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CHAPTER ONE
INTRODUCTION 
1.1	BACKGROUND TO THE STUDY 
An organization can be defined, in terms of the machinery used, but rather it is the human beings in the organization that make up the organization. For an organization to achieve its objective, it has to entail the utilization of the available resource such as time, money and material resources such as machinery, raw materials and human resources.
An organization's most valued and assured resource is its human capital. This is due to the fact that without the participation of human resources (the Guardian 2019), the human resources coordinator, all other resources have no significance and are merely a means to an end. Furthermore, workers are the foundation of any organization's existence, productivity, and significance since they are capable of thought, the ability to distinguish between right and wrong, and the ability to recognize what is achievable.
An organization that wishes to achieve its object has to work beyond the survival and relevance of processes procedures, machine and indeed all technology but focus more on the human resources because all technology function as a result of the skill and willingness of the human resources, for the human to be highly motivated.
According to Edward L. Richard M. (2020), motivation is a general phrase that encompasses all drives, desires, needs, wants, and similar forces. When an organization motivates its employees, it means that it takes actions that it believes will protect those in a way that is both deserved and wanted. Therefore, human motivation is that which prompts or drives people to behave in a certain way. It can also be stated that something will motivate them to put in a lot of effort in order to achieve it. However, an employee needs a reason before he can be properly motivated to complete a task. Humans are motivated by needs. These needs can be primary, like the physical need for food, drink, shelter, sex, or water, or secondary, like the need for self-worth, status, belonging to a group, affection, achievement, and self-expression (Ryan, 2021). When a person's needs are met, they may feel extremely motivated. Deci, M. (2018) For a business to efficiently manage its workforce, since workers' potential is not completely realized in the absence of motivation. A person's motivation is a certain drive or desire that propels them to take a certain action in order to accomplish a goal. An organization must understand that hiring someone just on the basis of their technical skills, experience, credentials, and other relevant factors will not allow it to accomplish its goals; instead, it must consider the motivations of each individual employee (Kelner 2020). Employers that are successful in the long run in any particular job will rely more on the energy and emotional investment a worker brings to the position than on the experience or education they have accrued over time. This is because worker enthusiasm tends to set apart happy employees and facilitates individual success.
1.2	Statement of Problem
[bookmark: _Hlk167622681]An organization's goal is to accomplish its goals, and in order to do this, it needs productive staff members. This isn't always the case, though; in the majority of organizations, we observe workers who are indolent, sluggish to act, and careless with their work. They are believed to lack the fervor, brilliance, and drive of industrious individuals, and they generally find it offensive when others discuss qualities like productivity, competence, efficiency, honesty, and dedication—all of which are indicative of an organization's success—(The Guardian 2019).
Moreover, most organization does not consider motivation technique as one of the ways in which they can improve their employee’s productivity. They are mostly profit driven and don’t think that by appropriate motivation of their employees, they will achieve their objectives. These organization looks at the technical qualifications experience, credentials and the aims of the individual they employ such that these employees with right credentials, qualifications and experiences are not rightly motivated in their job or work condition, their performances tend to be below par.


1.3	Research Question
	For easy understanding of this research work, the following questions will be answered and discussed.
i. Does motivation plays important role in organizational development
ii. In what way can organization achieve its objectives of motivating its employees 
1.4	Research Objectives
The study shows, to the organization, the ways to improve their goals. The study also shows the extent of motivation in the turnover of employees in an organization. The specific objectives of the study are therefore to:
i. To examine whether motivation is a tool for development in an organization
ii. To identify the impact of motivation to the organization and its employees.
1.5	Research Hypothesis
Ho1: There is a significant relationship between the development and motivation of an organization
Ho2: There is no significant relationship between employees and motivation in an organization   
1.6	Significance of the Study
The following are the significance of this study:
    	The results from this study will educate the management of Olam’s Flour Mills on the effect of motivation as a tool for organization development. It will also educate on its temporary effect of motivation as huge sum of money will be leaving the sector suddenly to motivate employees.
    	This research will also serve as a resource base to other scholars and researchers interested in carrying out further research in this field subsequently, if applied will go to an extent to provide new explanation to the topic.


1.7	Scope of the Study
The study focuses on the way motivational techniques are being used in organization using the Olam’s Flour Mills Plc Ilorin branch as a case study. It also tries to find out if the organization as ever used any motivational techniques with its employees and to know how the employees responded to such act.
1.8	Definition of Operational Terms  
Development: Refers to the process of creating, improving, or expanding products, services, systems, or skills over time. It can involve research, design, testing, and implementation.
Effectiveness: Emphasizes the attainment of goals and objectives. Being effective means achieving the intended outcomes and delivering value. It's possible to be efficient but not effective, so balancing both efficiency and effectiveness is crucial for success.
Efficiency: Focuses on optimizing processes to minimize waste and improve resource utilization. It often involves streamlining workflows, reducing costs, and eliminating unnecessary steps to enhance overall performance.
Employees: An individual who works part-time or full-time under a contract of employment, whether oral or written, express or implied, and has recognized rights and duties.
Motivation: Motivation is a theoretical construct used to explain behavior. It represents the reasons for people's actions, desires, and needs. Motivation can also be defined as one's direction to behavior, or what causes a person to want to repeat a behavior and vice versa.  
Organization: An organization is a group of people who work together, like a neighborhood association, a charity, a union, or a corporation. 
Performance: The accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed.
Productivity:  Involves the efficient use of resources to generate valuable outputs. It can be applied to individuals, teams, or organizations and is often associated with achieving more with the same or fewer resources.


