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Abstract

The study is designed to find out the effect of motivational factors on
employees' productivity in Dangote Flour Mills Ple. Horin plant. The factors
considered were salary and wages, pension scheme. working conditions,
employees' training and development and employees' participation in
decision making. The objectives are to examine the effect of motivational
factors on employees' productivity and to determine factors that motivate the
employees. The study will find out the motivational factors used in Dangote
Flour Mills Plc. Ilorin and how effective these motivational factors are. Two
hundred questionnaires were administered to the respondents out of which
one hundred and eighty was returned. The data coliccted were anatysed
using frequency count, percentages and the Z- test statistical technique. The
result depicts that motivational factors have effects on employees'
productivity. 82.2% of the total respondents strongly agreed that
motivational factors have effect on employees' productivity. It was
concluded that factors identified to be promotional factors have effect on
employees' productivity. Based on the findings it was recommended that the
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management of every organisation should ensure that motivational factors
are put in place and reviewed to boost employees' morale and increase

productivity.

Keywords: Employees. Management, Motivational factors, Productivity,
Organisation.

1.0 Introduction ‘

Those who manage an organisation work with many resources to
accomplish their organisational goals and objectives, among these resources
are human resources, financial resources and material resources. They may
decide to invest in new equipment or purchase raw materials for
manufacturing processes or build a building in order to efficiently house the
organisational operations. All these decisions are of great importance, since
they result in securing valuable asset for the organisation. The most
important asset that an organisation must have which its management must
be concerned with is the human asset of the organisation. In every
organisation, there is a labour force consisting of employees, who are human
resources commonly or partly responsible for ensuring that the
organisational goals and objectives are met effectively and efficiently. Paul
(2007), stated that every organisation wants to have the best of output from
their work force, and it is important to nurture and groom upcoming talents
within the organisation. Therefore, for employees to work effectively and
efficiently, they must be umotivated. Motivations are those internal or
external factors that propel employees to work harder towards
accomplishing the organisational goals.

[t is an established fact that to inspire a better performance, there is need for
recognition, reward and encouragement. All over the world, motivation has
been recognised as a spring board for higher performances. The ability of the
management to recognise this fact will definitely lead to achieving the
desired objectives. Most employees need motivation to feel good about their
jobs and perform optimally. Some employees are money motivated while
others find recognition and rewards personally motivating. Motivation
levels within the work place have a direct impact on employees'
productivity. Workers who are motivated and excited about their jobs carry
out their responsibilities to the best of their ability and production output
increases as a result. (Sherrie. 2014)
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Employees of every organisation expect that they should have a sense of
belonging, this will enable them work harder towards the achievement of the
organisational goals. No matter how efficient an employee is. if he is not
allowed to be involved in some decision making and feels he is not treated
well, this is likely to have an effect on his performance. The management of
any organisation should be committed to the wellbeing of its employees. The
workers attitudes towards their job conditions. environment and assigned
tasks will have a significant impaet on how they perform their jobs.

Productivity decreases total cost and duration of production. quality
improvement and gives room for organisation to capture high market share
which leads to organisation achieving its aims and objectives, making
motivationa necessary element in an organisation.

1.1 Statement of the Problem

Itis obvious that when workers feel dissatisfied, there will be a reduction on
productivity and morale as well. In order to get high performance and
productivity from employees, they must be motivated. Many organisations
have attempted several motivational factors to encourage their employees.
yet some of these motivational factors are not effective. This is a major
problem facing many organisalions One of the functions of management
along with planning, organizing and controlling is motivation. Managers
bring in monetary motivational factors and non-monetary motivational
factors to encourage employees to put in their best.

Employees are said to be the strength of any organisation and no
organisationcan be successful without employees., for this reason
organisation should encourage their employees towards putting in their best
and this can be achieved by motivating these employees. Moty ation plays
an important role in increasing employees' productivity in any kind of
condition. This study seeks to find out answers to the following questions:

i. What are the motivational factors being used in Dangote F “lour Mill PLC
llorin plant? and

ii. How effective are these motivational factors?

1.2 Objcctwcsoftthtudy

The main objective of the study is to examine lhe effect ol motivational
factors on employees’ productivity while specific objectives include:

I to identify the motivational factors already in place in Dangote flour mills
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Plc.
it. to investigate the effectiveness of motivational factors on employees
productivity.

