

CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
Motivation is the driving force by which we achieve our goal. A reword, tangible or intangible, is presented after the occurrence of an action (that is behavior) with the internet to cause the behavior to occur again that is done by association positive meaning to the behavior student show that if the person receives the reword immediately, the effect would grateful and disease as division lengthens. Repetitive action- reword combination can cause the action to become habit. Workers any organizations need something to keep them working. Most time or her salary of the employee is enough to keep him or her working for and organization. However just working for salary is not enough for employee to say in an organization. An employment be to motivate to work for company or organization. If no motivation is present in an employer them that employee quality of work all work in general will deteriorate. Motivated employee always looks for better ways to do a job. Employee that well motivate worker are also more productive in an organization. Further, more motive is generally define as the drying force behind our action fielded by our desire for something. it is that internal strength that get is move  and take action to whatever goal or end we desire or plan to active consequently, the propose of work motivation is  to boost employees moral by encouraging and influencing the in a positive way. When employee moral is high, they perform their job or duties more effective efficient.
1.2 STATEMENT OF PROBLEM
	Employee motivation remains a critical determinant of productivity and organizational success. In the context of the Nigerian power sector, particularly within the Ibadan Electricity Distribution Company (IBEDC), low employee morale and poor productivity have been persistent challenges despite various reform efforts. The inability of many organizations in the sector to implement effective motivation strategies has led to absenteeism, job dissatisfaction, reduced service delivery, and a lack of commitment to organizational goals (Ogunleye & Alabi, 2023).
While management may recognize the importance of incentives and motivational tools, there appears to be a gap between policy and implementation. At IBEDC, employees have expressed concerns over irregular promotion, lack of recognition, poor working conditions, and limited career advancement opportunities—all of which negatively impact performance and overall productivity. Despite the company’s strategic role in electricity distribution, productivity has remained inconsistent, suggesting that existing motivational practices may be inadequate or misaligned with employee needs (Salami & Obafemi, 2022).
This study seeks to explore how effective motivation strategies can serve as a catalyst for improving employee productivity within IBEDC, and to recommend actionable solutions to enhance workforce performance.
1.3 RESEARCH QUESTIONS
1. Can money server as a means of motivation to employee
2. Are there any positive effect of motivation as a catalyst for improving employee productivity in an organization
3. Are there any negative effect of motivation as a catalyst for improving employee productivity in an organization
1.4 OBJECTIVE OF THE STUDY
	One of the aim and objective of the research is to implore various writhing on motivation. To trace the historical background of IBEDC, Ilorin district. Another aim and objective of this study is to explain the immediate and remote cause of strict in an organization. Also to explain the reason for low productivity level in the Nigeria organization. Furthermore the research work also aim to examine the reason for low moral of worker in the Nigeria organization. Above all the research work seek of examine the nexus between. Motivation and employee productivity
1.5 RESEARCH HYPOTHESIS
1. Money can not server as a means of motivation to employee
2. Positive effect of motivation will not serve as a catalyst for improving employee productivity in an organization
3. Negative effect of motivation will not serve as a catalyst for improving employee productivity in an organization
 
1.6 SCOPE AND LIMITATION OF THE STUDY 
	The scope of this research has been limited to the study of motivation of employee productivity in organization due to this limit the scope of this research work to IBEDC Ilorin District another Limitation of this study is financial constraint. Thus additional pages could not be added owing to the economic situation in the country. Another limitation of this study is the time constraint. Thus the time allocate fort this research work is too small and there are other academic activities requiring my attention. Finally this research exercise is limited due to variability of relevance information from IBEDC Ilorin district.
1.7 DEFINITION OF TERM
Increase: place higher than usual, elevating or raising motivation: these are psychological stimulated to cause the arousal, directed and persistence of voluntary action toward achieving organization goals 
Manager: this is person that that can control the direct a business or other worker in organization.
Organization: A social unit deliberately constructed and re-contracted for the purpose of achieving organization goals as well as the aspiration of its labour force. Measured in the industry by comparing the amount use to product it.
Training: the act of improving the skill and potentials of a worker.