CHAPTER TWO
LITERATURE REVIEW
2.0	PREAMBLE
Many scholars do not believe in one rationality of human beings, this is because they believed that their behavior cannot be easily accommodated in terms of common senses. There are however, two basic sources of behavior in man, these are refuse and drives. The “refuse” is the simplest form, for instance if you drop a hot object on the palm of a person, he drops the object instantly, without thinking the second type which “drive” is the complex behavior and is precipitated by much more flexible system which results in varied forms of striving until the result is met (Durosaro 2000).
2.1	CONCEPT OF MOTIVATION
The underlying concept of motivation is some driving force within individuals by which they attempt to achieve some goals in order to fulfill some needs or expectation. This concept gives rise to the basic motivation model which is shown below.
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These various needs and expectation can be categorized in a number of ways, for example the simple divisions into physiological and social motives or into intrinsic motivation. The intrinsic motivation is related to psychological rewards such as a sense of challenge and achievement receiving, appreciation or being treated in a caring and consideration manner. The psychological rewards are those that can usually be determined by the action and behavior of individual managers. The extrinsic motivation is related to tangible rewards such as salary and fringe benefits, security, promotion in the work environment and condition of work. They are often determined at the organization level and may be largely outside the control of individual managers.
A person’s motivation, job satisfaction and work performance will be determined by the comparative strength of these sets of need and expectations and the extent to which they are fulfilled. When a person’s needs or expectation is strong it will result into an action that will enable him achieve his desired goals. This desired goals provides fulfillment which leads to feedback system whereby the cycle begins again.
The study of motivation is concerned basically with people that behave in a certain way. The basic underlying question is why people do what they do? According to Krech, Crutchfuled and Ballachay (1960) motivation can be described as:
The direction and persistence of action. It is concerned with people that choose a particular course of action in preference to others and why they continue with a chosen action, offer over a long period of time and in the face of difficulties and problems.
To them, motivation has to do with the direction and persistence of an individual’s action. That is, where the action win and lead to what makes the action persistence, they also see motivation as that which makes an individual take a particular course of action instead of another.
Mitchil (1997) motivation is the process that account for an individual’s intensity, direction and persistence of effort towards attaining a goal.
The three key elements in his definition are intensity, direction and persistence. Intensity is concerned with how hard a person tries. It is the element most writes focus on when they talk about motivation. However, high intensity is likely to lead to favourable job performance outcome unless effort is channeled in a “direction” that benefit one organization. Therefore, we have to consider quality of effort as well is intensity. Effort that is directed and consistent with the organizational goals, is the kind of effort that we should be seeking. Motivation also has a persistent dimension. This is a measure of how long someone can maintain his/her effort. Motivated individual start with a task long enough to achieve their goal.
Oxford Advanced learner’s Dictionary defines motivation as the reason of action that causes one to act in a particular way to stimulate the interest of, to cause to do something.
This definition means that superiors can stimulate their subordinate into action or work to achieve its organizational objectives.
From a review of motivation therefore, theories, Mitchell (1982) identified four common characteristic that underline one definition of motivation.
2.2	THEORIES OF MOTIVATION
There are many competing theories, which attempt to explain the nature of motivation. These theories are all at least partially three, and all help to explain the behavior of certain people’s understating of how best to motivate people at work must be useful. It is because of the complexity of motivation and the fact that there is no readymade solution or single answer to what motivates people to work well, the different theories are important to any manager. They show that there are many motive which influence people’s behavior and performance. Collectively, the different theories provided are framework within which to direct attention is the problem of how best to motivation staff to work willingly and effectively.
It is important to emphasis, however, that these various theories are not conclusive. They all have other critics or have been subjected to alternative findings, which supposed to contradict the original ideas.
Therefore the manager must judge the relevance of these different theories, how best to draw upon then and how they might effectively be applied in a particular situation. The manager should be aware of at least the main theories of motivation.
The usual approach to the study of motivation is through an understanding of internal cognitive process i.e what people feel and how they think. This understanding should help the manager to predict likely behavior of staff given situation. These cognitive theories of motivation are usually in two contrasting approaches: content theories and process theories.
Content theories explain those specific things which actually motivate the individual at work. These theories are concerned with identifying people’s needs and their relative strength and the goals they pursue in order to satisfy these needs. It place emphasis on the nature of needs and motivation.
Process theories, however, attempts to identify the relationship among the dynamic variable which make up motivation. It is concerned more with how behavior is initiated, directed and sustained. It places emphasis on the actual process of motivation.
With this we can then go ahead to examine the various theories under the two i.e content theories and process theories of motivation.
2.3	CONTENT THEORIES OF MOTIVATION
MASLOW’S HIEPACHY OF NEEDS THEORY
Maslow’s 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.Self 
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Wcichrich G & Kootz, H. Mascow’s hierarch of need p. the need are explained 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 breath e.t.c