1.3 Research Hypothesis
Ho: Motivational factors has no significant effect on employees’
productivity

2.0 Literature Review

How to motivate employees has always been a central problem for leaders
and managers. Employees that are not motivated are likely to spend little or
no effort in their jobs, avoid the workplace as much as possible and produce
low quality work. On the other hand, employees who are motivated to work
are likely to be persistent, creative and productive, turning out high quality
work that they willingly undertake. :

2.1 Concept of Motivation

The job of managers in the workplace is to get things done through
employees. To do this, the managers should be able to motivate employees.
Motivation practice and theory are difficult subjects, touching on several
disciplines. Many contemporary authors have also defined the concept of
motivation. David (2005) defines motivation as forces within or beyond a
person that arouse and sustain their commitment to a course of action.

According to John (2010), motivation is the set of attitudes that predisposes
a person to act in a specific goal-directed way. He further said that
motivation is thus an inner state that energiseschannels and sustains human
behaviour to achieve goals. One can deduce that motivation refers to the
intrinsic and extrinsic drives or desires that cause or push people to behave in
a certain way in order to accomplish a goal. This implies that behaviour is
caused by certain factors which can be internal or external or both.

Susan (2012) pointed out that motivation is the characteristic that is required
in order to achieve anything in life, without it, you will give up at the first
sign of adversity. It means to inspire, instigate and encourage a person to do
his/her best. Every organisation requires physical, financial and human
resources to accomplish its goals. It is through motivation that the human
resources can be utilized by making full use of it. This can be done by
building willingness in employees to work. Managers need to understand
those motivational factors that motivate the employees for better

g T
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performance. According to Uwachukwu (2007). it is not easy to motivate an
individual, the success of any motivational effort depends on the extent to
which the motivator meets the needs of the individual employee for whom it
is intended.

Inevery organisation, the management is interested in the productivity of the
workers and themselves. Productivity refers to effort exerted by an
employee in order to produce an output {Tony 201 1). Output may refer to the
number of products produced. in the case of manufacturing organisations. In
service organisations, output may be referred to as services rendered to
customers. It therefore becomes the concern of management to motivate
their employees for better productivity.

2.1.1 Typesof Motivation

Ken &Param (2013) identified the following types of motivation:

° Achievement Motivation
Itis the drive to pursue and attain goals. An individual with achievemcnt
motivation wishes to achieve objectives and advance up the ladder of
success. Here, accomplishment is important for itsown sake and not for
the rewards thataccompany it.

. Affiliation Motivation
Itis the drive to relate to people on social basis. Person with afliliation
motivation perform work better when they are complimented for their
favourable attitudes and co-operation.

° Competence Motivation
Itis the drive to be good at something, allowing the individual to perform
high quality work. Competence motivates people to seek job mastery,
take pride in developing and using their problem-solving skills and
strive to be creative when confronted with obstacles.

. Power Motivation
Power motivates people to wish to create an impact on their organisation
and be willing to take risks to do so.

® Attitude Motivation
Attitude motivation is how people think and feel about the future and
how they react to the past. It istheir self-confidence. they believe in
themselves, their attitude to life.

. Incentive Motivation
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Itis where a person or a team reaps reward from an activity.

. I-ear Motivation
Fear motivation coerces a person to act against his will. It is
instantaneous and it makes a person get the job done quickly.

Benedict (2008) identifies four types of Motivation:

° Primary or Basic Motivation
This pertains to motives involved with our need for self-preservation.
This includes needs such ashunger and thirst, warmth. sex and other
primary motives which influence a person's behaviour at a very basic
level.

. Secondary Motivation
These type of drives differ from the one person to another. In many ways,
they involve a person’s own sense of values and priorities in life.
Secondary motivations are conscious ones. That is, a person consciously
desires a particular goal or result and behaves in a way that brings them
closerto thatparticular goal.

. Extrinsic Motivation
This is likely to involve the concept of reward behaviour. Thus, by
engaging in a particular type of activity or behaving in a particular
manner, vou are rewarded by a desired end result.

