CHAPTER ONE
1.0 	GENERAL INTRODUCTION OR BACKGROUND OF THE STUDY
Every organization need staff motivation in order to acquire or achieve their aims and objectives.
1.1 	INTRODUCTION
An organization can be explain or define as entity of human and material (non-human) resources which have been joined together to achieved a resized or predetermined or set organizational objectives.
The organization is this sense be characterized by pattern of human and material; relationship status, job responsibilities, reward and right that will wither help or obstruct the achievement of co-operate goals, it is reasonably certain that each member of the organization will have personal objectives tangential to those of the organization  as a whole entity. To ensure effective and efficient management, there must be motivation.
Moreover, a clever policy may be attainment or organizational goals may be exclusive if the implementation is to be handled by a state of disgruntled and indignant workers therefore, the need for a good and proper management of the available human resources of an organization cannot be overemphasized in the attainment and improvement and high  productivity.
Then what really motivate workers? In an organization there is no apparent rationality underlying compensation and reward chances are that the organization may not archive high productivity, but where the situation is favorable very pleasant result would be recorded. Behavioral scientist like Fredrick Taylor (the propounded of the theory of scientific management) have been claimed for propounding, theories one of which sees human being as been economically motivated. Moreover, other writes like Maslow, Herzberg, Mc. Gregory and soon whose work would be examine later, have proved that apart from financial incentives and increased pay, there are other motivational factors.
Motivation of staff play a full role in the achievement or organization objectives has been one of the most difficult tasks that confront managers and administrators or organization.
The success of manager solely rest on how effective and efficient which he is responsible and this effective can be measured by the organizational efficiency and accomplishment of co-operate goals of mobilization of human resources available with the up organization.
1.2 	STATEMENT OF THE PROBLEM
The problem that staff faced in organization or the factors that can be prime de-motivate/demoralize are: 
a. Under Assignment: The unskilled job assigned to skilled persons causing frustration.
b. Buck Mastership: (expression carried by Parkinson) superior working hard themselves and passing on the same to their subordinates and finding faults.
c. Cover Assignment: Good worker being overloaded to the extent that he feeds being explored.
d. Coercive Type of Supervision: Manipulative, divide and rule policy, making promises but not keeping them, encouraging groupismetc.
All this factors are the factors the demonstrative staff in any organization its stands as an obstruction to the achievement of goals in organizations.  
1.3 	PURPOSE/OBJECTIVES OF THE STUDY
The purpose of this mainly to detect what workers that factors that could motivate their performance for effective management of any organization and of Kwara State Polytechnic, Ilorin.
This study will also attempt at identifying those factors that can modify or change the behavior of the staff in term of amusement of interest and inducement towards optimum performance and effective management. It is hoped that results obtainable independently from worker will assist management to make necessary adjustment in their existing policies to enhances staff motivation.
Therefore, the effects of the following factors on employees performance will be examined.
Therefore it is listed below:
1. Job contentment 
2. Monetary incentives 
3. Promotion prospects
4. Training
5. Welfare services
6. Work Environment.
Apart from its specific important if Kwara State Polytechnic, Ilorin, this study could also afford other government parastatals the opportunity of re-evaluating their existing policies, within a view to build motivational factors into their welfare programs in order to enhance individual and organization and effectiveness.
1.4 	SIGNIFICANCE OF THE STUDY
This study is to afford the government parastatals for the opportunity of revaluating their existing policies with the view to build I order to enhance individuals and most especially the effectiveness of the organization. There are some basic importance or significance that will be discussed in order to elaborate this study.
This are the following significance:
i. To elaborate how effective tool is staff motivation to every organization.
ii. To expatiate on what initiate the workers on every organization 
iii. To discover what motivate the workers of any organization