Safety Need: These include safety and security freedom from pain or threat of physical attack protection from danger or definition act 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: this is development and realization of one “fully potential. Maslow sees 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.
B.	ALDERFER’S MODIFIED NEED HIERARCHY MODEL
This model reduces Maslow’s five levels of need into only three level based on once-core needs of existence related needs Growth (ERG theory).
Existence needs are concerned with sustaining human existence and survival and cover physiological and safety needs of material nature.
Related needs are concerned with relationship to one social environment and cover love or belonging, affection and meaningful interpersonal relationship of safety or esteem nature.
Growth needs are concerned with the development of potential and cover self-esteem and self-actualization. Like Maslow Alderfer (1982) suggests that individual progress through the hierarchy from existence needs to related needs to growth needs as the lower level of needs become satisfied. More than one need may be activated, at the same time, individual may also progress down the hierarchy. Unlike Maslow’s theory, the result of Alderfers (1982) work suggests that lower needs do not have to be satisfied before a higher level need emerges as a motivating influence. The results, however, do satisfy before a higher level needs decreases in strength as they become satisfied.
ERG theory related that an individual is motivated to satisfy are of more basic set of need. Therefore, it is a person’s need at a particular level is backed than attention should be focused on the satisfaction of needs at the other level.
PROCESS THEORIES OF MOTIVATION
E.	EXPECTANCY THEORY
The underlying basis of expectancy theory is that people are influence by the expected results of their actions. Motivation is a function of the relationship between effort expended and perceived level of performance the expectation that rewards or desired outcomes will be related to performance.
The expectation that reward or desired outcomes are available these relationship determines the strength of the motivational link. This theory is generic theory of motivation and cannot be linked to a single individual writer. There are numbers of different version but most recent approaches to expectancy theory have been associated with the work of vroom and of porter and Lawler.
1.	VROOM’S EXPECTANCY THEORY: he holds that people will be motivated to do things to reach a goals if they believe in the worth of that goal and if they can see that what they do will help them  in achieving it. Vroom’s theory is that people’s motivation towards doing anything will be determined by one value they place on the outcome of their efforts whether positive or negative multiplied by the confidence they have that their effort will be material and achieving goals.
FORCE-VALIANCY EXPECTANCY
Where force is strength of a person’s motivation, valence is the strength of an individual’s preference for an outcome and expectancy is the probability that a particular action will lead to desired outcome. When a person is indifferent about achieving a certain goals, valence occurs. There is a negative valence when the person would rather not achieve the goals. There will be no motivation. Likewise, someone will not be able to achieve a goal if the expectancy were zero or negative. The force exerted to do something will depend on both valence and expectancy. Moreover a motive to accomplish some at action might be determined by desire to accomplish something else.
2.	THE PORTER AND LAWLER MODEL: The Porter and Lawler model is built in a larger part of expectancy theory. In their study, they applied the model primarily to the managers. This model indicates the amount of effort i.e the strength of motivation and energy exerted, depend on the value of a reward plan, amount of energy. The believe of someone required, the probability of receiving the reward and the record of actual performance in turn to influence the perceived effort and probability of getting the actual reward. If people know they can do a job or if they have done it, they will be compensated for the effort used. It is also influenced by an individual’s ability to do the job and by his or her perception of what the requirement is. Performance in term, is seen as leading to intrinsic reward such as sense of accomplishment or self-actualization extrinsic reward such as, working condition and status. But performance also influence sensed equitable rewards. What the individual sees as fair reward for effort will be necessary; vale of reward will be influenced by satisfaction. To the practicing manager’s, this model means that motivation is not a simple cause and effect matter. It means that managers should carefully asses their rewards structures and plan to manage their objectives and clearly give duties and responsibility to a good organizational structure, the effort-performance-reward satisfaction of managing.
EQUITY THEORY
This theory refers to an individual’s subjective judgment about the fairness of reward he/she gets, relative to the inputs, which includes many factors such as efforts experience and education, in companion with the reward of others. The essential aspect of the theory may be shown as follows:
Outcome by a person = outcome by another person, input by a person = input by another person. There should be a balance of the outcome/input relationship for one person.
If people feel that there is inequality of input or be dissatisfied, it reduces the quality of quantity of inputs or level of the organization. If people perceived the rewards as equitable, they probably will continue at the same level of output. If people think that reward are greater than what is considered equitable, they may work harder. It is also possible that some may discount the reward.
These three situations are illustrated in the figure 2.3 source welhrich H. Koontz H. (1993).
EXTINCTION: Is the absence of any reinforcement either positive or negative following the occurrence of behavior. Extinction usually occurs when the positive reinforcement that one normally resulted from the behavior is removed, because the behavior no longer produces reinforcement, the employee stops engaging in it.
GUIDELINES FOR MANAGERS
Positives reinforcement is the preferred approach for influencing work behavior. However an effectively designed and administered disciplinary system is usually necessary in organizations. Managers can use positive reinforcement or punishment to improve efficiency, cost, increase attendance and raise productivity by following the guidelines shows in the table below.
	Don’t reward all individual equally
	To be effective, reinforces should be based on performance rewarding everyone equally in effect reinforces poor average performance and ignores high performance

