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ABSTRACT The behavioral scientists have primarily attested that increased output is a function of the level of
human welfare. This concept outstrips attention being focused on machines alone because at the heart of the
enterprise and its entire structure, the human resource enabled with skill, experience, attitudes and intelligence is the
most significant in factor combination of wealth creation and production process. The study critically evaluated
workers attitudes and perception of the motivational factors as well as the relationship between motivation and job
commitment. In the process of this study, problems associated with the low job morale, which had invariably led to
low productivity, were highlighted. To achieve the purpose of this research, the survey method using the questionnaire
instrument was adopted. The instrument was administered to 100 respondents drawn as the sample for the study. Also
the available documents were reviewed for some information. The output from these sources were analysed by the use
of the frequencies and percentages for the univariate analysis. While the chi-square (3 was utilized for the testing of
the hypotheses, empirical analysis conducted on the data through the use of descriptive statistics and proportion
tables revealed that workers of the company are not motivated. The motivation schemes designed for the workers

are inadequate and unable to meet up with the level of expectation of the employees.

INTRODUCTION

There is a general believe that man has the
natural tendency to be lazy with regardsto work
and heisbeing forced by circumstancesto work.
This idea about man still continues to create
problems for the development process of the
society intheface of abundant human and material
resources resulting to low productivity. Low
productivity is a problem that thrives in many
societies particularly in the devel oping countries
irrespective of constant efforts. A lot of money,
energy and time are wasted, which if properly
utilized will yield higher productivity and assuch
greater wealth for the societiesinvolved. Manis
the factor that utilizes other resources available
within the society for the production of goods
and servicesin order to satisfy individual needs.
Thus, when human resources are minimally
utilized and amaximum output isrealized, it leads
to the realization of the goals of the systems
associated with these productive activities. The
extent to which these human resources are utilized
effectively depends on a number of factors,
among which are the skills which they possess,
their level of knowledge, how much they can

derivefrom participation in productive enterprise
and many other factorsall of which play important
rolesin productive activities.

Organizations, no matter their nature, aways
aim a achieving their corporate goals; otherwise,
the survival of such enterprise will be more of a
dream than areslity. The success of any organiza-
tion is often measured by the degree of its
productivity. Although, thiscan however besaidto
be independent on the attitude and morae of the
workersin form of their level of job commit-ment.
No company can therefore afford to ignore any of
the many factors that may contribute to the
boosting of the commitment levels of its workers,
whichismoativation. Inal productiveactivities, the
basic elements and factors include land, capital,
labour and the entrepreneur. Thelabourersand the
entrepreneursare human and assuch very important
inany productiveenterprise. They utilizethe other
factors for the realization for the goal of the
enterprise. |t canthen beadduced that human beings
play avery important rolewithinany syslemandin
particular industrial organizations. For thisreason,
they should be given a high consideration so that
they can contribute effectively and efficiently during
productive activities.
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However, in Nigeria as well as in other
developing countries, low productivity remains
a recurrent phenomenon owing to the physical
and psychological problems created by the need
to see how these problems can be solved, which
inturnwill lead to higher productivity of workers
(Abiola1992). Onethenwonderswhat thebasic
prerequisites of workers' productivity are.
Although this question cannot be answered with
a definite statement, but among other factors,
motivation isimportant for enhancing level of job
commitment of workers, which invariably leads
to ahigher productivity of theworkers. Itisthen
necessary for motivation of the workers in
organization to be enhanced in order to increase
productivity (Ibrahim 1989).

