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CHAPTER ONE
BACKGROUND TO THE STUDY
1.1	INTRODUCTION
Motivation in the driving force by which we achieve our goal. A reward tangible or intangible is presented after the occurrence of an action (that is behavior) with the interest to cause the behavior student show that if the person receive the reward immediately, the effect would hinder more dedication of time and energy. Repetitive action reward combination can cause the action to be keep their morale high. Most time salary of the employee is enough to keep them working for an organization.
	However, just working for salary is not enough for employee to say in an organization. An employment is to motivate the work of the organization. If no motivation is present in an employer then that employee quality of work in general will deteriorate.
	Motivated employee always look for better ways to arrive at the best of its service in performing a particular function. Employee that are always motivated to do new things and coming up with different new opinions still with the aim of carrying out there assigned duties are more productive in an organization furthermore “motive” is generally defined as the driving force behind our actions are fed by our heart or desire for something. It is that internal strength that get it’s move and take action to whatever goal or when we desire or plan to be active consequently.
Motivation is to boost employees moral by encouraging and influencing them in a positive way. When employee moral is high they perform their job or duties more effective and efficient. Whenever motivation comes up it should be recognized for the process of arousing action sustaining the activity in progress and regulating pattern of activity. Motivation in general sense consists of a driving force or a state of need deficiency which inclines a person to behave in a particular manner to develop capacity for certain types of behavior.
	The new motivational theories can be categorized into three major parts. These are: The content, the process and the reinforcement theories of motivation. Under the content theory we have theories like hierarchy of needs, theory x and y, ERG, theory of Alderfer and the two factors theory of Hertzberg. The process theory includes the expectancy theory, equity theory and reinforcement theory: These theories account for most of human behavior.
1.2	STATEMENT OF THE STUDY
(i) 	To know the meaning of motivation and examine its importance to management (Ibadan Electricity and Distribution Company (IBEDC), Ilorin).
(ii) 	To help management in appreciate the critical importance of people in the achievement of organizational goal and objectives.
(iii) 	To know the technique used in motivating employees (Ibadan Electricity and Distribution Company (IBEDC), Ilorin) staff members for higher performance.
(iv) 	It will make the staff to be efficient and effective in their operation which result to higher productivity.
(v) 	To reduce conflict between the employer and employee.
(vi) 	To increase the morale of the employee.
1.3	OBJECTIVE OF THE STUDY
The main objective of this study is to investigate motivation as a catalyst for improving employee’s productivity in Ibadan electricity and distribution company. The specific objectives are to;
i. Trace the historical background of Ibadan Electricity and Distribution Company.
ii. Establish nexus between motivation and employee’s productivity.
iii. Identify challenges confronting motivation of workers in Ibadan Electricity and Distribution Company.
iv. Proffer or suggest ways of improving employee’s motivation in Ibadan Electricity and Distribution Company.
1.4 SIGNIFICANCE OF THE STUDY
The study will help to know the historical background of Ibadan Electricity and Distribution Company. It will contribute to the body of the existing knowledge.
World over, Motivation is not what management can handle with levity, if objectives of the establishment is to achieved. That is why many companies, industries, and government establishment embark on different ways to attain their goals through motivation.
The rationale is to find out if motivation really help to enhances the management to attain its organizational objectives as this will help us to have directional and positive perspective about the Ibadan Electricity and Distribution Company and way it handles members of staff, marketing, its productivity, image building and human relation because all these will manifest in handling services rendered to its customers by extension to its profit making goals or desire.
1.5 	RESEARCH HYPOTHESIS
Ho: Motivation as a tool does not enhance staff performance in an organization.
Hi: Motivation as a tool that enhance staffs performance in an organization.
1.6 	SCOPE AND LIMITATION OF THE STUDY
This study looks into perfect fact of motivation as a process of attaining organization objectives. Motivation as a topic is very comprehensive in nature that is why we cannot write everything about it but for the purpose of this study we will concern ourselves with how motivation can be used to attained organizational objectives.
The major limitation to this project work is time, i.e. Time may not be enough to actually carry out the research to its fullness. Also finance is one of the limitation that is hindering a proper research work and lack of cooperation of some members of staff falling to disclose important information that is necessary for this project.
1.7 	ORGANISATION OF THE STUDY
This study is divided into five chapters. Chapter one deals with introduction, scope and limitation of the study, aims and objectives of the study, definition of terms and references.
Chapter two deals with the literature review, theoretical framework, current trend in thinking, summary of the chapter and references.
Chapter three contains the research method, introduction, sample and population of the study, sources of data/method of data analysis and research problems.
Chapter four has to do with presentation analysis, interpretation and analysis, introduction, brief history of the case study, presentation of data analysis, testing of hypothesis, summary of the chapter and references.
Lastly, chapter five focuses on the summary of findings, recommendations and conclusion.
1.8 	DEFINITION OF KEY TERMS
INCREASE: Rise in amount number or value, price higher than usual, elevating or raising.
MOTIVATION: These are psychological stimulated to cause the arousal, directed in persistence of voluntary action towards achieving organizational goals.
MANAGER: This is a person that controls business or other worker in an organization.
ORGANIZATION: A social unit deliberately constructed and re-contracted for the purpose of achieving goals as well as the aspiration of its labour force measured in the industry by company the amount use to produce.
TRAINING: The act of improving the skill and potentials of a worker.