1.8 HISTORICAL BACKGROUND OF THE STUDY    
IBEDC formally came into existence on 1st November 2013 as part of the unbundling of the electricity sector. We cover the largest franchise area in Nigeria, made up of –Oyo, Ogun, Osun, Kwara and parts of Niger, Ekiti and Kogi states.
Electric power development was invented in Nigeria towards the end of the eighteenth (18th) century, when the first generating plant was installed in the city of Lagos in 1898. From the data onwards and until 1950, the portion of electric undertaking set-up at radiations. Some of than are taken care of by federal government under the jurisdiction of the public works department and some by the native authority and one or two large municipal authorities.
In 1950, in order to integrate power development into a national effect, the federal government passed the electricity corporation in Nigeria ordinance No 15 of 1950. This ordinance brought under one control of all the electricity undertaking, such section have the public works department and all these undertakings which were under native authority or mucipal ownerships and authorities. The electricity corporation of Nigeria usually referred to as (ECN) was the only statutory body responsible for producing, distributing and sell electricity to all consumers in Nigeria.
Kanji Dam
After considering the various economics potentialities of the river Niger, the Federal Government in 1952 limited Dutch engineering NEDECO and a British from Bal and Faw Beaky and among other things of our best economics advantages of the Nigeria that may be exploited by those people. As a result of the investigation, the federal government in its 1962-68 national development plan allocated the largest single vote to the Niger Dam project.
In 1962, the Niger Dam Authority was established by an act of parliament the authority was responsible for the construction and maintenance of dams and other works electricity for the country and promoting fisheries economics activities and irrigations.
Construction of Kanji Dam began in March 1964 and was completed as scheduled in December 1968 when the power plant began delivering electricity to the nation. In April, 1972, the federal military government enacted decree No 24 which set the national authority to form National Electric Power Authority (NEPA) part I section I: I of the decree. It was stated there that, there shall be established authority to be known as National Electric Power Authority (NEPA) and it shall be the duty of that authority as from the vesting date to develop and maintain an efficient co-ordinate and economical system of electricity supply to all parts of the federation or as the authority may direct the following purpose.
· To generate or acquire supply of water
· To provide bulk supply electricity for distribution within and outside the country (Nigeria).
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CHAPTER TWO
LITERATURE REVIEW
2.0 INTRODUCTION 
Employee motivation is a crucial element in enhancing productivity and achieving organizational goals. Motivation refers to the internal and external factors that stimulate employees to take actions that lead to desired outcomes. In the Nigerian electricity distribution sector, where service delivery is critical, effective motivation strategies can significantly influence employee performance. This chapter explores relevant theories of motivation, the relationship between motivation and productivity, and previous empirical studies on the topic. It lays the foundation for understanding how motivational factors such as recognition, incentives, career growth, and working conditions affect employee output, particularly within IBEDC.
2.1	CONCEPTUAL FRAMEWORK 
Motivation is physiological fealties that arouses an organization to cat to word the desire goals and according to blacksmith (1966) he elicits control, and sustained sectarian goals directed behaviors. It can considered a during force direct goals. For example manger is a motivation that elicit a desire to act cognitive, and social areas motivation may be rooted in a basic impulse to optimized wellbeing minimize physical pain and maximize pleasure. It can also originated 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 and act in a certain manner. It’s the different between working up before dawn to pound the pavement and lazing around the house all day. These inner condition such as wishes, desire, activities to move in particular direction in behaviors motivation as defined by Pritchard and ash wood, (1980) as the process used to allocate energy to maximize the satisfaction of need, first these definitions productive labors and according to smith (1988) was any work which fixed itself in a tangible objective unsex productive labour was any work where the value was consumed as Sam as its was created. Do not covers all case it is possible to creative