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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND OF THE STUDY 
	The importance of qualified manpower in social, political and economic development of any nation can hardly be over emphasized. No nation is known to have attained and sustained high level of economic growth and development without ample supply of manpower. Of all the factors that unlock the forces of economic and development, a country’s human resources is the most vital because without, it all the other factor’s have to wait. (Nwachukwu 1988, p 128).
	Positive changes in the quality of workforces according to Nwachukwu account for rapid economic development that has taken place in advanced countries. Kuznet in Nwachukwu once observed that “the major capital stock of an industrially advance country is not it’s physical equipment; it is the body of knowledge amassed from tested findings and discoveries of empirical science and the capacity and training of it’s population to use this knowledge.
	At the organization level, the essence of any manpower programme is to enhance the welfare of workers by maximizing their skills as well as the quality and quantity of their employment opportunity and by so doing add to their economic strength (Nwachukwu ibid). thus all employee  programme are aimed at human resource development and utilization bearing in mind that a well – motivated and satisfied manpower is an asset to an organization, which enhanced productivity. In a real sense. Three important elements, money man and material make up any business enterprises. While each of these elements particular importance in any organization. It is however the people or the human element that is often responsible for the success of an organization. 
1.2	STATEMENT OF PROBLEM
	Nigeria, like many other countries of the developing world became vigorously involved in accelerating the wheels of economic and industrial development of her economy. She became actively involved in the establishment of public enterprises and government business covering a large complex spectrum of public utility, infrastructure facilities, strategic enterprises, industries and commerce.
	Since independence in 1960, the country has either inherited or established such organizations as the Nigerian Railway Corporation, Nigerian Airways, among many other corporations. However, the management of these companies over the years has left much to be desired. For instance the Nigerian Airways, according to the Director General of Bureau of Public enterprise is a bankrupt company.
	Reeling out the statistics about the organization, Director General of Bureau of public Enterprises said Nigerian Airways has 400 million Dollars debt. It has 2000 employees and one plane. It also has 40 million Dollars in pension liabilities. This type of scenario applies to almost every government owned company corporation in Nigeria and has equally affected job satisfaction and employee performance in them.
	Management influences and determine the performance of employees. But many managers in Government owned enterprises in Nigeria are either lacking in the elementary principles of organizational behavior or are not given the free hand to run their firms. They do not know how to identify employee goals and link rewards to motivates employees.
	It has been observed that all the work related Nigeria possesses factors necessary for productivity. The only thin lacking is the supervisory/managerial abilities to harness these talents. Based on the fore going, the study sought answers to the following questions:
(a) What is the nature of supervisory managerial practices in government owned companies.
(b) How has this affected job satisfaction and employee performance
(c) Are the motivational and other management practices in government owned enterprises adequate to ensure job satisfaction and enhanced employee to ensure job satisfaction and enhance employee performance?
(d) Do the supervisors/managers of government owned enterprises follow establishment management practices in taking decisions affecting the employee?
1.3	OBJECTIVES OF THE STUDY
	The objective of the study are;
1. To identify the role of promotion on job satisfaction among staff.
2. To determine effect of salary on job satisfaction among staff.
3. To identify the important of conductive environment on job satisfaction.
1.4	RESEARCH QUESTIONS
1. There is no relationship between promotion and job satisfaction among staff?
2. Is there any relationship between salary and job satisfaction among staff?
3. To what extent does conductive environment contribute to job satisfaction among staff?