REFERENCES
Abraham Maslow ( 1989 ) :Motivation and personality Harper and Row, 3rd edition.
Appleby (1981): Management concepts and process 4th edition.
Biswaject P. (2004): Human resources management ( 2nd edition ) New Delli, Prentice hall.
Cater E.C (1971): The Behavioral theory of the firm top level corporate decision administrative science quarterly 16, PP 143 – 29.
Hodgits M. Richard (1989): Management theory process. WS Sandex Company Washington square 1st Edition.
Jablonky and De-vries (1938): Motivation Enhancing Techniques.
Jacob Olawale (2008): Book of Management.
Kootzal (1980): Management theory 3rd edition.
Uzoagulu Agunji Emeka (1998): Practical guide to writing research projects, reports in tertiary institution.






CHAPTER TWO
2.1	LITERATURE REVIEW
This chapter presents scholars opinion on motivation and productivity as well as theoretical framework.  
According to Abraham Maslow he thinks motivation has to do with a person who has many needs at given time. Some needs are biogenic, they arise from physiological states of tension such as hunger, thirst, discomfort. Other needs are psychogenic: they arise from psychological states of tension such as the need for recognition, esteem or belonging. A need becomes a motive when it is aroused to a sufficient level of intensity. A motive is a need that is sufficiently pressing to drive the person to act. A motivated person is ready to act. How the motivated person actually acts is influenced by his or her perception of the situation.
Abraham Maslow is another tradition in the area of motivation, according to him human beings ae motivated to satisfy physiological needs first (food, clothing and shelter) then they seek to realize their potential what Maslow called self-actualization.
Appleby (1981) defines motivation as the which concerns the way urges, aspiration, drives and needs of human beings direct or control Koontzet all 1980. Asserts that all those who are responsible as the which of management of any organization must build into the entire system factors that will induce people to contribute as effectively and efficiently as possible. People do things they do willingly or unwillingly but whenever they do is directed towards a goal.
For an organization to have a good system of motivation, Appleby list some requirements.
i. 	Subordinates must be induced toward and product more.
ii. 	A good system must be comprehensive in providing for the satisfaction of all needs.
iii. 	There must be provision for financial opportunities particularly those giving more personal freedom e.g shops in the company.
iv. 	Security is a vital element must be assured to the employees.
2.2	CONCEPT OF MOTIVATION   
Motivation is physiological fealties that arouses an organization to cat to word the desired goals and according to Blacksmith (1966) sectarian goals directed behaviours. Motivation connotes the process of arousing action, sustaining the activity in progress and regulating pattern of activity. For example, manger is a motivation that elicit a desire to act cognitive and social area motivation may be rooted in a basic implies to optimized wellbeing minimize physical par and maximize pleasure.
It can also be originate from specific physical need such as eating, sleeping or resting and sex according to M.C Gregor (1950), motivation is an inner drive to behave or an act in a certain manner. It’s the difference between waking up before going down to pound the pavement and lazing around the house all day.
This inner condition such as wishes, desire, activities to move in particular direction in behavior.
Motivation as defined by Pritchard and Ash wood (1980), as the process used to allocate energy to maximize the satisfaction of need.
Firstly, this definitions explain productive labours and according to Smith (1988) is any work which fixed itself in a tangible objective productive labour is any work where the value is consumed. Do not cover all case it is possible to create intangible wholes valve are not immediately consumed “see marks” comments about software.
Secondly, let us recall that according to Druncker P.F (1960) day slavery was stilt and accepted practices such as human being were considered good to be traded.
An healthy human being useful and does more work than an unhealthy one so Smith divided labour into two broad category productivity and unproductivity.
Labour productivity according to Henry H.A (1974) was nay work which fixed itself tangible objective productivity. Labour is any work where the value was consumed as it was created.
Henry H.A constrained the role of labour in a manufacturing plan productivity. Work with task of servant unproductivity labour.
I would see productivity defined and motivation this way before and it struck me as an interesting ideal the idea that unless they affect them serves in some investment the work is unproductive.     
2.3	THEORETICAL FRAMEWORK
Productivity according to Stome John (1976) is a concept which relates the output of a production process to the input used in the process. There are several way to view productivity since in most process several recourse are used one may refer labour to productivity in which output obtained per worker employed per hour of work. Similarly, the productivity of other resource such as physical capital. The productivity of energy may also before interest.
A move general notion is that total factor of productivity which is related to the output in the entire set of physical recourse employees base on it’s relative importunate in the production process.
