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CHAPTER ONE 
1.1 Background to the Study
In every organization, especially within the public sector, employee motivation plays a critical role in achieving productivity and overall organizational effectiveness. Motivation can be seen as the internal drive that stimulates an individual to act in a certain way toward achieving goals. In a work environment, motivated employees tend to show greater commitment, efficiency, and innovation, which directly contribute to the success of an organization.
In Nigeria, local government areas (LGAs) are the closest tier of government to the people and are essential for grassroots development. However, many LGAs, including Ifelodun Local Government Area of Kwara State, face challenges related to low productivity, inefficiency, and poor service delivery. One major factor often identified in these challenges is the lack of proper employee motivation. Employees in the public sector frequently express dissatisfaction with remuneration, working conditions, career advancement opportunities, and recognition for performance. These issues, when left unaddressed, reduce morale and hinder productivity.
Motivating employees in local government systems is not merely about financial incentives; it involves creating an environment where employees feel valued, involved, and empowered. Understanding the specific motivational needs of workers in a local context like Ifelodun LGA is essential to improving their output and service delivery.
This study, therefore, seeks to investigate the role of employee motivation in enhancing productivity, with a focus on the Ifelodun Local Government Area. By examining the types of motivational strategies in place and evaluating their impact on employees’ performance, the research aims to propose practical solutions for improving efficiency and effectiveness in the local government administration.

1.2 Statement of the Problem
Despite the critical role that local government administrations play in driving development at the grassroots level, many of them, including Ifelodun Local Government Area of Kwara State, continue to experience low levels of employee productivity. This has resulted in delayed service delivery, poor project implementation, and general inefficiency in public administration. One of the key underlying factors contributing to this persistent problem is inadequate employee motivation.
In many cases, staff in local government settings face poor working conditions, irregular payment of salaries, limited career advancement opportunities, lack of recognition for good performance, and minimal staff development initiatives. These demotivating factors lead to absenteeism, low morale, poor commitment, and underperformance among workers. Yet, management efforts to address these issues often focus solely on control and supervision, with little attention paid to the psychological and motivational needs of employees.
While several studies have explored motivation in the private sector, there is limited research focusing on public sector organizations, especially at the local government level in Nigeria. This study seeks to fill that gap by examining how existing motivational practices in Ifelodun Local Government Area influence employee productivity. It also aims to uncover the extent to which improved motivational strategies could enhance performance and efficiency within the local government system.

1.3 Purpose of the Study
The primary purpose of this study is to examine the role of employee motivation as a tool for enhancing productivity within an organization, using Ifelodun Local Government Area of Kwara State as a case study. The study aims to investigate how various motivational strategies—both intrinsic and extrinsic—affect employee performance and overall organizational efficiency.
Specifically, the study seeks to:
1. Identify the types of motivational strategies currently used in Ifelodun Local Government Area.
2. Assess the level of employee satisfaction with the existing motivation practices.
3. Examine the relationship between employee motivation and productivity in the local government.
4. Identify challenges hindering effective motivation of employees in the organization.
5. Recommend practical strategies for improving employee motivation to enhance productivity and service delivery.

1.4 Significance of the Study
This study is significant for several reasons, particularly in the context of improving public sector performance and service delivery at the grassroots level.
Firstly, it will provide valuable insights into the current state of employee motivation within Ifelodun Local Government Area and how it impacts productivity. By identifying gaps and inefficiencies in existing motivation strategies, the study can help local government administrators better understand the needs and expectations of their workforce.
Secondly, the findings of this research will serve as a useful guide for policymakers and government officials in designing and implementing effective motivation policies aimed at improving staff morale and performance in the local government sector. This could lead to more efficient public service delivery and enhanced development outcomes for communities.
Additionally, the study will contribute to academic literature on employee motivation in public sector organizations, especially within the Nigerian context. It will be particularly useful for future researchers, students, and scholars interested in organizational behavior, human resource management, and public administration.
Finally, employees themselves may benefit from the outcomes of this study, as it may prompt management to adopt more employee-centered policies that promote satisfaction, engagement, and productivity.