° Internal Motivation
These are achievement by individuals, also correctly seen as a reward
butare not visible to otherpersons.

2.2 Motivating Factors

Uwachukwu (2007) observed that the major problems confronting

management is that ol motivating workers to perform assigned tasks to meet

ok surpass predetermined standards. Productivity can be increased through

the loilow ing sugsested motivational factors, which could be Monetary or

Non-monctary motivationat factors.

Monetary motivational factors: The management of every organisation
rewards its employees by giving them incentives for their performance
through the payment of money. Money has been recognized as a major
source of satisfyving the needs of people at work. Money is also helpful in
satisfving the social needs through possession of various material items.

g T
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Hence, money does not only satisfy psychological needs but also security

and social needs. Therefore, in many factories. various wage plans and

bonus schemes are introduced to motivate and stimulate the people to work.

Monetary motivational factors include salaries and wages. pension scheme,

allowances, fringe benefits. .

i Salarics and Wages: The salaries and wages paid to the employees

of ex ¢y vrganisation must be adequate to keep the employees. Sunday
(2013) observed that everyone who works has the right to get a
favourable remuneration for himself and his family. an existence
worthy of human dignity and supplemented. if necessary. by other
means of social protection.
Abiodun (1999) defines wages as remuneration or earning (however
designed or calculated) capable of being expressed in terms of money
and fixed by mutual agreement or by law which is payable by virtue of
a contract by an employer to a worker for work or services done or to
be done. Wage is income earnedrelative to the number of hours
worked. The wage of employee is paid specifically according to the
number of hours he or she works. and he or she is nearly always
entitled to overtime pay for working more than the required number of
hours each week (Geri 2014). Salarics on the other hand, according to
Geri (2014), is part of a compensation package that employers
provide to employees in exchange for performing specified services: it
is the money an employee carns at regular intervals often monthh.
semi-monthly or even weekly throughout the year. Pavment terms are
typically agreed on between an employer and employee at the
beginning of the working relationship, although the details can be
changed overtime, -

ii. Fringe or employment benefits: These are other benefits
employees receive apart from their salaries or wages. They are known
as benefits in kind. Different offers a company groups together for
employees are collectively known as a fringe benefit package. These
include, holiday allowance. housing allowance, medical allowances .
e.tc.

iii. Retirement benefits: These are fixed sum to be paid to a person,
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typically following retirement from service. Tajudeen (2010), in a
seminar paper presented on the duties and responsibilities of Local
government officers in a democratic government setting, stated that
retirement period is the third phase of every worker's life. It is a new
beginning, full of affairs and events of its own, retirees must prepare
for the challenging events and get ready for work that is rewarding
with less stress. The management of every organisation should
therefore ensure that they have a fair and adequate pension plans for
their employees so as to cater for their basic needs.

Non-monetary motivating factors: These are other motivating

factors which are not monetary. They are non-financial incentives which
satisfy the ego and self-actualisation needs of employees. They incentives
that cannot be measured in terms of money they are under the category of
'Non-Monetary incentives'. Whenever a manager has to satisfy the
psychological needs of the subordinates, he makes use of non — financial
incentives. They equally have the effect of motivating workers towards
increasing productivity. These include:

Working conditions: This has to do with the environment where an
employee works. The environment must be conducive to prevent
decline in productivity. According to Smriti (2014), healthy
conditions such as proper ventilation, proper lighting and proper
sanitation improve the work performance of employee. Therefore. itis
necessary for every organisation to provide a good working condition’
for its employees. '

Participation in decision making: Employees can be motivated by
allowing them participate in decision of the organisation. Employces
must be offered sufficient inducement to make their contribution
effectively towards achieving the organisational objectives.
Employees cannot resist decision, which were made in partnership
with their - superior. Carrie (2014) pointed out that involving
employees in decision making process not only empowers them to
contribute to the success of an organisation, but also saves the
company time and money. in increased productivity and reduced out
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iii.

sourcing.
Employee training and development: Training is the process of

‘enhancing the skills, capabilities and knowledge of employees for

doing a particular job while development is a long-term and more
embracing program aimed at adding to the skills of workers. Training
is crucial for organisational development and success; it is fruitful to
both employers and employees of an organisation. An employee will
become more efficient and productive if he is trained well
(management study guide, 2012).Therefore. organisations must send
their employees for courses in institutions, seminars. conferences,
workshops etc to cope with the happenings in their working
environment.