The productivity problem by John, a station  for example, therefore factors acted most frequently at a recent conference on productivity were a decline in capital investment showing the introduction of new technology the changing composition of the labour force relatively move in experienced groups and served to increase the child in the absence of threat.
For those children who received no extrinsic reward, self-determination in theory proposes that extreme six motivation can be internalized by the individual if the task fits their various and belief therefore helps to fulfill their basic psychological needs according to Ubeku A.k. (1975).
Productivity shouldn’t be limited to just quickly completing your to do list. Ask yourself if your effort will faster themselves to an investment. If they aren’t, perhaps you are not as productive as you think.
There must always be enough self-determination in oneself to always have an assured motivation scheme in every productivity that is output.
2.4	CURRENT TRENDS IN THINKING
The current trends in thinking are the major one we have always had about scholars like Abraham Maslow, Mc. Gregor, Fredrick Taylor e.t.c.
Motivation as been defined by Print Chard and Ashwood (1980) as the process used to allocate energy to maximize the satisfaction of need.
The M.C Gregor theory of x and y the optimistic view and the pessimistic of things or situation on ground.
Taylor also listed “New Duties”
· Development of true science work of administration that would replace the rule of thumb method, in order to do away with or reduce all guess work. This emphasizes organized knowledge and professionalism among workers.
· Working for maximum output: rather than restricted output 
· The scientific selection, education and development of workmen
· He believes that there is need for friendly cooperation between management and the works men. Thus, to asserts that people will perform efficiently with proper coordination.
Abraham Maslow is another tradition in the area of behavioural psychology which claims a far greater divergence of perspective from the Hawthorne approach is the self-motivation man-model. He identified factors which under lie human behavior or the attitudinal disposition of the individual. Man according to Abraham Maslow is a wanting animal.
THE TECHNIQUES OF MOTIVATION
Techniques of motivation can be divided into two main groups. They are management by objectives and job enrichment.
1. 	MANAGEMENT BY OBJECTIVE (MBO): It was define as the process whereby supervisor and subordinate management of an organization jointly identify its common goals, defined each individual major areas of responsibility in terms of result for operating the unit and assessing the contribution of each of its members. Employees are motivated when management integrates their objectives or goals into organizational goals through (MBO). Advantages of management by objectives include the following:
i.     it is the best way to integrate activities and balance organization objectives.
ii.    it helps to integrate company goods of profit social and technical growth.
iii. it allows subordinate of management to help plan and control their performance which result in stronger motivation to do the best positive job.
2. 	JOB ENRICHMENT: It involves deliberate upgrading of responsibility and challenges at work. More and more work being redesigned to make it meaningful and in some cases, it includes growth employee responsibility for the planning and control of work and operation. It is also known as job enlargement both in scope and depth. The principle of job enrichment are as follows:
i.    Introduce new and more difficult task reach step giving staff an opportunity to learn and specialized.
ii.   Give employees the freedom of operation and responsibility.
iii.  To increase responsibility, gives the person a whole unit to operate. The unit may be one group section or division and grant additional authority to achieve the group goal.
MOTIVATION TOOLS AND TECHNIQUES
Motivation tools otherwise known as motivation are sued in arousing or gearing up an employee in an organization, when staff are geared up, it is likely to lead to effective management the tools include:
a. Salary payment.
b. Salary increase.
c. Bonus schemes.
d. Allowances.
e. Medical facilities.
The motivators may be direct and indirect. It is direct in the form of salary payment and it is indirect in form of services rendered to employees. The motivations mentioned above are now discussed below:
1. 	SALARY PAYMENT: By salary, we mean the monthly payment made by the organization to the employee for assisting in carrying out the activities of the organization.
ii. 	SALARY INCREASE: It may come in form of promotion which depends on the experience and service duration of work. The salary increases as work, it determines it degree of cooperation with the management.
iii. 	BONUS SCHEME: Bonus scheme provide additional benefits to salary which are related in some defined way to group performance.
iv. 	ALLOWANCE: Allowance is normally combined with payment of salary. They include transport allowance, housing allowance and children allowance.
v. 	MEDICAL FACILITIES: Provision of medical facilities for employee in another motivation that used in an organization. This service is likely to energize the power of employee himself towards performance of his duties.
MEANING OF ORGANIZATIONAL MISSION AND OBJECTIVE ORGANIZATION MISSION
Mission of a business organization is the actual, specific or unique business activities, it actually produces for a segment of the market, for example, the Nigeria breweries pi mission is to produce both alcoholic and non-alcoholic drinks and be the market relationship of a business organization.
