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MBA 831 COURSE GUIDE

INTRODUCTION

MBA 831 Organisation Behaviour and Theory is a s&erecourse
work of three credit hours. It is available td students taking the
MBA programme in the school of Business and Humasdrrces
Management.

The course consists of 15 units which cover thecephand theory of
organisation behaviour. The course guide tellswbat MBA831 is all
about, the materials you will be using and how takenuse of them.
Other information includes the self assessment #&tdr-marked
guestions.

COURSE CONTENT
The course content consists of principles and esbf organisation as

well as the concepts, scope and contributors tetingy of organisation
behaviour and human relations.

COURSE AIM
The aim of this course is to expose you to the ephand practices of

organisation behaviour. This aim will be achievsdtaking a cursory
look at:

. the principles and practices in organisations,
o the theory and behaviour in an organisation,
o the concept and nature of people and organisations.

COURSE OBJECTIVES

After going through this course, you should be abie

. explain the theory of organisation behaviour,

. state principle of relationship between staff merand job
performance,

o explain the principles and practices in organisatio

COURSE MATERIALS

Course Guide
Study Units

Text Books
Assignment Guide
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STUDY UNITS

Module 1

Unit 1 Principles and Practices in Organisations
Unit 2 Theory of Organisation

Unit 3 Understanding Behaviour in Organisations
Unit 4 Fundamental Concepts of the Nature of Reopl
Unit 5 The Nature of an Organisation

Module 2

Unit 1 Job Satisfaction

Unit 2 Job Enrichment and Work System

Unit 3 Principles and Theories of Motivation

Unit 4 Human Side of the Enterprise

Unit 5 Group Behaviour and Barriers to Motivation
Module 3

Unit 1 Culture and Behaviour — the Nigerian Pectipe
Unit 2 Motivating the Nigeria Workers

Unit 3 Models of Organisation

Unit 4 The Scientific Management Movement

Unit 5 Staff Morale and Job Performance

Each study unit will take at least two hours. Yare expected to study
each unit and answer the tutor-marked assignments.

The Modules

The course is divided into two modules. The fimgtdule will treat the
theory of organisation behaviour. It consists gheiunits (Units 1, 2, 3,
4, 5, 11, 13 and 14). The second module will takook at staff
motivator and job performance. It consists of tau(Jnits 6, 7, 8, 9,
10, 12 and 15).

ASSIGNMENT FILE

Each unit consists of at least one assignment wynchare expected to
do.
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TUTOR-MARKED ASSIGNMENT

You are expected to apply what you have learnhén dontents of the
study unit, then do the assignments and send tloegoudr tutor for
grading.

END OF SEMESTER EXAMINATION

This will be done at the end of the course.
SUMMARY

This course MBA731 (Organisation Theory and Behawiexposes you
to the theory of organisation and the concept aff shorale and job
performance. On successful completion of the course would have
equipped yourself to face on-the-job challenges thay come your
way.

Vi
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MODULE 1

Unit 1 Principles and Practices in Organisations

Unit 2 Theory of Organisation

Unit 3 Understanding Behaviour in Organisations
Unit 4 Fundamental Concepts of the Nature of Reopl
Unit 5 The Nature of an Organisation

UNIT 1 PRINCIPLESAND PRACTICESIN
ORGANISATIONS

CONTENTS

1.0 Introduction

2.0 Objectives

3.0 Main Content
3.1  What is an Organisation?
3.2  Types of Organisation
3.3  Principles of Organisation

4.0 Conclusion

5.0 Summary

6.0 Tutor-Marked Assignment

7.0 References/Further Reading

1.0 INTRODUCTION

This unit will take a look at principles, types atmhcepts of
organisations.

20 OBJECTIVES

At the end of this unit, you should be able to:

) state the meaning of organisation
) state the types of organisation
) state the principles of organisation.

3.0 MAINCONTENT

3.1 Whatisan Organisation?

The concept organisation has been perceived frorffereint
perspectives. It is generally believed that evadpiidual belongs to one
form of organisation or another.
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Different authorities have tried to give differdmit related definitions of
the word “organisation”. The common ones are givelow.

(@) An organisation is a planned unit deliberatglyctured for the
purpose of achieving specific goals.

(b)  An organisation is an assemblage of interachngian beings
with a central co-ordination unit (Marsh and Simeon

(c) Organisation is a system of roles graded byhaity (Wright
Mills).

(d)  An organisation is a social unit or human giogpdeliberately
constructed and re-constructed to seek specifitsdarson and
Harcourt).

(e) An organisation is a collection of those atitda directed at
organising.

What is clearly identified from the above definit® is that an
organisation is composed of people. Since an osgéon is composed
of people whose collective efforts are geared tdw#éne attainment of a
collective goal, it becomes necessary that a strecthould be provided
for the clear allocation of resources. This is supgd Misaazi (1982):
Organisations are needed to provide a structureneinaork for
communication, command and coordination of acaesgitand people’s
efforts.

Key characteristics of organisations are:

they are set up to pursue objectives (co-operatigsion),
they have individuals and groups who interact,

there have jobs and tasks to be performed,

it is a system of co-operative activities,

it has an input-output process.

3.2 Typesof Organisation

Several types of Organisations can be distinguisBedadly, they are
classified into two:

(@) Formal organisations, and
(b)  Informal organisations.

Formal Organisation: a formal organisation is established to achieve
certain goals.
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The common features of a formal organisation are:

. pre-planned pattern of authority and influence;

. deliberate allocation of functions;

o stated policies, procedure and regulations;

. following of precedents;

. defined activities of individuals and departmentsiits;
) existence of long-term objectives;

) membership is gained consciously and largely openly

Informal Organisation: this is also referred to as a spontaneous
organisation in the sense that it is not as a re$@a conscious plan.

In many businesses, large or small, there is usumltendency for an
informal organisation to grow up and operate coremnily. This may be to
remedy inherent shortfalls in the organisationtatake advantage of a
weak manager, anticipate natural changes eventuadlyiring the taking
of formal action. In the view of R.B. Ayanniyi, iofmal organisations can
assist in achieving better co-operation and matwatof workers if
properly encouraged.

Some elements of informal organisations are:

) they can lead to meritocracy,

) employee reactions in certain situations may become
unpredictable,

) planning becomes difficult,

. they lead to short-circuiting in the managemenisiec chain.

3.3 Principlesof Organisation
The principles of organisation as formulated by HEayol are:

1 Divison of work: increase productivity as a result of
specialisation

2. Authority and responsibility: the right to give order. This
should be commensurate with responsibility.

3. Discipline: there must respect for and obedience to the ands
objectives of the organisation.

4, Unity of command: each subordinate should be responsible to
the superior officer.
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10.

11.

12.

13.

14.

Unity of direction: every part should contribute to the attainment
of the enterprise objective.

Subordination of individual interest: the interest of the
employee or group should not prevail over the ggerof the
organisation.

Remuneration: workers must be paid fair wages for services
rendered.

centralisation: there should be a balance between concentration
and distribution of authority in the organisation.

Scalar chain: there should be clear line of unbroken authority.

Order: there should be social and material order. Theorildgh
be a place for everything and everything in itcpla

Equity: fairness, cordiality, kindness and justice based o
predetermined norms.

Stability of tenure: job security should be used to reward good
performance.

Esprit de corps: unity in strength.

Initiatives: all personnel must be allowed to show their ifiitis in
some way.

SELF-ASSESSMENT EXERCISE

Enumerate the common characteristics of an orgémisa

40 CONCLUSION

In this unit, you have learnt the meaning, typesl aminciples of
organisation. The knowledge you have gained inuhiswill assist you
in subsequent units.

50 SUMMARY

An organisation is composed of people whose calecefforts are
geared toward the attainment of a collective goal.

Two types or organisations are identified. Thegefamrmal and informal
organisations. The Henri Fayol's principles of amgation which
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should form the basis for effective administration management of
organisations were also stated.

6.0 TUTOR-MARKED ASSIGNMENT
State and explain the Henri Fayol’s principles @famisation.
7.0 REFERENCESFURTHER READING

Hicks, H.G. and Gullet C.R. (1976)Organisations. Theory and
Behaviour. McGraw-Hill Kogak Usha Limited.

Musaaz, J.C.S (1982)The Theory and Practice of Educational
Administration. Nigeria: Macmillan Press

Koontz, H. and Weihrich, H. (1980ylanagement: A Book of Readings.
New York: McGraw-Hill, Inc.
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UNIT 2 THEORY OF ORGANISATION
CONTENTS

1.0 Introduction

2.0 Objectives

3.0 Main Content
3.1 Theory of Organisation
3.2 Neo-Classical Theory of Organisation
3.3 The System View of Organisation Theory
3.4  Approaches to Organisation Study

4.0 Conclusion

50 Summary

6.0 Tutor-Marked Assignment

7.0 References/Further Reading

1.0 INTRODUCTION

This unit will take a look at the neo-classical teys and various
approaches to organisational study.

20 OBJECTIVES

At the end of this unit, you should be able to:

. explain the neo-classical theory of organisation
. discuss the system view of organisation theory
. describe various approaches to organisation study.

3.0 MAINCONTENT
3.1 Neo-Classical Theory of Organisation

The Classical or Traditional Theory of Organisatietates organising to
a formal relationship between jobs to be done dred dositions. It is

hinged on the assumption that work is a systenaaticrational process
that can be accomplished in an impressive andabgi@anner.

The theory is built around:

the scalar principle,

unity of command,

span of control,
organisational specialisation.
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This theory does not take into consideration theblem of the staff. It

is efficiency-oriented. This Neo-classical Theorg icommonly

associated with the human relations movement. mgpiration for this

movement is largely conceded to the Hawthorne efudiThe

introduction of behavioural science with organigatineory added more
impetus to the neo-classical theory. The Hawth@teglies challenge
the assumption that people in organisations amagsily motivated by

economic considerations. The study regards the hub@ng not as
“another factor of production” but as a whole bewigh emotions and
psychic disposition.