1.5	RESEARCH HYPOTHESIS
1. There is no relationship between promotion and job satisfaction among staff
2. There is no relationship between salary and job satisfaction among staff.
3. Conductive environment does not contribute to satisfaction among staff.
1.6	SIGNIFICANCE OF THE STUDY 
	Management of government owned enterprises has been a thorny issue in Nigeria and has generated quite a high number of debate and literature in the last two decades. This study is therefore significant because it will add to the existing body of literature in this areas.
	Accordingly, this study will be useful to economists, management practitioners, students and the general public because it will provide direction on the way forward. The recommendations are useful because they will serve as advice to the government on what ought to be the appropriate relationship between government and the business.
1.7	SCOPE AND LIMITATION OF THE STUDY
	The scope of the study cover Ilorin, The capital of Kwara State. The concern of the study was the government owned companies within the city.
	This study has quite a number of significant limitation of it, the first was that the researcher as a worker has to combine her work with the study and this was not easy. Additionally the study was conducted during the period of fuel scarcity this resulting in high cost of transportation and in some most cases, low attendance by staff of the organizations visited for the distribution of questionnaire conducting a study of this nature in our environment receptive of answering the oral questions while other did not take him off of study the questionnaire hence few of the discard due to wrong filling. These limitations did not affect the outcome of the study in any way.
1.8	DEFINITION OF TERMS
Motivation: This is a process of stimulating people to action in order to achieve desired goals or accomplish as desired task; Hezberg, Fredrick (1964). The motivation hygiene concept and problems of manpower personnel administration January – February.
Personnel Administration: is that organization or enterprise functions which is especially concerned with the management of the human component in organization. Abah, Norbert C. (1997) Public Personnel Administration Ilorin. Publisher limited.
NA: Nigeria Airway’s sun New paper April 20, 20003 
B.P.E.: Bureau of Public Enterprises Sun Newspaper April 20, 2003
M.B.O: Management by Objective ordinance., CT. Politics of implementing MBO” Business Horizon Joint 1974.


CHAPTER TWO 
LITERATURE REVIEW
2.1 	INTRODUCTION
	Organizational can achieve strategic goals through workforce efforts. It is widely believed that employees are the company’s most valuable assets (Ilagan & Javier, 2014). Javier (2011) emphasized that the key to business success is its ability to retain the loyalty of it’s stakeholders, which include not only their customers but alos the employees who run the business activities. Organization’s performance depends among others the performance of it workforce and this has bearing with employee job satisfaction. Satisfied employees create and deliver value out of other organzationa; resources.
2.2	THEORETICAL FRAMEWORK
	There are numerous theories attempting to explain job satisfaction, but three conceptual frameworks seem to be more prominent.
1. Content Theories:
	The earliest content theory was Abraham Maslow’s Hierarchy of needs (Maslow (1954) traditionalist views job satisfaction were based on his five – tier model of human needs. At the lowest tier, basic life sustaining needs such as water, food and shelter were identified. The next level consisted of physical and financial security, while the third tier included needs of social acceptance, belonging, and love.
	The more a job allows for growth and acquisition of higher level needs, the more likely the individual is to report satisfaction with his or her job. Furthermore, the success of motivating people depends on recognizing the needs that are unsatisfied and helping the individual to meet those needs.
2. Process Theories:
	Process theories attempt to explain job satisfaction by looking at expectancies and value. This theory of job satisfaction suggests that worker’s select their behaviours in order to meet their needs. Within this framework, Adams’ (1963) and Vroom (1982) have become the most prominent theorists J. Stacy Adams’ suggested that people perceive their job a series of inputs and outcomes.
	According to MIlkvich and New Man (1990) this social equity is not limited to others within the same workplace, and the equity comparisons often reach into other organization that are viewed as similar places of employment.
	Vroom’s (1964) theory of job satisfaction was similar in that it looked at the interaction between personal and workplace variables; however, he also incorporated the element of workers expectations into his theory. The essence of this theory is that if workers put forth more effort and perform better at work, then they will be compensated accordingly. Discrepancies that occur between expected compensation and actual outcome lad to dissatisfaction.
	In Vroom’s formula each variable is given a probability value, and when all three factors are high, workers will be more satisfied and have more motivation. If any of the factors are low, work performance and employee motivation will decline.
3. Situational Theories:
	The situational occurrences theory emerged in 1992 when Quarstein, McAfee, and Glassman stated that job satisfaction is determined by two factors situational characteristics and situational occurrences. Situational characteristics are things such as pay, supervision, working conditions, promotional opportunities, and company policies that typically are considered by the employee before accepting the job.
	The situational occurrences are things that occur after taking a job that may be tangible or intangible, positive. Positive occurrences might entails faulty equipment or strained co-worker relationship within this theoretical framework, job satisfaction is a product of both situational factors and situational occurrences.