Health and safety: Employees’ health and safety in carrying out
their jobs must be of most priority to management especially where
jobs entails the use of dangerous equipment.machines and chemicals.

2.3. Importance of Motivation
(Management Study Guide, 2013) stated that Motivation is very important
to an organisation because of the following benefits it provides:

i.

ii.

—ee

iv.

Puts human resources into action: Every concern requires physical,
financial and human resources to accomplish the goals. It is through
motivation that the human resources can be utilized by making full use
ofit. ;

Improves level of efficiency of employees: The level of efficiency of
a subordinate or an employee does not only depend upon his
qualifications and abilities. To get best of his work performance, the
gap between ability and willingness has to be filled which helps in
improving the level of performance of subordinates.

Leads to achievement of organisational goals: The goals of an
enterprise can be achieved only when there is best utilization of
resources, a co-operative environment, the employees are goal -
directed and act in a purposive manner.

Builds friendly relationship: Motivation is an important factor
which brings employees satisfaction. This can be done by keeping in

e
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mind and making an incentive plan for the benefit of the employees.

2.4. Conceptof Productivity

Motivation and productivity are two interrelated concepts, the latter fuels the
former and the end result of the latter. Tony (2011) stated that productivity is
a measure of performance to show how effective an organisation can turn its
resources into products (or services) intended. Productivity is known as a
relative measure despite its many forms, it is used for comparing the
effectiveness of many different entities. These may be individuals, countries
and organisations. Productivity can show how effective an organisation can
transform the inputs into the outputs. Usually it is expressed as a ratio
output/input in manufacturing area.

2.5. Conceptof Productivity Motivation

Productivity motivation is in relation to the way of motivating a person to
perform an activity or a task (Tony, 2011). Different programs are organized
to motivate workers, so as to improve productivity. Some organisations
nowadays offer their workers recreational activities such as sports leisure,
fitness activities and several other programs to encourage them.

2.6.1 Theoretical framework
This section reviews theoretical frameworks which may be applicable to the
study and understanding of Motivation.

2.6.1Theory of Hierachy of Need

Maslow (1970) observed that individuals experience a range of needs. and

will be motivated to fulfill which ever need is most powerful at the time.

What he termed the lower order needs aredominant until they are at least

partially satisfied. Then, Maslow predicted that normal individual would

turn their attention to satisfying the needs at the next stage, and so on, so that
their higher- order needs would gradually become dominant; he referred to
these needs as being arranged in a hierarchy:

i Physiological needs: These are the basic needs of an individual
which includes food, clothing, shelter,air, water etc. These needs relate
to survival and maintenance of human life.

ii. Safety needs: These needs are also important for human beings.
Everybody wants job security.protection against danger, safety of
property etc.
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iii. Social needs: These needs emerge from society. Man is a social
animal. These needs becomeimportant for example- love, affection,
belongingness, friendship, conversation etc.

iv. Esteem needs: These relate to desire for self-respect, recognition
and respect for others,

V. Self-actualisation needs: These are the needs of the highest order
and these needs are found in thesepersons whose previous four needs are
satisfied. This will include needs for social service, meditation.

2.6.2 Expectancy Theory
Vroom (1964) developed an expectancy theory of motivation. The theory
assumes that individuals:

® Have different needs and so value outcomes are different.
e Make conscious choices about which course of action to follow.
® Choose between alternative actions based on the livelihood of an

action resulting in an outcome they value.
The Maslow hierarchy of need which depicts that individual's experience a
range of needs, and will be motivated to fulfill which ever need is most
powerful at the time. This theory is in line with this study because every
employee will- want to achieve all these need provided that they are satisfied
with the job they are doing. An employee can only be satisfied with the job
he/she is doing when he/she is encouraged through motivational factors.