3.2 The System View of Organisation Theory

A system is defined as a set of subsystems whoseaation determines
its survival. This school of thought sees orgamsatas a system with
parts that interact. It also identifies the proce$sntegration of the
system. The system view tries to overcome the tieidentified in the
classical and neo-classical schools of thoughts.shHort-comings are:

o that the human relations school is a tool to mdatpupeople to
their disadvantage,

. that the human relations school gives unfair achgetto the
entrepreneur,

o that the human relations school fails to integthemany facets
of human behaviour,

) that the efforts to improve human relations inwwek place have

not always produced productive workers.

In order to overcome these identified shortcomirthe, system view
seeks to integrate all that is known about theousrparts of the system.

The issues to be considered are:

o What are the strategic parts of the system?

) What is the nature of their mutual dependency?

o What are the goals sought by system?

) What are the main processes in the system thatthiekparts

together and facilitate their adjustment to eadleit

The framework for a systems approach to organisdhieory is hinged
on answers to the above questions.
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3.3 Approachesto Organisation Study

Organisation study is carried out from differentrgpectives. They
include:

behavioural school,

empirical school,

decision theory school,
guantitative school,
management process school.

(@ Behavioural school: this approach is in two parts:

(1) The human behavioural school: this is based on the notion
that management consists of getting things doraugir the help
of people. The thinking here is that people are ithportant
component of management and that managers that teish
succeed must take cognisance of human relationsisad as a
tool to enhance productivity and motivation.

This school of thought equates good managemenbeal deadership.
The Kkey features are motivation, leadership, trgni and
communication. Proponents of this school of thougbtude scholars
like Mayo, Keith Davis, Roethlisberger, Dickson avidGregor.

(i)  Social system school: this school of thought views management
as a social system. The social system sees fongahization in
terms of cultural relationships of various schoobups. The
primary concern of this school of thought is hovh&zmonise the
organisation goals with those of the group. Prembrof this
school of thought are Maslow, Argyris, Herzberg &march and
Simon.

(b) Empirical school: this is based on an experience or custom
approach. The thinking here is that a manager'sesscdepends
on how he/she is able to learn from others’ mistakesuccesses.

It is essentially management by a study of expegenThe
emphasis is on case studies.

(c) Decision theory school: this school of thought views formal
organisation as a network of decision making. Tibatational
decision making accounts for what most executives ey
proponents are Forester, Cvert, and March and Simon
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(d) The quantitative school: this school of thought views
management as a system of mathematical models yembloss,
processes, relationships and measurable data. K@pmpents of
this school are operation researchers, manageroemitists and
mathematicians. Their methods include simulatioth amodeling
techniques.

() Management process school: this school of thought is referred
to as the traditional, universal and functionalraggh. It owes its
origin to the writings of Henri Fayol. It simply fiees what
managements do. That is, the functions of managemen

SELF-ASSESSMENT EXERCISE

Identify the various approaches to organisatiodystand briefly explain
two of them.

40 CONCLUSION

This unit took a critical look at organisation thgovis-a-vis the
Classical and Neo-classical Theories of organisaas well as the
System View and the various approaches to the sbtdidyrganisation
theory.

5.0 SUMMARY

The Classical Theory of Organisation is based @nassumption that
work is a systematic and a rational process thathkza accomplished
inter-personally whilst the Neo-classical belietlest a happy worker is
a productive worker.

A formal organisation is viewed as a system whiahtginteract. The
objectives of the organisation are integrated asminbnised with those
of the groups or individuals. Various approachesrganisation study
were also identified.

6.0 TUTOR-MARKED ASSIGNMENT

What are the short-comings of the Classical and-Glessical Theories
of organisation, and how has the System View titeovercome them?
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7.0 REFERENCESFURTHER READING

Koontz, H. et al (1980). Management, International Student Edition.
New York: McGraw Hill, Inc.

Harris, O.J. (1976)Managing People at Work: Concepts and Cases in
Behaviour. New York: John Wiley and Sons

Hicks, H.G. and Gullet, C.R. (19760rganisations. Theory and
Behaviour. McGraw-Hill Kogak Usha Limited
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UNIT 3 UNDERSTANDING BEHAVIOUR IN
ORGANISATIONS

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Content
3.1 Understanding Behaviour in Organisations
3.2  The Administrative Point of View
3.3  Cultural Influences and Organisational Behawio
4.0 Conclusion
5.0 Summary
6.0 Tutor-Marked Assignment
7.0 References/Further Reading

1.0 INTRODUCTION

This unit is focused on organisation behaviourhvépecific attention
paid to the concepts, view points and key elemamt®rganisation
behaviour.

20 OBJECTIVES

At the end of this unit, you should be able to:

. explain the scope and concept of organisation betav
) identify the administrative view point of organisat behaviour
. state the elements in organisation behaviour.

3.0 MAIN CONTENT
3.1 Understanding Behaviour in Organisations

The term “Organisational Behaviour” is generallyedigo refer to the
interaction of people within all types of organieas such as corporate
organisations, schools government and service @a@m.

The prime focus of the group of individuals thatenacts within any
type or organisation is to achieve group goals @bnjdctives for which
the organisation was established. The elementsirtkertact within an
organisation are:

o people,
o technology and,
. structure.

11



MBA 831 ORGANISATION BEHAVIOUR AND THEORY |

The first three elements are influenced by therealesocial system and
they in turn influence it. Organisational behaviasirdescribed within
the ambit of the resulting mix.

(@ The People: they represent the internal social system of the
organisation. They are the individuals and groupgiwmake up
the organisation. They have feeling and ego. Theugg are
dynamic. They form, change and disband.

(b)  Structure: this shows the role relationship, power and duties
Work components or/and activity grouping are wefiresented.

(c)  Technology: this provides the physical and economic conditions
with which people work more effectively.

(d) Social System: it provides the external environment within
which an organisation exists as part of a larg@iassystem,
each exerting its own influence and also beinguericed by
others, resulting in a complex system.

The external influence on the organisations affects

the attitudes of the people,
. the working conditions,
. competition for resource and power.

3.2 TheAdministrative Point of View

Improving organisational behaviour is the primepassibility of everyone
in the organisation, but the ultimate responsipilésts with the managers
whose duties involve the integration of the sosyatem with the technical
system so as to improve people — organisationioakttip.

The main features of the Administrative View Poiabout the
organisational behaviour are:

o Organisational behaviour focuses on people. Teahnic
economic, structural and other elements are coreidenly as
they relate to people.

. That the people are in organisational environmattiar than in
an unorganised social contact.

o That organisational behaviour is concerned withetigy¥ng an
environment in which people are motivated.

. That the direction of motivation is towards the twawhich

requires both co-ordination of the work and co-agien of the
person involved.
. That both employees and the organisation seekisesfiiéctively.

12
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3.3 Cultural Influences and Organisational Behaviour

Culture is defined as that part of human actiont tkasocially as
opposed to genetically transmitted. It is that whiauses one group of
people to act collectively in a way that is di#fat from another group
of people.

Needle (1999) identifies three different ways iniahhculture interacts
with business. These are:

. our socialisation, the influences which shape ahaviour in a
particular social setting, will determine our indival’'s
orientation to work,

. we see organisations as societies in microcosm thiglr own
specific cultures and ways of transmitting theskuces to their
members,

. culture is used as an analytical device to disistyone society

from another. Hofstede (1980) as cited by Needl®©99)
identified four key cultural variables that tendstwow the extent
to which business activities are culturally definétie variables
are power distance, individualism, uncertainty daoce and
masculinity.

Power Distance: this is the extent to which members of a sociebept

that power is distributed unequally in organisagiomequality is based
upon physical, economic, intellectual or social releteristics. In a
society where power distance is small, attempt &lento reduce the
inequality, while in a society where it is largecsl relations is based
on it.

Individualism: individualistic society shows preference for loakin
after oneself or one’s immediate family group, adben freedom and a
tendency towards a calculative involvement with kvorganisation. In

collective society the reverse is the case.

Uncertainty Avoidance: this is the extent to which members of a
society feel uncomfortable with uncertainty. Thoséth strong
uncertainty avoidance tend to be anxious aboutfiiiere and have
inability to tolerate deviant ideas, while thosethwiveak uncertainty
avoidance show a willingness to accept new idedgsaie risks.

Masculinity: masculine societies tend to display a prefererme f
achievement, assertiveness and material succesa atrang belief in
gender roles, while feminine societies tend to @lawre emphasis on
the quality of life, care for others and equalityore especially between
the sexes.

13
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Motivation theories such as those propounded bylyésg, McClelland
and Vroom reflect high individualism and masciljyin A generally
accepted conclusion that can be drawn from the al®that cultural
influences in different societies will result in fferent styles of
organisation behaviour and different patterns gharsation structure.

SELF-ASSESSMENT EXERCISE

Identify and explain the main elements in orgaisabehaviour.

40 CONCLUSION

Organisation behaviour is influenced by the mixtwk four key

elements and culture. These elements and cultudiffefent societies
should be given proper consideration.

5.0 SUMMARY

Organisational behaviour is concerned about peopd® organisational
environment. It deals with people who are livinginking and feeling

beings who created the organisation.

The key elements in organisation behaviour are lpeogtructure,

technology and external social system. The soggtes is of course, a

reflection of the culture of the environment. Cudtinfluences the style
and pattern of organisation behaviour.