Every business organization defines its mission, which set apart from other business organization and links it with a particular segment of the market. The mission of an organization is narrower than its purpose. It is on the basis of the mission that a business organization can generate the business opportunity set.
ORGANIZATION OBJECTIVES
Objectives are goals established to guide the efforts of the company and each of its component. Objectives usually measured to what extent we have achieved the purpose and mission goals of any business organization effective management by objectives. Objectives are target that must be achieved, if the organization is to achieve its major aims and goals.
It will be appreciated that most banks will have a diversity of objectives while the planning process should strike for compatibility between these objectives. They are as follows:
i. 	Objectives help to provide standard of assessing organization performance.
ii. 	Objectives helps to define the organization in its environment.
iii. 	Objectives help to coordinate decisions and decision maker.
TYPES OF ORGANIZATION OBJECTIVE
In deciding on the objective to be adopted, the banks must obviously take account of its strength and weakness. It should seek to exploit its strength to the full and avoid getting too involved in it weak areas.
Objectives can be quantitative and qualitative. Quantitative objectives provide the hard target example, profit. Return on assessment sales volume, and turn over etc. while qualitative objectives remain in an organization of the rational by which they agree to operate upon.
A number of different objectives are pursued by business organizations some are:
a. Survived.
b. Market leadership.
c. Employee satisfaction.
d. Continue of profit etc.
It should be noted however, that the most organization has more than one objectives.
MEANS OF ACHIEVING ORGANIZATION MISSION AND OBJECTIVES
In attainment of organization mission and objectives it must be pertinent to identify the various groups whose divergent interest affects the performance of the organization.
These groups have bilateral relationship with the organization, the employee supply effort and demand salaries in the company. The customers demand the product and services and at the same time ensure continued existence of the bank by paying them.
Given those divergent, the primary task of management is to integrate the various group objectives in the company objectives and allocates resources efficiently and effectively to attain organization mission and objectives.
THE IMPACT OF MOTIVATION ATTAINMENT ORGANIZATION MISSION AND OBJECTIVES
The task within banks are performed by people, if the tasks are to be accomplished successfully, it is mandatory that there must be linking of task and achievement remuneration. Maslow felt that “Motivation must influence man nature that its rational and purposely, then it understood that the action was initiated by an attempt to attain some desired result.
1. 	Job satisfaction is essential not only to retain subordinate but also to maintain them and get the best out of them.
2. 	To improve the performance of their subordinate to towards attaining organization objectives. 
3. 	Job enlargement is define as adding to the Task of subordinate, it can therefore serve as an incentives toward job.
Motivating the employee will lead to the achievement of the organizations goals and objectives. Employee without motivation will not function very well and this may lead to low qualities and quantities of production and at long run may lead to total close-up of the company. Thus, motivation is the method of improving employee efficiency.
2.5	SUMMARY OF THE CHAPTER
	Motivation as a physiological fealty that arouses the organization towards desired goals and according to Blacksmith (1966) sectarian goals directed behavior.
	An unhealthy human being is useful and engage in more work than an unhealthy one so Smith divided labour into two broad category productivity labour productivity according to Henry H.A (1974) was nay work which fixed Itself tangible objective productivity. Labour is any work where the value was consumed and was created .
	The issue of productivity as well as output was stipulated. A general notion is that total factor of productivity which is related to the output in the entire set of physical recourse employees based on it’s relative importunate in the production process.
	There must always be enough self-determination in oneself to always have an assured motivation scheme in every productivity that is output.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	All human enquires are characterized by varieties of procedure for the attainment of the set of objective in the same system, this study has been carried out by following some logical steps that will enhance the attainment of research goals.
	United Nations Educational, Scientific and cultural organization (UNESCO) defined methodology as the systematic study of principles guiding scientific and philosophical investigation.
	Generally, methodology is a set of principles used to perform a particular activity. It is anything that have to do with procedure or techniques is to assist in evaluating the adequacy and efficiency of the research findings and conclusion.
	Methodology procedure also helps to examine the validity of the research instrument it’s overall aim is to help in understanding broadly, the process involved in scientific enquiry.
	This section will therefore be concerned with various techniques and instruments that are used to obtain information from respondents for the benefits of this study.
	This section is divided into sub-section and method of data analysis.
3.2	SAMPLE AND POPULATION OF THE STUDY