2.3 	EMPIRICAL REVIEW 
	A large number of researcher have proved the importance of job satisfaction of employees in business organization.
	Job satisfaction is so important in that its absence often leads to lethargy and reduced organizational commitment (Moser, 1997). Lack of job satisfaction is a predictor of quitting a job (Alexander Litchtenstein and Hellman, 1997; Janal, 1997). Sometimes workers move from on profession to another that is considered a greener pasture when there is dwindling economy and it is comcomitant such as poor conditions of ervice and late payment of salaries (Nwagwu, 1997). Explaining its nature some researhers e.g Armentor & Forsyth, 1995; Flanengan, Johnson, & Beret 1996; Kadushin & Kulys, 1995)tend to agree that job satisfaction is essentially controlled by factors described in Adeyemo’s (2010 perspectives as external to the workers. Form this new point, satisfaction on job might be motivated by the nature of the job, its pervasive social climate and extent to which wokers perculiar needs are met. (Teller, Ayeni & Popoola, 2007).
Other researchers (e.g. Mae Donald, 1996; O’Toole, 1980) ague in favor of the control of job satisfaction by factors intrinsic to the workers. There are many method for measuring job satisfaction. By far, the most common method for collecting data regarding job satisfaction is the Likert scale (named after rensis LIkert). Other less common methods of for gauging job satisfaction include – Yes/No questions, Ture/False question points systems, checklists and forced choice answers. This data is typically collected using an enterprise feedback management (EFM) system. The job in general index is an overall measurement of job satisfaction. It is an improvement of job satisfaction. It is an improvement to the job descriptive index because JDI focuses to much on individual facts and not enough on work satisfaction in general.
	Other job satisfaction questionnaire include the Minnesota satisfaction Questionnaire (MSQ), the job satisfaction survey (JSS) and the face scale the MSQ measure job satisfaction in 20 facets and has a long form with 100 questions (Five items from each facet) and short form with 20 question (one item from each facet). Job satisfaction relates to the total relationship between an individual and the employer for which he is paid. Satisfaction the simple feeling of attainment of any goal or objective. Job dissatisfaction brings an absence of motivation at work.
	Research workers differently describe the factors contributing to job satisfaction and job dissatisfaction. Hoppock describes job satisfaction as “any combination of psychological, physiological and environmental circumstances that cause and person truthfully to say I am satisfied with my job.
	According to Wexley and Yukl (1984) stated that job satisfaction is influenced by many factor including personal traits and characteristics of the of job. To better understand these employee and job characteristics and their relationship to job satisfaction, various theories have emerged.
Finally, Lofquiest  and Davis (1991), defined job satisfaction as “an individuals positive affective reaction of the target environment as a result of the individuals appraisal of the extent to which his or her need are fulfilled by the environment.
2.3.1 	IMPORTANT OF JOB SATISFACTION 
	Job satisfaction is important in everyday life. Organization have significant effects on the people who work for them and some of these effects are reflected in how people feel about their work.
	This major job satisfaction an issue of substantial importance for both employers and employees. It is considered a predictor of over all individual well being, as well as a good predictor of intentions or decision of employees to leave the job.
	As many studies suggest, employers as they are more lively to profit from lower staff turnover and higher productivity if their employees experience a high level of job satisfaction. However, employees should also be happy in their worls, givem the amount of time they have to devote to it throughout their working lives.
2.3.2 	MAIN FACTORS OF JOB SATISFACTION
	Job Satisfaction refers to a general attitude which an employee retains on account of many specific attitude in the following area: 
i. Personal Factors
ii. Factors Inherent in the Job   
iii. Factors controlled by the Management
i. Personal Factor: this include workers, sex, education, age, marital status and their personal characteristics, family background, socio-economic background and the likes.
ii. Factors inherent in the Job: these factor have recently been studied and found to be important in the selection of employees, instead of being guided by their co-workers and supervisors. The skilled workers would rather like to be guided by their own inclination to choose jobs in consideration at what they have to do. These factors include the work itself, condition, influence of internal and external environment on the job which are uncontrolled by the management.
iii. Factors controlled by the management: The nature of supervision, job security, kind of work group and wage rate, promotional opportunities, and transfer policy, duration of work and sense of responsibilities are factors controlled by management. All these factors greatly influence the workers. These factors motivate the worker and provide a sense of job satisfaction.
	Satisfactory strongly influences the productivity efficiency at an organization whereas absenteeism, employee turnover, alcoholism, irresponsibility, non-commitment are the result of job satisfaction. However, job satisfaction or dissatisfaction forms opinion about the job and the organization which result in boosting up employee morale.
2.3.3 	JOB SATISFACTION VARIABLES 
	These studies have related job satisfaction to two types of variables: organizational and personal variables:
(a) ORGANIZATIONAL VARIABLES:
1. Occupational Level  
The higher the level of job, the greater the satisfaction of the individual. This is because higher level jobs carry greater prestige and self-control. This relationship between occupational level and job satisfaction stems from social reference group theory in that our society values some job more than others. Hence, people in valued jobs will like them more than those who are in non-valued jobs. The relationship may also stem from the need fulfillment theory, people in higher level jobs find most of their needs satisfied them when they are in lower level ones.
2. 	Job Content
	Greater the variation in job content and the less the repetitiveness with which the tasks must be performed, the greater the satisfaction of the individual involved. Some job content in terms of variety and nature of tasks called for is a function of occupation level, the theoretical arguments given above apply there also.
3. 	Considerate Leadership
	People live to be treated with consideration. Hence, considerate leadership results in higher job satisfaction than inconsiderate leadership.
4. 	Pay and Promotion
	Pay and promotion opportunities all other things being equal these two variables are positively related to job satisfaction.