Productivity literarily meanstherate of power
to produce, but productivity from the management
or economic point of view istheratio of what is
produced to what is required to produce it.
Usually, thisratio is in the form of an average;
expressing the total output of some category of
goods divided by thetotal input of, say labour or
raw material. In principle, any input can be used
asthe denominator of the productivity ratio. One
can speak of the productivity of land, labour,
capital or sub-categories of any of these factors
of production. Simply put, productivity isthe act
of producing or bringing into being commodities
of great value or adding to thewealth of theworld.
It can be used to measure the index of growth,
efficiency, economic standard etc. On the other
hand, motivation is a word that is rather
cumbersome to define in a meaningful manner.
Adams and Jacobson (1964) suggest that
motivation deals with all the conditions that are
responsible for variation in the intensity, quality
and direction of behaviour. From an organization
point of view, motivation deals with everything
that amanager knows or can useto influencethe
direction and rate of individual’s behaviour
towards commitment. An overwhelming amount
of energy is expended in trying to get peopleto
do what we want them to do. We all have atask
to motivate ourselves to do what we think we
should do. Itiswidely believed that when aworker
is highly motivated, this goes a long way in
improving organizational productivity,
effectiveness and efficiency.

Against this background it is necessary to
look for away through whichthemoraeof workers
can be improved which will at the end, enhance
job commitment with an improvement on the
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standard of living of people, and increase in
wealth of individuals and development of the
society. Thisstudy istherefore designed to find
out the link between the extent to which various
motivation strategiesin Energy Food (Nigerian)
Company encouragestheworkerstoimprovetheir
job commitment and increase their productive
capacity. Equally necessary is the need to
measure the works perception of and attitude to
these mativational schemes in the organization
and how these factorsarerelated to their level of
job commitment.

Hence, the objectives of this study are
precisely: To investigate the workers' attitudes
and perception of the motivational factors, to
investigate the workers level of job motivation
influences their job satisfaction and job
commitment, and suggest ways of alleviating
workers low job commitment by enhancing the
motivational factors. The two research hunches
set by thisresearch areasfollows: (i) to determine
the type of relationship that may exist between
motivation and job commitment of workers, (ii) to
determine the relationship between job
commitment and job satisfaction of workers.

METHODOLOGY

Research Setting: Energy Food Company
Limited (EFCO), Dugbe, Ibadanisanincorporated
company, formed in accordance with the company
act. It isaconfectionery manufacturing industry
that produces various biscuits, sweets and other
baking products. L ocated inthe heart of the Dugbe
business district in Ibadan, the seat of the
government of Oyo State, western part of Nigeria,
it hasfulfilled all the requirements of acompany
and it was duly incorporated and established by
aprivate investor in the year 1994 and currently
has staff strength of about 410 male and female
employees.

Population of the Study: The research work
waslimited to the permanent staff of Energy Foods
Company Limited, Ibadan. For the purpose of
this research, the categories of workers used are
those in the junior staff cadre!, first line
management?, middle management® and top
management level®. Thus, this can be further
categorized into junior and senior staff asthe case
may be. Thejunior staff and first line management
will be considered as “junior staff” whiles the
middle management and top management will be
under the “senior staff”. The population was
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drawn from six departments; Human Resources,
Finance and Accounts, Corporate and Public
Relations, Production and Packaging, Quality
Control and Administrative Services. Themales,
females, juniors and senior staff of the company
were included in the research population

Sample Sizeand Procedure: Thisstudy made
use of asamplesize of 110 respondents, whichis
further divided intojunior staff, 50 (45.46%), first
line management level 35 (31.82%), middle
management level 20 (18.18%), top management
level 5 (4.54%). Thus, since the concern of the
researcher in this study is the workers job
commitment level based on the motivation
schemes provided by the management, the
researcher hence decided to concentrate more on
the junior staff than the top management staff?
In order to reach the proposed respondents, two-
stage stratified sampling technique was used in
the selection of respondents from the sample
frame. In thetwo stage stratified sampling method
adopted, the first stage recognized and grouped
respondentsaccording to their ranks; junior, first
line, middleline and top management level while
the second stage apportioned numbers/quota to
each departments to ensure adequate spread and
representation of the departments and categories
of staff.