iv. To enlighten or gives more understanding on what motivation is.
1.5	RESEARCH HYPOTHESIS
H1:	Staff Motivation has effect on the organization
H0:	Staff Motivation has no effect on the organization
1.6	SCOPE AND LIMITATION OF THE STUDY
The study covers both senior and junior staff of various grades and cadres in different discipline as found within the council set up.
1.7 	ORGANIZATION OF THE STUDY
This particularly study is divided into five (5) chapters and these chapters are arranged as follows:
The first chapter is the general introduction of the study which contain the statement of the problem, the purpose, scope and objective of the study others are methodology used, organization and definition of likely term.
The second chapter deals with literature review. It involves the definition of motivation, the framework, the current trends in thinking and the summary of the chapters.
Chapter three deals with methodology on it own the research methods used sin the study. It involves the sample and population of the analysis and the research problems.
The fourth chapter deals with data presentation where by brief history of the case study, presentation of data, analysis  of data, testing of hypothesis will be analyzed critically.
The last chapter which is chapter five summarize the whole work of by a way of conclusion, recommendation and bibliography.
1.8 	DEFINITION OF THE STUDY
Motive: reason for doing something
Motivate: Be the Motivate of, find a motive or incentive to, or as an incentive.
Management: Managing of being managed. It is the achievement of organizational objectives through leadership secretariat, staff of secretaries of a large organization.
A staff motivation when you hire and motivate the right people, the right work gets done in the right way.
How to motivate staff when work seems trivial. It is hard to keep employees going. We all know that motivating staff work better and harder.
Companies can motivate employees to do better job than they otherwise would incentives that can be offered to staff.
Organization is a social unit of people that is structured and managed to meet a need or to pursue collective goals. An organized group of people with a particular purpose such as a business or government department.
The action of an organization something, the way in which the element of a whole are arranged.
An organization is a system of consciously coordinated activities or effort of two or more person.
What is Organization?
Organization is a group of people work together in an organized way for a shared purpose.
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CHAPTER TWO
2.0	LITERATURE REVIEW
2.1	INTRODUCTION
The word motivation just like any other concept in the sciences does not level itself to any easy and a particular definition various scholars have definite motivation in various perspectives. However, the worth mentioning that no definition of motivation goes without reference to word like urge, needs, delves, wishes, induce and incentives.
Some of this definition worth being examined at this particular junction in the first instance, Mukheijee D. a physiologist defined motivation as the phenomenon in the operation of devices, incentives and motives, where motive is determining the direction of an individual behavior towards an end or goal conclusively or unconsciously apprehended.
In addition, M.E  Jones sees motivation as how behavior gets stated, energized sustained directed, stopped and the kinds of objectives repletion that is present in the system while all these are going on.
Therefore, motivation may be defined as the phenomenon which includes one to behave in a particular way in order to satisfy a goal or objectives. Motivation is that things which induces the individual to perform.
2.2 	THEORETICAL FRAMEWORK
The theoretical framework of this study discusses more about the theories of motivation by different scholars.
Two Factor Theory
Frederick Herzberg approached the question of motivation in a different way. By asking individuals what satisfies them on the job and what dissatisfies them, Herzberg came to the conclusion that aspects of the work environment that satisfy employees are very different from aspects that dissatisfy them.
Herzberg F., Mausner B., and Snyderman B. (1959). The motivation to work. New York Wiley; Herzberg, F. (1965). The motivation to work among finish supervisors. Personnel psychology, 18393-402. Herzberg labeled factors causing dissatisfaction of workers as “hygiene” factors because these factors were part of the context in which the job was performed, as opposed to the job itself. Hygiene factors included company policies, supervisions, working conditions, salary, safety and security on the job. To illustrate, imagine that you are working in an unpleasant work environment. Your office is too hot in the summer and too cold in the winter. You are being harassed and mistreated. You would certainly be miserable in such a work environment. However, if these problems were solved (your office temperature is just right and you are not harassed at all), would you be motivated? Most likely, you would take the situation for granted. Infact, many factors in our work environment are things that we miss when they are absent but take for granted if they are present.
