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Abstract
This study investigates the impact of motivation and conducive office environments on employee performance at Kwara State Polytechnic and Kwara State University, Malete. Focusing on academic and administrative staff, the research explores how motivational factors—such as salary increments, recognition, and training—and environmental conditions, including ergonomic facilities, reliable technology, and supportive organizational culture, influence productivity, job satisfaction, and organizational commitment. Using a questionnaire-based survey of 25 respondents, the study reveals that both monetary and non-monetary incentives significantly enhance performance, while inadequate facilities and poor environments lead to stress and disengagement. Key challenges include outdated infrastructure, irregular salaries, and limited professional development opportunities, common in Nigerian tertiary institutions. The findings underscore the synergistic role of motivation and environment in optimizing employee performance. Recommendations include implementing balanced motivational strategies, upgrading physical infrastructure, fostering collaborative workspaces, and institutionalizing training programs to enhance efficiency and institutional outcomes. This study provides actionable insights for policymakers and institutional leaders to improve employee performance and achieve academic excellence.
.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
The effective management of organizations relies on the seamless integration of human resources, technological tools, and strategic processes to achieve collective goals. At the heart of this integration lies employee performance, which is influenced by a myriad of factors, including motivation and the quality of the office environment. Motivation, defined as the psychological process that energizes, directs, and sustains behavior toward goal attainment (Luthans, 2011), is a critical driver of employee productivity and engagement. Similarly, a conducive office environment, encompassing physical infrastructure, organizational culture, and interpersonal dynamics, provides the foundation for employees to perform optimally (Chandrasekar, 2011). In the context of tertiary institutions like Kwara State Polytechnic and Kwara State University, Malete, these factors are particularly significant, given the diverse roles of academic, administrative, and support staff in delivering educational and institutional objectives.
Kwara State Polytechnic and Kwara State University, Malete, operate within Nigeria’s educational sector, which is characterized by high stakeholder expectations, resource constraints, and the need for continuous innovation. Employees in these institutions undertake complex tasks, including teaching, research, administrative coordination, and student support, all of which require high levels of motivation and a supportive work environment. Motivation can be intrinsic, driven by personal fulfillment and professional growth, or extrinsic, fueled by rewards such as salaries, promotions, and recognition (Deci & Ryan, 2000). A conducive office environment, on the other hand, includes ergonomic workstations, reliable technology, adequate lighting, and a positive organizational culture that fosters collaboration and respect (Veitch, 2011).
Historically, organizational management focused primarily on financial incentives, often neglecting the role of the workplace environment. However, contemporary theories, such as Herzberg’s Two-Factor Theory and Maslow’s Hierarchy of Needs, emphasize the interplay between motivation and environmental factors in shaping performance (Herzberg, 1966; Maslow, 1943). Herzberg’s theory distinguishes between motivators (e.g., achievement, recognition) and hygiene factors (e.g., working conditions, salary), suggesting that a conducive environment is essential to prevent dissatisfaction, while motivation drives performance. Maslow’s framework highlights the progression of employee needs, from basic physiological requirements (e.g., adequate facilities) to self-actualization (e.g., career growth), both of which are relevant to the study institutions.
In Nigerian tertiary institutions, challenges such as irregular salary payments, outdated infrastructure, and bureaucratic cultures often undermine motivation and environmental quality (Okebukola, 2010). For instance, overcrowded offices, unreliable internet, and poor ventilation can hinder productivity, while limited training opportunities and lack of recognition may demotivate staff. At Kwara State Polytechnic and Kwara State University, these issues are compounded by the need to meet national accreditation standards and compete in a global academic landscape. Addressing these challenges requires a strategic focus on enhancing motivational strategies and improving office environments to optimize employee performance.
The advent of technology and globalization has further transformed workplace expectations. Employees now demand environments that support innovation, collaboration, and well-being (Pink, 2009). In educational institutions, where knowledge creation and dissemination are core functions, a motivated workforce in a conducive environment is essential for achieving academic excellence, research output, and administrative efficiency. This study aims to explore how motivation and a conducive office environment influence employee performance at Kwara State Polytechnic and Kwara State University, Malete, providing insights to inform institutional policies and practices.