5. 	Interaction in the Work Group
	Here the question is when is interaction in the work group a source of job satisfaction and when it is not?
Interaction is most satisfying when:
i. It result in the cognition that other persons attitudes are similar to one’s own, since this permit the ready calculability of the others behaviour and constitute a validation of one’s self.
ii. It results in being accepted by others, and
iii. It facilitates the achievement of goals.
(b) 	PERSONAL VARIABLES 
	For some people, ii appears it appears most jobs will be dissatisfying, irrespective of the organizational conditions involved, whereas for others, most job will be satisfying. Personal variables like age, education, level, sex, etc. are responsible for this difference.
1. AGE
Most of the audience on the relation between age and job satisfaction, holding such factors as occupational level constant, seems to indicate that there is generally a positive relationship between the two variables up to the pre-retirement years and then there is a sharp decrease in satisfaction.
	An individual aspires for better and more prestigious job in later years at his life. Finding his channels for advancement blocked his satisfaction declines.
2. 	EDUCATIONAL LEVEL
 	With occupational level held constant there is a negative relationship between the educational level and job satisfaction. The higher the education, the higher the reference group which to individual looks to for guidance to evaluate his job rewards.
3. 	SEX
	There is as yet no consistent evidence as to whether woman are more satisfied with their job than man, holding such factors as job and occupational level constant. One might predict this to be the case, considering the generally lower occupational aspiration of women.
2.3.4 	THREE (3) MAJOR EFFECT OF JOB SATISFACTION
A. Effect of Productivity
B. Effect of Absenteeism
C. Effect on Turnover
A. PRODUCTIVITY 
	Based on research carried out in Hawthorn studies, further research to prove that “happy workers on productive” was carried out, which has been proved negative. Based on the conclusion of Hawthorn studies, managers began their efforts to make their employees happier by improving work condition, providing laissez-faire type of leadership, expanding various facilities to the workers, but it has been found that there is no direct relationship between happiness and productivity.
	However, it has been said from organizational point of view that organization that are able to evolve such policies that makes employees happy band to have improved productivity. V.H Vroon productivity is considered as reward for hard work which is due to high level of satisfaction.     
B. ABSENTEEISM
	There is an inverse relationship between satisfaction and absenteeism. When workers are more satisfied the absenteeism tends to be high. There are certain moderating variables like sick leaves and degree to which people feel that their jobs are important.
	When there is a provision for sick leave, employees would take the benefit and absent themselves. As far as the importance of work is concerned it has been observed that people attend to their work when it is important to accomplish. Employees having satisfaction would not necessarily result into low absenteeism but those having low satisfaction level would definitely have high absenteeism. 
C. TURNOVER
	It has been found that employees who are not satisfied with their jobs will have high turnover. Employee who are satisfied will not have high turnover. Satisfaction is also negatively related to turnover but the correlation is stronger than what we found in absenteeism. Employee performance is a moderating factor of the satisfaction turnover relationship.
	Dissatisfied workers may empress their satisfaction as given in the figure below;
a. EXIT: Individual start searching a new job and resign from the current job.
b. VOICE: Employee tries to improve working conditions. In the process suggestion to management are submitted, increased union activates and communication is important.
c. LOYALTY: Workers behave passively in situation like external criticism. They wait for thing to improve on their own.
d. NEGLECT: Deliberately and consciously allow conditions to worsen by long absenteeism, lack of interest for quality control, targets, quota, etc. They put in reduced efforts and display lack of interest.
2.3.5	HOW TO INCREASE JOB SATISFACTION
	In case on organization want to create job satisfaction for their employees, they should keep the following things into consideration:
1. Grievance-Handling Procedure:
	It is desirable that the complaints of the workers are heard patiently and the problems solved as far as possible. Factories in workers demands/grievance are not handled properly suffer because the workers lose confidence in the management and become frustrated.
2. 	Satisfactory Future:
	Every workers is definitely concerned about his/her future prospects. if the organization rules clearly law down the conditions for promotion and advancement, and if the worker gets the expected promotion and improvement in pay scales at the right time, then he/she feel more satisfied with his/her job and become confident of his/her future.
	If on the other hand, the workers feels that even good work will not be rewarded, then him/she becomes frustrated and slack in his/her work. 
3. 	Respect for Creative Suggestions:
	Generally speaking, a worker working under a particular set of conditions is best qualified to say how and where improvement can be made. If workers are encouraged to suggest ways and means of improving productivity and the conditions at work, they often come with very valuable ideas.
	This help in increasing job satisfaction because when the worker is praised for giving a good practical idea, he/she tends to pay more attention to his/her work in order to win more praise. If suggestions are neglected, then the worker feels dissatisfied and over a period of time his/her creativity is killed.
4. 	Increase in Wages:
	Rules governing increases in salary should be clear and explicit and should be acted upon impartially and regularly. If the workers gets the anticipated increase in society at the right time, then he/she feels satisfied with his/her job. If this does not happen, then dissatisfaction is the result. Increase in salary is, in facts, the most important factor in job satisfaction.
5. 	Promotion According to Ability:
	In every organization, some people get retired after completion of their services period, leaving scope for promotion for the junior employees. If promotion is based upon the ability of the workers, then the worker’s mental satisfaction is maintained. If, on the other hard, promotion depends upon other factors such as casteism, and personal favor, then workers interest in his/her work declines.
6. 	Proper Quantum of Work:
	If job satisfaction is to be maintained, it is essential that expected quantity of work does not exceed the individuals’ ability to complete it. If he/she has to work more than he/she comfortably can for a long time, then he/she is bound to become disgusted, depressed and tired.
7. 	Satisfactory Hours of Work:
	The hours at work in any organization should be convenient and so arranged as to offer the least possible inconvenient to the largest number of employees. If this is not looked into, the workers become dissatisfied.
8. 	Availability of Leaves and Rest:
	In every organization, the workers should be given the proper amount of rest and holidays on festivals and other occasions of social celebrations. Nowadays, workers are allowed to avail themselves of around Ten (10) casual leaves and thirty (30) earned leaves every year in addition to the weekly holiday. 
Holidays given on festivals and on occasions of general celebration are in addition to this. Female workers are allowed fairly long leave during pregnancy. It is generally seen that workers feel satisfied if the management in any organization follows a liberal policy towards leaves to workers.







