VoLUME No. 3(2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A.,
Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)],
Index Copernicus Publishers Panel, PolandlifilCNVAIUEIoNSI00 &number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 2840 Cities in 164 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 09 (SEPTEMBER)

| SSN 2231-5756

CONTENTS

No. TITLE & NAME OF THE AUTHOR (S) e

1. | ADEQUACY OF KNOWLEDGE AND ATTITUDE TOWARDS INFORMATION TECHNOLOGY OF STUDENT LIBRARY USERS AT SELECTED COLLEGES AND | 1
UNIVERSITIES IN CALABARZON, PHILIPPINES
DR. MA. LINDIE D. MASALINTO, DR. MA. CONSUELO M. OBILLO, RUFO S CALIXTRO JR., JOSEFA G. CARRILLO & MA. XENIA Z. BITERA

2. | MOBILITY IN HETEROGENEOUS WIRELESS NETWORK USING HMAC 4
C. SUGANTHI & DR. C. MANOHARAN

3. | A STUDY ON CONSUMERS PERCEPTION TOWARDS THE PURCHASE DECISION OF TWO WHEELER MOTORCYCLES IN NELLORE DISTRICT, ANDHRA| 9
PRADESH
D.V.RAMANA & DR. PARA SUBBAIAH

4. | OPTIMIZING THE DE-DUPLICATION FOLIAGE IMAGE ACCESS IN STORAGE SYSTEMS 15
CHITTALA RAMA SATYA & B.VIJAYA KUMAR

5. | ASTUDY ON THE IMPACT OF E TAILERS ON UNORGANISED AND ORGANISED RETAILERS WITH REFERENCE TO ELECTRONIC GOODS 18
KALAVATHY K.S & DR. BINA PANDEY

6. | A MODERN CLASSIFICATION OF PRICING STRATEGIES OF RETAILERS 24
SREELATA, N. V. NARASIMHAM & DR. M. K. GUPTA

7. | LEADERSHIP CONCEPT: AN OPINION SURVEY IN A PRIVATE SECTOR AND GOVERNMENT SECTOR 30
DR. E. LOKANADHA REDDY & DR. G HARANATH

8. | MARKETING MIX: A REVIEW ON THE ‘P’'S OF MARKETING 37
M.VASUDEVAN, DR. V. M. SENTHILKUMAR & K.SASIKUMAR

9. | SECURING A BIOMETRIC TRAIT: A CASE STUDY ON FINGER PRINTS 40
MADHU CHAUHAN & DR. R. P. SAXENA

10. | INFORMATION AND COMMUNICATION TECHNOLOGY AND THE PERFORMANCE OF SMALL AND MEDIUM ENTERPRISES IN NASARAWA STATE, | 43
NIGERIA
UMARU DANLADI MOHAMMED & CHINELO GRACE OBELEAGU-NZELIBE

11. | RELIABILITY TEST PLANS BASED ON LOG-LOGISTIC DISTRIBUTION 49
R.R.L.LKANTAM, B.SRIRAM & A. SUHASINI

12. | MIGRATION AND SUSTAINABLE DEVELOPMENT 58
DR. H.R.UMA, MADHU G.R. & MAHAMMAD HABEEB

13. | THE ANTECEDENTS OF BRAND LOYALTY: AN EMPIRICAL STUDY ON AIRTEL CELLULAR SERVICES 61
DR. P. SUIATHA

14. | STATUS OF Bl SOLUTIONS AT SELECTED BRANCHES OF BANKS IN RAJASTHAN 66
DR. AZIMUDDIN KHAN

15. | ASTUDY ON USAGE OF GEOSPATIAL TECHNOLOGIES IN POWER UTILITY 71
VARUN PRAKASH

16. | AN IMPROVED INVISIBLE WATERMARKING TECHNIQUE FOR IMAGE AUTHENTICATION 76
DASU VAMAN RAVI PRASAD

17. | ORGANIZATIONAL STRUCTURE, RESPONSIBILITY, MOTIVATION LEVEL AND JOB SATISFACTION OF SELF-FINANCING ENGINEERING COLLEGES BY | 82
USING MATHEMATICAL MODELING
RAVI DATT, DR. SUNIL DUTT, DR. SITA RAM & SANTOSH KUMARI