	Failure to respond can also modify behaviors
	Manager influence their sub-ordinates by what they do as well as what they do not do for instance, failure to praise deserving sub-ordinate may cause them to perform poorly the next time

	
Tell individual what they can do to receive enforcement
	Setting performance standard let individuals know what they should do to be rewarded they can have the habit to get these reward.

	Tell individual what they are
	If manager withhold rewards

	Doing wrong
	Subordinate without indicating why they are not being rewarded, the subordinate may be confused about what behavior the managers finds undesirable. The subordinates may also feel that they are being manipulated.

	Don’t punish in front of others
	Reprimanding subordinate might sometimes be useful way of eliminating an undesirable behavior public reprimand, however, humanities subordinates and managers cause all the members of the work group to work.



2.4	MONEY AS A MOTIVATIONAL TOOL
According to Tobin (2002; 179), behavior scientists tend to overlook money as a motivator. They prefer to emphasis the importance of challenging job goals, participate decision making, feedback, cohesive work term and other non-monetary variables. Robins, however, disagrees that money is the critical incentive to work motivation.
Money is important to employees because it’s a medium of exchange people may not work only for money but when you involve money, many people would come to work?
Both reinforcement and expectancy theories are the value of money as a motivator in the former, if payment is the contingent on performance it will encourage workers to generate high levels of effort; consistent with expectancy theory, money will motivate to the extent that is seen as being able to satisfy and individuals personal goals and is perceived as being able and dependent upon performance criteria.
The best case for money as a motivation is a review of studies that looked at methods of motivating employees performance. Money, goals setting, participative decision making ad designing job to give workers more challenge and responsibility. The average improvement from money was consistently higher than any other methods.
Money can motivate “some people under some conditions, so the issue isn’t really whether money can or not. The more relevant the question is: does money motivate most employees in the workforce today? The answer to this question is no.
For money to motivate an individual’s performance certain conditions must be met. Firstly, money must be important individual. But money isn’t important to everybody. High achievers for example are inimically motivated.
Secondly, the individual has being a direct reward for performance to perceive money, unfortunately performance and payment are poorly linked in most organizations, payment increases are for more often determined by non-performance factors such as exponents or company profitability.
Thirdly, the marginal amount of money offered for the performance most be perceived by the individual as being significant research indicator that merit as must be at least 10% of original payment for employees to perceived them as motivating, unfortunately recent surveys find non managerial employees average merit increase of only 4.9%.
Finally management must have the discretion to reward high performance with more money. But union managerial discretion.
1.	EMPLOYEE’S INVOLVEMENT AS A MOTIVATION TOOL
Employee’s investment should not be confused with employee’s participation. Employees participation in essence involves workers exerting a countervail ring and upward pressure on management control, which needs not imply unity of purpose. Employee’s movement, on the other hand, is perceived to be softer form of employees participation, which implies a commodity of interest between employees and management and stresses that involvement should be directed at the workforce as a whole and restricted to track union. Guest (1986: 1987), stays involvement is considered to be more flexible and better geared to the goals of securing commitment and interest the process of employees involvement should provide employees with the opportunity to influences and wherever possible take part in decision making on matters which affect their working lives.
Fox (1955), argues that facing managements problem of securing employees compliance, identification and commitment, management have adopted a range of employment strategies including organization communication and worker involvement and participation whereby enhancing the enthusiasm for improved management communication and employee involvement strategy. The purpose of which is a source of employees supporting, involvement and commitment to facilitate changes and to ensure the most effective operation of one organization.
Employees involve in association with the high level of workers commitment and superior performance. The commitment or performance link is predicated on questions that gives workers more autonomy over work goals, resources and process will have a positive effect on workers attitudes, behavior, commitment to the organization’s goals and objectives and that the change in behavior increase motivation and satisfaction and results in enhanced individual and organization’s performance. 
THE EFFECTS OF EMPLOYEES INVOLVEMENT ON PERFORMANCE
Studies have been conducted to quality the effects of employees involvement techniques on individual and organization performance. Although majority of studies do show a positive effect which tends to be modest and some writers remain specially Kelly (1991) for example question whether the techniques associated with employee involvement have made impact on the organization and on the workers? Grust (1980) also supports this view arguing that the meaning of workers “absolute” commitment as a result of employees involvement is open to question Marching ton et al (1992) survey took a optimistic view and suggested that its impact on workers performance has been marginal.
Verma (1995) summarized the result of the fifty research studies on employee’s involvement and found that while a majority of studies do show a positive impact. The effects frequently vary and a number of studies have found no effects.
From the above, it can be seen that there are major methodological challenges in measuring the level of employee involved in organizational performance link. But organizations that continue to resist from the employee’s involvement has established risk losing business advantage. According to report released by the involvement and participation association in Britain also in a report released by the involvement and participation association in Britain more than 65 percent or organization  that allows their workforce to participate and involve in all business activities including long range planning and product development believe they are gaining a competitive edge or advantage. The report concludes that successful partnership operates within a set of mutual commitment and obligations between goals, job security and direct employee participation in training development and job design.
Although, employee’s involvement is beneficial. The practice is not widespread, some organization still relatively trust some employees, but according to Gurest (1980) this view is misplaced. Organization that are prepared to take risk are reaping the benefits.
2.5	ENHANCING EMPLOYEE MOTIVATION
Recruiting and retaining employees who are highly motivated is an important and first step in maximizing employees performance through motivation which requires several action. They include; Designed jobs with high motivating potential fully enriched jobs may not be appropriate in all situation but the evidence indicates that enriched job that may be more satisfying than unerich jobs, job that make candidates to be more enriched are those characterized by repetitive task that require few skills, narrow in scope and restrictive in terms of the amount of freedom they give employees as they carry out their tasks.
To determine degree to which employees get outcomes and receive adequate feedback.
Clearly identify the behavior and performance achievements that will be rewarded for employees to be energized by their work, they must have a clear understanding of what performance will requires. Too often managers assume that employees understand how best to direct their effort. More likely, employees feel uncertain about what is most important by working with employers to set up specific and measurable goals, managers can clarify their expectation for employees. These goals may include job specification, performance goals as well as a behavior that extend beyond job tasks but are necessary to the organisaton to function effectively. When setting the goals, managers should be careful not to fall into the trap of focusing on goals that are easily quantified.
Aligned rewards with what employees value to be motivations. The reward they want can be determined simply by asking them everything else, where as other value bettles for flexibility, the opportunity to work on specific projects, training and development opportunities and so on, wherever it is possible effective managers find ways to use various reward to motivate a variety of employees.
Provide plenty of feedback. Feedback is essential to motivation, regardless of whether employees are performing well or poorly. When employees are performing well, feedback to that effect suggests that they consider different approach to the task or intensify their effort. Giving appreciation, feedback can be difficult, however, and in appropriate, feedback may actually decrease motivation. How does a manager know what type of feedback to give? One general rule is to focus on task performance and avoid criticizing personal characteristic that are difficult for employees to change.
Provide equitable rewards employees perception of whether rewards are equitable and whether they are affected by many factors and managers must be aware of all evaluation, whether they have been rewarded fairly of the type of comparison involves employee assessing their own accomplishment in terms of the rewards they receive in sufficient rewards and employee causing them to do little more than motivating supervisor performance a second type of comparison involves assessing their own complements and rewards in terms of those employees 


