinforcement is defined as any effect that causes behavior to be repeated or inhibited which can be positive or negative (Naylor, 1999, P549).


Skinner (1939, 1971) carried out several studies and came up with a conditioning model which proposes that if pleasant consequences follow a behavior, the behavior will tend to continue, if unpleasantly consequences follow a behavior, the behavior tends to stop.


This theory of motivation suggests that internal states of the mind such as needs are misleading, scientifically immensurable and in any case, hypothetical. Therefore, reinforcement theory rests on two underlying assumptions. First, human behavior is determined by the environment, and second, human behavior is subjected to observable laws and can be predicted and changed. Hence, the foundation of the reinforcement theory is “the law of effect” which states that behavior will be repeated or not depending on whether the consequences are positive or negative (Lewis et.al, 1995). 

2.3
CURRENT TREND IN THINKING.


After having discussed some theories of motivation, the motivational strategies that will enhance workers’ productivity in the educational system are identified below.

A. Staff training and development.

B. Job enrichment.

C. Information availability and communication.

D. Salary, wages and conditions of services.

E. Participatory decision-making.

F. Money.

A. Staff training and development

Staff training and development i8s one of the important motivational strategies that could be used to enhance job productivity and quality assurance in the educational system. Workers in the school influence in no small ways, the quality of educations as output are important indicators or efficiency. Their training and level of development influences the educational outcomes and quality could be acquired through teacher education in pre-service training, in-services training, on-the job training, workshop training e.t.c.

Oladele and fadipe (1999), giving analysis of teacher training and utilization for quality education in Nigeria, observed that teacher education is synonymous with education which provides basic training for workers to either update their knowledge, increase their skills and equip them with teaching techniques/methodologies. Teacher t5raining and development stands to increase workers’ intellectual and professional background, produce knowledgeable, competent and effective workers capable of inspiring children to learn, produce academically and professionally sound and highly motivated, conscientious and dynamic breed of workers and enhance workers’ commitment to the teaching profession.

B. JOB ENRICHMENT

Job enrichment is the incorporation of motivating factors into a job. The kinds of factors that are considered to enrich job are the one Herzberg called motivators.

i). Giving employees more responsibility to make decisions.

ii). More recognition for good performance and

iii). Making jobs more challenging and thereby more interesting.

When jobs are modified to make them more interesting, it is important that not all the organizations and school remember that not all workers are motivated by the same things or at the same time.

Although, school heads and principals may not be able to control some r4ewrards such as wages and benefits, they have great freedom to administer rewards such as praise and recognition.

Encouraging workers to participate in decision-making will help school heads to learn more about the employee and it will also give workers the opportunity to contribute meaningfully to the educational system, enhancing quality input, quality performance, quality teaching-learning outcomes and output.

C. INFORMATION AVAILABILITY AND COMMUNICATION.

Communication with workers is a necessary ingredient in learning about workers one way department heads/principals can stimulate motivations to give relevant on the consequences of their actions on others. (Olajide, 2000). To this researcher, it seems that there is no known organization in which people do not usually feel there should be improvement in the ways departments communicate, corporate and collaborate with one another. Feedback will provide the employee with information to help move closer to accomplishing personal, departmental and company goals. This will also provide the supervisors with an opportunity to praise an employee. The attention of the supervisor may also be motivating to the employee, whether the feedback is p0ositive or a corrective action. Managers should also communicate to employees the impact of their work. Team spirit should also be built by managers/supervisors talking in “inclusive terms”, and errors should be corrected on a timely basis.

D. SALARY, WAGES AND CONDITIONS OF SERVICES.

To use salaries as a motivator effectively, personnel managers must consider major components of a salary structure. These are the job rate, which relates to the importance the organization attaches to each job; payment, which encourages workers or groups by rewarding them according to their performance, personal or special allowances, associated with factors such as scarcity of particular skills or certain categories of information, professionals or Liberians; or with long service; and fringe benefits such as holidays with pay, pensions and so on. It is also important to ensure that the prevailing pay in either information establishments is taken into consideration in determining the pay structure of their organization. Managers should be attuned to the workplace climate and they should intervene when necessary. Healthy working environments should be maintained and well-equipped. Rules and policies should be applied consistently. Managers should be authentic with employees and they should be forced to take proper break and rest. Also, managers/supervisors/principals should offer working environment that supports work-like balance.