18. | DESIGN AND IMPLEMENTATION OF A REAL-TIME VEHICLE TRACKING SYSTEM 86
MAITANMI OLUSOLA STEPHEN, OGUNLERE SAMSON 0JO, DR. ADEKUNLE YINKA, GREGORY ONWODI & MALASOWE BRIDGET

19. | PERFORMANCE EVALUATION OF MANET ROUTING PROTOCOLS WITH SCALABILITY FOR E-MAIL THROUGHPUT TRAFFIC USING OPNET MODELER 93
MANDEEP SINGH & BALWINDER SINGH

20. | DETAILED INVESTIGATION OF RESIDENTIAL SATISFACTION IN APARTMENT’S MANAGEMENT SERVICE 98
P. BALATHANDAYUTHAM & DR. R. SRITHARAN

21. | ASTUDY ON THE PSYCHOLOGICAL IMPACT OF REDUNDANCY ON SURVIVORS 100
S.SOWJANYA

22. | ASTUDY ON SECURITY THREAT AWARENESS AMONG STUDENTS USING SOCIAL NETWORKING SITES, BY APPLYING DATA MINING TECHNIQUES 103
A.PAPPU RAJAN

23. | ELECTRONIC REMITTANCE SYSTEM IN INDIA: CHANGING PARADIGMS OF PAYMENT MECHANISMS IN INDIA 107
SAMIR

24. | E-SATISFACTION AND E-LOYALTY OF CONSUMERS SHOPPING ONLINE 111
R. SATHISH KUMAR

25. | STUDENTS PERCEPTION TOWARDS e-BANKING: SPECIAL REFERENCE TO KOLLAM DISTRICT IN KERALA 114
NIJAZ NIZAR

26. | TECHNOLOGICAL DRIFT TOWARDS SMART DEVICES: AN OVERVIEW 118
MUKESH H.V & HALASWAMY D. NAIK

27. | MOTIVATION AS AN EFFECTIVE TOOL FOR ORGANIZATIONAL DEVELOPMENT IN NIGERIA 121
DR. ABDULSALAM JIBRIL & YUSUF SAJO

28. | AN UNDERSTANDING OF DUNNING’S OWNERSHIP-LOCATION-INTERNALISATION (OLI) ECLECTIC THEORY OF MULTINATIONAL COMPANIES 124
JABES GABBIS ODHIAMBO KOTIENO

29. | AUTHORING TOOL: KEY FOR E-LEARNING SYSTEM DEVELOPMENT 128
JAVED WASIM

30. | ANTECEDENTS AND CONSEQUENCES OF WORK-EXHAUSTION (IT SECTOR) 131
UMAIR NAJAM & FAISAL ABBAS

136

REQUEST FOR FEEDBACK

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT .

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3 (2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756

CHIEF PATRON

PROF. K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON

LATE SH. RAM BHAJAN AGGARWAL
Former State Minister for Home & Tourism, Government of Haryana
Former Vice-President, Dadri Education Society, Charkhi Dadri
Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,
AMITA
Faculty, Government M. S., Mohali

ADVISORS
DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland
PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal

PROF. S. L. MAHANDRU
Principal (Retd.), Maharaja Agrasen College, Jagadhri

EDITOR,

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR.
DR..BHAVET
Faculty, Shree Ram Institute of Business & Management, Urjani

EDITORIAL ADVISORY BOARD

DR. RAJESH MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia
PROF. SANJIV MITTAL
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi
PROF. ANIL K. SAINI
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT "

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3 (2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756
DR. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P. J. L. N. Government College, Faridabad
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga

ASSOCIATE EDITORS

PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. ABHAY BANSAL

Head, Department of Information Technology, Amity School of Engineering & Technology, Amity
University, Noida

PROF. A. SURYANARAYANA
Department of Business Management, Osmania University, Hyderabad
DR. SAMBHAYV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani
PROF. V. SELVAM
SSL, VIT University, Vellore
DR. PARDEEP AHLAWAT
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak
DR. S. TABASSUM SULTANA
Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad

SURJEET SINGH
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt.