CHAPTER THREE
RESEARCH METHODOLOGY 
3.0	 PREAMBLE
This chapter also aims at investigating the methods that will be used to determine and appraise motivation as an effective tool and its impacts on employee’s performance. It invariably serves as a prelude to chapter 4 where the data is presented and well analyzed.
3.1	DESIGN OF THE STUDY
This survey was conducted with the use of questionnaires, opinion polls, email correspondence and personal interview which are considered to be more effective is seeking information and data required for the study.
3.2	SOURCES OF DATA
Annual time series data on the variables under study covering five (5) years period 2020-2025 are used in this study for the estimation of functions. Indices of ordinary shares listed on the Nigerian stock market are the relevant explanatory variables. 
Equally, the gross domestic product is the dependent variable. Data were collected from various editors of the various issues of taxation in Nigeria and Financial Review of taxation, Annual Reports and Statements of Accounts of the local government.
3.3 	POPULATION OF THE STUDY
The population of the study cut across the people various offices or fields both in Olam’s Flour Mills, Ilorin Branch.
A total of 50 questionnaires was drawn and distributed to various individuals in the above-mentioned case study. 


3.4	SAMPLING AND SAMPLING TECHNIQUES
For this research work, random sampling was used as a means of administering questionnaires. A sample will be chosen in such a way that at each Stage, all the information and data needed to be covered will be covered.
3.5	RESEARCH INSTRUMENT 
Numerous research tools are used by the researcher to gather the data used in this project work, some of the tools are discussed below;
Interview: This is the process by which the information that could not be collected accurately through questionnaires are been collected through interview, interview was conducted with most of the staff under the finance department. During the interview, information collected includes the general structure of Nigeria Stock exchange and that of the finance department as well.
Questionnaire: The questionnaire were distributed personally to the staff of finance department and monitored accordingly which from the single size of this project. The administrations of the questionnaire were limited to the Nigeria Stock exchange and particular attention, was placed to the finance departments of the organization due to the nature of the study, positive result was received from the staff of the finance department and information collected made the writing of this project easier.
Secondary Data: Besides the information collected from the administration of questionnaire and personal interview other publications and records used are accounting textbooks, the Nigeria Stock exchange financial manual, and administration manual and Kwara State Polytechnic library, Ilorin.
Also, other relevant materials for the secondary data in the cause of the study.
3.6 	METHOD OF DATA ANALYSIS
The Statistical analytical tool used to analyze the data collected for this research work is the ChiSquare.
The Formula for ChiSquare is     x^2=Σ ((o_ij-e_ij )^2)/e_ij 
Where 	Oij is observed value
	eij is expected value.
The Expected Frequency is calculated as   (Tr × Tc)/T
Where Tr is the Total Row
	Tc is the Total Column
	T is the overall total of row and column
	With 5% level of Significance.
3.7	MODEL SPECIFICATION 
The first and most important step the econometrician has to take in attempting the study of any relationship between variables is to express this relationship in mathematical formation that is to specify the model with which the economic phenomenon will be explored empirically (koutsoyiannis 1997:12).
In the model specification below, the researcher intends to the economic investigate and appraise taxation as a source of government revenue in Nigeria using the Gross domestic Product. 
GDP=ao+a1mc+a2INT+a3INF+a4VOT+Ui
Where
GDP=Gross domestic product MC= Market Capitalization INT= Interest Rate
INF= Inflation Rate VOT= Value of trade
Ui=Stochastic variable or error term ao=Intercept
a1, a2,a3,a4=parameter estimates
The following criteria will be adopted in the evaluation of the regression result.
ECONOMIC CRITERIA: This is also the apriority criteria, which describes the apriority expectation. The apriority expectation refers to the expected economic relationship that exists between the dependent variable and the expected variable and the explanatory variable. Possible and positive relationship is expected between the dependent variable and the explanatory variables.
STATISTICAL CRITERIA: This criterion is concerned with the size, sign and values of parameter estimates and other relevant statistic values of the model.
ECONOMETRIC CRITERIA: The economic criteria looks at the level of significance of the estimated parameters and other relevant values of the estimated equation, this will involve the various test of significance.
Therefore, the technique for evaluation of results implies the use of the following standard criteria: R2(adjusted R2 for degrees of freedom) for testing goodness of the fit of the estimated regression equation; Ratio for testing the significance of the regression coefficient; and ‘dw’ statistic (Durbin Watson) for testing the randomness of residuals.
Finally, apriori sign and magnitude of the coefficient will be used to evaluate the results and test conducted to ensure that the assumptions of the ordinary least square method are fulfilled.