Data Collection and Analysis: Theresearch
utilized the questionnaire instrument asthe major
instrument for the data collection. Data obtained
fromthefield wasanalysed by the use of scientific
statistical tools under the Statistical Tool for the
Social Sciences (SPSS). The frequencies and
percentageswere used for theunivariateanalysis,
whilebi-variate analysiswas done by using cross
tabulation. Also the hypotheses set to be tested
in the research were captured by the use of chi-
square test of significance. In this study, job
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commitment isused as dependent variablewhile
motivation is the independent variable.

RESULTS

Explanation of Workers Motivation: The
responses from motivation of workers Table 1
show that a majority of them (61%) believe that
they arenot motivated in the course of performing
their duties as against 35% that feel motivated.
The junior (70%) and first line management
officers (63.33%) are more unanimous in
expressing their lack of motivation in the
performance of their duties while the senior
management officers seemsto be more motivated
asalower percentage (35%) volunteered that they
are not motivated. This may not be unconnected
with the believe that senior management officers
are usualy involved in decision making process
and are likely to swing the conditions of service
inthe organizationin their favour (Chizea1990).
Since a greater majority of the workers believe
that they are not motivated, one can simply elude
that, an unmotivated worker will equally be an
unsatisfied worker and thiswill adversely affect
their rate of commitment towardstheir job.

Explanation of Workers Job Satisfaction:
Expectedly, what we can deduce from the
responses of workers in relation to their
satisfaction Table 2 is that they are not satisfied
with their present employment, this may not be
unconnected with the fact the workers are not
motivated. In this case 60% of the respondents
arenot satisfied, while 26% believethat all iswell
with them in terms of their satisfaction with their
job. In consonance with their responses on
motivation, the junior (54%) and first line
management officers (66.67%) expectedly affirmed
that they are not satisfied with their present

Table 1: Response of workers in relation to whether they are motivated or not

Motivated Junior staff First Line Mgt. level Senior Mgt. level Total

Yes 15 (30%) 11 (36.67%) 9 (45%) 35 (35%)
No 35 (70%) 19 (63.33%) 7 (35%) 61 (61%)
| do not know - - 4 (20%) 4 (4%)
Total 50 (100%) 30 (100%) 20 (100%) 100 (100%)

Table 2: Responses of workers in relation to job satisfaction

Responses Junior staff First Line Mgt. level Senior Mgt. level Total

Yes 16 (33%) 7 (23.33%) 3 (15%) 26 (26%)
No 27 (54%) 20 (66.67%) 13 (65%) 60 (60%)
I do not know 7 (14%) 3 (10%) 4 (5%) 14 (14%)
Total 50 (100%) 30 (100%) 20 (100%0) 100 (100%)
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employment. However, against the tides of their
response on motivation, the senior management
officers (65%) unequivocally expressed their
dissatisfaction on their present job. This probably
underlinesthe economic assertion that man’sneeds
and aspirations are insatiable (Maslow, 1946;
Atkinson 1961). It can smply be said that aworker
who isnot motivated, will not besatisfied, henceit
will make him or her to beacommitted worker.

Perceived Sources of Motivation by Work-
ers. Responses of workers on their perceived
sources of motivation Table 3 indicated that a
greater majority of workerschose“good salaries
and fringe benefits” as their best source of
motivation. About 50% of the respondents
believe that they are best motivated with good
salaries and fringe benefits while opportunity for
future training and advancement ranked second
with 14.58% and recognition of performance
ranked third with 46%. Among the junior (52%)
andfirst line management officers (56.67%) cadre,
agood take home pay would trans ate into good
motivation for them as their salaries takes the
leadership role in factors that could help to
motivate them. However, the senior management
staff are undecided which one occupies agreater
level of priority between salaries (28.57%) and
job content (28.57%).

RICHARD ABORISADE AND EMEKA E. OBIOHA

Test of Hypotheses

Hypothesis 1: There is no significant
relationship between motivation® and job
commitment® of workers.

The result of the test above shows that there
is a significant relationship between the
motivation schemesemployed by the management
andthelevel of job commitment of workers. This
inits simplest form means that motivation has a
role to play in enhancing job commitment of
workers. Thereforethe hypothesisthat statesthat
there is no relationship between motivation and
job commitment of workersisrejected.