2.7. Empirical Framework

Nintin, Boris, and Linda (2008) carried out two studies on employees'
motivation in a work place. In one, they surveyed 385 employees of two
global businesses; in the other they surveyed employees from 300 fortune
companies. The team focused on four commonly measured work place
indicators of engagement, satisfaction, commitment and intention. Both
study showed strikingly that an organisation's ability to meet the four
fundamental drives explains, on the average, about 60% of employees'
variance on motivational indicators. They also find out that certain drive
influences some motivational indicators more than others. The team
concluded that fulfilling all the four of employees' basic emotional drives is
essential for any company. The research suggests that each drive is best met
by distinct organisational lever.

Michal(2010) carried out a study on the role of motivatiop. in human

_— 7] |
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resources management from students of Aarchus School of Business.
Aarchus University in Poland. His findings indicated that interesting work
and good wages are the most important factors for all students. He concluded
that the perfect job for future business person should be interesting and well
paid. Moreover, the work environment should create the feeling of
iy olvément, appreciation and safety.

Carla (2014) carried out a study on motivation and productivity in the work
place. The results show that both managers and employees agree on the
importance of motivation on employee performance. However, there is a
difference in the perception of performance as a problem between managers
and employees. Also, employees placed a premium on esprit de corps or firm
culture and congeniality and recognition; money was lower on the scale.
Managers, on the other hand. placed a greater emphasis on monetary factors
with training and recognition following well behind. The study also shows a
marked difference between employees and managers as to what constitutes
successful motivation. Both groups agree that motivation is significant in
influencing performance.

3.0. Methodology

The primary source of data collection was used. For the purpose of this work
the study employed questionnaire to collect the required data. Two hundred
questionnaires were distributed out of which one hundred and eighty
correctly completed questionnaires were collected from the respondents.

3.1. Population

The population of the study includes all the employces of DangoteFlour Mill
Plc. llorin plant.

Since it is not possible to usc questionnaire to collect data from all the
employees, samples were selected from the population frame.

3.2. Sampleand Sampling Technigue

The population frame consists of two hundred and fifteen employces. A
Sample size of two hundred respondents were purposively selected for the
study. it consists of all the workers with a minimum qualification of senior
secondary school certificate. They were purposively sampled so that they
will be able to complete the questionnaire.

3.3. Method of Data Analysis

A
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In this study, one hypothesis was formulated and tested using the Z-test at
95% confidence level. This was employed because the sample size is
greater than 30 and it is applicable if the population variance is known or
unknown. A 3-point Likert scale was used as follow: 3- strongly agree, 2-
Agree, 1-Disagree. Thus, if the Z calculated is greater than Z critical
value, we reject the null hypothesis (Ho) and accept the alternative
hypothesis (H1) and vice versa if the reverse is the case. Z test formula is
given as:

Where:

X= sample mean

N= population mean

Z= probability from the table (i.e 1.96)
= standard deviation

30 Fresglln?nﬂglf and Data Analysis
Table 1: The Effects of Motivational Factors on Employees Productivity

Motivational facto rs have effect on employee’s Frequency Percentage %
productivity.

Attribute

Strongly agree 148 822

Agree 30 16.7
Disagree 2 1.1

Total 180 100

Motivational factors Encourages handwork.

Attribute

Strongly agree 82 456
Agree 96 533
Disagree 2 1

Total 180 100
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Prompt Promotion has effect on employee’s
productivity.

Auribute

Strongly agree 35
Agree 145
Disagree 0
Total 180

Training and development have effect on

employee’s productivity.

Attribute

Strongly agree 50
Agree 130
Disagree 0
Total 180

Workers Involvement in some decision making
have effect on employee’s productivity

Attribute

Strongly agree 0
Agree 180
Disagree a
Total , 180

19.4

80.6

100

27.8
722

100

100

100
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Attribute

Strongly agree 4 2.2
Agree 118 65.6
Disagree 54 322
Total 180 100

Source: Field Survey. 2014

Table | above reveals that 82.2% of the respondents strongly agreed that
motivational factors have effect on employee’s productivity, 98.9% of the
respondents agreed that motivational factors encourage hard work,
80.6% of the respondents agreed that promotion has effect on emplovees
productivity, 65.6% of the respondents agreed that adequacy of
organisation incentive policy has cffect on employees productivity. 72.2%
of the respondents agreed that training and development have effect on
employee's productivity, and 100% of the respondents agreed that
workers involvement in some decision making have effect on emplovees
productivity. _

4.1. Testofthe Hypothesis

Ho: Motivational factors have no significant effect on emplovee's
productivity.