1.2 	Statement of the Problem
Employee performance is a cornerstone of organizational success, yet many Nigerian tertiary institutions, including Kwara State Polytechnic and Kwara State University, Malete, face challenges in maximizing it due to inadequate motivation and suboptimal office environments. Preliminary observations suggest that employees in these institutions encounter issues such as delayed salaries, limited professional development opportunities, outdated office facilities, and high workloads, which may erode motivation and hinder performance. While motivation theories highlight the efficacy of financial and non-financial incentives, their application in these institutions remains underexplored, particularly in the context of environmental constraints.
The office environment in these institutions often lacks modern infrastructure, such as reliable internet, ergonomic furniture, and adequate workspace, which can negatively impact efficiency and morale. Additionally, organizational cultures that fail to promote recognition, teamwork, or career advancement may exacerbate disengagement. The combined effect of these factors raises concerns about the institutions’ ability to achieve their academic, research, and administrative objectives. The problem of this study, therefore, is to investigate the extent to which motivation and a conducive office environment influence employee performance at Kwara State Polytechnic and Kwara State University, Malete. Specifically, it seeks to identify the motivational factors and environmental conditions that enhance or impede performance and to propose strategies for improvement.

1.3 	Objectives of the Study
The primary objective of this study is to examine the impact of motivation and a conducive office environment on employee performance at Kwara State Polytechnic and Kwara State University, Malete. The specific objectives are:
1. To identify the motivational factors influencing employee performance in the selected institutions.
2. To evaluate the contribution of a conducive office environment to employee productivity.
3. To assess the effectiveness of existing motivational strategies and office environment conditions on employee performance.
4. To examine the consequences of inadequate motivation and poor office environment on employee performance.
5. To recommend strategies for enhancing motivation and improving office environments to optimize employee performance.
1.4 	Research Questions
The following research questions guide the study:
1. What are the motivational factors influencing employee performance at Kwara State Polytechnic and Kwara State University, Malete?
2. How does a conducive office environment contribute to employee productivity in these institutions?
3. How effective are the current motivational strategies and office environment conditions in enhancing employee performance?
4. What are the consequences of inadequate motivation and poor office environment on employee performance?
5. What strategies can be implemented to improve motivation and office environments for better employee performance?
1.5 	Significance of the Study
This study holds significant value for various stakeholders:
· Employees: The findings will empower employees to advocate for improved motivational incentives and workplace conditions, enhancing their performance and job satisfaction.
· Institutional Management: Leaders at Kwara State Polytechnic and Kwara State University will gain evidence-based insights to develop policies that boost motivation and improve office environments, leading to better institutional outcomes.
· Policy Makers: The study will inform educational policymakers about systemic challenges in tertiary institutions, guiding resource allocation and reforms.
· Researchers: By providing a context-specific analysis, the study contributes to the literature on organizational behavior and human resource management in Nigerian educational settings.
· Students and Society: Enhanced employee performance will improve teaching, research, and administrative services, benefiting students and the broader community.


1.6 	Delimitation of the Study
The study is delimited to the impact of motivation and conducive office environment on employee performance at Kwara State Polytechnic and Kwara State University, Malete. It focuses on academic, administrative, and support staff, using a questionnaire-based approach. Other factors influencing performance, such as personal life challenges or macroeconomic conditions, are excluded to maintain a focused scope.
1.7 Limitation of the Study
The study encountered several limitations:
· Financial Constraints: Limited funding restricted the scope of data collection and travel between the two institutions.
· Time Constraints: The research timeline limited the ability to conduct longitudinal analysis.
· Respondent Reluctance: Some respondents were hesitant to provide candid responses due to fears of institutional repercussions or confidentiality concerns.
Despite these challenges, the researcher ensured data reliability through ethical practices, clear questionnaire design, and assurances of anonymity.






CHAPTER TWO
LITERATURE REVIEW
This chapter reviews scholarly literature on the impact of motivation and conducive office environment on employee performance, with a focus on concepts, theories, and empirical studies relevant to Kwara State Polytechnic and Kwara State University, Malete. The review is organized under the following subheadings.