intangible wholes value are not immediately consume- see marks comments about soft were  about second it let us recall that according to drucker P.F (1960) day slavery was stilt and accepted practices, and as such, some human being were considered good to be traded. A healthy human being was useful and thus work more than an unhealthy one, so suspect smith divided up labour in to tow broad category productivity and productivity unproductively labour productivity labour according to Henry H.A (1974) was nay work which fixed itself tangible objective productivity labour was 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  the tasks of as servant unproductively work. I would be see productivity defined and motivation this way before, and it struck me as an interesting ideal the idea that unless your affect them serves in some investment. According to Stephen P. Robbins, motivation is the willingness to exert high level of efforts towards organizational goals, conditioned by the effort ability to satisfy some individual need.
Motivation are generally directed towards goals, motives generally creates a state of physiological or psychological imbalance. Attaining goals restored balance, for example, a goal exist when the body of the man is deprived of food or water or ones personality is deprived of friends or companions. Fred Luthens defined motivation as a process that starts with a physiological or psychological deficiency or need that activates behavior or a drive that is aimed at a goal or incentive. It always internal to us and direct to externalize via our behavior. Motivation is ones unwillingness to exert efforts towards the accomplishment of his/her goals.
TYPES OF MOTIVATION
According to Winkinson (1976) Extrinsic motivation refers to the performance of an activity in order to attain to the performance whether or not that activity is also instrinsicaly motivated extrinsic motivation come from outside of the individual. Common extrinsic motivation are reward. For example money of grades? For showing the desired behaviour and the threat of punishments following misbehavior. Competition is an extrinsic motivation because it encourage the performance to win and to beat others not simply to enjoy the intrinsic reward of the activity. A cheering crowd and desired to win a trophy are also extrinsic incentive according to Rotter J B (1966) intrinsic motivation refers to motivation that is driven by an interest of enjoyment in the task itself and exist within the individual rather than relying on external pressure or a desired for reward. Intrinsic motivation has been studied since the early 1970. Student who are intrinsically motivated are more likely to engage in the task willingly as well as work to improve their skills, which will increase their capabilities.
2.2 THEORETICAL FRAMEWORK
The term motivation is originated from the latin word “movere” which means to move. However, this one word obviously an inadequate definition for our purpose here. What is need here is description by which human behavior is activated. It brief selection of representative definition indicates how the terms are been used.
The oxford advance learning dictionary defines motivation as the process of stimulating the interest of people as the process of something. Motivation could be defined as the virgos, desires, inspiration, striving or need which inspire or propel individuals to take certain act. Human behavior simply put, the process of stimulating action when seen as psychological issue and concern itself with the question as to why do people work? What lead to satisfaction of work? Why do people do the way they do? How can we encourage them to do better? And how can they be motivated? 
According to Robert A. (1973) claims that motivation is defined as the aspiration derived and needs to human beings direct to control explains their behavior. He also sees it as the learness for a particular pattern of behavior.
Magginsm (1973) claims that motivation moves one towards a goal to firm. Motivation is an inner drive that moves entire class of drives, needs, wishes, and similar forces. While Michael, J.I sees it as one which moves an individual towards his goals “Civil Ford (1975) opines that motivation is “any particular internal condition that tends to initiate and sustain activity. People differ not only in their ability to do but also in their love to do. This love or will to do (called motivation depends upon the strength of their motives). Motivation is an internal driving force which result in persisted behavior directed towards a particular. Thus people are driven by desire goals that they perceive as having value to them. People go to their work places with their individual needs. Needs is accompanied by a state drive or tension that result in a behaviors been direct towards a goal that will satisfy the need and reduce their intension.