In contrast, motivators are factors that are intrinsic to the job, such as achievement, recognition, interesting work, increased responsibilities, advancement and growth opportunities.
According to Herzberg’s research, motivators are the conditions that truly encourage employees to try harder.
Maslow’s Hierarchy of Needs
Abraham Maslow is among the most prominent psychologists of the twentieth century. His hierarchy of needs is an image familiar to most business students and managers.
The theory is based on a simple premise. Human beings have needs that are hierarchically ranked. Maslow, A.H. (1943). A theory of human motivation. Psychological review, 50, 370 – 376, 396; Maslow, A.H. (1954). Motivation and Personality. New York: Harper. There are some needs that are basic to all human beings, and in their absence nothing else matters. As we satisfy these basic needs, we start looking to satisfy higher order needs. In other words, once a lower level need is satisfied, it no longer serves as a motivator.
Abraham Maslow, psychologists who propound a theory of human innovation, on which it is classified into five categories are:
a) The psychological need 
b) The safety needs
c) The belonging needs 
d) The esteem needs
e) The self-actualization needs
A. 	THE PSYCHOLOGICAL NEEDS
These includes the need we have for oxygen, and protein, salt, sugar, calcium, and other minerals and vitamins which are repaired for maintaining the body in a state of equilibrium.
Also, there is the need to be active, to rest to sleep, to get rid of waste (co2, sweat, urine and feaces), to avoid pain, and to have sex quite a collection!
B. 	THE SAFETY NEED
When the psychological needs comes into play. You will become increase interested in finding safe circumstances, stability and protection you might develop a need for structure for order, some limits.
C. 	THE BELONGING NEED 
After the psychological and safety need a third layer start to show up. You being to feel the seed for friend and sweethearts, children, affectionate, relationship in general, even a sense of community. Looked at it negatively, you become increasing susceptible to loneliness and social anxieties.
D. 	ESTEEM NEEDS
These includes the desire for self-respects, strength, the achievement, adequacy, competency and confidence in the face of the world and for independence and freedom, strength capability and adequately  of being useful and necessary in the world. But thwarting of these needs produce feeling of inferiority of weakness and helplessness.
E.	THE SELF-ACTUALIZATION NEEDS     
The last level is a bit different. Maslow called itself actualization the being needs. Self-actualization as Maslow uses the term refers to the kind of things we have called higher motivations and these includes creativity, compassion, the appreciation of beauty, truth, justice and so on. They differ from the deficit need din that they become a part of your being part of who you are. Maslow once said the being needs were the desire to “be all that you can be”.
THE HIERARCHY OF NEED THEORY 
Human being come together to work with their individual needs. A need is accomplished by a state drive or tension that result in a behavior being directed towards a goal that will satisfy the needs and this reduce the drive or tension in the first category on needs, which is physiological need, which every human being want to satisfy first. It includes, hunger, thirst, rest, e.t.c. but the satisfaction of the low level needs gives rise to a struggle to archive the higher needs.  It is this satisfaction that will determined how much energy the particular individual employee will be prepared to be released on the job.
2.3	CURRENT TREND IN THINKING
Motivation, in order to motivate and encourage people to optimum performance, it is imperative to see that the various needs have been identified and discussed earlier in this study be satisfy as much as possible.
WAGES AND SALARIES 
In the first instance the basic needs have to be satisfied, for instance there is no doubt that the immediate problem of a Nigeria school leaver will be on how he will be able to learn livelihood once employed, the payment of the adequate wages and salaries is fundamental to the productivity and optimum performance of those employed. 
There is a large number of Nigerian workers who by the very nature of their job cannot be promoted or have their job improve somehow. To this group or set of employees, the most important maturational factor will be the pay pocket.