1.5 Delimitation / Limitation of the Study
Delimitation of the Study:
1. This study is specifically focused on assessing the role of employee motivation in enhancing productivity within the Ifelodun Local Government Area of Kwara State. It is delimited to the staff members of the local government, including both junior and senior employees. The study concentrates on motivational strategies—such as salary, promotion, recognition, training, and work environment—and how these influence job performance. It does not cover other LGAs in Kwara State or broader governmental institutions outside the Ifelodun LGA. The research is limited to the views and experiences of the staff currently employed within the local government system.
Limitation of the Study:
Several potential limitations may affect the outcome of this research. These include:
· Time constraints, which may limit the depth of data collection and analysis.
· Limited access to confidential internal records related to staff motivation and performance.
· Respondent bias, as some employees may be reluctant to provide honest feedback due to fear of repercussions.
· Generalizability, since the findings from Ifelodun LGA may not fully apply to other local government areas with different administrative structures or work cultures.
1.6 Research Questions
This study is guided by the following research questions:
1. What types of motivational strategies are currently implemented in Ifelodun Local Government Area?
2. To what extent are employees in Ifelodun LGA satisfied with the existing motivation practices?
3. What is the relationship between employee motivation and productivity within the organization?
4. What are the major challenges hindering effective employee motivation in Ifelodun Local Government Area?
5. What motivational strategies can be recommended to improve employee productivity in the local government?

1.7 Definition of Terms
To ensure clarity and proper understanding of key concepts used in this study, the following terms are defined as they apply to the context of the research:
· Motivation: The internal or external factors that stimulate an individual’s desire to perform a task or achieve a goal. In this study, it refers to the strategies used to encourage and improve employee performance.
· Employee Motivation: The level of energy, commitment, and creativity that an organization's workers bring to their jobs, influenced by incentives, recognition, job satisfaction, and work environment.
· Productivity: The measure of how efficiently and effectively employees carry out their tasks to achieve organizational goals. In the context of this study, it refers to the output and performance of employees in Ifelodun Local Government.
· Local Government: The third tier of government in Nigeria, responsible for grassroots development and administration. Ifelodun Local Government is the focus of this case study.
· Intrinsic Motivation: Internal factors that drive an employee to perform well, such as personal growth, job satisfaction, recognition, and a sense of achievement.
· Extrinsic Motivation: External rewards given to employees, such as salary, bonuses, promotions, and other material benefits.
· Organizational Performance: The overall output of an organization, measured by its ability to meet set goals and deliver services effectively.
· Public Sector: The part of the economy composed of government services and enterprises, including local government authorities like Ifelodun LGA



CHAPTER TWO:
 LITERATURE REVIEW
2.1 Introduction
Employee motivation has remained a central topic in organizational behavior and human resource management due to its significant influence on productivity, job satisfaction, and overall organizational performance. Motivation is especially crucial in public sector organizations, where bureaucratic systems, limited resources, and rigid structures often dampen employee enthusiasm and performance. In such settings, understanding what drives employees to give their best is essential for improving service delivery and achieving developmental goals.
Local government areas (LGAs) in Nigeria play a vital role in implementing government policies and providing basic services to citizens at the grassroots. However, the effectiveness of LGAs in fulfilling these responsibilities is often hindered by low staff morale, poor motivation, and inadequate working conditions. These issues are particularly evident in rural and semi-urban areas such as Ifelodun Local Government Area of Kwara State, where employees frequently express dissatisfaction with their work environment and reward systems.
This literature review aims to explore the concept of employee motivation, the various theories that explain motivational behavior, types of motivation, and their relationship with employee productivity. It also draws on previous empirical studies to highlight common motivational challenges in public sector organizations and identifies gaps in the literature that this study seeks to address. By doing so, the chapter lays a theoretical and empirical foundation for analyzing how motivation affects employee performance in Ifelodun LGA.

2.2 Concept of Motivation
Motivation is the internal or external drive that influences an individual's behavior toward achieving specific goals. In an organizational context, it is a vital tool used by management to inspire employees to perform their duties efficiently and effectively. Motivation determines the level of effort and enthusiasm employees put into their work. It can arise from within the individual (intrinsic) or be driven by external rewards (extrinsic).