	The population of this research is based on the empirical survey of the employee productivity of Nigeria the Ibadan Electricity Distribution Company (IBEDC). The employee productivity as various department while the population of the study will consist of all the available workers.
	In this various department both agree and disagree of the population since the workers in the Ibadan Electricity Distribution Company (IBEDC) is very large.
	A total number of one hundred and seventy (170) questionnaire will be administered.
	Due to the relatively large population of workers in the study of Ibadan Electricity Distribution Company (IBEDC). It has been imperative to obtain information from all available workers in the section of (IBEDC) using sampling techniques.
	Therefore, one hundred and ninety questionnaires will be administered.
3.3	SOURCES OF DATA/DATA COLLECTION INSTRUMENT 
	Historical research data could be obtained either from a primary or secondary source. Primary source data are data provided by witness to the study. These are the report of the were present and who witnessed the past.
Primary source of data in historical research include the following:
a. 	Relics: Relics are not written these are generally archeological or physical remains, such as fossils, implements or tool utensils skeleton.
b. 	Documents: These are usually in written form documents, are written records kept by the participants of the past event. Example, inscription, paintings, etc.
c. 	Oral Testimonies: These are spoken evidences of the actual participants of the past event.
Secondary source of data usually come from the middlemen, who act as an intermediaries between the original witness and the present user of the data.
These are data provided by people who did not directly participate in the past events.  Secondary sources are subject to an inherent danger of inaccuracy because they are susceptible to distortions.
Whenever there are enough data from the primary sources, could be considered as a serious mistake for the obvious reason that to another hence it can be distorted. Sources of data can be derived from the following as well, journal, periodical encyclopedia etc.
3.4	METHOD OF DATA ANALYSIS
	The data collected was based on research instrument easier to explain and will be presented in a tabular form. The analysis of data would be done by employ chi-squared to test the hypothesis chi-square was choosed because it is the most appropriate non-paramedics statistics that are used in treating data from different observation. It is also appropriate undetermined whether or not significances exists between observed cases.
3.5	RESEARCH PROBLEMS 
As with every researcher, they are constraints which every researcher encounter during the course of his or her study, though enough required data were gathered from the use of questionnaire. The major draw big inherent research problems were including the followings:
i. The use of questionnaire was too expensive which makes it difficult to have large sample.
ii. Respondents in the area of case study.
iii. The time consumed in administration of questionnaire was not so much that it was practically impossible to cover the require sample.
iv. Some of the questionnaire distributed were returned without administering them.
v. Time constraint, the researcher faced lack of adequate time to carry out a detail research on his research topic with a lot academic and other activities that researchers are engaged.
vi. Financial constraints: this is another problem during the time of researcher work. The researcher are not financially okay to carry out a more lucrative work, due to the recession of the country.
vii. Lack of availability of data, the availability of data for his project pose a big problem for the researcher, especially on the problem of local government officials that classified some document as secret file and lack of more relevant document in library.
viii. Illiteracy, Majority of the population is an illiterate ( uneducated ) and to respond to questionnaire is problem and even to communicate problem.
Finally, despite all these problems. This methodology gave enough exposure and information to act upon.
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CHAPTER FOUR
DATA PRESENTATION, INTERPRETATION AND ANALYSIS
4.1	PRESENTATION OF DATA
This chapter is aimed at explaining or revealing historical background of Ibadan Electricity and Distribution Company, Ilorin (IBEDC). At the same time of this chapter also contain the presentation of data of this project work the analysis of the details of this testing of hypothesis, summary of the chapter and the references.
4.2	BRIEF HISTORY OF THE CASE STUDY
The federal government of Nigeria (FGN) through the National Council on privatization/Bureau of public Enterprises is undertaking a comprehensive reform of the Electric Power sector industry. Ibadan Electricity Distribution Plc (“Ibadan disco”) was functionally unbundled out of the power Holding Company of Nigeria preparatory to its divestment/privatization.
4.3 	DATA PRESENTATION AND ANALYSIS 
As earlier indicated in the previous chapter, both questionnaire and observation techniques were employed in gathering the primary data.
Data presentation is an important aspect of a research work. It is a process of re-arranging the data in such a way that one can easily make a meaning from it.
It summarizes the view of the respondents on “motivation as a catalyst for improving employee productivity in an organization: “Ibadan Electricity Distribution Company as the administered only forty (40) questionnaire were retrieved among numerous given out.
SECTION A
TABLE 1: SEX OF THE RESPONDENTS
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	MALE
	24
	60.0