TECHNICAL ADVISOR.
AMITA
Faculty, Government M. S., Mohali

FINANCIAL ADVISORS

DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT
SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT "

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the areas of
Computer Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking;
Economics; Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science;
Corporate Governance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting
Theory & Practice; Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic
Development; Economic History; Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial
Organization; International Economics & Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation;
Demography: Development Planning; Development Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public
Policy Economics; Real Estate; Regional Economics; Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax
Accounting; Advertising & Promotion Management; Management Information Systems (MIS); Business Law; Public Responsibility & Ethics;
Communication; Direct Marketing; E-Commerce; Global Business; Health Care Administration; Labour Relations & Human Resource Management;
Marketing Research; Marketing Theory & Applications; Non-Profit Organizations; Office Administration/Management; Operations Research/Statistics;
Organizational Behavior & Theory; Organizational Development; Production/Operations; International Relations; Human Rights & Duties; Public
Administration; Population Studies; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic
Management Policy; Technology/Innovation; Tourism & Hospitality; Transportation Distribution; Algorithms; Artificial Intelligence; Compilers &
Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer Graphics; Computer Organization & Architecture; Database
Structures & Systems; Discrete Structures; Internet; Management Information Systems; Modeling & Simulation; Neural Systems/Neural Networks;
Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal
Logic; Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format
after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1. COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF.

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)

DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ " for possible publication in your journals.

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mentionthe following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT v

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered & self explained, and titles must be above the table/figure. Sources
of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
o Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

4 Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITES

4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT vi

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 09 (SEPTEMBER) | SSN 2231-5756
MOTIVATION AS AN EFFECTIVE TOOL FOR ORGANIZATIONAL DEVELOPMENT IN NIGERIA

DR. ABDULSALAM JIBRIL
DEAN
FACULTY OF ARTS, SOCIAL AND MANAGEMENT SCIENCES
ADAMAWA STATE UNIVERSITY
MuBI

YUSUF SAJO
LECTURER
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This paper titled’” Motivation as an Effective Tool for Organizational Development’ Motivation which makes managers perform, to inspire, encourage and impel
people to take actions that geared toward achieving both individual as well as organizational goal. The need for this paper was informed as a result of worker’s
dysfunctional attitude when discharging their duties. The major objective of the paper is to identify the importance of motivation and its relevance to the
organizational development. Secondary methods of data collection were used. These include text books, journals and net materials. Among others, it was found
out that motivation of workers at any level is imperative for organizational success. The researchers based on the study recommends that Management should
investigate which incentive is most appealing to groups as well as individuals because some workers are motivated to work hard for salary increases, yet others
would work harder for the opportunity to obtain recognition.

KEYWORDS

motivation, organizational development.

INTRODUCTION

nybody who is interested in understanding, predicting and or influencing individual behavior must start with a basic understanding of human motivation.

Why do people behave as the way they do? This question has interested behavioral and social scientist for hundreds of years (scholl, 2000). Putting in

place all factors of production, labor is the most expensive and important factor of production that is supplied by employees. The success or failure of any
organization is ultimately determined by willingness or otherwise of the individual who supplies the labor force. A human resource unite or department in a
given organization plays an important role in coordinating the efforts of individual workers to achieve organizational objectives. Motivation is therefore one of
the ways of inducing people to put in their best effort in an effective manner in other to achieve organizational objectives ( Oyedeji, n. d) Motivation can be
induced by the employer or reside within the employee. Employee’s have higher levels of motivation when they perceive that management-labor environment
is positive. Control stifles motivation while involvement creates a more productive environment. If workers feel that they are being treated fairly and with
respect, this attitude will develop and guide their behavior in positive direction (Kamery, 2004).
The topic assesses motivation as an effective tool for organizational development. The main objective of this paper is to identify the important factors that are
relevant in motivating employee at the workplace such as the financial and non-financial benefits as well as the role of motivation in organizational
development.
Motivation is an inner state that energies or activates, or direct or channel behavior towards specific goals (Oginni, 2007). Motivation has been defined in
numerous ways. One of the best is that “motivation can be seen as the forces acting either on or within an individual or group(s) to initiate behavior (Routha and
Kefure, 2007). Motivation is the psychological process that gives behaviour the purpose and direction (Kreitner, 1992). A predisposition to behave in a purposive
manner to achieve specific and unmet needs (Buford, Bedeian, and Lindner, 1995, as cited in (Omar, 2006). An internal drive to satisfy an unsatisfied needs and
it is the will to achieve (Bedeian, 1993, as cited in Omar, 2006). Motivation refers to anything (within or outside) that drives individuals or group to accomplish
personal and organizational goals. There are three major components of motivation which includes: activation, persistence and intensity. Activation involves the
decision to initiate a behavior, such as enrolling in a psychology class. Persistence is the continued effort toward a goal even though obstacles may exist, such as
taking more psychology courses in order to earn a degree although it requires a significant investment of time, energy and resources. Intensity can be seen as
the concentration and vigor that goes into pursuing a goal. For example, one student might coast by without much effort, while another student will study
regularly, participate in discussions and take advantage of research opportunities outside class (Cherry, 2012)