Consequently, the use of money as a motivating factor should not be overestimated.
No doubt money can motivate. In order word, it includes action thereby encouraging extra effort and activity.
TRAINING
Training may be explained as a process by which the capabilities and skills of an employee were developed so as enable him to perform more effectively on the task or job assigned to him.
PROMOTION 
Generally, employees want to be seen as a change for betterment in their place of work. For instance, a clerk would like to be became a senior salesmen and so on. 
In this case, promotion is seen to being along with it not just more money but a mark of recognition of an individual performance. In order to justify this as section, the employee promotion puts new life in the individual  and activities, his knowledge, skills and he strives harder to be effective In his new job.
However, to motivate the staff in any organization, these factors are to be considered. 
2.4	SUMMARY OF THE CHAPTER
This chapter talks about the definition of motivation and also theory of motivation. The propounded by Abraham Maslow was discussed. It also emphasize on the factors of motivation i.e. it share more light on motivation and the factors that motivate the staff in an organization and also the current changing in an organization.
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CHAPTER THREE
3.0 	METHODOLOGY/RESEARCH METHOD
3.1	INTRODUCTION
This chapter entail the method been used during the research study. It also deals with the method of analysis and the research problem in the research work.
The research method use in the cause of these research work also entail procedures and problem that can guide the new research in order for them not to encounter such problem in their research.
3.2 	SAMPLE AND POPULATION OF THE STUDY
This study make use of the probability sampling method and specifically stratified sampling method based on the roll call of the population provided by the Kwara State Polytechnic, Ilorin it was to ensure proper representation because the population is large and because cost and time constraints are bearable.
However, the population of this study comprises of Rector, Deputy Rector, Administration Officers, Head of Department and Directorate of Student Service at the Kwara State Polytechnic, Ilorin (Case Study).
3.3	SOURCES OF DATA/DATA COLLECTION
Questionnaires were used for data collection in this research work. This is because of the population of the Kwara State Polytechnic, Ilorin are fairly large and because some as undergone consciously by the works.
In the research work, the Kwara State Polytechnic, Ilorin was asked to respond to relevant questions relating to sustainable answers and effect of motivation on the Kwara State Polytechnic, Ilorin workers.
Moreover, this research work also asked the question on what else or any other factors that can motivate the staff in the Kwara State Polytechnic, Ilorin.
The source of data that have being adopted in the data collection or research are as follows:
a. Primary data
b. Secondary data
Primary Data
This was collected through the use of questionnaire administered to some of the staffs in the Kwara State Polytechnic, Ilorin. These are data collected for a specific purpose.
Secondary Data
The secondary data was collected from the department, units or sections of the Kwara State Polytechnic.
After some questions have been given to the staff. I am therefore directed to their various department, units or sections and offices and also to their book.
3.4 	METHOD OF DATA ANALYSIS
Questionnaire was printed in two different form and was distributed to the staff and the public who know who know more about the Kwara State Polytechnic, Ilorin.
However, the set of the questionnaire divide into three (3) basic section based on the stated hypothesis it is to give the overall reflection of the hypothesis and also to have a concrete evaluation of the research work.
The respondent were asked to tick the appropriate space provided with opinion of agreed (A) strongly agreed (A), and strongly disagreed (d) and strongly disagreed (SD). To enable proper and good analysis, agreed and strongly agreed were merged together to form agreed, while disagreed and strongly disagreed were also merged together to form disagreed.
3.5 	RESEARCH PROBLEM
Research work would have bring some good things or would have effusiveness in the organization but there are some problem that the researchers faced during the research work and also those problem also stop some research work to proceed.
Among the problem in which the researcher face during the research work are listed below:
i. High percentage of illiteracy
ii. Lack of funds and sponsorship
iii. Organizational problem
iv. The problem of the time 