CHAPTER THREE
RESEARCH METHODOLOGY 
3.1	INTRODUCTION 
	This chapter centers on the method that will be used to gather data for the purpose of this study. The chapter will describe the research design, sources or data and population of the study. Other issues it will examine are reliabilities and validity of the instrument for gathering.
3.2	RESEARCH DESIGN
	Research is simply the blue print which the researcher intend to use carryout the research task and for the purpose of this study, the survey research method will be used to build the impact on job satisfaction and employee performance.
3.3	SOURCES OF DATA
	The data to be used for the research work will be obtained specifically from two sources namely primary and secondary sources.
(a) Primary sources: Primary data are those sourced from personal interview, observation and use of questionnaire.
(b) Secondary sources: The secondary sources will involve the use of existing but related data, which were produced by earlier researchers, for the purpose of contributing their quota to the problem under study. The secondary data for this study include journal, magazines, periodical, text books and internet.
3.4	INSTRUMENTS FOR DATA COLLECTION 
	The instruments for data collection issued in this research include the structured questionnaire, observation and interview.
3.5	POPULATION OF THE STUDY 
	The study population for the work include all staff in the selected organization 
	S/N 
	NAMES OF ORGANIZATION
	NUMBER OF STAFF

	1
	Internal Revenue Services Ilorin
	80

	2
	A cross section of the citizen
	20

	
	Total
	100


Source: Research Field Survey, 2022


3.6	RELIABILITY AND VALIDITY OF DATA AND TEST INSTRUMENT
	The research observed from the pretested questionnaire that most of the responses on the questionnaire were consistently showing the research instrument.
Validity of measurement
	The researcher was convinced that research instrument was valid after pro-testing the questionnaire for the study and the responses on the questionnaire showed that it measure and provided answers to the achieve the purpose of the research study.
3.7	DATA TREATEMENT TECHNIQUES 
	The primary data collected for this study were first grouped according as response and presented using percentage and tables for presentation and analysis. Simple percentage were used in the presentation of some aspects of the data collected. After the preliminary presentation and analysis chi-square statistics was used to test the hypothesis formulated for this study. The procedure for using chi-square (X2) analytical method is as show below.
X2  =  
where Oi = observed frequency
	ei = expected frequency
	o = ei = N = total frequency
	degree of freedom (D.f) = (Number of rows – 1 x number of column – 1).


CHAPTE FOUR 
ANALYSIS AND INTERPRETATION OF FINDINGS
4.1	HISTORICAL BACKGROUND OF KWARA STATE INTERNAL REVENUE SERVICE 
	Kwara State Internal Revenue Service (KWIRS) is the sole agency responsible for collection of tax and other forms of internally generated revenue by the Kwara State Government with its headquarters in Ilorin, Kwara State, Nigeria and area offices in all 16 Local Governments in Kwara State.