6.0 TUTOR-MARKED ASSIGNMENT
Enumerate the administrative view points of orgais behaviour.
7.0 REFERENCESFURTHER READING

Needle, David (1999Business in Context. London: Thomson Business
Press.

Hicks, H.G. and Gullet, C.R. (1976)rganisations. Theory and
Behaviour. McGraw-Hill Kogak Usha Limited.

Scott, W.G. and Mitcholl, R.R. (1976)Organisation Theory: A

Sructural Behaviour Analysis. Homewood: Richard D. Irwin
Inc.

14
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UNIT 4 FUNDAMENTAL CONCEPT OF THE NATURE
OF PEOPLE

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Content
3.1 Fundamental Concept of the Nature of People
3.2 Individual Differences
3.3 The Whole Person
3.4  Caused Behaviour and Human Dignity
4.0 Conclusion
5.0 Summary
6.0 Tutor-Marked Assignment
7.0 References/Further Reading

1.0 INTRODUCTION

This unit will be focused on the nature of peopis-arvis individual
differences and human dignity.

20 OBJECTIVES

At the end of this unit, you should be able to:

. explain the concept of individual differences
o describe the whole person
o explain the concept “motivation and human dignity”.

3.0 MAINCONTENT
3.1 Individual Differences

The world is inhabited by billions of people, eaaleated with unique
and diverse features. From the perspective of tideBall men and
women are created in the image and likeness of Gloid. means that a
lot of communalities exist among people of diffdrereeds and races.

The psychologist believes that every person is boique and different.
This suggests that even twins are not alike inyeaspect.

The individual's experiences after birth make peomven more
different. In view of this, management must apmtxithe fact that
standard across-the-board ways of dealing with eyea will not
provide the desired motivation. The greatest maitwvais achieved by

15
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treating an employee as an individual with feelirrggl ego by being
just and fair to individual. He or she should bersenot just as a
statistical figure or badge but as an individualg&hisation behaviour
philosophy should start with the individual.

3.2 TheWholePerson

Employers generally seek employees with skill wheeh employable.
This suggests that employers of labour would desitly a person’s
skill and not the whole person. Every person hasmdit characteristics
and traits which can be studied separately buterfinal analysis, they
are all part of one system making up the wholegrers

It must be noted that skill does not exist sepéydtem background or
knowledge and that home life is not totally sepkrdiom work life. In
like manner, emotional conditions are not separfaben physical
conditions. They affect each other.

Organisational behaviour tries to develop a betteployee and a better
person in terms of growth and fulfilment. This &oms the general

notion that says the job shapes people. An imprawetetter person

will bring benefit to the organisation and the stgiat large.

3.3 Caused Behaviour and Human Dignity
Psychologists believe that there is a motive belewery behaviour of
man. This motive could relate to the person’s needas the

consequences that results from the act.

People are motivated not by what we think they ouglhave but what
they themselves want.

Motivation is achieved in two ways.

. Certain actions will increase their need fulfillnben
) Threat decreases fulfillment unless they follonequired course
of action.

These causes or motives are expected to give dsanticipated
behaviour. A well-motivated worker is an efficiambrker.

Motivation is the drawing force that drives and p®éhe organisation
going. As we have learnt from our study of indiatldifferences,

human beings are born unigque and different ancetber deserve to be
treated with respect. The thinking is that the pe@ve not just factors
of production, or a badge number but individualshwemotions and

16
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egos. They want to be treated as human beings. fitieg aspirations
and abilities to be recognised and be seen nat@weic tools, but as a
whole being with self respect and dignity. Thiswking agrees with the
ethical philosophy “Do unto others what you warrthto do unto you”.

That is, respect is reciprocal.

SELF-ASSESSMENT EXERCISE

Explain the meaning of the term “Individual Diffexaes”.

40 CONCLUSION

People are critical to the success of any orgdarsatnd therefore
deserve special attention.

50 SUMMARY
People in organisations should be treated withe@specause they are
human beings with aspirations, abilities and edgibical philosophy

requires that we treat others the way we want tteetreat us.

Management must recognise this individual uniquengsen dealing
with people.

6.0 TUTOR-MARKED ASSIGNMENT
Discuss the concept of caused behaviour and hurgaityd
7.0. REFERENCES/FURTEHR READING

Pitfield, R. Ronald (1984)Business Organisation. London: M & E
Handbooks.

Koontz, et al (1980). Management International, Student Edition. New
York: McGraw-Hill, Inc.

Hicks, H.G. and Gullet, C.R. (1976)0rganisations. Theory and
Behaviour. McGraw-Hill Kogak Usha Limited.

17
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UNIT 5 THE NATURE OF AN ORGANISATION
CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Content
3.1 The Nature of an Organisation
3.2 Social Systems
3.3  Mutual Interest
3.4  The Structure of Organisations
4.0 Conclusion
50 Summary
6.0 Tutor-Marked Assignment
7.0 References/Further Reading

1.0 INTRODUCTION

This unit will take a look at the nature of an arigation vis-a-vis social
systems, structure and mutual interest.

20 OBJECTIVES

At the end of this unit, you should be able to:

. explain the concept “mutual interest” as relatedrganisations
. explain why organisations are regarded as a sggsadém
) describe the structure of organisations.

3.0 MAINCONTENT

3.1 Social Systems

Organisations and every activity of man are goveimelaws. Laws are
deliberately constructed to ensure conformity patern of behaviour.

Laws that govern organisations are regarded asalsdaws or
psychological laws. This is because the needs of @& largely
psychological and social. The needs, aspiratiodsigividual’'s drives
as well as the group one belongs determine onesv/imelh.

Organisations are regarded as social system bethegeoperate in a
dynamic environment which is subject to change. iiéations are not
as static as depicted on an organisation chartyfpat of the system is
independent and subject to influence by any othet p
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Social system provides a framework for consideandg analysing the
variety of variables involved in any organisationsituation. The
complexity of man’s behaviour can be explained imitthe context of
social interaction.

3.2 Mutual Interest

Organisations are established by people with comimenest to achieve
common objectives. People organised largely:

. to accomplish goals which are beyond the capacityamm
individual,

. to share risk,

. to seize the advantage of division of labour,

. because of synergy.

The reasons for organising as stated above, shwatsah organisation
needs people and people need organisation. Orgjanisa perceived as
a means of achieving personal objectives, why asgéion need people
to achieve organisations objectives. Mutual Inteq@®vides a super
ordinate goal that unites the wide variety of peapl the organisations.
The outcome of this is that people are encouragedtack organisational
problems rather than each other. The workers reptethe interest of
labour while the employers represent the interksapital invested.

3.3 The Structure of Organisations

The organisation structure of a business enterpissethe basic
framework within which the executive decision makimehaviour takes
place. The principle function of the organisatidusture of a business
is to facilitate desire decision and action andrit or exclude decision
and action not desired. The concept of organisatambe seen in two
perspectives.

o Static Concept: here, an organisation is seen as a structure or a

network of specified relationships among given wiatlials. This
is known as the static concept.

) Dynamic Concept: here, an organisation is seen as a process of

an executive function in which the dynamics of ongation
change and growth are central. The static concegibles us to
observe and classify and to recognise similar actand
differences among organisation whilst the dynamancept
enable us to discern the various kinds of execuielaviour that
produce growth and change in the structure.
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The structure of organisations usually assumesfdha of pyramid.
This is because with successful higher levels fguegsons are needed.
Organisation structure may also be classified fotnal and informal
structure.

The formal structure can further be sub-classed int

o staff organisation structure,

o functional organisation structure,
. lateral organisation structure,

. committee organisation structure,
. matrix organisation structure.

SELF-ASSESSMENT EXERCISE

Why are organisations regarded as social systems?
40 CONCLUSION

Organisations are social systems established orb#ises of mutual
interest.

50 SUMMARY

Organisations are social systems established orbdises of mutual

interest. Man’s needs are psychological, socialsaatic. His behaviour
is influenced by his personal drives and aspiratias well as the group
he belongs.

Organisations tend to take the form of a pyramidisl the basic
framework within which the executive decision makiprocess takes
place.

6.0 TUTOR-MARKED ASSIGNMENT
Explain the term “mutual interest” in relation to arganisation.
7.0 REFERENCESFURTHER READING

Karimu, B.O. (1992)Business Management: An Introduction. Lagos:
Mufa Nig. Industrial Press Ltd.

Koontz, H. and Weibrich, H. (1980Management: A Book of Readings.
New York: McGraw-Hill, Inc.
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UNIT 1 JOB SATISFACTION
CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Content
3.1 Job Satisfaction
3.2 The Concept and Scope of Job Satisfaction
3.3 Job Satisfaction and Productivity
3.4 Job Satisfaction and Other Variables
3.4.1 Benefits of Job Satisfaction
4.0 Conclusion
5.0 Summary
6.0 Tutor-Marked Assignment
7.0 References/Further Reading

1.0 INTRODUCTION

The unit will consider the concept and scope ofgabsfaction. It will
also look at the relationship of job satisfactiorother variables.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the meaning of job satisfaction,

) state the relationship between job satisfactionahdr variables,

o describe the relationship between job satisfactiamd
productivity.
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3.0 MAIN CONTENT

3.1 The Concept and Scope of Job Satisfaction

Lawler et al (1972) define Job Satisfaction asfdw@urableness or un-
favourableness with which employees view and tiveirk. It expresses
the amount of congruence between one’s expectabibtie job and the
rewards that the job provides. It relates to ggamd psychological

contact since it is concerned with expectation cameg with rewards.

Job satisfaction is dynamic and must therefore laentained at all

times. An approach to measuring job satisfactias wleveloped by
Porter in which he relates actual conditions tcséhperceived as ideal
by the employee.

The job satisfaction of an employee is measurea fite effort made by
the employee towards the realisation of the goialseporganisation.