E. PARTICIPATORY DECISION-MAKING

Employees should be given more responsibility to make decisions. Managers/principals should create opportunities to delegate responsibility. Workers are generally expected to contribute very best to the improvement of the society and to participate in its activities.

The motivational factors, when applied positively, causes satisfaction, resulting into increase in commitment, productivity and quality performance.

Workers should be encouraged to think-out-of-the-box and introduce innovative methods in the educational system. This will also challenge students to be exceptional academically. Workers should be given their promotions and appropriate authority and responsibility for their day-to-day functions.

F. MONEY.

Akinoye (2000) asserts that money remains the most significant motivational strategy. As far back as 1911, Frederick Taylor and his scientific management associate described money as their most important factor in motivating the industrial workers to achieve greater productivity.

2.4
SUMMARY OF THE CHAPTER


The researcher has so far discussed literature relevant theories and the influence of motivational strategies on employee/teacher productivity in the Nigeria educational system. However, the declining standard of the Nigerian educational system has aroused the need for workers’ productivity in the educational system that will catalyze desired and quality outcomes in the Nigerian educational system. This includes maintaining quality standards in all aspects of the educational system coupled with special attention given to all human resources, especially workers that are seen as important inputs that affect changes, create innovations and implement educational policies. Adequate and priority attention must be given to their welfare, for sustainability and development of the Nigerian educational system.


For productivity, efficiency, effectiveness, quality delivery and quality outcomes in the educational system which will guarantee quality assurance their motivation needs counts.


Highlighted in this research study, are the significance of workers’ motivation and their ensuring productivity in the Nigerian educational system, motivational theories, motivational strategies and their implication for the educational system.


Without proper workers’ motivation, the educational system will be jeopardized and its implications will lead to poor quality education and outcome. There is need to improve workers’ motivation whose advantages guarantees quality assurance in the educational system for positive and possible outcomes. Once workers are highly motivated they turn out to render quality services, increase their productivity, performances and commitments to their jobs, enhancing quality assurance and outcomes in the educational system. 
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CHAPTER THREE

3.0 METHODOLOGY/RESEARCH METHODS

3.1 INTRODUCTION


This chapter examines the sample and population of the study, the sources of data and data collection instruments, the method of data analysis and the research problems.


The researcher assumes that the research work is incomplete without emphasizing on the method adopted while carrying out the study. Hence, the method and sources shall be highlighted and examined in the subsequent analysis of the research.

3.2 SAMPLE AND POPULATION OF THE STUDY.


The case study of this research is the Nigeria Union of teacher’s (NUT) kwara state chapter, Ilorin and being the major body/union that all workers in Nigeria belong to, samples were taken from a population of workers teaching in public schools in Ilorin kwara state, who graciously assisted the researcher in filling questionnaires administered to them, A total of 50 questionnaires were administered to public school workers-members of the state chapter, Ilorin and questionnaires were filled and returned to the researcher. The major reason why the respondents administered questionnaires to workers who are members of the Nigeria union of workers (NUT) kwara state chapter, Ilorin, is to get accurate information and to arrive at accurate conclusion. 

3.3 SOURCES OF DATA/DATA COLLECTION INSTRUMENT


There are two (2) main method/types of data collection. They are

A. Primary sources of data collection and

B. Secondary sources of data collection.

A. PRIMARY SOURCES OF DATA COLLECTION

The primary sources of data are data generated or raw materials collected by the researcher. They are collected for specific purpose in order to obtain or generate exact an original information. Examples of primary source of data are Interview, observation, questionnaire and original reports.

B. SECONDARY SOURCES OF DATA COLLECTION

Secondary sources of data are data collected from somewhere else which is not originated by the researcher. Secondary sources of data are information that are based on what others have recorded. They are not originally generated or collected by the researcher. Examples of secondary sources of data are textbooks, journals, magazines, newspapers.


For the purpose of this study, primary source of data was adopted.

The primary source of data that was used or adopted for this study is the questionnaire.


The sources of data for this research is centered on a population of workers-members of the Nigerian union of workers (N.U.T) kwara state chapter, Ilorin.


The data collection instrument was the administering of questionnaires on a sample population of public school workers-members of the Nigerian union of workers (NUT) kwara state chapter. The number of filled and returned questionnaires amount to.