2.1 	Concept of Motivation
2.2 	Concept of Conducive Office Environment
2.3 	Importance of Motivation in Employee Performance
2.4	 Importance of a Conducive Office Environment
2.5 	Motivational Strategies for Employee Performance
2.6 	Elements of a Conducive Office Environment
2.7 	Roles of Motivation and Office Environment in Employee Performance

2.1 	Concept of Motivation
Motivation refers to the internal and external forces that initiate, direct, and sustain effort toward achieving organizational goals (Robbins & Judge, 2019). It is a multifaceted construct encompassing intrinsic motivation, driven by personal fulfillment, and extrinsic motivation, fueled by external rewards such as salaries and recognition (Ryan & Deci, 2000). In organizational settings, motivation influences employee engagement, productivity, and commitment, making it a critical focus for management.
Herzberg’s Two-Factor Theory posits that motivation is driven by motivators (e.g., achievement, recognition) and hygiene factors (e.g., salary, working conditions). While hygiene factors prevent dissatisfaction, motivators enhance performance (Herzberg, 1966). Similarly, Maslow’s Hierarchy of Needs suggests that employees are motivated by a progression of needs, from physiological (e.g., income) to self-actualization (e.g., professional growth) (Maslow, 1943). These theories are relevant to Kwara State Polytechnic and Kwara State University, where diverse employee needs require a balanced approach to motivation.
In educational institutions, motivation is essential due to the intellectual and administrative demands of roles such as teaching, research, and student support. Motivated employees exhibit higher creativity, job satisfaction, and organizational loyalty (Amabile, 1996). However, in Nigerian tertiary institutions, motivation is often hampered by irregular salaries, limited training, and bureaucratic delays (Okebukola, 2010). Addressing these challenges requires tailored motivational strategies that combine financial and non-financial incentives.
Motivation is a fundamental concept in organizational behavior and human resource management, referring to the internal and external forces that initiate, direct, and sustain goal-oriented behavior (Robbins & Judge, 2019). It is the driving force behind individuals' willingness to exert effort in their tasks, persist in the face of obstacles, and achieve set objectives. Motivation can be understood as both a psychological process and a management tool, influencing how individuals perceive their roles, how committed they remain, and how productive they ultimately become within an organization.
Motivation is generally categorized into two types: intrinsic and extrinsic motivation. Intrinsic motivation arises from within the individual and is fueled by personal satisfaction, intellectual curiosity, and a sense of achievement. For instance, a lecturer might be intrinsically motivated by the joy of teaching or the challenge of conducting new research. In contrast, extrinsic motivation stems from external rewards such as salaries, bonuses, job security, recognition, and promotions (Ryan & Deci, 2000). Both types are critical in ensuring that employees not only perform their duties but also derive satisfaction from them.
Several motivational theories help explain the complex nature of employee motivation. Herzberg’s Two-Factor Theory is a prominent framework that divides motivational factors into two categories: motivators and hygiene factors. Motivators such as achievement, recognition, the nature of the work itself, and opportunities for growth and advancement are believed to lead to job satisfaction and increased motivation. On the other hand, hygiene factors such as salary, company policies, job security, and working conditions, while not directly motivating, are necessary to prevent job dissatisfaction (Herzberg, 1966). This theory suggests that addressing both sets of factors is crucial for creating a productive work environment.
Another foundational theory is Maslow’s Hierarchy of Needs, which proposes that human motivation progresses through a series of stages: physiological needs, safety needs, social belonging, esteem, and self-actualization. In a workplace context, this means that employees must first have their basic needs met—such as fair wages and job security—before they can be expected to pursue higher-level goals such as professional development and personal fulfillment (Maslow, 1943). In institutions such as Kwara State Polytechnic and Kwara State University, employees may be at different stages in this hierarchy, thus requiring different types of support and motivation strategies.
In the context of educational institutions, motivation is particularly important given the intellectual, administrative, and emotional demands associated with roles such as lecturing, research, academic advising, and student mentorship. The performance and commitment of both academic and non-academic staff can significantly influence the overall quality of education and institutional reputation. Motivated employees are more likely to demonstrate creativity, commitment to student success, higher productivity, and loyalty to the institution (Amabile, 1996). This, in turn, enhances institutional effectiveness and contributes to long-term growth.

2.2 	Concept of Conducive Office Environment
A conducive office environment is a multifaceted concept that integrates physical, psychological, and social conditions to foster employee well-being, engagement, and productivity (Chandrasekar, 2011). It serves as the foundation for organizational success by creating a workspace where employees can thrive. Each dimension—physical, psychological, and social—plays a critical role in shaping employee performance, satisfaction, and overall organizational outcomes.