The 7 - testat 95% confidence interval analysis is show nin the table below

Table 2: Motivational Factors on Employees Productivity.

X F FX X-X (X-XF FEX-X)
3 148 444 0.2 0.04 5.92
2 30 60 (.8 0.04 19.2
1 2 2 1.8 3.24 6.48
E 180 506 36

Source: Field Survey, 2014
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X=  EEX =506 =28
EF 180

=/ 0. I8 =0. 4243

N=+Z((aJB)= 2.84+(1.96)(0.4243//180)
= 2.84 1.96 (0.03162)

2.8+ 0.06198

2.8620 or 2.73R0

[

(Going by the formulae Z=X-N
By @
2.8 —-2.8620 or 2.8-—2.7380
0.03162 0.03162

- 1.961 or 1.961

Acceptance Regi

Rejection Region

o

N

Z

L= =1.96 & Z. = 1.96

The above hypothesis result is tested based on the result of the
questionnaire.

Table 2 shows the Z- test at 95% confidence interval analysis for
motivational factors on employees' productivity. Itwas used to drive the
sample mean, population mean and the standard deviation that was used for
the analysis. '

From the result obtained above, the Z- calculated was 1.961 and Z tabulated
at 95% confidence interval is 1.96. Since Z- calculated is greater than Z-
tabulated. Thus it is concluded that motivational factors has a significant
effect on employee's productivity. This finding is consistent with finding of
the study of Uwachukwu (2007) which found that it is not easy to motivate
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an individual, for the success of any motivational effort depend on the extent
to which the motivator meets the needs of the individual employee for whom
itis intended.

4.3. Discussion of findings

Based on the analysis of the data the result shows that the emplovees of
Dangote Flour Mills Plc strongly agreed that motivational factors have
effect on employees' productivity. This is to say that the role of motivation in
any organisation cannot be over emphasized. The study is in line with the
study of Carla (2004) in West Minter College on motivation and productivity
in the work place. He used survey and questionnaires to gather information
from the respondents. The result show that both managers and emplovees
agree on the importance of motivation on cmployees’ performance. He
concluded by saying that employvees are the company's best assets. if
employees are motivated. it w il have a tremendous effect on productivity.

Motivation in the work place depends very much on the action of the
management. The primary function of management is getting things done
through other people to achieve predetermined objectiv ¢s. The management
must therefore plan, coordinate and control the aff’cr ! an organisation to
achieve its objective.

The findings also revealed that:

i. Motivation encourages hardwork. Every manager should know and
work to make sure they keep their employees motivated. no matter
what place those employces are. in their careers. ‘

il. One way to motivate employees is to provide them with promotion.
The success of any organisation is heavily dependent on its
employees; if they are satisfied then they will perform their task with
more focus and dedication. :

iii. Training and Jcvelopment are crucial for organisational
development and success. An employee becomes more efficient and
productive. ifhe is trained well.

V. Workers involvement in some decision making and adequate
incentive has effect on employees' productivity.

5.0. Conclusion
There is no doubt that the factors identified to be promotional factors have
effect on employees' productivity. It could be clearly seen that motivating
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employees cannot be undermined in organisations that wish to achieve their
goals and objectives. Organisations must therefore give adequate attention
to motivational factors. It is in the light of this that the study advocates for
well packaged motivational factors that will encourage the employees to put
in their best, towards achieving the organisational goals and objectives. If
employees are not as motivated, it will have a tremendous effect on
productivity. The organisation's overall efficiency will decline by
unmotivated employees. Managers may even need to hire additional
employees to complete tasks that could be done by the existing work force.
5.1. Recommendations

The following recommendation is made based on the study.

1. The management of every organisation should be able to
find out those motivational factors that will boost their
employees' productivity.

2. The management of every organisation should have a good
promotional plan for their employees and promote their
employee as at when due.

2 Training and development should be encouraged in every
organisation so that employee will be able to cope with the
changes in technology.

4. Management of every organisation should try to involve
their employees in some of the decision making as it will make
them feel important.

5. Every organisation should have a fair and adequate
incentive plan for their employees as it will encourage
employees' productivity.
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