3.4 METHOD OF DATA ANALYSIS


During the course of this research, the researcher gathered some relevant information from the Nigerian Union of Workers (NUT) kwara state chapter Ilorin.


The method of data analysis to be used in the interpretation and analysis would be simple percentage method. The simple percentage method of data interpretation and analysis are mostly used on the social sciences than in the physical sciences.

3.5
RESE RCH PROBLEMS


The researcher experienced some problems in the course of carrying out this study. Fifty questionnaires were administered to a sample population of workers-members of the Nigerian Union of Workers (NUT), kwara state chapter, Ilorin. Forty-seven numbers of the administered questionnaires were returned. Financially and time constraints has made this research study to be limited to fifty (50) questionnaires administered.


Also, some of the respondents to the questionnaire abstained from answering some of the questions asked and it was difficult for the researcher to trace the respondents who had abstained from answering some of the questions, in order to find out the reasons why some of the questions were not answered and if possible, the researcher would have reasoned with the respondents to complete the answers to the questions asked in the questionnaires. Hence, this was a major research problem encountered by the researcher.

CHAPTER FOUR

4.0 DATA PRESENTATION/ANALYSIS AND INTERPRETATION OF FINDINGS

4.1 INTRODUCTION


This chapter covers the historical background of the case study- The Nigerian union of Workers (NUT) kwara state chapter, Ilorin, kwara state. This chapter also examines the presentation of information and data gathered and their analysis. In this research study, there are no hypotheses, hence there are no testing of hypothesis and finally, included in this chapter also, is the summary of this chapter. The data presentation/analysis and interpretation of this research findings are important to the successful conclusion of this research because it gives critical analysis of the total findings and as well as giving a brief history of the case study.  

  4.2 BRIEF HISTORY OF THE CASE STUDY

IBEDC formally came into existence on 1st November 2013 as part of the unbundling of the electricity sector. We cover the largest franchise area in Nigeria, made up of –Oyo, Ogun, Osun, Kwara and parts of Niger, Ekiti and Kogi states. To ensure effective and competent management of such a large network, we are organized into five regions, namely Oyo, Ibadan, Osun, Ogun & Kwara regions, the regions are made up of Business Hubs. Each region is manned by a Regional Head and supported by Regional Commercial and Technical Managers.

We are a focused and customer friendly institution, satisfying our customers is the fulcrum of our distribution, marketing and billing operations. We are determined to be the best distribution company in the country and this vision is entrenched in the values of the company.

IBEDC has brought together a team of driven and professional individuals who are resilient and performance driven. Our ethos is a culture of open communication and oneness. We have a strong technical partner MERALCO, the largest power distribution company in the Philippines helping us to ensure we meet our target objectives.

4.4.
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IBEDC formally came into existence on 1st November 2013 as part of the unbundling of the electricity sector. We cover the largest franchise area in Nigeria, made up of –Oyo, Ogun, Osun, Kwara and parts of Niger, Ekiti and Kogi states. To ensure effective and competent management of such a large network, we are organized into five regions, namely Oyo, Ibadan, Osun, Ogun & Kwara regions, the regions are made up of Business Hubs. Each region is manned by a Regional Head and supported by Regional Commercial and Technical Managers.

We are a focused and customer friendly institution, satisfying our customers is the fulcrum of our distribution, marketing and billing operations. We are determined to be the best distribution company in the country and this vision is entrenched in the values of the company.

IBEDC has brought together a team of driven and professional individuals who are resilient and performance driven. Our ethos is a culture of open communication and oneness.

We have a strong technical partner MERALCO, the largest power distribution company in the Philippines helping us to ensure we meet our target objectives.

Our corporate head office is in Ibadan, the capital of Oyo state.

4.3 PRESENTATION OF DATA.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1
DATA PRESENTATION AND ANALYSIS


As earlier stated in the previous chapter, both questionnaires and observation techniques were employed in the gathering of the primary data.

Data presentation is an important aspect of a research work. It is a process of arrangement in such a way that one can easily make meaning from it.

It summarized the views of the respondents on motivation tool for improving employees performance in a service company Guarantee Trust The company plc as the case study in the course of study a total sixty (60) copies of questionnaire were administered and fifty (50) were dully returned.  

Section B contained the respondents about the work level extent. It has help to influence the attitude of each respondent to his/ her duties as an employee of IBEDC.