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0	PREAMBLE
This chapter centre on historical background of Olams flour mill, Ilorin), the operation of the bank and the effort of the organization to motivate its staff and the impact of those efforts on employee’s productivity. The chapter will include an analysis of the data collected in the course of the research work. The techniques used in analyzing the research work includes statistical procedures which embodies the use of average (mean) percentage and description for purpose of achieving good result in finding the percentage of the data collected. The following formula will be used.
F x 100
n      1
 Where F is the frequency of responses gotten from the total number of questionnaire administered.
4.1	DATA ANALYSIS AND INTERPRETATION
A total of sixty (60) questionnaires were administered, 50 were returned back duly completed. We shall make use of 50 respondents which will serve as a sample. Out of the 50 respondents, 5 was filled y bank management representing 10%, 30 was filled by the banking officers which represent 60% and the remaining 16 was filled by the non-banking officers and it is represented by 30%. The questionnaire is divided into respondents, 32 out of the 50 respondent were representing 64% while 18 were female representing 36%, 40 of the 50 respondents were between the age of 25-35 i.e 80% were between the age range.
While 10 i.e 20% were between the range of 36-45 none of the respondents were between 18-25, and 46 and above. 21 respondents said they were married which means the 425 married while 585 were still single i.e 29 respondents of all the respondents 205 of the total respondent 35 respondents had B.Sc qualification i.e 70%, 15 respondents had master degree, which is 305 of the total respondent. 28 respondent had been with the bank less than 5 years which equivalent to 565, 18 had been with bank between the period of 11 to 20 years i.e. only 8% of the total respondents had been with the bank between the period of 11 to 20 years.
Section B contained the respondents, about the work level of motivation provided by the job and to what extent it has help to influence the attitude of each respondent to his or her duties as an employee of GT Bank Plc. 
What is your main reason for working?
Table 4:2:1
	Reasons for working
	Frequency
	Percentage

	Just like working
	-
	-

	To associate with other
	-
	-

	To earn income for a living
	10
	20

	All of the above
	40
	80

	Total
	50
	100


Source: Researchers Computation 2025.
According to the table above, out of the 50 response 10 of than were working just to earn income for their living which represent 20% of the total respondents while remaining 40 said the reason for their work was because, they want to associate with other and 40 respondent represent 80% of the total respondents from these response, we see that most of the employees do not work because they love working by they do so because they want to earn a living for themselves, to associate with others, and through these means to earn prestige among their colleagues.
Do you derive personal satisfaction from your work?
Table 4:2:2
	Personal satisfaction
	Frequency
	Percentage

	Yes
	22
	44

	No
	28
	56

	Total
	50
	100


Source: Researchers Computation 2025.
From the results gotten above, 22 of the respondents derive personal satisfaction from their work, meaning that 44% felt satisfied with their work while only 28 felt dissatisfied from their work i.e 56% do not derive personal satisfaction from their work. The respondents were satisfied with their work as a result o the security they believed the organization given to them while those who said they weren’t satisfied wanted more than what the organization was at present giving them.
Do you enjoy working for your organization?
Table 4:2:3
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
All the respondents responded positively to working is a conducive environment. They said that bank provides an environment where by everyone belong such that there is nothing like sir of madam, everyone is a first name basics.
Does that organization express its full appreciation for a job well done?
Table 4:2:4
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
Al the respondents said the organization express its appreciation wherever job it well done. They are congratulated and are some time given rewards for the job.
In what way does the organization show its appreciation for a job well done.
Table 4:2:5
	Personal satisfaction
	Frequency
	Percentage

	Wages increase
	7
	14

	Promotion
	15
	30

	Total
	50
	100


Source: Researchers Computation 2025.
How do you feel when your work is appreciated?
Table 4:2:6
	Personal satisfaction
	Frequency
	Percentage

	Important, responsible and willing to do better
	37
	74

	No effect
	13
	26

	Indifferent
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
In response to the question “how do you feel when your work is appreciated” 74% of the respondent said they feel important, responsible and willing to do better, while 265 responded to claim no affect. The importance of appreciation by the management to the employee, what they are appreciated they will feel, important, responsible and will be willing to do better so as to be appreciated again.
Are you allowed to use your ideas and judgment when working?
Table 4:2:7
	Personal satisfaction
	Frequency
	Percentage

	Yes
	-
	-

	No
	50
	100

	Total
	50
	100


Source: Researchers Computation 2025.
From the result of the responses gotten, it is seen that 100% of the respondents say they are not allowed to use there own ideas and judgment. When working, all review have been presented to the management who will decide upon it.
Is your boss approachable and open to ideas?
Table 4:2:8
	Response
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
All respondents answered yes when asked is their boss is approachable and open to ideas that although, they were not allowed to use their ideas and judgment, they could still pass their ideas to their boss to decide.
How does the management respond to your problem?
Table 4:2:9
	Response
	Frequency
	Percentage