1. Lack of the Funds and Sponsorship
Research work requires much money which has to be provided by interested individuals, state holder.
This particular problem makes the research to apply loans so as to make the work a successful one.
2. High Percentage of Illiteracy
This is also one of the problem face by the researcher. The researches face this problem through the questionnaire distributed to the public and in order for the researches to understand to the public he/she will have to listen and makes it an interview session. Even if they are ready, communication problem will obstruct such interaction.  
3. Organizational Problem
This particular problem is one of the crucial problems faced by the researches and this particular problem can hinder the researcher form succeeding from his/her work.
The organizational problem is a problem in which the organization are not ready to disclose their secrets or their dates because they thought any data or secret disclose to the researcher may later be used by the researcher or any other organization against them.
4. The Problem of Time
This is the major problem faced by the researcher.
Researches work requires much time and during the research work, the researcher should not engage in any other workers as to create more time for the research work.
All these problem makes research work rigorous time wasting and even, it does not encourage some people to engage in research.
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CHAPTER FOUR
4.0 	DATA PRESENTATION/ANALYSIS AND INTERPRETATION OF FINDINGS 
4.1 	INTRODUCTION
This research works talk about all staff members of the council. This chapter also deal with analysis and the interpretation of the information gathered through the question.
They said data is centered on the subject matter. Staff motivation as a tool for effective management in a public sector organization.
The analysis is both descriptive and statistical in nature. It include the use of percentage (%) and tabulation for the purpose of clarity.
4.2 	BRIEF HISTORY OF THE CASE STUDY
There is no doubting the fact that a robust technical education remains the pivot upon which a solid technological growth of any nation could be founded. Bearing this in mind, the Kwara State Polytechnic, Ilorin was established by his Excellency, the then military governor of Kwara State, Col. David Bamigboye. The decision to establish the polytechnic was announced during the launching of the four year development plan in 1971.
The college eventually came into existence following the promulgation of Kwara State Edict No. 4 of 1972 (now overtaken by the edict No. 21 of 1984, edict No. 13 of 1987 and edict No. 7 of 1994) as a body corporate empowered by statute to carry out the following important function.
· To provide for studies, training, research and development of techniques in arts and language.
· To provide training in applied sciences.
· To provide training in engineering.
· To provide training in management and commerce.
Education as well as in other spheres of learning.
The Kwara State Polytechnic started from the government technology. This later metamorphosis into Kwara State Polytechnic through edict No. 13 of 1987 at his speech during the first graduation and presentation of certificate ceremony of the school of basic studies on the 12th of December, 1974, the military governor, Brigadier General Col. David Bamigboye further stated.
Early in the life of this state, my government saw a gearing need for an institution of this nature to meet the challenges of our stage of development and was determined to meet its need.
The Kwara State Polytechnic formally commenced operation in January, 1973 with an administrative machinery patterned closely after the existing universities in the country.
At its inception in 1973, the polytechnic had 110 pioneering students, 11 members of academic staff and 3 senior administrative staff and it offers national diploma and higher national diploma in courses at undergraduate levels.
The polytechnic has as its motto: TECHNOLOGY, INNOVATION AND SERVICE.
The Kwara State Polytechnic was located in Ilorin the capital of Kwara State.
4.3 	PRESENTATION OF DATA
The presented data here was the coalition of both the primary data collected through the questionnaire distributed to the staff and management of the Kwara State Polytechnic, Ilorin and also the secondary data collected from each department, units or sections and offices in the Kwara State Polytechnic, Ilorin.
4.4 	ANALYSIS OF DATA
This deals with analysis and interpretation of the information gathered through the question.
The first question in the questionnaires attempt in finding out the reasons why employees take up their various job in the first instance.
Below are the reasons given by them as shown in table one(1)
Table One
	S/N
	Responses
	No of Respondent
	Percentages