SECTION A

TABLE 4.1: DISTRIBUTION OF RESPONDENTS BY SEX

	Option
	Number of respondents
	Percentage%

	Male
	35
	69

	Female
	15
	31

	Total
	50
	100


Source: Field work, 2020.

From the table, it showed that 35 out of 50 respondents were representing 69% were male while 15 out of 50 representing 31% were female worker in the the company.

TABLE 4.2: DISTRIBUTION OF RESPONDENTS BY AGE

	Option
	Number of respondents
	Percentage%

	Below 20
	10
	13

	21-29
	20
	31

	30-39
	15
	40

	50 above 
	5
	16

	Total
	50
	100


Source: Field work, 2020.

From the table, it showed that observed that 10 of 50 respondents representing 13% were below 20 years, 20 out of 50 representing 31% were between the age ranges of 21-29 years, 15out of 50 respondent representing 40% were between 30-39 years and above. Therefore, this is to indicate that more of the respondents were between the age ranges of 50-59 years.

TABLE 4.3: DISTRIBUTION OF RESPONDENTS BY MARITAL STATUS

	Option
	Number of respondents
	Percentage%

	Single
	20
	25

	Married
	25
	50

	Divorced
	10
	15

	Wisdom
	5
	10

	Total
	50
	100


Source: Field work, 2020.

Respondents representing 25% were single, 50% were married, 15% were divorced and 10% were widow. This is to indicate that more of the respondents were married.

TABLE 4.4: DISTRIBUTION OF RESPONDENTS BY EDUCATION QUALIFICATION

	Option
	Number of respondents
	Percentage%

	WAEC
	5
	9

	NCE/ ND
	10
	12

	HND/ BSC
	25
	67

	M.SC and above
	10
	12

	Total
	50
	100


Source: Field work, 2020.

From the above table, it is observed that 5 out of 50 respondents representing 9% were WAEC holders, 10 out of 50 respondents representing 12% were NCE/ ND holders, 25 out of 50 respondents representing 67% were HND/ BSC holder, 10 out of 50 respondents representing 12% were MSC and above. This is revealed that the highest qualifications in IBEDC are HND/ BSC holders.

TABLE 4.5: DISTRIBUTION OF RESPONDENTS BY WORKING EXPERIENCE

	Option
	Number of respondents
	Percentage%

	0-5 years
	10
	13

	6-10 years
	20
	31

	11-15 years
	15
	40

	16-20 years
	5
	16

	Total
	50
	100


Source: Field work, 2020.

The above table showed that 10 out of 50 respondents representing 13% were 0-5, 20 out of 50 respondents were representing 31% tick 6-10 years, 15 out of 50 respondents representing 40% tick 11-15 years and 5 out of 50 respondent representing 16% tick 16-20 years. Therefore, the working fell between 11-15 years.

SECTION B

QUESTION: WHAT IS YOUR MAIN REASON FOR WORKING?

TABLE 4.6

	Reasons for working
	Frequency
	Percentage%

	Just like working
	-
	-

	To associate with others
	-
	-

	To earn income for living
	10
	20

	All of the above
	40
	80

	Total
	50
	100


Source: Field work, 2020.

According to the table above, out of the 50 respondents 10 of them were working just to earn income for living which represented 20% of the total respondents while remaining 40 said the reason for their work was because, they want to associate with other and 40 respondent represent 80% of the total respondents from these responses, we see that most of the employees do not work because they love working, but they do so because they want to earn a living for themselves. 

QUESTION: DO YOU DERIVE PERSONAL SATISFACTION FROM YOUR WORK?

TABLE 4.7

	Personal satisfaction
	Frequency
	Percentage%

	YES
	22
	44

	NO
	28
	56

	Total 
	50
	100


Source: Field work, 2020.

From the result gotten above, 22 of the respondents derived personal satisfaction from their work meaning that 44% felt satisfied with their work while only 28 felt dissatisfied from their work i.e. 56% do not derived personal satisfaction from their work. The respondents were satisfied with their work as a result of the security they believed the organization giving to them while those who said they weren’t satisfied wanted more than organization was at present giving them.

QUESTION: DO YOU ENJOY WORKING FOR YOUR ORGANIZATION?