Hypothesis 2: There is no relationship
between the satisfaction” Job satisfaction is a
condition at which one feels confident that his/
her present employment is capable of meeting
his/her basic expectations and aspirations. It is
quantified by the resolution of the respondents
to continue with their present employment
without seeking for immediate alternative.

The result in Table 5 shows that there is a
significant relationship between workers
satisfaction and their job commitment. From this
one can say that, there is a role, which the
satisfaction of workersinjobsplaysinrelationto
their job commitment, in other words satisfaction

Table 3: Respondents Perceived Sources of Motivation by workers' level

Responses Junior staff First Line Mgt. Senior Mgt. Total

Good Salaries & Fringe enefits 26 (52%) 17 (56.67%) 4 (28.57%) 47 (48.96%)
Achievement in the Company 5 (10%) - 1(7.10%) 6 (6.25%)
Recognition of performance 6 (12%) 3 (10%) 2(6.67%) 11 (11.46%)
Content of my job 4 (8%) 1 (3.33%) 4 (28.57%) 9 (9.38%)
Responsibility - - 2 (6.67%) 2 (2.08%)
Opportunity for further training 6 (12%) 5 (16.67%) 3 (21.42%) 14 (14.58%)
Relationship with others 1 (2%) 3 (10%) - 4 (4.17%)
Company policy & Administration 2 (4%) 1 (3.33%) 3 (3.13%)

Total 50 (100%)

30 (100%) 14 (100%) 96 (100%)

Table 4: Relationship between Motivation and Job commitment

<5 hours 5 — 10 hours 10 hours & above Total
Motivated 15 (20.31) 17 (15.03) 7 (3.66) 39
Not motivated 35 (29.69) 20 (21.97) 2 (5.34) 57
Total 50 37 9 96

X2 =599, df =2, P=<.05

Table 5: Relationship between the satisfaction of workers in their jobs and their job commitment

<5 hours 5 — 10 hours 10 hours & above Total
Satisfied 10 (15.85) 13 (10.79) 6 (2.36) 29
Not satisfied 37 (31.15) 19 (21.21) 1 (4.64) 57
Total 47 32 9 86

x2=15.99, df =2, P=<. 05
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of workers influences their commitment to their
jobs. Thus the hypothesis that states that there
is no significant relationship between the
satisfaction of workersin their jobsand their job
commitment isrej ected.

DISCUSSIONS

As could be deducted from the dataanalysis,
the workers' attitude and perception of the
motivational factorsvaries, however majority of
them, believe that good salaries and fringe
benefits go along way in motivating them into
discharging their duties in a desirable manner.
This lends credence to the classical theory of
motivation, which was propounded by Taylor
(1911). According to him, money is the sole
motivation in the workplace. He recognized
human beings as purely and mainly economic
creatures who work only because of money to
pay for food, clothing and shelter and of course
whatever luxuries they may be able to afford.
Most of the respondents that were interviewed
who prefer and perceive money as they best
source of motivation also asserted in their own
wordsthat the management should “ give us good
salaries and benefits and all other things would
be added onto it”. It istheir general belief that
good salariesto alarge extend determinesall other
sources of motivation in their place of work.
However, it is worthy of note that “ opportunity
for futuretraining” also hasits motivating effect
on the workers, which came up as a second
option. Amongst those in this believe, more of
the junior staff and first line management level
want future training compared to the high level
category. This is an indication that the junior
staff wants to be promoted from their present
statusin the organization. On close examination,
interviewed workers opined that receiving good
salaries and fringe benefits is their ultimate
intention for wanting to further their training, as
a shift in their ranks will surely guarantee an
increment in the salaries to be received. These
assertions has made possible for usto be able to
investigate the workers attitude and perception
to the motivational factors.