An individual or group of individuals may feel sdted, if they are
convinced that their salaries and/or wages are acaihyte to those of
other employees or individuals in similar or rethtendustries or
organisations.

Factors that could enhance job satisfaction include

o good pay,

. regular payment of salaries,

. attractive fringe benefits,

. conducive work environment,

. friendly, understanding colleagues and other permsbn

The above factors are motivators which will cretihe feeling of
contentment, fulfilment, goodness and happinessichwhare the
hallmark of satisfaction. In other words, to beisdad with one’s job
means that one is fulfilled on the job. The jokills the needs of the
individual or group.

3.2 Job Satisfaction and Productivity
In time past, it was assumed that a satisfied workea productive
worker. That is, high job satisfaction leads tghhproductivity. Recent
studies have shown that a satisfied worker may hela producer or
low producer or only an average producer.

Satisfaction — productivity relationship - is compl because it is
influenced by many variables such as the reward @imaemployee
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received. According to the Human Relation Schodlappy worker is a
productive worker.

This was countered by Scott as cited by Ejiogu 8)98ho says that
morale is no longer considered a prerequisite gh lproductivity, but
that the nature of the relationship between moaalé productivity is
open to serious questioning.

Liphan and and Hoch (1974) are of the opinion teatlership plays a
key role in workers’ productivity. According todm, a participating
leader is most likely to have a higher level ofqurctivity and morale
among the subordinates than an authoritative leader

A model developed by Lawler and Porter tends togesg that
productivity leads to job satisfaction. The modethown below:

Rewards Perception of equity Satisfaction
Performance -Intrinsic in the rewards
-Extrinsic

The model shows that performance leads to jobfaatisn, provided
the rewards are perceived to be equitable.

3.3 Job Satisfaction and Other Variables

A correlation exists between job satisfaction atitep variables in the
organisation. The variables to be considered are:

turnover and absenteeism,
age,

occupation,

community condition.

1. Turnover and Absenteeism: job satisfaction has a direct
correlation with labour turnover. Employees whaddow job
satisfaction are more likely to leave their empleymthan those
with high job satisfaction. In like manner, empeywho have
low job satisfaction are more likely to be absewnnf their job
than those with high job satisfaction.

2. Age: a positive correlation also exists between age paid
satisfaction. Older workers who have spent moree tim the
employment or on the job tend to become more sadistith the
job than younger worker who tend to have high etqiems of
promotion and other conditions. The older workaes lbecome
adapted to the system probably due to experientésegob.

23



MBA 831 ORGANISATION BEHAVIOUR AND THEORY |

3. Occupation: there exists a positive correlation between
occupational level and job satisfaction. Higherelesccupation
tends to have more job satisfaction than low leeglupation.

4. Community Condition: poor community conditions are
expected to pull down job satisfaction while bettemmunity
conditions lift it. This however is not the casgtudy has shown
that employees compare their job conditions and nconity
conditions. If they have average job conditionsraumded by
poor community conditions such as more slums andemo
business depression, then their satisfaction iedliup because
they see themselves relatively well off.

3.3.1 Benefits of Job Satisfaction

1. It gives management an indication of the genésakls of
satisfaction in the company,

Job satisfaction surveys bring about valuabferaanication

It brings about improved attitude,

Job satisfaction surveys are useful ways torchete certain
training needs.

Pwn

SELF-ASSESSMENT EXERCISE

What are the benefits of job satisfaction?
4.0 CONCLUSION

Job satisfaction is a dynamic process that shoaldnhintained at all
times in every organisation.

5.0 SUMMARY

Job satisfaction expresses the feeling of contemtméulfillment
goodness, happiness of an employee in relationst@mher work and
work condition.

The Human Relation School of Thought believes ghaappy worker is
a productive worker, but recent study has showhdrsatisfied worker
may be a high producer or a low producer. Relatedy also shows
that a dissatisfied worker is not necessarily goroductive worker.

Job satisfaction is enhanced by some motivatingpfacsuch as good

pay. Some variables, such as occupation, labomovers etc have a
positive correlation with job satisfaction.
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6.0 TUTOR-MARKED ASSIGNMENT
Discuss the variables that correlate with job &atison.
7.0 REFERENCES/FURTHER READING

Ejiogu, A. (1978).Behavioural Decisions in Organisations. Dallas,
Scotland: Foresman and Company.

Simmons, R.E. (1978 Managing Behavioural Processes, Applications
of Theory and Research. lllinois: AHM Publishing.

Koontz H, et. al (1980). Management, International Student Edition,
New York: McGraw Hill, Inc.
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1.0 INTRODUCTION

This unit will take a look at the concept of jobriehment and work
design.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the concept of job design
o state the implications of job enrichment
o discuss the application of job enrichment.

3.0 MAIN CONTENT

3.1 Job Design

Job design specifies the content and relationshiphbs as they affect
both people and organisational success.

Classical job design is based specialisation arfttiexicy in the

performance of narrow tasks. It makes effective o§ division of

labour, rigid hierarchy and the standardisationladfour to achieve
efficiency. The logic behind the idea is that costld be lowered by
using unskilled, repetitive labour that could bairted easily to do a
small part of the job.
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The issue of job design can be tackled from thieiohg perspectives:

. leave the job as it is and employ only workers wao fit into the
system,

o leave the job as it is, but pay workers more sottiey will better
accept the situation,

. mechanise and automate routine jobs so that th&ewadhat is
unhappy with the job is no longer needed,

. redesign jobs to have the attributes desired bplpeo

o redesign organisations to have the environmentat&ly people
(that is, strike a balance between the human aadtebhnical
imperatives).

3.1.1 Humanised Jobs

Jobs are designed to have “a human face” or berstigchumanised to
achieve the following:

. to serve the higher order needs of worker as webhair basic
needs,

o to seek to employ higher skills or workers and tovpe an
environment that enables them to improve theitsskil

) to ensure that the work does not have excessivRumytgonal
conditions,

o to ensure that worker humanness is not damagegoadied,

. to enable workers perform other life role such iigen, spouse,
and parent.

3.2 Job Enrichment

Job enrichment can be seen in the context of moe#onts aimed at
creating humanised jobs. It refers to those matingaddded to the job so
that it becomes more rewarding.

Job enrichment is interchangeably used with then @b enlargement
but job enrichment is more behavioural while ergangnt widens the
scope and variety of duties to build the role o€ tiwvorker. Job
enrichment involves:

. increasing the physical or motor tasks involvethijob,
. adding cognitive activities and
. adding affective activities.

The above represent the three key elements of mehaer learning
domain
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3.2.1 Implication of Job Enrichment

The implications of job enrichment are:

o it leads to a reduced need for immediate supervisoy
management,

. it leads to more training,

. it may result in claims for pay increases basedesponsibility,

. it will require re-organisation of the work systeand working
relationships,

o it will involve a different form of management thathe

traditional forms of work.
3.3 Application of Job Enrichment
From Herzberg's Motivator-Hygiene Theory, work ehment is a
fulcrum on such factors as achievement, growthpaesibility and
recognition. A job is said to have been enrichdgtnvan employee or
group of employees feels that there is an improvenmethe content of
his or her job.

Job enrichment is a tool used by managements id baid maintain
motivational factors. Key factors to be considemest

(@) Variety: this allows employees to perform different openati
using several procedure and equipment.

(b)  Task Identity: this allows employee to perform a complete piece
of the work.

(c) Task Significance:this refers to the impact that the work has on
other people as perceived by the workers.

(d)  Autonomy: this gives employees some control over their own
affairs and it appears to be fundamental in bugdinsense of
responsibility in workers.

(e) Feedback: this helps the workers to know how well they are
performing their assigned task.

SELF-ASSESSMENT EXERCISE

Identify the key dimensions of work that may beduas motivators.
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4.0 CONCLUSION
Job enrichment and work design are key factorfiegnhiumanisation of

work. Their outcome must be viewed from the perspe of the
workers themselves.

5.0 SUMMARY

Job enrichment and work design are deliberate atseby management
to humanise jobs in such a way that the workesfedt his or her work
content and environment have been improved andhibair her higher
order needs as well as basic needs are met.

6.0 TUTOR-MARKED ASSIGNMENT

In what ways can the basic problems of work debgtackled?

7.0 REFERENCES/FURTHER READING

Koontz, H.; et al (1980). Management; International Student Edition.
New York: McGraw Hill, Inc.

Dawson, S. (1986).Analysing Organisations. London: Macmillan
Education Ltd.
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1.0 INTRODUCTION

This unit will take a cursory look at the principlend theories of
motivation.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the meaning and scope of motivation
. state the theory of human needs
o explain theory x and y assumption.

3.0 MAIN CONTENT

3.1 Principles of Motivation

Motivation can be seen in context of caused belavidt is the driving
force or impulse which moves somebody towards aretksction or
activity. Itis an influencing force that giveseito behaviour.

The initial concept of motivation was based on ttezlonistic view
which assumes that man is a pain-avoiding and pteeseeking animal
and that given alternative; he will choose the mpthat will cause him
pain.
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Another school of thought attributes behaviouradaus instincts. This
school of thought believes that man has certainchastincts which
cause him to act in certain ways.

Sigmund Freud classified these basic instincts into

. sex,
o aggression or self preservation,
o death.

A third school of thought attributes man’s behavituvarious motives
of needs. Man spends his or her life trying tisfathese needs.

The principles of motivator are:

(@) Principle of participation: involve the staff in decision making
particularly on matters that directly affect them.

(b)  Principle of communication: inform the staff about the
objectives and results achieved. This will promgieirt
cooperation.

(c) Principle of recognition: recognition will make a staff member
work hard.