TYPES OF MOTIVATION

Motivation at work can take place in two ways. First, people can motivate themselves by seeking, finding and carrying out work (or being given work) that

satisfies their needs or at least leads them to expect that their goals will be achieved. Secondly, people can be motivated by management through such methods

as pay, promotion, etc. Herzberg, Mausner and synderman (1957) as cited in Hammed (2002) indicated that motivation can be;

1. Intrinsic motivation: the self-generated factors that influence people to behave in particular way or to move in a particular direction. These factors include
responsibility (feeling that the work is important and having control over one’s own resources), autonomy (freedom to act), scope to use and develop skills
and abilities, interesting and challenging work and opportunities for advancement.

2. Extrinsic motivation: what is done to or for people to influence them? This includes rewards, such as increased pay, promotion, and punishments, such as
disciplinary action, withholding pay, or criticism.

Extrinsic motivators can have an immediate and powerful effect, but will not necessarily last long. The intrinsic motivator, which are concerned with the quality

of working life are likely to be a deeper and longer-term effect because they are inherent in individuals and imposed from outside (Armstrong, 2005).

STEPS TO BE ADOPTED IN MOTIVATING EMPLOYEES AT THE WORKPLACE

1.  Sizing up situations requiring motivation.

2. Preparing a set of motivating tools.

3. Selecting and applying an appropriate motivator.

4.  Following up the results of the application.

Sizing up situations that require motivation, this step mainly involves understanding of individual differences. Having assessed their needs, one can determine
what can motivate them.
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Preparing set of motivational tools, the list of motivators should be prepared based on the revealed needs of the people. Selecting and applying motivators. Out
of the list of Motivators, few should be selected and applied wherever and whenever they are needed. Feedback, having applied the motivators, it is important
to find how effective had a particular motivator been.

DurBrin (2009) opined that the relationship between motivation, performance and commitment can be expressed by the equation P = M x A, where P refers to
performance, M to motivation, and A to ability. Note that skill and technology contribute to ability. The committed employee works joyfully toward achieving
organizational objectives. Gaining employee commitment is important in the current era because several studies have found that most American workers are
not fully utilizing their capabilities. They do what is expected of them but do not contribute extra mental and physical effort to be outstanding. Many of these
workers want to be good organizational citizens, yet many of them feel that they have a poor relationship with the supervisor or believe that the organization
does not care about them (Hammed, 2002).

THE USE OF FINANCIAL INCENTIVES IN THE WORKPLACE

No employee(s) work for free. Pursuing money based on negative motives can lead to poorer psychological well-being; this is not the same as pursuing money to
provide security and comfort to oneself and the family. Certainly, workers want to earn faire wages and salaries, and employers want their workers to feel the
impact of what they are getting. To that end, it is imperative to not those employees and employers alike view the fundamental incentive for satisfactory job
performance.