	FEMALE
	16
	40.0

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024.
The above table shows that 24 out of 40 respondents representing 60% were male while 16 out of 40 respondent representing 40% while female staff in the Army.
TABLE 2: AGE OF THE RESPONDENTS.
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	21 – 30
	16
	40

	31 – 40
	10
	24

	41 – 50
	8
	20

	51 – above
	6
	16

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024.
The table above show that 16 out of forty (40) respondents representing 40% were between 21 – 30 years of age. 10 out of the 40 respondents 24% were between ages of 31 and 40 years, 8 out of 40 representing 20% were between the ages of 41 and 50 years, while 6 out of 40 respondent representing 16% were 51 and above. Therefore this revealed that the staff between the ages of 21 and 39 years dominated the organization.


TABLE 3: MARITAL STATUS
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	SINGLE
	20
	50

	MARRIED
	14
	35

	DIVORCES
	4
	10

	WIDOW
	2
	5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024.
The table shows that 20 out of 40 respondents representing 50% were single, while 14 respondents representing 35% were married 4 out 40 responded representing divorces were 10% and 2 out of the 40 respondents representing 5% were widowed. This reflect the single races one of the highest number in the office.
TABLE 4: EDUCATIONAL QUALIFICATION
	OPTIONS
	RESPONSES
	PERCENTAGES (%)   

	SCH. CERT.
	6
	15

	OND
	8
	20

	HND/BSC
	16
	40

	MSC AND above
	10
	25

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024.
The table shows that 6 out 40 respondent representing 15% were secondary certificate holders, 8 out of 40 respondent were OND holders, 16 out of 40 respondent were HND/BSC holders while 10 out of 40 respondent were MSC and above.
Therefore, this revealed that the highest qualification in Ibadan Electricity Distribution is HND/BSC holders.
TABLE 5: WORKING EXPERIENCE:
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	1 – 5
	20
	60

	6 – 10
	10
	25

	11 – 15
	4
	10

	16 – 20
	6
	5

	TOTAL
	40
	100


Source: Researcher’s Field Survey, 2024.
The table above shows that 24 out of 40 respondent were representing 60% tick 1 – 5 year, 10 out of 40 respondent representing 25% were tick 6 – 10 years, 4 out 40 respondent representing 10% tick 11 – 15 years and 6 out of 40 respondents representing 5% tick 16 – 20 years. Therefore, the working experience falls between 1 – 5 years
4.2 SECTION B:
TABLE 6: TYPES OF COMPENSATION SCHEME APPLICATION TO THE ORGANIZATION
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	SALARY ONLY
	    - 
	        -