Physical Environment
The physical office environment encompasses tangible elements such as ergonomic furniture, lighting, ventilation, noise levels, temperature control, and technological infrastructure. Ergonomic furniture, such as adjustable chairs and desks, reduces physical strain and prevents long-term health issues like back pain or repetitive strain injuries (Veitch, 2011). Adequate lighting, preferably a combination of natural and artificial sources, minimizes eye strain and enhances concentration. Poor lighting, for instance, has been linked to headaches and reduced productivity (Seppänen et al., 2006). Similarly, proper ventilation and temperature regulation ensure a comfortable workspace, preventing fatigue and maintaining alertness.
Reliable technology is another cornerstone of a conducive physical environment, particularly in academic institutions like Kwara State Polytechnic and Kwara State University, where employees rely on computers, projectors, and internet connectivity for teaching, research, and administrative tasks. Outdated or malfunctioning equipment can lead to inefficiencies, frustration, and delays. For example, slow computers or frequent network outages can disrupt lesson delivery or administrative processes, negatively impacting performance. Studies show that a well-maintained physical environment reduces absenteeism and health-related complaints, allowing employees to focus on their core responsibilities (Chandrasekar, 2011).
In the context of Nigerian tertiary institutions, physical infrastructure often faces challenges due to limited funding and maintenance. Overcrowded offices, dilapidated furniture, and unreliable power supply are common issues that hinder productivity. Addressing these requires strategic investments in infrastructure upgrades, such as solar power systems to mitigate electricity challenges, and regular maintenance schedules to ensure equipment functionality.
Psychological Environment
The psychological environment refers to the emotional and mental conditions within the workplace, shaped by factors such as organizational culture, leadership style, and recognition systems. A supportive psychological environment fosters a sense of belonging, trust, and motivation. For instance, a culture that values open communication and recognizes employee contributions enhances job satisfaction and engagement (Edmondson, 1999). Conversely, a toxic environment characterized by micromanagement, lack of feedback, or favoritism can lead to stress, burnout, and disengagement.
Leadership plays a pivotal role in shaping the psychological environment. Transformational leaders who inspire, empower, and provide clear direction create a positive atmosphere that encourages employees to excel (Bass, 1990). In contrast, autocratic leadership, common in some Nigerian institutions, can stifle creativity and reduce morale. At Kwara State Polytechnic and Kwara State University, fostering a participative leadership style, where employees are involved in decision-making, could enhance psychological well-being and performance.
Social Environment
The social environment encompasses interpersonal relationships, teamwork, and collaboration among employees. A workplace that promotes respect, inclusivity, and cooperation fosters a sense of community, which is essential for achieving institutional goals (Veitch, 2011). Positive social interactions reduce conflict and enhance morale, while negative dynamics, such as cliques or discrimination, can undermine productivity.
In Nigerian tertiary institutions, hierarchical structures sometimes create barriers to effective communication and collaboration. For example, junior staff may hesitate to share ideas with senior colleagues due to cultural norms or fear of reprisal (Adeyemi, 2014). To address this, institutions can implement team-building activities, mentorship programs, and open-door policies to encourage interaction and trust. At Kwara State University, for instance, interdisciplinary research groups could foster collaboration among faculty members, enhancing both social cohesion and academic output.
Impact on Performance
A conducive office environment directly influences employee performance by reducing physical and mental strain, enhancing focus, and fostering collaboration. In academic settings, where tasks require high cognitive effort, a well-designed environment is critical. For example, a lecturer delivering a complex topic benefits from a quiet, well-lit classroom with functional teaching aids, while an administrative staff member requires efficient software and ergonomic workstations to process student records accurately.
In Kwara State Polytechnic and Kwara State University, addressing environmental challenges—such as upgrading facilities, promoting inclusive cultures, and enhancing leadership practices—can significantly improve employee performance. These improvements align with global best practices and are essential for positioning these institutions as competitive academic hubs.

2.3 	Importance of Motivation in Employee Performance
Motivation is the driving force behind employee behavior, influencing the effort, persistence, and direction of their actions (Robbins & Judge, 2019). It is a critical determinant of performance, particularly in demanding environments like tertiary institutions. Motivated employees exhibit higher productivity, creativity, and commitment, contributing to institutional success. Below are the key benefits of motivation, with a focus on their relevance to Kwara State Polytechnic and Kwara State University.