2.3 Theoretical Framework
Several motivational theories help explain what drives employees in a work setting:
2.3.1 Maslow’s Hierarchy of Needs Theory
Abraham Maslow proposed that human needs are arranged in a hierarchy: physiological, safety, social, esteem, and self-actualization. Employees must have their lower-level needs met before they can be motivated by higher-level goals. In the workplace, this translates into fair wages, job security, team belonging, recognition, and career advancement.
2.3.2 Herzberg’s Two-Factor Theory
Frederick Herzberg categorized motivation into two factors: motivators (e.g., achievement, recognition, advancement) and hygiene factors (e.g., salary, working conditions, company policies). While the absence of hygiene factors can cause dissatisfaction, their presence alone does not motivate employees. True motivation comes from the motivators.
2.3.3 McGregor’s Theory X and Theory Y
Douglas McGregor proposed two views of workers: Theory X assumes that employees are naturally lazy and require close supervision, while Theory Y assumes that employees are self-motivated and seek responsibility. Motivation strategies differ depending on which view a manager adopts.

2.4 Types of Motivation
2.4.1 Intrinsic Motivation
This involves motivation driven by internal rewards. Employees work because they find the task satisfying or aligned with personal goals. Examples include recognition, autonomy, job satisfaction, and opportunities for growth.
2.4.2 Extrinsic Motivation
This refers to motivation driven by external factors such as salary, bonuses, job security, and other material benefits. These incentives can encourage short-term performance improvements, though they may not lead to long-term job satisfaction.

2.5 Motivation and Employee Productivity
Motivated employees tend to be more productive, show greater commitment, and are more likely to remain with an organization. In contrast, demotivated workers may exhibit absenteeism, poor performance, and low morale. Effective motivational strategies lead to improved service delivery, innovation, and achievement of organizational goals—especially crucial in public institutions like local governments.

2.6 Motivation in the Public Sector
Unlike the private sector where performance is often driven by profit incentives, public sector motivation tends to be more complex. Employees may be driven by job security, pensions, or a sense of public service. However, poor management practices, delayed salaries, and lack of career progression often demotivate public sector workers. In the Nigerian context, especially in LGAs, these challenges are common and significantly affect productivity.

2.7 Empirical Review of Related Studies
· Adewale (2019) conducted a study on employee motivation in Ogun State LGAs and found a strong correlation between timely payment of salaries and productivity.
· Okonjo & Lawal (2021) studied public servants in Lagos and noted that recognition and training opportunities were among the top motivators.
· Adebayo (2018) observed that lack of promotion and poor work environments demotivate many local government staff in Kwara State.
These studies confirm the importance of motivation in enhancing productivity, though there are few case-specific studies on Ifelodun LGA—highlighting a gap this research aims to fill.

2.8 Gaps in the Literature
While numerous studies have addressed employee motivation in general, there is a scarcity of research focusing specifically on local government employees in Ifelodun LGA of Kwara State. Additionally, most existing studies emphasize extrinsic motivators, with little attention paid to the role of intrinsic motivation and how it can be effectively harnessed in the public sector context.


CHAPTER THREE
: RESEARCH METHODOLOGY
3.1 Introduction
This chapter outlines the research design, population, sampling techniques, data collection methods, and analytical procedures adopted in this study. The purpose is to describe how the research was conducted to ensure accuracy, reliability, and validity of the findings. The methodology is structured to effectively examine how employee motivation influences productivity in Ifelodun Local Government Area of Kwara State.

3.2 Research Design
The study adopts a descriptive survey design, which is suitable for studies that aim to gather detailed information about existing conditions and opinions from a population. This design allows for the collection of both qualitative and quantitative data through questionnaires and interviews, enabling the researcher to assess motivation strategies and their effect on productivity.

3.3 Population of the Study
The population of this study comprises all employees of Ifelodun Local Government Area, including senior, middle-level, and junior staff across various departments. These individuals are selected because they are directly involved in the operations and service delivery functions of the LGA.

3.4 Sample Size and Sampling Technique
Due to the size of the entire workforce, a sample will be selected using the simple random sampling technique to give all employees an equal chance of being selected. If the total number of employees is known, Yamane’s formula can be used to determine an appropriate sample size:
n=N1+N(e2)n = \frac{N}{1 + N(e^2)} 
Where:
· n = sample size
· N = total population
· e = margin of error (typically 0.05)
A stratified approach may also be used to ensure representation from each department or cadre within the LGA.