	Kwara State Internal Revenue Service (KWIRS) was established on June 22, 2015, when the Kwara State Revenue Administration Law, 2015 (Law No 6 of 2015) was passed. The Service took over the responsibility of tax administration from the old Kwara State Board of Internal Revenue Which immediately became defunct. In September 2018, the Kwara State Internal Revenue Service became the first revenue service (IRS) in Nigeria to achieve two ISO Certification and the first state Internal Revenue Service (SIRS) to achieve any ISO certification at all.
	The service got certified in ISO 9001:2015 Quality Management System and ISO/IEC 22301:2012 Business Continuity Management System. The service is currently under the leadership of Shade Omoniyi who was appointed as Executive Chairman on October 1, 2019. She is part of a cabinet which comprises over 50% women, appointed by Kwara State Governor Abdulrahman Abdulrasaq.
4.2	PRESENTATION AND ANALYSIS OF DATA 
	This chapter deals with the report and analysis of data obtained from the research questionnaire. This analysis is solely based on the responses from the questionnaire which are relevant to the objective of the study. the chapter will also test the formulated hypothesis with the relevant section of the questions to find out whether such proposal will be accepted or rejected.
Table 4.1 Questionnaire Distribution 
	S/N
	Name of agency/department
	Number distributed 
	Number returned
	Number not returned

	1
	Internal revenue
	80
	70
	10

	2
	A cross section
	20
	15
	5

	
	Total
	100
	85
	15


Source: Research Field Survey, 2022
In the table above, 100 questionnaire were distributed 85 was returned and 15 was not returned.
4.2	ANALYSIS OF QUESTIONNAIRE 
Table 4.2.1	job satisfaction and output organizations
	Responses 
	Internal revenue 
Frequency             %
	A cross section
Frequency             %
	Total
Frequency             %

	Yes
	60
	86
	13
	87
	73
	86

	No
	5
	7
	02
	13
	7
	8

	Not always
	5
	7
	-
	-
	5
	6

	Total
	 70
	100
	15
	100
	85
	100


Source: Research Field Survey, 2022
The table above indicate that out of 85 respondents from these agencies 73(86%) said that job satisfaction produce an increase of output, 7(8%) respondents said NO, that job satisfaction does not produce and increase of output 5 (6%) said not always.
Table 4.2.1 	General Working Condition Organization
	Responses 
	Internal revenue 
Frequency             %
	A cross section
Frequency             %
	Total
Frequency             %

	Satisfactory 
	65
	93
	12
	80
	77
	91

	Unsatisfactory 
	1
	1
	1
	6.7
	2
	2

	Just Good 
	3
	5
	1
	6.7
	4
	5

	Bad 
	1
	1
	1
	6.6
	2
	2

	Total
	70
	70
	15
	100
	85
	100


Source: Research Field Survey, 2022
	Refit shows that out of 85 respondents from those Agencies 77(91%) said that good working condition determines the level of satisfactory which an employee will have, 2(2%) said with good working condition, workers still remain undissatisfactory, which 4(5%) said environment product just good satisfaction and 2(2%) said working condition has nothing to do with satisfaction. 
4.3	HYPOTHESIS TESTING
	To test the hypothesis listed in chapter one (Ho1, Ho2, Ho3) the research will use chi-square distribution in all the test, the researcher will utilizes 93% (0.05) significant level. 
Decision rule 
If x2 c > X2t, reject Ho accept Hi

Testing of hypothesis one 
Ho: There is no relationship between promotion and job satisfaction.
Hi: There is relationship between promotion and job satisfaction 
Table 4.2.3 Table show the relationship between promotion and job satisfaction.
	