1. Increased Productivity
Motivated employees are more likely to invest effort in their tasks, resulting in higher output. According to Robbins and Judge (2019), motivation enhances efficiency by aligning individual goals with organizational objectives. In academic settings, motivated lecturers prepare engaging lessons, conduct impactful research, and mentor students effectively. Similarly, motivated administrative staff streamline processes, such as student registration or financial reporting, reducing delays. At Kwara State Polytechnic, where technical education demands hands-on training, motivated instructors can deliver practical sessions that enhance student skills, boosting institutional reputation.

2. Enhanced Job Satisfaction
Motivation fosters job satisfaction by addressing employees’ intrinsic and extrinsic needs. Herzberg’s Two-Factor Theory (1966) suggests that factors like recognition, achievement, and growth opportunities (motivators) enhance satisfaction, while poor working conditions or inadequate pay (hygiene factors) cause dissatisfaction. In Nigerian institutions, where salaries are often modest, non-financial motivators—such as certificates of excellence or public acknowledgment—can significantly boost satisfaction. At Kwara State University, recognizing faculty for research publications or teaching innovations can reduce turnover and enhance morale.
3. Creativity and Innovation
Intrinsic motivation, driven by a sense of purpose and autonomy, fosters creativity and innovation (Amabile, 1996). In academic environments, creative problem-solving is essential for developing new teaching methods, conducting cutting-edge research, and addressing institutional challenges. Motivated employees are more likely to experiment with novel approaches, such as integrating technology into classrooms or designing interdisciplinary courses. At Kwara State Polytechnic, fostering intrinsic motivation through research grants or innovation hubs can encourage faculty to develop solutions tailored to local industries.
4. Organizational Commitment
Motivated employees develop a sense of loyalty and alignment with institutional goals, known as organizational commitment (Meyer & Allen, 1991). Committed employees are less likely to leave, reducing recruitment costs and knowledge loss. In Nigerian tertiary institutions, where brain drain is a concern, fostering commitment through career development opportunities and supportive leadership is critical. For example, Kwara State University could implement mentorship programs to retain young academics, ensuring long-term institutional stability.
5. Stress Reduction
Motivation provides employees with a sense of purpose, mitigating workplace stress (Pink, 2009). A motivated employee perceives challenges as opportunities rather than burdens, enhancing resilience. In high-pressure academic environments, where employees juggle teaching, research, and administrative duties, motivation can buffer stress. At Kwara State Polytechnic, offering flexible work schedules or wellness programs can help employees manage stress, improving overall performance.
2.4	 Importance of a Conducive Office Environment
A conducive office environment is a catalyst for employee performance, offering multiple benefits that align with organizational goals. Below are the key advantages, with examples relevant to Kwara State Polytechnic and Kwara State University.
1. Boosting Efficiency
Modern facilities and well-designed workspaces reduce time wastage and errors, enhancing efficiency (Chandrasekar, 2011). For instance, reliable internet connectivity enables lecturers to access online resources, while efficient software streamlines administrative tasks. In contrast, outdated infrastructure, such as slow computers or manual record-keeping, hinders productivity. At Kwara State University, investing in digital platforms for course management can reduce administrative burdens, allowing faculty to focus on teaching and research.


2. Improving Well-being
Comfortable workspaces minimize physical and mental strain, promoting employee well-being (Veitch, 2011). Ergonomic furniture prevents health issues, while adequate lighting and ventilation enhance alertness. A psychologically supportive environment, characterized by fairness and respect, reduces stress. In Nigerian institutions, overcrowded offices and poor ventilation are common challenges that negatively impact well-being. Upgrading physical facilities at Kwara State Polytechnic, such as providing spacious staff offices, can improve employee health and satisfaction.
3. Promoting Collaboration
A positive organizational culture fosters teamwork, which is essential for achieving institutional goals (Edmondson, 1999). Collaborative environments encourage knowledge sharing and innovation, particularly in academic settings where interdisciplinary research is valuable. At Kwara State University, creating shared spaces like faculty lounges or research centers can facilitate collaboration, enhancing academic output and institutional cohesion.
4. Enhancing Morale
Supportive environments increase employee engagement and loyalty (Seppänen et al., 2006). Recognition, fair treatment, and opportunities for growth boost morale, reducing disengagement. In Nigerian institutions, where hierarchical structures sometimes limit feedback, fostering open communication can enhance morale. At Kwara State Polytechnic, regular staff forums or suggestion boxes can empower employees, increasing their sense of value and commitment.