	1
	To earn living 
	50
	62.6%

	2
	To create for family
	20
	25%

	3
	To improve labor and productivity 
	10
	12.5%

	
	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
From the above table, fifty people answers that their purpose of working is to earn their livelihood, the percentage of which is 62.5%.
Twenty people responded that their aims of working is to cater for their family and this represent 25% of the total respondents. In the same vein, the staff members claimed that they work in order to improve the productivity of the economy and this gave a corresponding of the economy of 12.5%
However, from this analysis, it will be seen that the primary motivate of people taking up this is to satisfy their immediate desire of having the means of livelihood.
The second question on the questionnaire attempted at finding out from the staff members, the love or satisfaction they have for their jobs. The question as shown in the table two.
Table Two
	Responses
	No of Respondent
	Percentage

	Yes 
	75
	95%

	No 
	5
	5%

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
From the above table, it could be seen that the number of staff that are satisfy with their job (75) Seventy five with corresponding percentage of 94% while the number of respondent that are not satisfy with their  jobs is just five representing 5% of the means that majority of the workers are not  satisfied with their job.
The third question centered on the reason why the workers of the council are committed to their work. The reason advanced are stated in table there below.


Table Three
	S/N
	Responses
	No of Respondent
	Percentage

	1
	To achieve organizational aims and objectives 
	20
	25%

	2
	Because of strict supervision
	15
	18.75%

	3
	Fear of punishment
	10
	12.5%

	4
	Because of rewards they hope to receive 
	35
	43.75%

	
	Total 
	50
	100%


Source: Researcher’s Field Survey, 2025
It can be deducted from this table that twenty respondents fell committed to their jobs on order to achieve organizational aims and objectives and this represents 25% of the total respondents. Similarly, fifteen respondents expressed that their commitment to the job is due to strict supervision they have been subjected with working environment to the group of people represent 18.75% of the total respondents the number of respondents whose commitment to their job is due to feel of punishment is ten representing 12.5% of the respondent.
On the reason of being committed to work based on an expected reward they are thirty five respondents and this sis 44% of the total respondents.
On the whole, the table has revealed that majority of people are committed to their job mostly because of the reward they hope to get, this is committed to their jobs for the purpose or archiving the organization aims and objectives, this is fooled by commitment to work to strut supervision and that of fear to have more monitoring reward the question involves “yes” or No” option.
Table Four
	Responses 
	No of respondent
	Percentage

	Yes 
	80
	100%

	No 
	-
	

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
The interpretation of this is that every staff member prefer to work for Fredrick Taylor under scientific management theory which emphasis that people love to work for monetary gains.
The next question which the workers responded to was whether money in the only thing that can motivate a worker to work harder, the responses are shown in the table below.
Table Five
	Responses 
	No of Respondent
	Percentage

	Yes 
	50
	62%

	No 
	30
	38%

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
From the responses therefore, fifty respondents expressed their view, that money is only fast that motivate the workers to work harder and this view represented 68% of the total responses.
	On the other hand, thirty people expressed the option that there are some things apart from money that will motivate them to work harder.
This group of people gives these other things as recognition and promotion prospects.
As a matter of logical sequences that question that follows the above responses. How do you feel when your colleagues are being promoted leaving you out?
The responses are shown in the table 6 below.
Table Six
	Responses
	No. of Respondents
	Percentage

	CHEATED
	30
	37.5%

	UNAPPRECIATED
	30
	37.5%

	DISCHARGE
	20
	25%

	TOTAL
	80
	100%


Source: Researcher’s Field Survey, 2025
From this table, the number of respondents that will feel cheated when their colleagues are promoted leaving them out is 30 representing 37.5% of the total respondents.
Those that will feel unappreciated of their performance when they have their counterparts being promoted leaving them out is also thirty representing 37.5% as well. Twenty of the total respondents expressed their views as having them to be discouraged when they found themselves in such situation and their members has a corresponding percentage of 25%.
The next issue considered on the questionnaire is the question whether promotion changes workers attitude to work.
This involves “yes” or “no” option as shown in this table.


Table Seven
	Responses
	No of Responses
	Percentages

	Yes 
	75
	94%

	No 
	5
	6%

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
The above table shows that 75 people expressed the view that promotion has great impaction workers attitude on this they explained that people feel  exited when their establishment shows it’s appreciation for their effort expressed through the means of  promotion.
On the other hand, five (5) respondents feels that there is no effect a promotion will have on the attitude of workers of their work. This option can postulated that inspite of workers of their work. This option can be explained in relation to McGregor assumed or postulated that inspite of workers being prompted, they still become lazy and refuse to work harder.  He made this assumption has been natural with human beings.
The next issue considered bothers on training i.e. whether workers are being considered for training or not has shown here.
Table Eight
	Responses 
	No of respondent
	Percentage

	Yes 
	45
	56

	No 
	35
	44

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
Here shows that fifty-six percent of the working population of the institution opined that workers are being trained in one way or the other. On the other hand, forty-four percent have not enjoyed such benefit.
With the question that can help training improve their performances on their jobs they have these responses.
Table Nine
	Responses 
	No of respondent
	Percentage

	Yes 
	80
	100%

	No 
	-
	

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
From the responses, it is clear that the view been expressed by all the workers appreciated the importance of their job. It is a benefit that every workers seems to have hoped to enjoy.
Lastly, the workers were asked of what could be the effect of a suit working environment and adequate working materials could have on their performance.
Table Ten
	Responses 
	No of respondent
	Percentage