MASLOW’S HIERACHY OF NEEDS THEORY
 (
Self 
Actulization
Esteem needs
Social needs
Physiological need
Security needs
)According to Abraham H. Maslow(1954) a man is a wanting animal. Proposition is that people are venting beings they always want more and what they want depends on what they already have. He went further to say that human needs are managed in a series of levels from the lowest level, physiological need through safety need, love need, esteem needs to the need for self-actualization at the highest level. The hierarchy is usually displayed in the form of a pyramid. This is appropriate because it implies a thinning out of needs as people progress up the hierarchy.






This five needs as claimed by maslow is group into higher and levels, According to him, physiological and safety needs describe as lower-order needs. He further explained that while lower needs are satisfied extremely by things such as wages, the higher needs internally to the person this needs presented in hierarchical as follows:
Physiological Need: These are the most basic needs, they are primarily survival needs. They include shelter, clothing, satisfaction of hunger and thirst, need to breathe e.t.c
Safety Need: These include safety and security freedom from pain or threat of physical attack protection from danger or definition ect love need: also referred to a social needs, it includes affection, sense of belonging, social activities, friendship and both the giving and receiving of love.
Esteem needs also referred to as Ego needs which includes both self-respect and the esteem of others. Self-respect involves the desire for confidence, strength, independence and or freedom and achievement.
Esteem of others involves, reputation or prestige, status recognition, attention and appreciation.
Self-actualization Needs: Maslow regards this as” what human being can be or becoming everything that one is capable of becoming once a lower need has been satisfied. It no longer acts as a strong motivation. The need of the next and higher level in the hierarchy demand is satisfaction which has become the motivating influence to motivate people. Thus, he asserts that “a satisfied needs in about the order indicated, he also suggested that most people have needs in about the order indicated, he also makes it clear that the hierarchy is not necessarily a fixed order. There are numbers of expectation of the order indicated, for some people, there will be a reverse of hierarchy. Self-esteem may seem to be more important than love to some people, while to some creative people, the drive for creativity and self-actualization may arise despite lack of satisfaction of more need.
2.3	EMPIRICAL REVIEW	
	This chapter talks about the definitions of motivation and also theory of motivation. The theory propounded by Abraham Maslow was discussed and the structure was draft out.
	In a recent study, Adeola and Fagbohun (2023) investigated the impact of motivation on employee performance in Nigeria’s power sector, focusing on three major electricity distribution companies, including IBEDC. The researchers used a survey of 200 staff and applied regression analysis to assess the relationship between motivational strategies and employee productivity. The findings revealed that intrinsic motivation (e.g., recognition and job satisfaction) had a stronger positive impact on employee performance compared to extrinsic rewards (e.g., salary and bonuses). However, the study also highlighted that the absence of both types of motivation resulted in a decline in employee commitment and efficiency.
The study concluded that companies like IBEDC must adopt a balanced and consistent approach to motivation if they are to improve staff morale and enhance service delivery. This reinforces the argument that effective motivational practices are essential for productivity improvement in utility service organizations.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION:
All human enquires are characterized by varieties of procedure for the attainment of the set objective in the same vein, this study has been carried out by following some logical steps that will enhance the attainment of the research goals. UNESCO (1954) Defined methodology as the systematic study of principles guiding scientific and philosophical investigation. It is anything that have to do with procedures or techniques of investigation that is the set of research methodology is to assist in evaluating the adequacy and efficiency of the research findings and Conclusion. Methodology procedures also helps in examine the validity and rehabilitee of the research instrument. Its overall all aim is to help in understanding broadly, the process involve in scientific enquiry. This section will their concern itself with various techniques and instruments that are used to obtain information from respondents for the benefit of this study, this section is divided into sub-section and method of data analysis.