	Promptly
	-
	-

	No promptly
	33
	66

	Slow in action
	17
	34

	Action
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
66% of the respondents said the management does not promptly respond to their problems while 345 said that the management is slow in responding to their problems.
Are fringe benefits such as hospitalization, insurance, health care, retirement plan important to you?
Table 4:2:10
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
All the respondents responded positively when asked if fringe benefit such hospitalization, insurance, health care treatment, and retirement plan were important to them. This shows that when the bank introduce such motivational techniques the employee will be highly motivated to improve their performance
What is your relationship like between you and your colleagues in the organization?
Table 4:2:11
	Response
	Frequency
	Percentage

	Cordial
	30
	60

	Good
	20
	40

	Fairly good
	-
	-

	Poor
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
The response shows that 60% i.e 30 of the 50 respondent say their relationship is cordial with their colleagues while 40% representing 20 respondents says their relationship is good with their colleagues.
Does your relationship with your colleagues affect your performance?
Table 4:2:11
	Response
	Frequency
	Percentage

	Yes
	38
	76

	No
	12
	24

	Total
	50
	100


Source: Researchers Computation 2025.
76% of the respondents who are 38 said that their relationship with their colleagues affects their performance while 24% representing 12 of the total respondents said that their relationship with their colleagues doe not affect their performance base on the percentage of the result gotten, it can be seen that the relationship of the employees does affect 76% of performance of employees.
Does your performance increase when you are rewarded and recognized for doing a good job?
Table 4:2:13
	Response
	Frequency
	Percentage

	Yes
	30
	60

	No
	20
	40

	Total
	50
	100


Source: Researchers Computation 2025.
From the response gotten to the questionnaire asked above, 30 respondents representing 60% said their performance increase when they are rewarded and recognized for doing a good job. 20 respondents i.e 40% said their performance doesn’t increase when recognized and rewarded.
Will participation in decision making encourage and improve your performance on the job?
Table 4:2:14
	Response
	Frequency
	Percentage

	Yes
	42
	84

	No
	5
	10

	I don’t even know
	3
	6

	Total
	50
	100


Source: Researchers Computation 2025.
From the result gotten above, it shows that 84% of the respondents who represent 42 of the total respondents hold the view that participation in decision making will encourage and at the same time, improve their performance while 5 respondents chose no i.e 10% said participation and a respondents representing 6% said they do not know. From this, we can see that the employees are motivated when given the opportunity in decision making in matter affecting their job and the establishment.
What do you expect from a job?
Table 4:2:15
	Response
	Frequency
	Percentage

	Good pay
	9
	18

	Good working condition
	2
	4

	Team work
	4
	4

	Provision of benefits
	9
	18

	All of the above
	28
	56

	Total
	50
	100


Source: Researchers Computation 2025. 
When the respondents were asked what they expect from a job, 18% who represent 9 said good pay, 4% said a good working condition, 4% also said team work, 18% responded to waiting benefits from a job, while 56% said they expect all the listed points from a job. We see that what most employees expect from a job is a good pay, provision of benefits from good working condition and team work are sometimes relevant to them.
Is promotion exercise based purely on merit?
Table 4:2:16
	Response
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
All the respondents respond positively when asked if promotion was exercise is based purely on merit. From the analysis, we see that the organization does not promote anyhow but they only promote those that are due and worthy of promotion.
How often do you receive promotion?
Table 4:2:17
	Response
	Frequency
	Percentage

	Annually
	-
	-

	Every two years
	11
	22

	Every three years
	9
	18

	Depend on performance
	30
	60

	Total
	50
	100


Source: Researchers Computation 2025.
60% of the respondents who are 30 in numbers said that promotion was based on performance while18% who represent 9 respondents said promotion is done every three year and 22% i.e 11 respondents said, it was done every two years.
To what extent do you think job security, promoting, fringe benefits, reward can ensure an improvement in performance?
Table 4:2:18
	Response
	Frequency
	Percentage

	To a large extent
	32
	64

	In a reasonable extent
	18
	36

	To a negligible extent
	-
	-

	Is of no relevant
	-
	-

	Total
	50
	100


Source: Researchers Computation 2025.
From opinion that job security enhances their performance to large extent while 36% representing 18 respondents believes that job security can enhance their performance to a reasonable extents. From this analysis, we can see that motivation from a job security will go a long way to a reasonable extent. From this analysis, we see that motivation from of job security will go a long way to increase employee’s productivity.
Had the organization eve done anything to increase your motivation on the job?
Table 4:2:19
	Response
	Frequency
	Percentage

	Yes
	38
	76

	No
	12
	24

	Total
	50
	100


Source: Researchers Computation 2025.
From the above table, we can see that 76% which represent 38 respondents said that the organization has done something to increase motivation on the job, while 24% i.e. 12 respondents said the organization has never done anything to increase their motivation on the job.
Table 4:2:20
	Response
	Frequency
	Percentage

	Inform of allowance
	9
	18

	Wage increase
	20
	40

	Provision of loans 
	6
	12

	Training
	5
	10

	Appreciation and recognition
	10
	20

	Total
	50
	100


Source: Researchers Computation 2025.
From the responses above, 18% of the respondents day that allowance motivate them while 40% of my respondents who are 20 in number sys wage increase motivate them, 6 respondents i.e 12% filled provision of loans, 5 chose training and 10 of my respondents i.e 20% chose appreciation and recognition.
Wherever there are motivations, do you notice improvement in your performance?
Table 4:2:21
	Response
	Frequency
	Percentage