 (
JOB SATISFACTION 
)
	Promotion
	

	
	
	Salary increment 
	New office
	Jobs security
	Total

	
	Increase in out put
	50
	10
	7
	67

	
	Punctual at work
	10
	5
	3
	18

	
	Total
	60
	15
	10
	85


Expected frequency =  
Cell1, = E,  = 47
Cell2 = ∑2 = 12
Cell3 =∑3 = 8
Cell4 =  ∑4 = 13
Cell5 =  ∑4 = 3
Cell6 =  ∑4 = 2
HYPOTHESIS TWO
Ho: There is no relationship between salary and job satisfaction.
Hi: There is relationship between salary and job satisfaction 
Table 4.2.4 Table show the relationship between promotion and job satisfaction.
	

 (
JOB SATISFACTION 
)
	Salary 
	

	
	
	Productive 
	Satisfied
	Committed 
	Total 

	
	Satisfactory 
	62
	10
	5
	77

	
	Unsatisfactory 
	3
	2
	3
	8

	
	Total
	65
	15
	8
	85


Expected frequency =  
Cell1, = E,  = 59
Cell2 = ∑2 = 11
Cell3 =∑3 = 7
Cell4 =  ∑4 = 6
Cell5 =  ∑4 = 1
Cell6 =  ∑4 = 1
HYPOTHESIS THREE
Ho: Conducive environment does not contribute to job satisfaction 
Hi: Conducive environment contribute to job satisfaction 
Table 4.2.5 Table show the contribution of conducive Environment on Job Satisfaction
	

 (
JOB SATISFACTION 
)
	Conducive Environment 
	

	
	
	Committed 
	Satisfied 
	Productive 
	Total

	
	High 
	20
	25
	15
	60

	
	Low
	10
	10
	5
	25

	
	Total
	30
	35
	20
	85


Expected frequency =  
Cell1, = E,  = 21
Cell2 = ∑2 = 25
Cell3 =∑3 = 14
Cell4 =  ∑4 = 9
Cell5 =  ∑4 = 10
Cell6 =  ∑4 = 6.


CHAPTER FIVE
SUMMARY, RECOMMENDATION AND CONCLUSION 
5.1	SUMMARY OF FINDINGS
	Hypothesis one which state that there is no relationship between promotion and job satisfaction was rejected. From the test of hypothesis, it was showed that there is relationship between promotion and job satisfaction. This therefore point to the fact that most government owned enterprises use promotion to induce job satisfaction among their employees.
5.2	CONCLUSION
	This study has been an attempt to examine the impact of job satisfaction on organizational performance among government owned enterprises. Having gone through the whole length of data analysis hypothesis testing and summarize the following conclusions are hereby drawn most of the various problem encountered, have been unvested since most of these problem is as result of poor management of the government owned enterprises. It look into productivity will increased.


5.3	RECOMMENDATIONS
	If the benefits of job satisfaction are to be achieved and if it is to make its fullest impact in increasing productivity in government owned enterprises like other firms that induce job satisfaction among their employees. It will be necessary to make the following recommendation:
1. Government owned enterprises should see increase/prompt payment as a motivation factor, that can increase productivity in the organization.
2. Government should use employee inputs as a criteria for promotion of workers, because most of these workers in government are idle.
3. Government should make the working environment conducive so that the workers can see their working environment as their second home.
4. Government owned enterprises should adopt management by objective in which employee should be part in decision making of the organization so that all hands will be on deck.
5. The structure of the organization should be restructure so that there will be cordial relationship between the employees and employer.
6. Working conditions should be improved and sustainable to enhance performance.
7. Management should be sensitive to the difference in needs and values among the employee. Every individual is unique and will respond differently to attempts to motivate him or her.
8. Management should be sensitive to employees complaints about low pay and unchallenging work. Too often management delude them into thinking that employees dissatisfaction can be lessened by painting work area piping in music, giving out few more words of praise, or giving people longer work.
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