3.2 RESEARCH DESIGN
The research design that was used for this study is survey type. Method was used because the study requires the researcher to collect information for the purpose of describing the study in details. It will reveal the Motivation as a catalyst for improving employee productivity in an organization
3.3 SAMPLE AND POPULATION OF THE STUDY:
The population study of this research is based on the empirical survey of the employee productivity in Nigeria on the Ibadan electricity distribution company (IBEDC). The employee productivity has various departments while the population of the study will consist of all available workers in these various departments both agree and disagree since the population of workers in the Ibadan Electricity Distribution Company is very large. A total number of one hundred and seventy questionnaires will be administered.
SAMPLING OF THE STUDY:
Due to the relatively large population or workers in the study of ibadan electricity Distribution Company. It has been imperative to obtain information from all the available workers in the section (IBEDC) Using sampling techniques. Therefore one hundred and ninety questionnaires will be administered.
3.4 SOURCE OF DATA/DATA COLLECTION INSTRUMENT:
The primary research instrument that will be used to extract information from respondents for the purpose of the study is the questionnaire. The researcher will take the pain to explain to the respondents that there were no wrong or right answer to the questions that were being asked on the questionnaire and not to write their name (that is, it should maintain anonymity) so as to respond honestly to the questions. The choice of the questionnaire schedule as an effective tool of eliciting information for this study was borne out of the fact that as an instrument in research. It could be relatively easy to execute and less time consuming as opposed to other instrument of research it allows for respondent to supply answers which were confidential to them. Thus the information that was provided could be said to be more accurate than that derivable from the other research instrument like the internal guide or schedule which is necessary required personal contact between researcher and respondents which may not only be time wasting but also lead to distortion of information as a result of intimidation which may have been installed in the  minds of the respondents. Furthermore the questionnaires contain twenty-four questions in all, twenty one of these questions are instructed, and that is closed ended while the last three of the questions are instructed that is open ended. This is necessary in order to have questions which give the response of respondents so as not to make the questions ambiguous and at the same time to allow them to the level of free expression of their mind.
3.5 TECHNIQUES FOR DATA ANALYSIS:
The data collected was based on research instrument easier explain and will be presented in tabular form. The analysis of the data would be done by employing chi-squared to test the hypothesis chi-square was chosen because it is the most appropriate non-paramedics statistics that are used in treating data from different observation .It is also most appropriate in determined whether or not significance exists between observed cases.
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CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 
4.1 INTRODUCTION
This chapter contain analysis of various data extractive 
from respondent in the course of undertaking the study: data itself was extracted mainly through the application of self-administered questioner the questioner contain questions groped in to tow sectors, all of which were designed to reflect the catalysis for improving employee productivity in an organization the break down is show the table below
TABLE 1 EDUCATIONAL QUALIFICATION OF RESPONDENT 
	QUALIFICATION 
	NO OF RESPONDENT 
	PERCENT 

	Primary school living certificate 
	5
	20

	WAEC
	10
	40

	NCE/OND
	2
	8

	BSC/HND
	3
	12

	MBA/MPA
	5
	20

	TOTAL
	25
	100


Source: researchers field survey 2025
Table 1 show that 40 percent of the respondents sample possess the WAEC, 20 percent are holders of the primary school leaving certificate and MBA/MPA holder 12 percent is OND and the lost population is 80 percent of sample respondent are graduates.
Table 2: would subscribe to the idea that motivation leads of less managerial supervision during   
4.2 DATA PRESENTATION AND ANALYSIS
Lack of enough capital: workers in organization need something t keep them working. Most of the time, the salary of then employee is not enough to must be motivation is percent in an employee than that employee quality of work or all work in general will deteriorate.



	LESS SUPERVISION 
	NUMBER OF RESPONDENT 
	PERCENTAGE 

	Strongly agreed 
	15
	60

	Agree
	9
	36

	Disagree
	1
	4

	Strongly disagree
	-
	-

	TOTAL
	25
	100


 Source: researchers field survey 2025
The table below show most motivation lead to less supervision 36 percent agreed, 4 percent disagree and none of the respondent strongly disagreed. Also this indicates that for an organization to improve their production motivation has a greater role to play  

Table 3: can money server as a means of motivation employee 
	MONEY 
	NO OF
 RESPONDENT 
	PERCENTAGE 

	Strongly agreed
	22
	88

	Agreed
	3
	12

	Disagreed
	-
	-

	Strongly Disagreed
	-
	-

	TOTAL
	25
	100


Source: researchers field survey 2025
From the table above it is revealed that most respondents strongly agreed (18 percent) that money can serve as a means of motivation on the employee (20 percent) of the respondent agreed and none of the respondent disgraced therefore, in an organization a case study of IBEDC, money should be used to motivation the employee by increase in productivity 

Table 4 are there any positive effected of motivation
	POSITIVE EFFECTED 
	NO OF
 RESPONDENTS 
	PERCENTAGE 