They use of money to or other financial incentives in the classic “work performance paradigm” is based primarily on reinforcement theory. Reinforcement
theory focuses on the relation between a target behavior (e.g., work performance) and its consequences (e.g., pay), and it is premised on the principles and
techniques of organizational behavior modification. Organizational behavior is a framework within which employee behavior are identified, measured and
analyzed in terms of their functional consequences (e.g., existing reinforcement) and where an intervention is developed using principles of reinforcement
(Houran and Kefgen, n .d)

A research conducted by Robinson (2004) indicated that 64% out of 100 respondents strongly disagreed that workers will still perform well even if their salary is
delayed. in a much published study by Gupta n. d as cited in Houra and Kefgen n. d) analyzed thirty —nine studies over four decades and found out that cash
reward their job are exited or mundane, in lab and real world settings alike. But the research team acknowledged that money is not the only thing that concerns
employees- noting that beyond a certain point, higher salaries will make employees happier, but it will not “buy” better performance. According to her, small
cash can actually be dysfunctional in terms of motivation because employees become irritated that their hard work yields so little. Because of this, she advises
employer who must give small raise to be careful about linking them to result and to scrupulous about their being fair.

DuBrin (2009) indicated that a natural way to motivate workers at any level is to offer them financial incentives for good performance. Linking pay to
performance improves the motivation value of money. Using financial incentives to motivate people fits behavior modification principles. Financial incentives,
however, predate behavior modification. A useful principle for using financial incentives to motivate workers at all levels is to investigate which incentives are
most appealing to groups as well as individuals. Many workers are motivated to work hard for salary increases, yet some others would work harder for the
opportunity to obtain recognition. Another group of workers might value increased health benefits more than a salary increase. Financial incentives are more
effective when they are linked to (or contingent) upon good performance. Linking pay to performance motivates people to work harder. Production workers and
sales workers have long received contingent financial incentives.

Although financial incentives are widely used as motivators, they can create problems. A major problem is that workers may not agree with management about
the value of their contributions. Financial incentives can also pit individuals and groups against each other. The result may be unhealthy competition rather than
cooperation and teamwork (DuBbrin, 2009).

Bellentine, McKenzie, Wysocki, and Kepner as cited in Robinson (2004) argued that monetary incentives encourage compliance rather than risk-taking because
most rewards are based only on performance. As a result, associates are discouraged from being creative in the workplace. Monetary incentives may be used to
circumvent problems in the workplace. For example, incentives to boost sales can be used to compensate for poor management. Employers also may use
monetary incentives as an extrinsic rather than an intrinsic motivator. In other words, associates are driven to do things just for the monetary reward versus
doing something because it is the right thing to do. This can disrupt or terminate good relationships between associates because they are transformed from co-
workers to competitors, which can quickly disrupt the workplace.

THE USE NON-FINANCIAL INCENTIVES

Cash is king, but in today’s economy employees know that there is more to the story than cash alone. Today’s job seekers and your employees have become
savvier about non-monetary compensation. And there is a good reason they are paying attention to it. Bellentine, McKenzie, Wysocki and Kepner as in Robinson
(2004) stressed that Non-monetary Incentives is the reward for excellent job performance through opportunities. Non-monetary incentives include flexible work
hours, training, pleasant work environment and sabbaticals. One reason employees place a high value on the non-cash compensation parts of a total
compensation package is because they can greatly reduce household expenses. For example, getting an employer’s help with health insurance premiums can
save a family many thousands of naira a month, not to mention savings from the better medical coverage likely provided by a group plan.

Beyond the employee getting material value from their benefits, there are non-material perks, as well. Organisations who offer benefits, such as a rich
retirement plan, send a message that they value their employees and want to promote long-term relationships with their employees. These employers are
becoming more and more sought after. Workers are looking for those organizations that invest in their employees and want to provide a fair wage, and a fair
benefits package. Savvy workers will want to work for a company that offers a total compensation package rather than work for a one that provides high pay
with little in the way of benefits.

Many top performers are looking for an organization that goes even further than just cash compensation and basic benefits. They are looking for flexible work
schedule, employee training or education benefits, and well-trained employees to work for. These elements are often even more important than the traditional
“what do | get when | work for you” benefits. The value of well-trained workers who has an excellent reputation for helping individuals reach their full potential
and increase their likelihood for promotion can be invaluable to employees. Often employees will stay with an organization or take less money to work for the
right people at the right place.

If you are looking to stay at the top of your organization by nabbing top talent, it is important to think about non-monetary compensation because it is what you
offer to your employees in all areas of their career and quality of life. In this though economic times, it is hard to give more money or richer benefits to win the
war for talent by playing up the strengths that you have as an organization or figuring out what you can offer that will be unique and valued in the labor market.
Dike (1999) indicated that any person who has been following the issues surrounding labor-management relations in Nigeria would agree that the real problem
facing Nigerian workers is that they are unmotivated and under-appreciated. Nigeria should motivate its labor force, because it cannot effectively compete in
the emerging global economy with angry and hungry workers.