	Yes
	33
	66

	No
	9
	18

	I don’t know
	8
	16

	Total
	50
	100


Source: Researchers Computation 2025.
The table shows that 33 of the respondents which represents 66% say Yes, 9 of my respondents i.e. 18% said No while 8 respondents i.e 16% say they don’t know.
4.4	DISCUSSION OF FINDINGS
Based on the findings from the questionnaire administered to Guarantee Trust Bank (OLAMS), we found out that the organization is endowed with qualified, competent and matured workforce who will put more efforts when motivated to achieve the organization objectives.
The findings showed that the employees worked in a conducive environment, although only 70% said they enjoyed working for their organization. Also the employees said they were not allowed to use their own idea in working but to first present such ideas to the management who then decide, if it should be used or not. But from the responses of the employees, 66% said that management does not respond to their problems promptly, while 34% said that they shod actions when it comes to responding to their problems.
The findings also showed that the employees, fringe benefits health care and retirement plan were important to them. These show that if the organization introduces these benefits, the employees will be motivated. The employees also said that their performances increase when they are rewarded and recognized for doing a good job and that participation in decision making encourage and improve their performance. The employers admitted that they notice important in the performance of employees whenever there are incentives.
The hypothetically testing also proved that and it was stated in the questionnaire. The first hypothesis showed a difference between the hypothetical mean and the calculated mean. The calculated means is higher than the hypothetical mean by 0.55984, therefore making us to accept the alternative hypothesis (Hi) and reject the null hypothesis. This shows that performance increase when the employees are recognized and rewarded for doing a good job. The second hypothesis also shows a difference of 2.2747, meaning that calculated mean is higher than the hypothetical mean.
Alternative hypothesis (Hi) is accepted and null hypothesis (Ho) is ejected. This shows that incentives available to employees lead to improvement in their performance.
Therefore if the organization is to achieve its objectives it has to make certain incentives available to the employees and their employees morale should be taken into consideration for them to achieve their objectives.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
The essence of establishing any organization is to achieve its objective. The management of most organizations have been less concerned about the welfare of their employees on having the latest technology, machinery in the organization, while neglecting the moral of it employees. The morale of employees is as importance in achieving organizational objectives just as machineries and technology. If employees are adequately motivated they will be effective for the achievement of organizational objective. Motivation is very important in any organization because it helps to know why people do the things they do and to make them do what they will not want to do. A manager is responsible for helping employees perform effectively in their job, but they cannot do this unless they understand what motivates both the employee and them.
Therefore, using Olam’s Flour Mills as a case study, as attempt has been made to find out what motivate employees in their work. Different motivational theories were examined in view of the study.
This is to show the various motivational techniques that could be used to motivate the employees. The importance of motivation was also stated. This shows that motivation is not about much more money. It is about having the right people in the organization, having an environment in which people enjoy working and motivating them properly to get the best out of them.
5.2	CONCLUSION
From the research findings, the organization has enough trained employees but the level of motivation is not adequate.
The respondents proved this through the responses gotten from one questionnaire administered. Although the employees are rewarded for doing a good job but the organization should be aware that to motivate employees is not only about using money but there are other things that they can use such that when the right environment is made available the employees will be self motivate. Job security should be seen as one of the ways of motivating the employees.
Also, although the employees say their boss is approachable, but when asked how the management respond to the problem they said not promptly and that they are not allowed to use their own ideas and judgment when working, this should be reviews because even promptly addressed they would feel neglected.
Olam’s Flour Mills is one organization that has realized the importance of motivation on the performance of its employees. Efforts also, is being made to ensure the development of well-rounded knowledgeable employees, whose morale has been boasted to ensure the achievement of the organization’s objectives.
5.3	RECOMMENDATION 
For Guaranty Trust Ban (OLAMS) to increase its objectives the following recommendations based on the findings of the research work can be employed to boost is workers motivation on the job.
PERFORMANCE APPRAISAL: This is essential to motivation, it provides the basic key for managerial decision like promotion, pay, development needs, allocation of duties etc. when the works of the employee are appraised it shows the level of performance of the organization as a whole. An effective appraisal scheme help to reveal the problems which ca be restricting progress and coursing inefficiency in the work. It shows both the strength and weakness of the employees and also indicated how such strength may be utilized and weakness overcomes. To ensure that the appraisal is effective managers should focus on task performance and avoid criticism in person character that are difficult for employees to change.
JOB SECURITY: An employee will not be fully committed when he is not sure of his job being secured, they wouldn’t want to put in all their efforts when there is a possibility of his being kicked out at any time. If the atmosphere is filled with the fear of being retrenched, sacked or even no benefit when one retire the employees will feel discouraged and wouldn’t feel secure working adequately for the organization. Therefore, the organization should ensure an atmosphere of security to make the employees secured and comfortable on the job.
TRAINING AND DEVELOPMENT OF EMPLOYEES: The organization should ensure that they don’t relent in their efforts to train and develop the capability, intellects of the employees. As this is one of the ways of motivating workers. Training helps in improving the skills of the employees on the job. employees who have been adequately trained and developed will go a long way in improving the performance of the organization and makes them productive. Therefore, the organization should train and develop the morale of employees.
PARTICIPATION IN DECISION-MAKING: The management should make a plan whereby employees are allowed to participate in decision making of the company. This will make them commitment to acting the objectives of the organization. There will be a sense of commitment among the employees if the company sells shares to them. It will make them work harder knowing that they are art owners of the company and would therefore no win it
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