	Strongly agreed
	15
	60

	Agreed
	9
	36

	Disagreed
	1
	4

	Strongly Disagreed
	-
	-

	TOTAL
	25
	100


Source researchers field survey 2025
From the table about is alertly that the most of the respondent strongly that motivation has a positive effected in motivation 60 percent strongly agreed while 36 percent agreed. Thus, the use of motivation should be encourages on that organization of the study IBEDC

Table 5: are there any negative effected of motivation 
	NEGATIVE 
	NO OF
 RESPONDENTS 
	PERCENTAGE 

	Strongly agreed
	-
	-

	Agreed
	2
	8

	Disagreed
	10
	40

	Strongly Disagreed
	13
	52

	TOTAL
	25
	100


Source: researcher field survey 2025
From the table above it is revealed that 52 percentage of the respondent strongly disagreed that motivation has negative effect 40 percent of respondents disagreed, and 8 percent effected. Thus from table there is few negative effect in motivation  
LACK OF RESPONSIBILITY: people differ on a personally dimension called locus of control. This variable refers to individual’s belief about the location of the factor that control their behavior. At one and of the contemn are high internals who believe that opportunity control their own behavior rest within them serve sat the other and of the continue there high external who believe that external force determine their behavior not surprisingly compared with internals external the word as an unpredictable, chancy place in which luck, fate or powerful people control their destinies 
4.3 SUMMARY OF THE FINDING
 motivation and productivity of the case study productivity is a concept which relates the output of a production process of the input obtained per worker employee or per hour of work similarly, the productivity of other recourse a such as physical capital or energy, may also be of interest. A more general notion is that of total factor productivity which relate output to the entire set of physical resource used in the production process by assigning a weight to each resource employee base on its relative importance in the production process 
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CHAPTER FIVE
SUMMERY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY OF FINDINGS
Motivation is always or area in which the management of the organization cannot ignore fore effectiveness and profitable in their undertaking. It was observe in the previous chapter tremendous success expect there is critical study on which motivate in an organization it requires through observation since what motivation Mr. a may not motivate Mr. b the questioner adopted revealed this information furthermore the productivity could be enhanced through the job enlargement employee should be given responsibility could be inform of job delegation. This boost the moral of employee and pay more attention to their job ever tan before. Studies also reveal that employee in the organization, this  might be attributed to the uncertainty awaiting the incase of his department in mind more that there job insurance scheme may serve as compensation in case of misfortunes also, form the questioner give out to respondent and the from the response it is been said that an employee can only be motivated to produce more than expectation when money promotion as being given to them s. whereas trend also can improve employee productivity but not compete with the use of money. Lastly the research conducted stated economy also effect the production collected monthly cannot meet up with employee and they are depressed and this will indirectly affect their job performance. It is evidently clear that no organization can active tremendous sauces without studying what motivates his employment to improve productivity and find means in satisfying and attain his aims and objectives should ensure a means of motivation his employee
5.2 CONCLUSION
	Motivation by GuinRohero (19700) is what makes you start; habit is what keep out going. So in concussion, to ensure higher productivity at time important should be attached to positive motivating instincts. Motivation remain a pivotal factor use to need to paddle the effeteness and efficiency of workers’ productivity. The result obtain given insight on what motivates employee productivity in Ibadan Electricity Distribution Company, Ilorin promotion insurance scheme strand, job enlargement job delegation e.t.c also the physiology needs must be taken as sense of belonging and job security are paramount factor motivating employment based on my finding in the organization. The management must take their employee need seriously in conclusion the research work concluded that the depressed economy really affect the productivity of employees. It is economic down turn that necessitate for agitation for more salaries   
5.3 RECOMMENDATIONS
Considering the finding, I will like make the following recommendation because the sources of nay organizations deepened of the performance of the employee. It is evidently clear that there is need to motivate employee to but in their best in discharging their deities. There must be critical study on what motivate each employee since there is individual difference incentives should be given to employee who performs excellently or have the highest production. The insurance scheme should be introduce in order to reduce the fear of misfortunes that is likely to happen in future also employee should be regular, thus it will help to motivate worker inured to improve productivity. Lastly, training should be used to motivate employee and to be able to produce their best
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