Dike (1999) was also of the view that well-managed retirement benefit for workers could go a long way to boosting the morale and productivity of the workers
in Nigeria, because many of them get bogged down and worrying about their fate after retirement (ignoring or forgetting to give proper attention to their job
duties). Knowing that they would not get their benefits after retirement, that is why some workers would be tempted to get into corrupt practices in other to
save towards retirement. Therefore, the establishments of social security system and unemployment compensation benefits are appropriate motivational
packages that could boost workers morale and productivity.

THE ROLE OF WORKER’S MOTIVATION IN ORGANIZATIONAL DEVELOPMENT

Motivation makes every one to feel enthusiastic and accountable to achieve the target set for the team. In any place and anywhere, motivation can do the
miracles. In an organization the normal employees become tired with their daily routine, they do not think about the organization. At that time organization
motivates, they do their job sincerely.
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Motivation in an organization should come from 360 degrees. You will wonder how a subordinate can motivate you. Yes, it is possible and it is one of the keys
for development of the “Y” theory of management. Never forget you can be best only when you work with the best. Whether it is your superior or colleague or
subordinate, they got to be best for you to be best and it is possible only when motivation is there flowing from all corners. The only possibility for this to exist in
any organization is when the organization setup itself in a very much informal and there is scope for flow of ideas from all parts and all are welcomed all over in
the organization without strict restriction.

Motivation in an organization is like a prime mover which helps to increase the acceptable productivity which is directly related to profitability. Motivation is like
boosting a man mentally it helps him to do his work with much more concentration and doing it properly, making a job properly makes him feel happy if he feels
happy whenever he does that job again he will be very smart quick and makes him happy, ultimately which helps in organization development. Motivational
factors in an can never be the same, the following tips are important for motivation of workers at each level of the organizational hierarchy;

MOTIVATIONAL FACTORS AT EACH LEVEL OF THE ORGANIZATIONAL HIERARCHY
MOTIVATORS TO TOP MANAGERS

Open minded

Cooperative

Appreciate subordinate
Communicate properly

Have forgiveness

Over smiling

Be a model to others

Reward giving

. Beneficiary to subordinate
MOTIVATORS TO COLLEAGUES OR PEERS
1 Cooperative

2 Accretive

3. Knowledge sharing

4

5

WONOURAWNR

Open minded
Problem sharing
SUBORDINATE OR LOWER LEVEL WORKERS
Work hard
Loyal
Knowledge sharing
Good looking
Pleasing manners
Healthy
Family living

NouhkwnR

CONCLUSION

If organization knows why people do what they do and how can we motivate others to do what we need them to do in the workplace, understand how and why
motivating, we can encourage them to be their best and do their best at work. The more people are motivated to be successful and achieve the goal set for
them, the more their confidence in their own ability will grow as well, which can, in turn make them even more motivated. When people are motivated at work,
job satisfaction improves, effort increases, working environment improves, result are focused, derive is created, everyone’s full potential can be tapped,
everyone is certain of the role they are to play and team members become more skilled as a whole. Despite the importance of motivation, it is pertinent to
acknowledged that money is not the only thing that concerns employees, higher salaries will make employees happier, but it will not “buy” better performance,
small cash can actually be dysfunctional in terms of motivation because employees become irritated that their hard work yields so little. Because of this, it is
advisable that employer who must give small raise to be careful about linking them to result and to scrupulous about their being fair.

RECOMMENDATIONS

For any organization to be productive; there is need to have highly motivated workforce. The following recommendations are essential for effective motivation

of employees at the workplace:

1. Management should investigate which incentives are most appealing to groups as well as individuals because some workers are motivated to work hard for
salary increases, yet others would work harder for the opportunity to obtain recognition.

2. Management should lay emphasis on what type of motivation are to be provided (extrinsic or intrinsic)

They should also identify the appropriate motivational package that will appeal to each level in organizational hierarchy.

4.  The package should be able to satisfy both individual as well as organizational needs.

w
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