Workers level of job commitment and satis-
faction were investigated and it was found that
the workers are neither satisfied nor committed
to their duties. This aso includes the workers
responses towards motivation in the company in
which theworkers said they were not motivated.
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Therelationship between motivation and workers
job commitment wastested and it was concluded
that there is a significant relationship between
the motivation and commitment of workers to
their works at Energy Food Company Limited.
This result lends credence to an earlier position
by Herzberg Fredrick (1950) who opined that
motivation factors, which can create job
satisfaction, are effective in motivating an
individual to superior performance and efforts.
More than 50% of the workers believe that with
their present salary, five (5) hours and below
should be spent at work, as that is the worth of
money on their time spent. Incidentally, 64 (64%)
will add as much as six (6) hours extra hours to
their regular working hoursif thereisafavourable
pay per hour. This goes quite a long way to
demonstrate their readiness to increase their
commitment to their dutiesif and when they are
motivated by increasing their pay. This also
substantiates the position of Fisher (1978) who
believed that an average worker is a rational,
economic and individualistic being and that
economic rewards drives people to work hard.
Heisof theview that workerswill render greater
commitment both to him and hisemployer when
given adefinitetask that isof equal proportionto
his gratification. It is clear enough that the rate
of motivation is directly proportiona to the rate
of job satisfaction and job commitment at |east to
a certain extent. Hence we can conclude here
that the magnitude of commitment that isdesired
by the employers from their employees will be
determined by the motivationa factorsput in place
to achieve such objective.

A major indicator to the assertion that money
plays the key role in determining people’s
commitment and acceptance of a particular job
has to do with the last question in the
guestionnaire which asked; how prepared a
worker is, to leave his/her present job for another
if thereisafavourable pay. About 84 (84% said
they are ready and willing to leave while only
2(2%) believethey would stay put, and 14 (14%)
do not know what they will do. This, to a great
extent supports the views of the cited scholars
aswell asthat of Victor Vroom who stated that an
individual would only put his effort to do
something when he considerstheresult or reward
of that venture as been favourable, also that it is
the expected reward of any activity that would
make an individual to decide whether to engage
init or not. Hence, without mincing words, in
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order to enhance job commitment, motivation has
avery important roleto play.

CONCLUSIONSAND RECOMMENDATION

From this study it is obvious that most
workers in the industry are not satisfied and
motivated in their jobs, especially those in the
junior cadre. However, even though most of the
respondents are not motivated they were able to
point out their striking motivating factorsintheir
work organisation. Among other factors, good
salary is perceived as the most important factor
that could generatethe highest level of motivation
in workers, while responsibility is the least
motivating factor. Significant relationship was
found between motivation and job commitment
on one hand, and satisfaction with job and job
commitment on the other hand. This study
therefore strongly suggests that investing on
motivational factors such as salary is important
towards achieving workers satisfaction and
motivation. And when workerslevel of motivation
and satisfaction are high, production activities
will invariably increase correspondingly.

NOTES

1 The unskilled category of workers that occupies the
lowest rung of the ladder of hierarchy in the
establishment. They consist of the factory workers,
messengers, clerks, and other utility staff.

2 The first category of senior staff above the junior
cadre. From the first senior officer of the
establishment to the assistant manager’s rank.

3 The category of staff that has attained managerial
cadre and heads of various units/departments.

4 Those at the helms of affairs of the establishment.
They include the assistant general managers, senior
assistant managers, general managers and directors
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5 Motivation refers to those factors that make one
willing to perform certain duties without the
application of force. It is measured by the workers'
free decision to continue to undertake such roles and
functions to optimal level without being under any
form of coercion.

6 Job commitment represents one’s desire to continue
to perform certain functions to the best of one’s
ability. It is measured by the amount of time that our
respondents were willing to put into optimal delivery
of their services to their employer.

7 Job satisfaction is a condition at which one feels
confident that his/her present employment is capable
of meeting his/her basic expectations and aspirations.
It is quantified by the resolution of the respondents
to continue with their present employment without

seeking for immediate alternative.
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