TABLE 4.8 

	Personal satisfaction
	Frequency
	Percentage%

	YES
	50
	100

	NO
	-
	-

	Total 
	50
	100


Source: Field work, 2020.

All the respondent responded positively to working in a conducive environment. They said that the company provides an environment whereby every one belong such that there is nothing like sir or madam, everyone is a first name basics. 

QUESTION: DOES THE ORGANIZATION EXPRESS IT’S FULL APPRECIATION FOR A JOB WELL DONE?

TABLE 4.9

	Personal satisfaction
	Frequency
	Percentage%

	Wages increase
	35
	70

	Promotion 
	15
	30

	Total 
	50
	100


Source: Field work, 2020.


From the result gotten, above 35 of the respondents gets appreciated due on a wages basis, while 30% of the respondents were being promoted, 35 of 50 respondents which represented 70% got an increment in wages and 15 of 50 respondent which represent 30% were being promoted by the organization which shows that they are being appreciated for a job well done 

QUESTION: HOW DO YOU FEEL WHEN YOUR WORK IS APPRECIATED?

TABLE 4.10 

	Personal satisfaction
	Frequency
	Percentage%

	Important, responsible and willing to do better
	37
	74

	Not effect
	13
	26

	Indifferent
	-
	-

	Total
	50
	100


Source: Field work, 2020.

In response to the question “how do you feel when your work is appreciated” 74% of the respondents said they felt important, responsible and willing to do better, while 26% respondents claim no effect. The importance of appreciation by the management to the employee, what they are appreciated they will feel important, responsible and will be willing to do better so as to be appreciated again.

QUESTION: ARE YOU ALLOWED TO USE YOUR IDEAS AND JUDGEMENT WHEN WORKING?

TABLE 4.11

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	-
	-

	NO
	50
	100

	Total
	50
	100


Source: Field work, 2020.

From the result of the response gotten, it is seen that 100% of the respondents said they are not allowed to use their own ideas and judgment when working, all review has been presented to the management who will decide upon it.

QUESTION: IS YOUR BOSS APPROACHABLE AND OPEN TO IDEAS?

TABLE 4.12

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	50
	100

	NO
	-
	-

	Total
	50
	100


Source: Field work, 2020.


All respondents answered YES when asked is their boss approachable and open to ideas that although, they were not allowed to use their ideas and judgment, they could still pass their ideas to their boss to decide.

QUESTION: HOW DOES THE MANAGEMENT RESPOND TO YOUR PROBLEM?

TABLE 4.13

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	Promptly
	-
	-

	No promptly
	33
	66

	Slow in action
	17
	34

	Action
	-
	-

	Total
	50
	100


Source: Field work, 2020.


66% of the respondents said the management does not promptly respond to their problem while 34% said that the management is slow in responding to their problems.

QUESTION: ARE FRINGE BENEFITS SUCH AS HOSPIITALIZATION, INSURANCE, HEALTH CARE, RETIREMENT PLAN IMPORTANT TO YOU?

TABLE 4.14

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	50
	100

	NO
	-
	-

	Total
	50
	100


Source: Field work, 2020.


All the respondents responded positively when asked if fringe benefits such as hospitalization, insurance, health care treatment and retirement plan were important to them. This showed that when the the company introduced such motivational techniques, the employees would be highly motivated to improve their performance.

QUESTION: WHAT IS YOUR RELATIONSHIP LIKE BETWEEN YOU AND YOUR COLLEAGUES IN THE ORGANIZATION?

TABLE 4.15

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	Cordial
	30
	60

	Good
	20
	40

	Fairly good
	-
	-

	Poor
	-
	-

	Total
	50
	100


Source: Field work, 2020.


The responses showed that 60% representing 30 of the 50 respondents said their relationship is cordial with their colleagues while 40% representing 20 respondents said their relationship is good with their colleagues.

QUESTION: DOES YOUR RELATIONSHIP WITH YOUR COLLEAGUES AFFECT YOUR PERFORMANCE?

TABLE 4.16

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	38
	76

	NO
	12
	24

	Total
	50
	100


Source: Field work, 2020.


76% of the respondents who were 38 said that their relationship with their colleagues affected their performance while 24% representing 12 of the total respondents said that their relationship with their colleagues did not affect their performance base on the percentage of the result gotten, it can be seen that the relationship of the employee does not affect 76% of performance of employees.