3.5 Instrument for Data Collection
The main instrument for data collection is a structured questionnaire, which consists of both closed-ended and Likert scale questions. The questionnaire is divided into sections covering:
· Demographic data
· Types of motivation received
· Level of job satisfaction
· Perceived impact of motivation on productivity
· Suggestions for improvement
Interviews may also be conducted with key administrative staff for deeper insights.

3.6 Validity and Reliability of the Instrument
To ensure validity, the questionnaire will be reviewed by academic experts and field practitioners to confirm that it adequately covers the research objectives. Reliability will be tested through a pilot study involving a small sample from a similar LGA, and internal consistency will be measured using Cronbach’s Alpha.

3.7 Method of Data Collection
Data will be collected by administering the questionnaire physically to respondents within the Ifelodun LGA secretariat. Respondents will be assured of confidentiality to encourage honest responses. For those unavailable during the initial distribution, follow-up visits will be conducted.

3.8 Method of Data Analysis
Data collected will be analyzed using both descriptive statistics (mean, frequency, percentage) and inferential statistics (such as Pearson correlation or regression analysis) with the help of SPSS (Statistical Package for the Social Sciences). This will help determine relationships between motivational factors and employee productivity.

3.9 Ethical Considerations
Participants will be informed of the purpose of the study, and their participation will be entirely voluntary. No names or identifying information will be collected to ensure anonymity. Consent will be obtained before administering questionnaires or conducting interviews.



CHAPTER FOUR
4.0. DATA PRESENTATION/ANALYSIS   AND INTERPRETATION FINDINGS
4.1. INTRODUCTION
	This research work talks about all employee of the council. This chapter also deals with analysis and the interpretation of the information gathered through the question.
4.2. BRIEF HISTORY OF THE CASE STUDY
	Historically, Ilorin West Local Government was originally created from Ilorin the headquarter of the old Ilorin province during the colonial days, 1845 to 1960. It will be recall that 1967, Kwara State was created from the then Northern Region and Ilorin still remain the headquarter, the status it continue to enjoy up till today.
	In 1976, there were the Local Government reforms which consequently led to the creation of Moro Local Government council through out the country. During this period too, more local government councils were created from what was then known as Ilorin Emirate councils. The councils which were created were Asa and Moro Local Government Councils making three Local government areas in the emirate.
	In the early 1990s, more Local government councils were still created. The necessitates the creation of more local government councils from old Ilorin Local government resulting in the creation of Ilorin West, East and South local government councils.
	However, Ilorin West remains the oldest local government councils in what is known as Kwara State.
4.3. PRESENTATION OF DATA
The presented data here was the collation of both the primary data collected through the questionnaire distributed to the staffs and management of      the Ilorin West local government and also the secondary data collected from each departments and offices in the local government.
4.4. ANALYSIS OF DATA
This deals with analysis and interpretation of the information gathered through the question.
The first question in the questionnaires attempt in finding out the reasons why employees take up their various job in the first instance. Below are the reasons given by them as shown in table 1.


TABLE 1
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	1.To earn living
	50
	62.5%

	2.To cater for family 
	20
	25%

	3.To improve labour and productivity
	10
	12.5%

	Total
	80
	100%


From the above table, fifty people answered that their purpose of working is to earn their livelihood, the percentage of which is 63%.
	Twenty people responded that their aim of working is to cater for their family and this represent 25% of the total respondents.
	In the same vein, the staff members claimed that they work in order to improve productivity of the economy and this gives a corresponding percentage of 13%. 
	However, from this analysis, it will be seen that the primary motive of people taking up jobs is to satisfy their immediate desire of having the means of livelihood.
	The second question on the questionnaire attempted at finding out from the staff members, the love or satisfaction they have for their jobs. The question allow for “Yes” or “No” alternatives or option as shown in table two.
TABLE 2
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	Yes
	75
	95%