(d) Principle of delegated authority: delegation is a fundamental
concept in management. Itis a means of persawaldpment.

3.2 Theory of Needs

A study carried out by Elton Mayo and his team sbdwhat work
behaviour at work is affected by many factors ofifian the nature of
economic incentives they are offered. That is wwkeave other needs
which must be satisfied. Since man’s behaviouafiected by these
needs, they will say needs can motivate.

Needs can be classified into the following:

) physiological or primary needs,
) psychological or secondary needs.

Primary needs are important for survival and prest@n of life. These
needs can be hunger, thirst, shelter and sleep.

Psychological needs are classified into persondlisacial needs. They
are more of mind and spirit.
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Examples of personal needs are:

desire for self-respect and self-esteem,
desire to acquire material possession,
desire to invent, creative use,

desire for safety and security.

Social needs are:

desire for recognition,

desire for love and social activity,
desire for praise and credit for efforts,
desire for acceptance.

Abraham Maslow developed one of the most widelydugassifications
of the human needs. He identified five (5) levelsneeds as shown
below with Level 1 representing the lowest levehegd and Level 5 on
the highest level of need.

Self-actualisation
Esteem
Belonging
Safety Needs

1/ \Physiological Needs

Level 1 must be satisfied before Level 2. Maslaler these levels of
need “Hierarchy of Needs.”

3.3 Theories Xand Y

Douglas McGregor identified two different viewpardbout people at
work. The view points are referred to as Theorgnd Theory Y.

Theory X assumes as follows:

1. The average human being has an inherent dslitkerk and
will avoid it if he or she can.

2. The average human being must be coerced, cleckmm
threatened with punishment before he works.

3. The average human being lacks ambition, disligeponsibility,
lacks initiative and prefers to be led by others.
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The average human being is by nature self cetht@rdifferent to
organisational needs and is just concerned by geund
nothing else.

The average human being is gullible, dull, mé¢lligent or a sort
of moron.

The average human being is by nature resistaritange. He or
she prefers to stick to the status-quo or simpydethe sleeping
dog alone.

Theory Y makes the following assumptions:

1.

The average human being does not inherentlykeisivork.
Depending upon controllable conditions, work mayabsource
of satisfaction.

Man will exercise self-direction and self-cohtio the pursuit of
objectives to which he or she is committed.

Commitment to objectives is a function of thevaieds associated
with the contribution to their achievement

The average person learns under proper consljtioot only to
accept but to seek responsibility.

The capacity to exercise a relatively high degseimagination,
ingenuity and creativity in the solution of orgatien problem is
widely, not narrowly distributed in the population.

Under the conditions of modern industrial lifee intellectual
potentials of the average human being are onlyypatitised

SELF-ASSESSMENT EXERCISE

What are the principles of motivation?

4.0 CONCLUSION

A well-motivated worker is not only a happy workéut also a
productive worker.
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5.0 SUMMARY

Motivation is a caused behaviour. To generate xipe&ed behaviour in
workers, management must create the enabling emagat using the
principles discussed in this unit.

6.0 TUTOR-MARKED ASSIGNMENT

Identify the factors that motivate a worker or detivate a worker.

7.0 REFERENCES/FURTHER READING

Koontz, H. et al (1980). Management, International Student Edition.
New York: McGraw Hill, Inc.

Otu, D.O. (2006)Human Resources Management in Education. Lagos:
National Open University of Nigeria.
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1.0 INTRODUCTION

This unit will examine the concept, scope and ppies of human
relations.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the meaning and scope of human relations
) explain the principles that govern human relations
o state the importance of human relations to workgrstuctivity.

3.0 MAIN CONTENT

3.1 The Concept and Scope of Human Relations

Beer et al (1984) defined Human Resources Manageasetinat which
involves management decision and actions that affecnature of the

relationship between the organisation and its eygas.

According to Needle (1994), Human Resources Managémvolves a
focus on:

o Treating employees as individual but at the samme,ti
developing mechanisms to integrate individuals tatoms.
) The careful selection, training and developmerdaré staff.
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o Reward system that stress individual performanced an
commitment and which are linked to employee appltassd
development.

. Integration, not only of all personnel related pels as a
meaningful whole.
o Communication networks and the involvement of eypds,

preferably as individual, but allowing for trade iom
involvement as well.

Aina (1992), while referring to the concept of eoydes as a resource,
claimed that people at work are of critical impada because most
organisations’ failures are failures of people.islpeople who employ,
promote organise, lead, mobilise and decide whrchlyct and quality
of service are to be delivered.

This assertion concurred with Kilhan (1976) who suamsed the
importance of people in organisations thus:

. human beings are unique in the sense that theyotaba
purchased en masse

) they cannot be hoarded or warehoused

. they are perishable in the sense that they mugsée currently.

) the organisation, through its reputation and effosblicits the
human resource

) each individual has the option not to apply fool, jnot to report
for work each day and not to expend effort

) the individual has the freedom to resign and tregwisation has

certain options for discharging the individual.

From the above submission, it is quite clear thabagement recognises
the workers as human beings and should endeavotredb them as
such. Human relations therefore mean being witlplgeand interacting
with them.

Management recognition of the worker means the arsrlare to be
treated with respect, courtesy, kindness, condidareconfidence, trust,
sincerity, open-mindedness, justice and fairnelse manager must be
friendly and accessible to all.

In line with ethical philosophy, respect is recipgb Similarly
friendliness begets friendliness.
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3.2 The Importance of Human Relations to Workers’
Productivity

A happy worker is generally assumed to be a prodrgtorker. This is
the submission of the Human Relation School.

Liphan and Hosh (1974) believe that leadershippkayery key role in
workers’ productivity. According to them, a leadeho involves his
subordinates in decision making is most likely tavén higher
productivity. That is, a participatory leader oamager can more obtain
the cooperation of his or her subordinates becatiseeir high morale
than an authoritative leader whose subordinates ltav morale.

Human relations are all about building a relatiopdietween employees
and the management. Good human relations creatigtht atmosphere
for building confidence, trust, sincerely and fdship and,

consequently, high morale. A highly motivated werks a productive
worker.

3.3 Principles of Human Relations
The general principles of human relations are:

(1) Recognition: this is a popular way of reinforcing behaviour. A
worker is happy and willing to improve on his or lperformance
if he or she feels his or her contributions areindpe recognised
and appreciated.

(2) Effective communication: it helps the individual worker to be
aware of his or her duties and the general pregbesng made
in the organisation.

(3) Managers must be friendly and approachablean atmosphere
of warmth and friendliness encourages cooperation.

(4) Participation: when workers participate in decisions that affect
them, they are more likely to contribute their best the
attainment of the goals of the organisation.

(5) Fairness and justice:this assures staff members that promotions
and appointments will be based on merit alone.

(6) Respect: respect is reciprocal. Managers must respect thei

subordinates. They must show that they care abbeir
subordinates’ feeling and desires.
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SELF-ASSESSMENT EXERCISE

State the principles of human relations.

4.0 CONCLUSION
Staff morale is closely associated with the humaations policy and

practices of the organisation. A good human reheti policy will
enhance the morale of the staff and consequerdjugtivity.

5.0 SUMMARY

Human relations are concerned about building aiogiship between
labour and employers of labour. Good human relatioreate the right
atmosphere for building confidence, trust, singeaitd friendship.

6.0 TUTOR-MARKED ASSIGNMENT

Enumerate the importance of people in an orgaoisati

7.0 REFERENCES/FURTHER READING

Aina, Olusola (1992).Personnel Management in Nigeria. Lagos:
Edition F Communications.

Needle, David (1994 Business in Context. London: Thomson Business
Press.

Killian, A. Ray (1976).Human Resources Management. USA: An ROI
Approach, AMACOM.

Otu, D.O (2006)Human Resources Management in Education. Lagos:
National Open University of Nigeria.

38



MBA 831 MODULE 2

UNIT 5 GROUP BEHAVIOUR AND BARRIERS TO
MOTIVATION

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Content
3.1 The Concept and Scope of Group Behaviour
3.1.1 Types of Work Group
3.2  Barriers to Motivation
3.3 Remedies to Barriers in Motivation
4.0 Conclusion
5.0 Summary
6.0 Tutor-Marked Assignment
7.0 References/Further Reading

1.0 INTRODUCTION

This unit will introduce us to group behaviour dratriers to motivation
and the remedies to motivation.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the concept of group behaviour
. enumerate the barriers to motivation
. state the remedies to the barriers to motivation.

3.0 MAIN CONTENT

3.1 The Concept and Scope of Group Behaviour

Do groups exist? This is a pertinent question teserves an answer or,
at least, some kind of response.

A group may be seen as the individuals comprigin@epending on the
side one belongs to, ascribing reality to a grautantamount to group-
think. That is, perceiving a group as an entittphve@mphasis on group
importance. This could bring about demands fondlgroup loyalty,
social prejudice and subordination of the individieathe group. The
converse view is that group like individuals havetraicture, integrative
characteristics and operate in physical and sartting. They will
therefore resist any attempt to disintegrate them.
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One can become a member of a group by applicatmtation and
mutual consent. Individuals may seek group menhijgitsecause of the
need to satisfy economic, social and may other s1eefl person will
most likely select groups that agree with his arvaues.

3.1.1 Types of Work Group
Work groups are categorised into four major groups.

(@) Apathetic Group — these are made up of low skilled and low
paid jobs, they are not likely to challenge managenor union
decision, grievances and pressure tactics are leadership not
clearly defined or accepted, internal disunity afretion,
evidence of suppressed discontent.

(b)  Erratic Group - found where jobs are nearly identical and
primarily workers controlled, large amount of warketeraction,
group easily inflamed, poor pressure tactics ancbnsistent
behaviour, quick conversation to good relationshigth
management offer highly centralised leadership,ivactin
organisational phase of union.