	SALARY AND FRINGE BENEFIT
	           14
	          35

	SALARY AND COMMISSION
	            8
	          20

	ALL OF THE ABOVE
	           18
	          45

	TOTAL
	           40
	         100


Source: Researcher’s Field Survey, 2024.
The table above shows that 14 out of 40 respondent representing 35% were salary and fringe benefits are the only compensation scheme, 8 out of 40 respondent representing 20% were salary and commission only. While 18 out of 40 respondent representing all of the above listed compensation scheme is applicable to the organization. It is therefore reasonable to say that the entire compensation schemes were used by the organization in motivating the staffs.
TABLE 7: MOTIVATION METHOD USED BY THE ORGANIZATION
	OPTIONS
	RESPONSES
	PERCENTAGE (%)

	Forcing staff to work
	        -
	          -

	Monetary compensation for 
Hardworking.
	        4
	        10

	Praising for hardworking
	       10
	        25

	Promotion for good performance
	       26
	        65

	All of the above
	         -
	          -

	TOTAL
	       40
	        100


Source: Researcher’s Field Survey, 2024.
The data above shows that 4 out of 40 respondents representing 100% agreed that monetary compensation for hardworking in adopte, 10 out of 40 respondents representing 25% agreed that praising hardworking was used and 26 out of 40 representing 65% were of the opinion that promotion for good performance was for controlling staff of the organization.
It could be concluded that employees were promoted for good performance and controlling staff of the organization. Therefore, individual employee strives hard in the organization to ensure that his/her objectives were accomplished.
TABLE 8: ATTITUDE OF MANAGEMENT TOWARDS THE NEED OF STAFF.
	OPTIONS
	RESPONSES
	PERCENTAGES (%)

	Care Free 
	               4
	              10

	Sympathetic
	               8
	              20

	Trying to find a way of 
Satisfying workers
	              28
	              70

	TOTAL
	              40
	             100


Source: Researcher’s Field Survey, 2024.
This table indicates that 4 out of 40 respondent representing 10% said are free attitude used, 5 out of 40% respondents 20% tick, respondents of 28 out of 40 representing 70% concluded that they were satisfied by trying and find ways of satisfied by them. It could be seen from the analysis that management is trying to find ways to satisfy the need of the staff.
TABLE 9: STAFF BUS FACILITY FOR THE EMPLOYEE
	OPTIONS
	RESPONSES
	PERCENTAGES (%)

	              YES 
	               40
	             100

	               NO
	                -
	               -

	            TOTAL
	               40
	             100


Source: Researcher’s Field Survey, 2024.
The above table shows all the 40 respondent representing 100% agreed that staff bus facility was provided. Therefore, the organization provides staff bus facility to all categories of staff.


TABLE 10: JOB SECURITY TO STAFF
	OPTIONS
	RESPONSES
	PERCENTAGES (%)

	               YES 
	            40
	             100

	                NO
	             -
	               -

	             TOTAL
	            40
	              100


Source: Researcher’s Field Survey, 2024.
The above data reveals 40 respondent represent 100% Tick Yes as appropriate. This shows that Job security was guaranteed to all staff’s of the organization.
TABLE 11: DOES PROMOTION MOTIVATE YOUR STAFF?
	OPTIONS
	RESPONSES
	PERCENTAGES (%)

	           YES 
	            40
	            100

	           NO
	             -
	              -

	         TOTAL
	            40
	            100


Source: Researcher’s Field Survey, 2024.
This implies that all the 40 respondent representing 100% were of the opinion that promotion of staff lead to effective and effectiveness of the organization.
TABLE 12: DOES TRAINING AND DEVELOPMENT MOTIVATE YOUR EMPLOYEE’S?
	OPTIONS
	RESPONSES
	PERCENTAGES (%)