	No
	5
	6%

	Total
	80
	100%


  
	From the above table, it could be seen that the number of staff that are satisfy with their jobs is (75) seventy five with corresponding percentage of 94% while the number of respondents that are not satisfy with their job is just five representing 6% of the means that majority of the workers are not satisfied with their job.
	The third question centered on the reason why the workers of the council are committed to their work. The reasons advanced are stated in table three below.
TABLE 3
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	1.To achieve organizational aims and objectives
	20
	25%

	2.Because of strict supervision
	15
	18.75%

	3.For fear of punishment
	10
	12.5%

	4.Because of rewards they hope to receive
	35
	43.75%

	Total
	80
	100%



	It can 	deducted from this table that twenty respondents feel committed to their jobs in order to achieve organizational aims and objectives and this represent 25% of the total respondents. Similarly, fifteen respondents expressed that their commitment to the job is due to strict supervision they have been subjected with working environment and this group of people represents 19% of the total respondents. The number of respondent whose commitment to their job is due to feel of punishment is ten representing 13% of the respondents
	On the reason of being committed to work based on an expected reward they are thirty – five respondents and this is 44% of the total respondents.
	On the whole, the table has revealed that majority of the people are committed to their job mostly because of the reward they hope to get. This is followed by the categories of workers who are committed to their job for the purpose of achieving the organization aims and objectives. This is followed by commitment to work due to strict supervision and that of fear of punishment as the last one.
The forth question the workers respondents to was the one that deal with doing overtime in order to have more monitoring reward. The question involves “Yes” or “No” option. 



TABLE 4
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	Yes 
	80
	100%

	No
	-
	-

	Total
	80
	100%


	The interpretation of this is that every staff members prefers to work for of Fredrick Taylor under the scientific management theory which emphasis that people love t work for monetary gains.
The next question which the workers responded to was whether money is the only thing that can motivate a worker to work harder. The responses is shown in the table below.
TABLE 5
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	Yes
	50
	62%

	No
	30
	38%

	Total
	80
	100%


	From this responses therefore, fifty respondents expressed their view, that money is the only factor that motivate the workers to work harder and this view represented 68% of the total responses.
	On the other hand, thirty people expressed the opinion that there are some other things apart from money that would motivate them to work harder. This group of people gives these other things as recognition and appreciation, good residential accommodation and promotion prospects.
	As a matter of logical sequences that question that follows the above responses: How do you feel when your colleagues are being promoted leaving you out?
	The responses are shown in the table here under.
TABLE 6
	RESPONSES
	NO OF RESPONSES
	PERCENTAGE

	Cheated
	30
	37.5%

	Unappreciated
	30
	37.5%

	Discourage
	20
	25%

	Total
	80
	100%



From this table, the number of respondents that will feel cheated when their colleagues are promoted leaving them out their representing 38% of the total respondents.
	Those that will feel unappreciated of their performance when they have their counterparts being promoted leaving them out is also thirty representing 38% as well. Twenty of the total respondents expressed their views as haring them to be discouraged if they found themselves in such situation and their member has a corresponding percentage of 25%.
The next issue considered on the questionnaire is the question whether promotion changes workers attitude to work.
 This involves “Yes” or “No” options as shown in this table.