(c) Strategic Group — better jobs than the two previous groups, high
self interest activity, heart of union and grievaractivity within
the respective plants. Skills identified with thbility of the
individual worker to decisions in performing his mkp job
relatively important to management and employddigh degree
of internal unity, sustained participation, relatiw good
production record in the long run.

(d) Conservative Group — these are located at the top rung of
promotional and status ladder of the plant. Theysalf-assured
and successful, restrained pressure for highlyispedjectives.
Members are widely distributed throughout the plaanttive-
inactive cycles of union activity and use of griega procedure.

3.2 Barriers to Motivation

Motivation is concerned with creating the motivel&m stimulus which
will move people toward a desired action or acyiviBarriers are
hindrances to effective motivation. The major lexsr are:

Fear of losing job

o Fear of unemployment if a project is finished,
. Fear of employment of two people who can do thekvadrthree.
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Belief that if they go slowly they will earn more noney

. Prospects of overtime,

. Work-to-rule in order to compel the management eone up
with better offers.

Resentment

o The office is too hot and staff members are corepelo go
outside for fresh air,

. Employees are not appreciated for their efforts.

Boring Job

. People take every opportunity to leave a job wita slightest
excuse.

Loss of faith in the leadership of the organisation

. Work is badly planned, coordination is poor and rrenagement
Is not in control,

) Employees lose their fighting spirit.

3.3 Remedies to Barriers to Motivation

Fear of Losing Job

. Let the worker know that if the job is not finished time, the
possibility to getting another job is remote,

o Explain what other work is in the pipeline,

) Explain the company redundancy policy,

) Let the workers know that if they do not work fastiey could

become redundant

Belief that if they go slow they will earn more moey

o Do not let the overtime habit develop,

o See whether normal working hours provide a readenafge,
. Ensure that wages are fair and reasonable.

Resentment

. Do all you can to remove resentment,

. Explain the reason for environmental problems

Be sure that you do not add fuel to the resentment
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Boring job

. Show an interest in their job,

. If possible give the person extra responsibility,

o Let your own enthusiasm rub off on staff members.

Loss of faith in the leadership of the organisation

o Produce a master plan,

o Define company objectives and the role of every memof staff,

. Communicate regularly with staff to explain progreand
problems.

SELF-ASSESSMENT EXERCISE
Mention and explain the various types of work group
4.0 CONCLUSION

Group exerts pressure on individuals who deviaienfaccepted norms.
The attitudes of the management affect individual group behaviour.

5.0 SUMMARY

A group is an entity comprising individuals. Thewvie integrative
characteristics and structure and operate in aigddysnd social setting.
Key work groups are apathetic, erratic, strategat @onservative.

6.0 TUTOR-MARKED ASSIGNMENT

Identify the barrier to motivation and state threimedies.

7.0 REFERENCES/FURTHER READING

Sayles, Leonard R. (1958Behaviour of Industrial Work Groups:
Prediction and Control. New York: Johnson and Sons Inc.
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1.0 INTRODUCTION

This unit will take a look at culture and behavieis-a-vis the Nigerian
perspective.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

) identify some cultural inhibitions and value-laderactices and
attitudes that hinder effective performance of ekuti

. appreciate the Nigerian socio-cultural milieu

o describe some positive steps that could be takee-trientate

the Nigerian worker.
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3.0 MAIN CONTENT

3.1 The Nigerian Socio-Cultural Milieu

Nigeria as a nation came into existence in 1914s ly far the most
populous black nation on earth. It is made up5# &thnic groups with
more than 400 languages. The ethnic groups haaie dlwvn different
origins, histories, cultures, languages and paitefrsocial organisation.

Apart from its diverse ethnic groupings, the natmso enjoys great
diversities in religion and worship.

As a nation, Nigeria is culturally endowed. Thdtune of a society is
the embodiment of its arts literature, music ardhed socially learned
and transmitted patterns of behaviour, values, otost morals,
traditions, ideas, attitudes which influence induals and which they
share.

Arguably, Nigeria is a great nation indeed. It lv@en described as a
nation where nothing works. This perhaps explains thought-
provoking question posed by Harriman (1982): “Whynt the
telephone or the bureaucrat work? Why can’t you tn a switch or
tap, or turn up for a scheduled flight with any fidence that light, or a
wash, or a journey will result? Why, at almostrgvievel of public or
private administration, do people expect bribes? hyWs almost
everyone so internally aggressive, or why, wherreggive driving kills
people, can't they at least clear the corpseshefstreets?

3.1.1 Factors that Affect People’s Attitudes to Wdk

People’s attitudes to work are generally influenbgdcultural factors
and value laden practices and attitudes. Thederfaaffect not only
their motivation but also their attitude towards rikwotowards the
organisation and towards cooperative behaviour.fatiers are:

(@) The problems of tribalism against nationalism: a new
consciousness for national identity was arousetPBB. Before
then, tribalism played a key role in selection wvé&onent,
promotion and delivery of services, thus creatingrablem of
nepotism.

(b) Respect for age and seniority orientation: Nigeria is a
seniority-conscious socially. This consciousngems the entire
length and breadth of our society. In the Civil \&&#, the
security forces and even in the family, seniorékds precedence
over efficiency.
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(c) The concept of time: Nigerians generally seem not to be
conscious of time. This perhaps explains why tivetation for a
programme scheduled to take off at 10:00am may e@@dam.
This gives an allowance of 1 hour for guests tovarfor the
programme. Hence, the popular label of “Africarm@&f or
“Nigerian Time”.

(d) Bribery and corruption: despite the anti-corruption campaigns
embarked upon by various governments, the problebribery
and corruption is still widespread in Nigeria. Byd large, it is
often condemned by citizens across the board.

(e) A parasitic society: in Nigeria, it is palpable that social values
are changing. Lofty ideals for which Nigerians sémnown in
the years past seem to be giving way to worshipneélth,
apathy, low performance, avarice, cheating, abdisaffice and
inflation of cost to accommodation kick-backs.

Perceptions are rising that Nigeria encouragegtbheith of a parasitic
culture wherein people expect so much from the etpcior the
government without a corresponding sense of indafidor group
responsibility towards the society.

3.2 Work Ethic - An Overview

Work refers to the use of physical strength or mlepbwer in order to
make or do something. It is a profession or arupation or what one
does to earn money.

According to Aina (1992), different countries amdigious groups view
work and work ethic from different perspectiveso the ancient Greeks
and Romans work was simply a curse. To the Hehrewwsk was not

only a painful drudgery but also a way of explaghansin and recovery
of lost spiritual dignity. To the Christians, wakuseful for promoting

health of soul and body. Simply put, any one waitsfto work should

not eat. To Luther (Protestant ethic), work waseranfof serving God.

This suggests that a profession is a calling andkvi® valued as a
means of spiritual salvation. To the modern céipttavork is a calling
that should be followed with all of one’s conscienc

In the United States, the Protestant work ethicgemwith the Puritan

doctrine, so that hard work, avoidance of wastéatat and service of
humanity placed one amongst the elect of God.
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To Western Europeans, work is characterised byltareuof hard work
honest labour, social responsibility and sociapoesiveness. In the
soviet blocs, work is essentially natural and ath ieritself.

In Nigeria, there does not seem to be a definetbmaltideology or
work ethic. This could be contributory to the pats inability to
generate and sustain rapid economic growth.

Ethics is a system of moral principles or ruledehaviour, while work
ethic involves the issue of right or wrong valuesolved in man’s
motivation for work, performance of work and bedietbout work. It is
the bedrock on which work attitudes or conceptshand. It relates to
man’s love and preference for work instead of idks) even when work
offers no natural reward.

3.3 Orientating the Nigerian Worker

Every individual is influenced by his or her enviment and the
socially-learned and transmitted patterns of behayivalues, customs,
morals, traditions, ideas and attitudes.

Management on the other hand is a social functimbeelded in a
tradition of values, customs and beliefs and inegoment and political
system. It is conditioned by culture belief andgovernmental and
political systems. It is conditioned by the cudtuof the operating
environment.

Since Nigerian workers operate in the same sodioval setting, it
necessarily follows that their orientation, thetitades and education of
their mind are the plausible panacea to increaseprductivity,
commitment to duty and sense of responsibility argkncy. For mass
orientation to work, it must start from the pol#icand traditional
leaders.

The leaders need to appreciate the fact that trewecountable to the
tax payers and the electorate. Their sense obonsdplity, honesty,

probity, self discipline and leadership by examwleuld provide the

necessary impetus for improving the Nigerian métytaind perception
of:

the concept of time,

the Nigerian entity,

the ills of bribery and corruption,
honesty and hard work,

probity and accountability,

cutting corners and getting rich quick.
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Several attempts were made to check the growingd$reof social
malaise that seem to be perverting the socialfipaliand economic life
of Nigeria.

Among the attempts were the introduction of WAI ({Wagainst
Indiscipline), WAIC (War Against Indiscipline ando@uption), as well
as the creation of a special ministry for Mass Mpéiion and National
Orientation.

The role of the Economic and Financial Crimes Cossion (EFCC) in
exposing and prosecuting corrupt politicians andlipwfficers is a step
in the right direction

It is also vital for managers, supervisors and woskin the public and

private sectors to appreciate the fact that onjyrowed productivity can
significantly improve the standards of living okethverage Nigerian.

SELF-ASSESSMENT EXERCISE

Identify and discuss some positive steps to bentake re-orientate
Nigerian workers.

4.0 CONCLUSION

People’s attitudes and behaviour are intertwined are products of
culture.