QUESTION: DOES YOUR PERFORMANCE IINCREASE WHEN YOU ARE REWARDED AND REGONIZED FOR DOING A GOOD JOB?

TABLE 4.17

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	30
	60

	NO
	20
	40

	Total
	50
	100


Source: Field work, 2020.


From the responses gotten to the questionnaire above, 30 respondents representing 60% said their performance increase when they are rewarded and recognized for doing a good job. 20 respondents i.e. 40% said their performance did not increase when recognized and rewarded their performance will increase.

QUESTION: WILL PARTICIPATION IN DECISION MAKING ENCOURAGE AND IMPROVE YOUR PERFORMANCE ON THE JOB?

TABLE 4.18

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	42
	84

	NO
	5
	10

	I don’t know
	3
	6

	Total
	50
	100


Source: Field work, 2020.


From the result gotten above, it showed that 84% of the respondents who represented 42 of the total respondents held the view that participation in decision making will encourage and at the same time, improve their performance while 8 respondents chosen representing 16%? Form this, we can see that the employees are motivated when given the opportunity in decision making in matter affecting their job and the establishment.

QUESTION: WHAT DO YOU EXPECT FORM A JOB?

TABLE 4.19

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	Good pay
	9
	18

	Good working condition
	2
	4

	Team work
	2
	4

	Provision of benefit
	9
	18

	All of the above
	28
	56

	Total
	50
	100


Source: Field work, 2020.


When the respondents were asked what they expected from a job, 18% who represented 9 respondents said good pay, 4% said a good working condition, 4% also said team work, 18% responded to waiting benefits from a job while 56% said they expect all the listed points from a job. We discovered that what most employees expect form a job is a good pay, provision of benefits form good working condition and team work are sometimes.

QUESTION: IS PROMOTION EXERCISE BASED ON MERIT?

TABLE 4.20

	RESPONSE
	FREQUENCY
	PERCENTAGE%

	YES
	50
	100

	NO
	-
	-

	Total
	50
	100


Source: Field work, 2020.


All the respondents responded positively when asked if promotion exercise is based purely on merit. From the analysis, we saw that the organization does not promote anyhow but they only promote those that are due and worthy of promotion.
4.4 ANALYSIS OF DATA

(I). TABLE 1 above shows that female workers dominate the population sample of the workers respondents, female workers make up 62% while male workers make up 38% of the sample population.

(II). TABLE 2 above shows that the majority of workers in the sample population falls between the ages of 31-45 years. This age bracket of workers make up 64%, 26% workers fall between the ages of 18-30 years while 10% of workers in the sample population taken for this study, falls between the ages of 46-60 years.

(III). TABLE 3 above shows that 44% of workers from the sample population are bachelor degree holders, making up the highest percentage followed by 25% of the workers are national certificate in education (NCE)graduates. Professional degree holders make up 9% of the sample population of workers, higher national diploma ?(HND) graduates make up a further 9% for the sample population and post-Graduate (PGD) holders also make up 9% of the sample population while national Diploma (ND) graduates make up 2% of the sample population. Finally, first school leaving certificate holder make up 2% of the sample population of workers who respond to the questionnaires administered.

TABLE 4 above shows that 83% of the teacher respondents are married while 15% of the teacher respondents are single and 2% are divorced.

TABLE 5 above shows that 31 respondents making up 66% of the sample population have between employed as workers between 0-10 years while 26% of the workers respondents have been teaching from between 10-20 years while 6% of the teacher respondents have been teaching from between 20 to 30 years and 2% of the teacher respondents have been teaching for more than 30 years.

TABLE 6 above shows that 92% of workers respondents answered in the affirmative that motivation does cause effective relationship between employees and employers; 2% of the sample population of workers answered in the Negative while 6% of the sample population of workers abstained from answering this questions for reasons that the researcher cannot fathom. Hence, from table 6 above, it can be deduced that motivation causes effective relationship between employees and employers, which in turn brings about employee productivity in an organization.  

TABLE 7 shows that 53% of the sample populations of teacher respondents are motivated in their day-to-day activities as workers, while 31% are not motivated and 9% are somewhat motivated. Regretfully again 7% of the sample population of workers respondents abstained from answering this question and as the researcher has earlier stated, it was impossible to trace the teacher respondents who had abstained from answering this question .