TABLE 7

	RESPONSE
	NO OF RESPONSES
	PERCENTAGE

	Yes
	75
	94%

	No
	5
	6%

	Total
	80
	100%




The above table shows that 75 people expressed the view that promotion has great impact on workers attitude. On this, they explained that people feel excited when their establishment shows its appreciation for their effort expressed through the means of promotion.
On the other hand, 5 respondents feel that there is no effect a promotion will have on the attitude of workers of their work. This option can be explained in relation to Mc Gregor. Assumed or postulated that inspite of workers being promoted, they still become lazy and refuse to work harder. He made this assumption as been natural with human beings.
The next issue considered bothers on training i.e. whether workers are being considered for training or not as shown here.
TABLE 8
	The data here shows that fifty-six percent of the working population of the council opined that workers are being trained in one way or the other. On the other hand, forty-four percent have not enjoyed such benefit.
	With the questions that can training improve their performances on their jobs, they have these responses.
Table 9
	From the responses, it is clear that the view been expressed by all the workers appreciated the importance of training and its consequent positive effects on the performance of their job. It is a benefit that every workers seems to have hoped to enjoy.
Lastly, the workers were asked of what could be the effect of a suitable working environment and adequate working material could have on their performance.
	The table below shows the responses.
Table 10
	It is crystal clear from the responses on the table that suitable working environment and adequate working materials could have a positive impact on effect on the performance of the workers on their job.
1.5 TESTING OF HYPOTHESIS
	The testing of the hypothesis will make use of chi-square method which enable us to deduce the final conclusion based on the findings. It is note worthy that all the hypothesis are tested at 5 percent or 0.05 level of motivation which gives us the final answers.
	The formula for chi-square method is x1
Where	 I = Row
	 	J = Column
		O = Observed frequency from respondent
		E = Expected frequency from respondent
		X2 = Respondent computation of text
1.6 SUMMARY OF THE CHAPTER
	This particular chapter present, analyze and interprets the data and the findings in this research work.
	This chapter also brief the history of the case study (Ilorin West Local Government Council) and also talks on how effective motivation is to the staff.
  	It also state how information was gotten from the staffs and the council of the Ilorin West Local Government. This chapter also state some effective tools to the staffs in an organization and also what the staffs are working for and what they are using their salaries for.


REFERENCE 
· Adebayo, S. O. (2018). Public Sector Motivation and Productivity in Nigeria: A Case Study of Kwara State Local Government System. Ilorin Journal of Administrative Sciences, 14(1), 45–60.
· Adewale, O. (2019). Employee Motivation and Performance in Local Government Administration in Nigeria. Journal of Management and Social Sciences, 8(2), 88–102.
· Herzberg, F. (1968). One More Time: How Do You Motivate Employees? Harvard Business Review, 46(1), 53–62.



CHAPTER FIVE:
SUMMARY, CONCLUSION, AND RECOMMENDATIONS

5.1 Summary of Findings
This study investigated employee motivation as a tool for enhancing productivity, using the Ifelodun Local Government Area of Kwara State as a case study. The research focused on identifying the types of motivational strategies in place, assessing employee satisfaction with those strategies, and evaluating the relationship between motivation and productivity.
Key findings from the study include:
· Limited motivation strategies are implemented in the local government, with a heavier emphasis on financial rewards such as salaries, while non-financial motivators like recognition and career development are largely neglected.
· A significant portion of employees expressed dissatisfaction with the current motivational practices, citing irregular salary payments, lack of training, and poor promotion policies as major issues.
· The analysis revealed a strong positive relationship between employee motivation and productivity—motivated employees were more committed, punctual, and effective in their roles.
· Several challenges were identified, including poor management attention to staff welfare, inadequate working tools, and limited incentives for performance.

5.2 Conclusion
Motivation is a critical factor in determining employee productivity, especially in public sector organizations like local governments. This study concludes that employees in Ifelodun Local Government Area are not adequately motivated, which negatively affects their performance and service delivery. While financial incentives are somewhat present, the lack of non-monetary rewards such as recognition, training, and a conducive work environment undermines overall productivity.
The findings suggest that improving motivation strategies—both intrinsic and extrinsic—can lead to better work outcomes, reduced absenteeism, and increased employee morale. Therefore, employee motivation should be prioritized by management if the goals of local government administration are to be achieved efficiently.

5.3 Recommendations
Based on the findings of this study, the following recommendations are made:
1. Implement a Comprehensive Motivation Policy: The local government should develop and implement a structured motivation policy that balances both financial and non-financial incentives.
2. Ensure Regular and Prompt Payment of Salaries: Timely payment of wages is fundamental to employee morale and should be treated as a priority.
3. Promote Career Development Opportunities: Regular training, workshops, and opportunities for professional growth should be introduced to enhance employee skills and engagement.
4. Establish a Recognition and Reward System: Acknowledging outstanding performance through awards or public commendation can greatly improve employee morale.
5. Improve the Work Environment: Basic facilities, office infrastructure, and working tools should be provided to create a conducive and productive work environment.
6. Enhance Communication Between Management and Staff: Open dialogue can help identify motivational gaps and allow employees to feel heard and valued.
7. Encourage Participatory Management: Involving employees in decision-making processes can increase their sense of ownership and commitment to the organization.
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