5.0 SUMMARY

People’s attitudes to work are influenced by celfusand value-laden
attitudes and practices. In view of this, it istpeent that we reorientate
the attitudes and educate the minds of Nigeriansdalcate the virtues
of:

) honesty, probity and self-discipline,
) commitment to duty,
) sense of responsibility and urgency.

6.0 TUTOR-MARKED ASSIGNMENT

Identify and briefly discuss the factors that affée average attitudes of
Nigerians to work.
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7.0 REFERENCES/FURTHER READING

Aina, Olusola (1992).Personal Management in Nigeriaz A Work-
Centered Approach. Lagos: Edition of Communication.

Ugbona, Okpu (1977)Ethic Minority Problems in Nigerian Politics.
Upsala: ACTA University Press.
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1.0 INTRODUCTION

This unit will examine the issue of motivation, Wwispecific focus on
how to motivate the Nigerian workers, bearing imahthe impact of
Nigeria’ socio-cultural practices and intra-orgatisnal behaviour.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

o state the meaning of motivation

o identify the various approaches to motivation

. describe the techniques of motivating employees Hiyher
performance.

3.0 MAIN CONTENT

3.1 The Meaning and Scope of Motivation

Motivation is the creating force or impulse, whieill move something
towards a desired action or activity.

It is the influencing force that gives rise to bebar. It is the stimulus
that propels people to make the right move in tgbtrdirection. The
implication of this is that people can be nudgedrfrbehind with some
threat of force or wooed from the front with somemise of rewards.

There are many concepts and theories of motivatitome of them will
be briefly discussed here.
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The first concept of motivation is commonly refelréo as the
Hedonistic View. It is based on the assumption that man is a-pain
avoiding and pleasure-seeking animal and when gatennatives, he or
she will choose a course of action that will masenhis or her pleasure
and avoid a course of action that will cause pain.

Another school of thought attributes behaviour aniaus instincts. The
assumption is that man has certain basic instwbish cause him or
her to act in certain ways. Sigmund Freud idesdifithree basic
instincts: sex, aggression or self-preservationfaadof death.

The term instinct was later replaced with the cpbhcthat man’s
behaviour is built on the pattern of behaviour m¢drom in the culture
in which he or she lives.

Another school of though attributes man’s behaviouvarious motives
or needs. This assumes that man’s behaviour gelladetermined by
his or her attempt to satisfy these needs.

The need is broadly classified into primary andoseary needs or
physiological and psychological needs respectively.

Major contributors to the Needs Motivation Theorye aAbraham
Maslow, Frederick Herzberg and David McClelland.

3.2 Major Assumptions about the Nature of Man

There are four major assumptions. They are:

o the rational economic man,
o the social man,

. the self-actualising man,

. the complex man.

The Rational Economic Man — This is based on the philosophy of
Hedonism which argued that man calculates the rmactlat will
maximise his or her self-interest and behaves daugly.

The rational economic man is characterised as:

o one who primarily is motivated by economic inceasvand will
do that which gets him or her greater economic.gain
) a passive agent to be manipulated is motivatedcanttolled by

the organisation that controls the economic ineesti
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. one whose feelings are essentially irrational andstmbe
prevented from interfering with his or her ratiomalculation of
self interest.

This doctrine classified man into trustworthy, mpnenotivated,
calculative masses.

The Social Man — Elton Mayo, the proponent of the social man,
developed sets of assumption about the nature nfandollows:

(@) That man is basically motivated by social nesuls the desire to
obtain a sense of identity.

(b) Man is more responsive to the social forceghef peer group
than to the incentives and control of management

(c) Man is responsible to the extent that a supervcan meet a
subordinate’s social needs and needs for acceptance

(d)  That meaning has gone out of work itself andstriberefore be
sought in the social relationship on the job.

Self-Actualising Man — Man’s needs are arranged in hierarchical order
as shown below:

. biological/physiological needs,

. Social and affiliation needs,

. ego satisfaction and self-esteem needs,

. self-actualisation needs in the sense of maximuenaisall his
resources.

The Complex Man: studies have shown that man is a more complex
individual than the rational economic, social df-aetualising man. He

or she is unique and notably different from hier neighbour and co-
workers.

The assumptions underlying this complexity are:

. man is not only complex but highly variable. Hesbe has many
motives which are arranged in some sort of hiesarand
importance to him or her, but this hierarchy isjeabto change
from time to time and from situation to situation.

. man is capable of learning new motives through drisher
organisational experience.

o man’s motive in different units in the same orgaha may be
different.
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. a person who is alienated in the formal organisatitay find
fulfillment of his or her social and self-actuatisa needs in the
informal organisation.

. man can be productively involved with an organ@maton the
basis of many different kinds of motives. His ar hultimate
satisfaction and effectiveness of the organisadiepend only in
part on the nature of his or her motivation.

3.2.1 Approaches to Motivation

There are many approaches to motivation. The tioadil approach
which is commonly practised in Nigeria is the cé@and-stickapproach.
It consists essentially of forcing people to woyktbreats to fire them or
cut their economic reward if they don’t. It assurtiest the main reason
why some people work is to earn money.

Other approaches are:

o the expectancy theory,
. the need satisfaction theory,
. motivator-hygiene theory.

3.3 Motivating the Nigerian Worker for Higher Productivity

The general perception among Nigerian workers it tlheir
advancement does not depend on how hard they wrarowhom they
know. This perhaps explains why the administratperalysis of
neglect, lack of morale, indifference, sagging piciovity, callousness
and inefficiency could be explained in terms of thlerlying culture,
attitudes and values inherent in our society.

In the Public Service, a survey showed that app@nts, promotions,
status and prestige are shared on the basis okef&e@haracter” and
nepotism rather than merit.

Aina (1990) identifies some key factors involved monitoring
employees for higher productivity. They are:

salaries and wages,

incentives system,

work ethic and social values,

morale,

social and psychological condition of workers,
guality and style of supervision and management,
knowledge and skills of workers,

The reward system management.
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To effectively motivate the Nigerian worker for hgy productivity, the
following must be borne in mind:

clear objectives and positive reinforcement,
monetary incentives,

status,

participation in decision making,

flexible working hours,

evaluation of individuals,

openness towards others.

SELF-ASSESSMENT EXERCISE

What are the factors involved in motivating empleyefor higher
productivity?

4.0 CONCLUSION

A satisfied worker is a committed worker. Thiswhy managements
must make concerted efforts at motivating the wandé to act in a
manner that will produce the desired result.

5.0 SUMMARY

Maximising productivity is critical in the managenteplanning and

decision making process. To motivate a worker, wust understand
the nature of man, or the individual to be motidate

6.0 TUTOR-MARKED ASSIGNMENT

Identify and briefly explain the major techniqudsit can be used to
motivate the Nigerian worker for higher productyvit

7.0 REFERENCES/FURTHER READING

McGregor, D.M. (1960)The Human Sde of the Enterprise. New York:
McGraw-Hill.

Aina, Olusola (1993).Personnel Management in Nigeria: A Work-
Centered Approach. Lagos: Edition F Communications
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1.0 INTRODUCTION

This unit will expose students to the various medslorganisation
primarily designed to achieve organisational effectess.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. state the concept of system overlaps
. identify the processes in an organisation
. explain the characteristic of a bureaucratic orggtion.

3.0 MAIN CONTENT

3.1 The Concept of Overlays

The Concept of Overlays was proposed by Pfiffner &hernood. They
see organisations as a variety of complex factavskwwg within the
ambit of a formal organisational set-up. This @apicpresupposes that
an organisation is a formal structure deliberatebystituted by the
framer to show the types of interactions that w# allowed in the
organisation.

The formal structure is a Job-task Pyramid andesgants the foundation
of the organisation. The structure can be moditigdinternal and
external pressures. The pressures were referreg @rife as a System
of Overlay. The overlays are:
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(a) socio-metric overlay — this is a problem solving approach. It
depicts special friendship within the organisation.

(b)  function overlay — depicts a direct relationship between
operating departments and specialists assistants.

(c) the decision overlay— depicts the flow of important decisions in
the organisation.

(d) the power overlay — depicts the centres of power in the
organisation

(e) communication overlay — depicts the channel of who talks to
who about a particular problem.

These overlays invariably modify the formal struetwf the job-task
pyramid.

3.2 The Fusion Process and System Organisation

The Fusion Process recognises the existence ofididils whose goals
are distinctly separate from those of the orgaiusator which they
work.

It regards an organisation as a dynamic open systartaining formal
and informal behaviours. Three processes in amnisgtion were
identified as:

) the socialising process, which are activities dbotmg to
achievement of corporate goals.

) the personalising process, which are activitiedrdmuting to the
realisation of the individual work.

) the fusion process, which are simultaneous occoesnof

socialising and personalising processes or the l&meous
achievement of organisational and individual goals.

The concept of organisation as a system was basedpirical studies.
It assumes that not all organisations are effectivAn effective
organisation is regarded as one which encourageduiiding of an
effective work groups with high performance goals.

Likert categorises such organisations into fourmely: System 1,
System 2, System 3, and System 4.

The Likert's Systems 1 and 2 are equivalent to Mg®r's Theory X
while Systems 3 and 4 are equivalent to the Th&oamgsumptions.
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In system organisation, the managers act as link. piThat is, they
connect each group with the immediate supervisposip.

3.3 The Bureaucratic Model

Max Weber's ideal type of organisation, otherwisferred to as
Bureaucracy is an attempt at describing an ideah fof an organisation
which guarantees the predictability of the behavmfuemployees of an
organisation.

The characteristics of bureaucracy are:

. rational legal system of goals

authority of office

Hierarchy: superior — subordinate relationship

rules, regulations and records

specialisation — limited sphere of competence
predictability arising from rules and regulations
universalism or indifference implying apparent imjzity
employment should be based on technical competence.
. offices should be taken as careers.