TABLE 8 shows that 75% of the teacher respondents from the sample population concurred that regular salary payment is a great motivation technique/strategy, while 47% agreed that salary increment is also a great motivation technique. Also agreed upon, as a motivation techniques or strategy that has positive effect on workers’ productivity are health benefit, bonus schemes, staff training and retraining, participatory decision-making/making contribution to educational development, regular promotion, good working conditions and responsibility within the teaching job. Again regretfully, some workers abstained from answering this question for reason unknown to the researcher.

TABLE 9 shows that 49% of teacher respondents from the sample population affirmed that their department head/principal has time to listen to their concerns and supports reasonable suggestions from them. 17% of the respondents said “NO” while 32% said “somewhat” and 2% abstained from answering this question.

TABLE 10 shows that 62% of the teacher respondents from the sample population said “YES” to the question ‘does your department head/principal assist you to meet your professional needs? 36% of the respondents said No while 2% of the respondents abstained from answering this question.

TABLE 11 shows that 81% of the teacher respondents further mentioned most of the motivation techniques/strategies tabulated in TABLE 8 as “educational benefits department head/principals could implement that could further assist in moral enhancement”. This question gave room for the teacher respondents to individually and independently write down their answers. The researcher made this question an unstructured question in order for the respondents to give their individual and independent opinions. 6% of the teacher respondents stated that principals/department head should be more transparent and show transparency in academic matters. 2% of the respondents said principals and department heads should lead by good examples while 11% of the respondents regretfully abstained from answering this question. The researcher further reiterates that it was impossible to trace the respondents who had abstained from answering some of the questions contained in the questionnaires.

4.5 TESTING OF HYPOTHESIS (IF ANY)



There are no hypotheses in this research; hence there is no testing of hypothesis.

4.6 SUMMARY OF THE CHAPTER.


Based on the above presentation of data, and the analysis and interpretation of the data, we can conclude that motivation has a large and significant effect on workers’ productivity. Motivation assists an organization to achieve its aims, goals and objectives; because when workers are being motivated there is a huge tendency for improvement in employee productivity. Motivation of workers hence, brings about quality output in the educational system in Nigeria and workers are trainers of tomorrow’s leaders who in turn are quality output mentioned above.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1
SUMMARY

The essence of establishing any organization is to achieved its objective. The management of most organizations have been less concerned about the welfare of their employees on having the latest technology, machinery in the organization, while neglecting the moral of it employees. The morale of employees is as importance in achieving organizational objectives just as machineries and technology. If employees are adequately motivated they will be effective for the achievement of organizational objective. Motivation is very important in any organization because it helps to know why people do the things they do and to make them do what they will not want to do. A manager is responsible for helping  employees perform effectively in their job, but they cannot do this unless they understand what motivates both the employee and them.

Therefore, using IBEDC as a case study, an attempt has been made to find out what motivate employees in their work. Different motivational theories were examined the study.

This work discovered the various motivational techniques that could be used to motivate the employees. The importance of motivation was also stated. This showed that motivation is not about much more money. It is about having the right people in the organization, having an environment in which people enjoy working and motivating them properly to get the best out of them.

5.2
CONCLUSION

From the research findings, the organization has enough trained employees but the level of motivation is not adequate.

The respondents proved this through the responses gotten from one questionnaire administered. Although the employees are rewarded for doing a good job but the organization should be aware that to motivate employees is not only about using money but there are other things that they can use such that when the right environment is made available the employees will be self motivate. Job security should be seen as one of the ways of motivating the employees.

Also, although the employees said their boss is approachable, but when asked how the management respond to the problem they said not promptly and that they are not allowed to use their own ideas and judgment when working, this should be reviews because even promptly addressed they would feel neglected.

IBEDC is one organization that has realized the importance of motivation on the performance of its employees. Efforts also, is being made to ensure the development of well rounded knowledgeable employees, whose morale has been boasted to ensure the achievement of the organization’s objectives.

5.3
RECOMMENDATIONS 

For IBEDC to increase its objectives, the following recommendations based on the findings of the research work can be employed to boost its workers motivation on the job.