	    YES 
	             40
	               100

	              NO
	              -
	                 -

	            TOTAL
	             40
	               100


Source: Researcher’s Field Survey, 2024.
This data indicates 40 of respondent representing 100% respond that training and development of employee’s motivates the employee’s or staff. Therefore the organization trains the junior staff and develop the senior staff in order to prepare them for task ahead and the organization to achieve its objectives and goals.
4.4	ANALYSIS OF DATA
	In order to achieve the objective of this study, the data collected and presented, analyzed and interpreted in this chapter. The velocity research of the objectives state in chapter one is examined. The analyses are using table and percentage. The interpretations are based on answer given by the respondents in questionnaire. 
4.5 	TESTING FOR HYPOTHESIS.
The researcher found out that out of 100 questionnaires, it was only 40 that was returned. Out of the 40 returned it was also discovered that 15% is the category of those that motivation experience staff, another 100% are perpetrator’s of management, 15% is observed as customer and staff collision of motivation, 19% is as a result of bad requirement system, 15% are the management who don’t take industrial relation serious in an organization, 20% how is industrial relation can be controlled and 20% is the total elimination of industrial relation in the organization. The hypothesis is to test significance can be achieved. This hypothesis testing can only be achieved by Chi-square which states that:
            X²∑ (O – e) ²
                   E
Where X² = Chi-square.  e= expected    o= observed.
Therefore, the stages of testing hypothesis have to be followed.
4.6 	SUMMARY OF THE CHAPTER.
From the fore going analysis one can conclude that the concept of motivation is vital machinery for dealing with the staff performance in a work place Nowadays organized staff activities have grew tremendously and the labour unions always use in Nigeria individual feeble efforts of Negotiation over wage increase and other condition of employment have largely given way to collective bargaining process.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY OF FINDINGS
The whole of this project deals with “motivation as a catalyst for improving employees productivity in an organization”. A case study of Ibadan Electricity and Distribution Company (IBEDC). Study has been made on necessary issues that are relevant to the purpose of this frame work.
We observed that the management of Ibadan Electricity and Distribution Company (IBEDC), Use a prompt payment of salaries, commission and provision of fringe benefits such as bonus, house allowances, and others to motivate its staff according to their level of performance and position help in the organization. In view of this, we realized that monetary compensation is used to enhance its workforce toward achieving organization objectives.
Promotion is also a good tool used by the management to compensate the staff for good performances and this encourage other staff to give their best and work harder.
Also, training and development of personal is a means of promotion in Ibadan Electricity and Distribution Company (IBEDC) for building a competent and skillful workforce for the organization. This motivates them in practicing the newly acquired skill, which increases workers productivity, efficiency and effectiveness which help towards achieving the goals and objectives of the organization.
Finally, we found out that a good working environment and provision of necessary facilities such as computer, cars, counting machines air conditioning and free lunch to motivate its employees in order to achieve It mission and objectives of the organization.


5.2	CONCLUSION
Based on the research findings, researcher concluded that “motivation” is an integrated psychological process which the manager can only assume it presence or absence based on observation of staff behavior.
Different motivational theories where applied by the management which lead to high productivity low absenteeism and low rate of labour turn over in Ibadan Electricity and Distribution Company, Ilorin (IBEDC).
We also concluded that motivation is a management tool, which make staff really happy and make them to put more in effort and their best when performing the job, which will lead to increase in productivity and high increase profit.
Finally, it is revealed that when effective motivation techniques are used, it help in achieving the organizational objectives as well as the organization satisfying the needs of the staff.
Motivation also encourage many of the members of staff to engage in professional courses because of one of the techniques used is promotion, so many staff who have qualified certificate for promotion will be promoted.
5.3	RECOMMENDATIONS
This point, it could be wise to recommend the Ibadan Electricity and Distribution Company, Ilorin (IBEDC) the following:
i. 	To achieve organizational objectives effectively motivational techniques should be introduced by the management, such as management by objectives (MBO) where staff are expected to participate in decision making process and job enrichment to motivate staff to produce more.
ii. 	Management should let know they are valuable and capable individual who are needed to be treated with respect and honesty.
iii. 	Management should make sure that factors like salary and working condition are always adequate.
iv.	Training should be used to motivate employee and to be able to produce their best. 
If the management of Ibadan Electricity and Distribution Company, Ilorin (IBEDC) adheres to all or some of this recommendation, then, they have the 100% tendency that motivation of workers is a useful tool in attaining organization mission and objectives.
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