SELF-ASSESSMENT EXERCISE

Identify the overlays which are inherent in a formanisation.
4.0 CONCLUSION

Organisations are deliberately designed to acheéfeetiveness.
50 SUMMARY

Different models of organisations are identifietie$e are:

. the concept of overlays
. the fusion process

. system organisation

. the bureaucratic model.

Organisations must be designed to achieve effews® Likert
identified four categories of an effective orgatima

The Likert Systems 1 and 2 are equivalent to Mc@GregTheory X,
while Systems 3 and 4 are identical to McGregohsary Y.
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6.0 TUTOR-MARKED ASSIGNMENT

State the characteristics of Weber's ideal-type aonigation or
Bureaucracy.

7.0 REFERENCES/FURTHER READING
Simon, H.A. (1945).Administrative Behaviour. New York: Macmillan.

Barnard, C. (1964). The Functions of the Executive. Cambridge:
Harvard University Press.

57



MBA 831 ORGANISATION BEHAVIOUR AND THEORY |
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1.0 INTRODUCTION

This unit will introduce you to the principal coitttors to the scientific
movement.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. state the contributions of Frederick Taylor to stifec movement

o state and explain Henri Fayol's contributions

o explain Urwick and Gulick’s contributions to theimuiples of
management.

3.0 MAIN CONTENT

3.1 Frederick W. Taylor (1856-1915)

Frederick Taylor is commonly referred to as thehdéatof scientific
management movement. As a staff of the MidvaleestCompany in
Pennsylvania, USA, he harped on his work experietoarious levels
of the organisation to establish the fact that bBsgntial amount of
inefficiency was prevalent in the performance of tsks of the
operational level.

The high level of inefficiency, according to himasvpartly due to the
fact that workers were in charge of both planning gerforming their
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job, which he claimed led to wastage. He perceihed a gap existed
between actual production and cost.

He believed that proper work methods and standaciddd eliminate or
reduce the level of inefficiency.

Taylor’s research work was largely focused on:

improvement of working tools,

analysis and innovation of work methods,
enforced standardisation of work methods,
enforced cooperation.

Taylor’s principles as summarised by Villers (19669:

(a)

(b)

(€)

(d)

(e)

(f)

Time study principle: Production effort should be measured by
the standard and time and accurate time studylestad for the
work.

Piece-rate principle: wages should be made proportional to
output. Rate being based on standards alreadylisbizd.

Separation of planning from performance: Managements
should be responsible for planning and also makee su
performance is physically possible.

Scientific methods of work principle: managements should take
charge of the work method and train the workforoeoadingly.

Managerial control principle: managers should be taught how
to apply scientific principles of management andtoa.

Functional management principle:advocates the application of
military principles and the design of industriaganisations to
serve desired purpose.

In addition, Frederick, Taylor also advocated thiéofving:

that law is the chief instrument for efficient mgeanent,

that good life for the workforce must be broughtoatb by
monetary rewards,

that administration should be interrelated with tpersonal
aspirations of the workers.
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3.2 Henri Fayol (1841-1925)

Henri Fayol developed some principles of managemeitich
complemented the work of Frederick W. Taylor.

Fayol's work was focused on top management. Hene@f the
functional elements of organisation as:

to plan,

to command,
to coordinate,
to control.

Fayol's 14 principles of management are designeceribance the
organisation’s effectiveness and efficiency. Thagiples are:

(1) Division of work: this emphasises on specialisation and
specialisation enhances effectiveness.

(2) Authority and responsibility:  authority should be
commensurate with responsibility.

(3) Discipline: staff must respect and obey the rules and obgsxtiv
of the organisation.

(4) Unity of command: Subordinates should be responsible to one
superordinate.

(5) Unity of direction: unity of purpose. All work toward the
attainment of one goal.

(6) Subordination of individual interests: the interests of the whole
should take precedence over the interest of asiffiber.

(7) Remuneration: payment should be fair and not exploitative.

(8) Centralisation: there should be a balance between concentration
and decentralisation.

(9)  Scalar chain: chain of superiors from the highest to the lowest.
(10) Order: a place for everything, everything in its place.

(11) Equity: fairness, cordiality, kindness and justice, based
predetermined norms.

(12) Stability of tenure: unnecessary staff turnover is seen to be the
cause and effect of bad management.
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(13) Esprit de corps: unity is strength.

(14) Discipline: this is concerned with respect for agreements égime
at obtaining obedience. Required by superiordl &\els.

3.3 Urwick and Gulick (1937)

Urwick and Gulick worked on Fayol's principles ofamagement to
derive more articulate and up-to-date principles management.
According to them, the primary works of the exeeaitare: Planning,
Organising, Staffing, Directing, Coordinating, Rejpgy and Budgeting,
which stand for the acronym: “POSDCORB”.

This was later expanded by Enaohwo and Eferakey@89)1 as
POSDCORBE, with the “E” standing for Evaluation.

SELF-ASSESSMENT EXERCISE

Explain the acronym “POSDCORBE”".

4.0 CONCLUSION

The Scientific Management Movement was the precsrsothe Human
Relations Movement. The movement believed thattieone best way
to manage.

5.0 SUMMARY

Frederick Taylor, the Father of Scientific Manageimewas of the
opinion that management should take responsiliityplanning design
methods for accomplishing or performing a task ambnitor
performance to ensure effectiveness and efficiency.

6.0 TUTOR-MARKED ASSIGNMENT

Identify and explain the six steps into which Mileummarises Taylor's
Principles of Management.

7.0 REFERENCES/FURTHER READING

Fayol, H. (1949).General and Industrial Management, (London). Sir
Isaac Pitman and Son.

Hicks, H.G. and Gullet, C.R. (19760rganisations. Theory and
Behaviour. McGraw-Hill Kogakusha Limited.
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UNIT 5 STAFF MORALE AND JOB PERFORMANCE
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1.0 INTRODUCTION

The unit will expose us to the concept of staff a@rand its attendant
effects on job performance.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

. explain the concepts of morale and motivation
. state the influence of motivation on staff perfonoa
. describe the process of boosting staff morale.

3.0 MAIN CONTENT

3.1 The Concepts of Morale and Motivation

Motivation is one of the ways of arousing interast inspiring people
to cooperate and when necessary “pull out” somgteixtra. It is the
investigation of behaviour rather than the merestexice of a need.
Environment motivations (incentives) are:

o good objectives towards good behaviour is directed,
) a wide variety of stimulating conditions which ag spurs and
checks to performance efficiency.

Study has shown that human performance equally miisp@n the

environment’s temperature, humidity and circulatioh air. Man’s
attitude to work can be changed by praise or rdpromwards or
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punishment, working against a competitor or as amber of a
cooperating group, working with the knowledge, aglng success, or
failure, working with a definite aim or purpose.

The morale of a worker can be changed by one oerabthe reasons
mentioned above.

3.1.1 Who is involved in Motivation?

. Team leader: inspires members of the team to create the right
response.

. Self motivation: the desire to excel and achieve target.

. Co-workers: other varieties such as music could be a stimulant

particularly in monotonous work. A natural leadeuld emerge
from the working team.

o Personnel staff: through effective administration of incentives
and other staff welfare packages.

3.1.2 What is Morale?

According to Otu (1998), morale is the emotionalateon of a person to
his job. It refers to confidence in the meansadlgttainment:

I. in leaders,
il. in subordinates,
ii. in oneself.

Morale is an abstract term. It cannot be isolatede®n. A correlation
exists between low morale and other factors such as

labour withdrawal,
absenteeism,

indolence,

loafing,

excessive excuse from work.

Conversely, high morale is associated with:

promptness,
enthusiasm,
dependability and,
cooperation.
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3.2 The Influence of Motivation on Staff Morale

Motivation is a driving force, a propeller that\tes an individual to take
a desired action. The human resource plays a givaoie in the
effective attainment of organisations.

In view of this, it is critical that managementsleeks the welfare of this
all-important resource. Addressing these resougisrequire the
integration of the individuals’ needs with the goaf the organisation.

This should be pursued in line with Frederick Heetz’'s Motivator —
Hygiene factors. To be avoided are the hygieng¢ofacwhich are
demotivators. They are workers’ pay, fringe beasefiworking

conditions, quality supervision and administratipolicies, while the
motivators to be embraced are: Recognition, advarog achievement,
personal growth and self-fulfilment. This enabtee organisation to
elicit the following behaviour from its staff:

o staff are induced to enter and remain within treteay,

o staff are made to carry out their role assignmantdependable
manner,

. staff are involved in innovative and spontaneousiviig in

achieving organisational objectives.
3.3 Boosting the Morale of Staff

It is the prime responsibility of the leadershipdnsure a conducive
work environment which will enable staff members toarry out their
works and to boost their self-worth on their jobs.

The leader must be accessible, flexible and willogeffect necessary
and practical changes in the leadership style dndrastration.

Staff morale can be boosted through:

praise,

responsibility,

promotion,

advancement,

professional and academic growth.

SELF-ASSESSMENT EXERCISE

In what ways can staff morale be boosted?
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4.0 CONCLUSION

Motivation is a key aspect of morale, while moraecritical to the
attainment of organisational goals. A happy worlemr productive
worker.

5.0 SUMMARY

Motivation is an inner drive that compels an indival to act in a
desirable way while morale is that emotional resgoof a person to his
or her job.

Low morale correlates with absenteeism, latenessvadk, loafing,
indolence and unacceptable labour withdrawal.

High morale is associated with:

promptness and punctuality,
enthusiasm,

dependability,

cooperation.

6.0 TUTOR-MARKED ASSIGNMENT
Discuss the effects of motivation on staff morale.
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