	Yes 
	80
	100%

	No 
	-
	

	Total 
	80
	100%


Source: Researcher’s Field Survey, 2025
It is crystal clear from the responses on the table that suitable working environment and adequate working material could have a positive impact or effect on the perforce of the workers on their job.
4.5 	TESTING OF HYPOTHESIS
The testing of hypothesis will make use of chi-square method which enables us to deduce the final conclusion based on the findings. It is noteworthy that all the hypothesis is tested at 5 percent or 0.05 level of motivation which gives the final answers.
The formula for chi-square methods is X12 = Oij - Eij
Where i = row
j= Column 
o= Observed frequency from respondent 
E= Expected frequency from respondent 
X12= Respondent computation of text
XE2 = Represent chi-square in the table
∑∑ = Double summation
C = ni – ni
ni = total row
nj= total column
N = total grands
4.6 	SUMMARY OF THE CHAPTER
This particular chapter present analyzes and interpret the data and findings in this research work.
This chapter also brief the history of the case study (Kwara State Polytechnic, Ilorin  council) and also talks on how effective motivation is to the staff.
It also states how information was gotten from the staff and council of the Kwara State Polytechnic, Ilorin. This chapter also states some effective tools to the staff in an organization and also what the staffs are working for an what they are using their salaries for.
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CHAPTER FIVE
5.0 	SUMMARY, RECOMMENDATION AND CONCLUSION 
5.1	SUMMARY AND FINDINGS
This research work has analyze more on the tools for effective management in an organization most especially in the Kwara State Polytechnic, Ilorin council it also made emphases on motivation and examine it critically how it is a tool for an effective management 
These finding also brief the history of the study (Kwara State Polytechnic, Ilorin). It also state the limitation In which the new researcher can face through their funds, it also recommend some effective tools for management and most especially the Kwara State Polytechnic, Ilorin management council.
This research work also appraise the staff and analyze more factor in which the staff can be motivated in an organization management.
5.2	RECOMMENDATIONS
Having analyzed and examined the findings through the data collected the following could be used to further improve the efficiency and productivity of the workers of the Kwara State Polytechnic, Ilorin council.
First and foremost, the personnel management department need no further embark on an aggression improvement of general welfare and working condition of the staff of the Kwara State Polytechnic, Ilorin council this is not however to say that management has been failing in its duties towards the staff, but it will be greatly improved on to meet the general expectation and needs of the workers.
Consequently, the management can still use the following method to further create a mutually conductive atmosphere within which workers performance can successfully lead to achievement of organizational goals and objectives.
There should be a review of financial incentives policy  on which various types of allowance could be introduced in addition to the existing ones on order to further motivate the worker. There is no  doubt that the present earning of the workers could not adequately sustain them, of course, the general feelings, among the workers is there earning in the present day economic situation is not commensurate with the service they rendered and that as such they could not adequately meet their basic physiological needs.
As a result of this, as the economic situation improves, it is suggested that more liberal granting of loans should continue adopted by the council to motivate the workers. This may be vehicle, housing or contingency loan.
Apart from this, promotion should continue to be used strictly on the principle of merit performance or other justifiable criteria which must be made known to the workers and should be adhered to this is important because a hardworking worker obviously expects to be appropriately reward with promotion if this morale is not to be dampened.
However, promotion should not be based on sentiment or other extraneous factors.
Also, the quality of the present welfare and recreational services and facilities enhance productivity. Delay, and inadequacies in improving such service should be checked and new innovations made where necessary. Work environment should be well taken care of and required the necessary material provided to allow for improved and higher performance.
Finally, it is suggested that there should be a format which both the general worker and the management staff would have the opportunity of interacting at least once in a year for better understanding and improvement social relationship.
This can have a far reaching position of physiological effect on the workers especially when some forms of prices go along with such ceremony or programme, it will go a long way in giving sense of belonging in the organization.
5.3	CONCLUSION
Motivation is a management tool which is the key to effectiveness in any management and it is well applied, will also go a long way in improving efficiency and output of workers.
From the research, the various techniques used to motivate the workers in the Kwara State Polytechnic, Ilorin have been discovered on the whole. It has been profound that workers will be greatly motivated in the working environment where good communication and adequate information is given on the job, entrusting the responsibilities on workers, training facilities, steady promotion and good salary structure are enjoyed. In short, workers will not function effectively if these alone mentioned are inadequate.
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