PERFORMANCE APPRAISAL: This is essential to motivation, it provides the basic key for managerial decision like promotion, pay, development needs, allocation of duties etc. when the works of the employee are appraised it shows the level of performance of the organization as a whole. An effective appraisal scheme help to reveal the problems which ca be restricting progress and coursing inefficiency in the work. It shows both the strength and weakness of the employees and also indicated how such strength may be utilized and weakness overcomes. To ensure that the appraisal is effective managers should focus on task performance and avoid criticism in person character that are difficult for employees to change.

JOB SECURITY: An employee will not be fully committed when he is not sure of his job being secured, they wouldn’t want to put in all their efforts when there is a possibility of his being kicked out at any time. If the atmosphere is filled with the fear of being retrenched, sacked or even no benefit when one retire the employees will feel discouraged and wouldn’t feel secure working adequately for the organization. Therefore, the organization should ensure an atmosphere of security to make the employees secured and comfortable on the job.

TRAINING AND DEVELOPMENT OF EMPLOYEES: The organization should ensure that they don’t relent in their efforts to train and develop the capability, intellects of the employees. As this is one of the ways of motivating workers. Training helps in improving the skills of the employees on the job. employees who have been adequately trained and developed will go a long way in improving the performance of the organization and makes them productive. Therefore, the organization should train and develop the morale of employees.

PARTICIPATION IN DECISION-MAKING: The management should make a plan whereby employees are allowed to participate in decision making of the company. This will make them commitment to acting the objectives of the organization. There will be a sense of commitment among the employees if the company sells shares to them. It will make them work harder knowing that they are art owners of the company and would therefore no win it
BIBLIOGRAPHY

Adeshina, S. (1982). Planning and Educational development in Nigeria. 2nd edition. Ibadan: board publications limited

Banjoko, S.A. (1996). Human resources  management. Lagos: Saban publishers

Edem, D.A. (1982). Introduction to education al Administration. Ibadan: spectrum books limited.

Ejiogu, A. (1985). Theories of job satisfaction and job performance: an overview and critique (focus on teaching profession). 2nd edition. Lagos: JOJA Educational Research and publishers.

Ejiogu, A. (1990). School personnel management (A Nigeria perspective). Lagos: university of Lagos press.

Enyi, G.S. (2002). Introduction to management and evaluation. Enugu: Hanson publishers.

Fadipe, J.O; and Oyedele, P.K. (1991). Management of Nigeria Education. Lagos: crown publications limited.

Fagbamiye, E.O. (1987). The Nigeria teacher in the 1980’s: university of Lagos series in Education-the Art and science of Education. Lagos: Nelson publishers limited.

Federal Republic of Nigeria. (1981). National policy on Education. Lagos: Nigerian Educational Research development council.

Greenberg, J, and Baron, R.A. (2003). Behavior in organizations. 8th Edition. New York: prentice hall

Herzberg, F, Mausner, B. and Snyder man, B.B. (1969). The motivation of work (2nd Edition). New York: john willey and sons.

Johnson, S.M. (1990). Workers at work. New York: Basic books.

Kulkami, P. (1983). Organizational behavior and human decisions processes. New Delhi: Mc Coy Hill.

Lawler, E.E. (1973). Motivation in organization. New York: brooks Cole.

Lewis, P.S, Goodman, S.H and Fandtt, P.M. (1995). Management: challenges in the 21st century. New York: west publishing company.

Luthans, S.F. (1988). Organizational Behavior (8th Edition). Boston: Irwin McGraw-Hill

Majasan, J.A. (1995). The teacher’s profession: A manual for professional excellence. Ibadan: spectrum Books Limited

Maslow, A.H. (1970). Motivation and personality. 2nd edition. New York: Harper and Row.

Miner, J.B. (2005). Organizational behavior 1: Essential theories of motivation and leadership. New York: M.E. Sharpe.

Miner, J.B., Ebrahimi, B. and Wachtel, J.M. (1995). How deficiency in management contributes to the united states competitiveness problem and what can be done about it?. New York: George, Allen and Irwin.

Mitchell, T.R. (1982). Motivation: new directions for theory, Research and practice. New Delhi: prentice hall

Naylor, J. (1999). Management. Harlow: prentice Hall.

Obi, E. (1997). Motivation and organizational behavior. Awka: Meks publishers limited.

Skinner, B.F. (1939). The behavior of organization: An experimental analysis. New York: D. Appleton-central company.

Skinner, B.F. (1997). Beyond freedom and dignity. New York: Alfred Knoff.

i