5. Attracting Talent
A quality workplace enhances institutional reputation, aiding recruitment and retention (Adeyemi, 2014). Talented academics and administrators are more likely to join institutions with modern facilities and supportive cultures. In a competitive academic landscape, Kwara State University can leverage a conducive environment to attract top researchers, enhancing its research profile and global rankings.
2.5 	Motivational Strategies for Employee Performance
Effective motivational strategies address employees’ diverse needs, enhancing performance and satisfaction. Below are key strategies, with applications to Kwara State Polytechnic and Kwara State University.
1. Financial Incentives
Competitive salaries, bonuses, and allowances address basic needs, ensuring financial security (Herzberg, 1966). In Nigerian institutions, where salaries are often delayed or inadequate, timely payments and performance-based bonuses can boost motivation. At Kwara State Polytechnic, introducing allowances for extra teaching hours can incentivize faculty to take on additional responsibilities.
2. Recognition Programs
Public acknowledgment of achievements, such as awards or commendations, boosts morale (Pink, 2009). Recognition validates employees’ efforts, fostering pride and engagement. At Kwara State University, annual ceremonies recognizing outstanding lecturers or administrators can enhance motivation, particularly in a resource-constrained environment.
3. Training and Development
Skill enhancement through workshops, certifications, or international training fosters engagement and career growth (Olatunji, 2013). In academic settings, training in modern teaching methods or research techniques is highly effective. Kwara State Polytechnic can partner with industry to offer technical training, aligning employee skills with local labor market needs.
4. Job Security
Stability reduces anxiety, enabling employees to focus on performance (Meyer & Allen, 1991). In Nigerian institutions, where contract-based employment is common, offering permanent positions or clear career paths can enhance motivation. At Kwara State University, transparent tenure processes can provide faculty with long-term security, reducing turnover.
5. Inclusive Environments
Involving employees in decision-making increases ownership and motivation (Deci & Ryan, 2000). Participative management practices, such as departmental committees or staff representation in governance, empower employees. At Kwara State Polytechnic, establishing faculty councils or staff advisory boards can foster inclusivity, enhancing engagement and institutional loyalty.
2.6 	Elements of a Conducive Office Environment
A conducive office environment is a holistic framework that integrates physical, psychological, and social elements to foster employee well-being, engagement, and productivity. It serves as the backbone of organizational success by creating a workspace that supports employees in achieving their full potential (Chandrasekar, 2011). In academic institutions like Kwara State Polytechnic and Kwara State University, where employees juggle intellectual, administrative, and interpersonal responsibilities, a conducive environment is essential for enhancing performance and institutional outcomes. The following elements—physical infrastructure, lighting and ventilation, organizational culture, leadership support, and safety and security—are critical components that shape a productive workplace, each with unique implications in the Nigerian tertiary education context.
1. Physical Infrastructure
Physical infrastructure encompasses the tangible aspects of the workplace, including ergonomic furniture, reliable technology, and adequate space (Chandrasekar, 2011). These elements directly influence employee comfort, efficiency, and health, which are critical for sustained performance.
· Ergonomic Furniture: Ergonomically designed chairs, desks, and workstations reduce physical strain and prevent long-term health issues such as back pain, neck stiffness, or repetitive strain injuries. For instance, lecturers at Kwara State University who spend hours grading papers or preparing lessons benefit from adjustable chairs and desks that promote proper posture. In contrast, outdated or uncomfortable furniture can lead to fatigue, reducing productivity and increasing absenteeism (Veitch, 2011).
· Reliable Technology: In academic settings, technology is indispensable for teaching, research, and administration. Functional computers, high-speed internet, and modern teaching aids (e.g., projectors, smartboards) enable employees to perform tasks efficiently. At Kwara State Polytechnic, where technical education relies on practical demonstrations, reliable laboratory equipment and software are critical for instructors to deliver high-quality training. Conversely, outdated or malfunctioning technology—such as slow computers or frequent network outages—causes delays and frustration, hindering performance (Seppänen et al., 2006).
· Adequate Space: Sufficient office and classroom space is essential to prevent overcrowding, which can impair concentration and collaboration. In Nigerian tertiary institutions, overcrowded offices are a common challenge due to limited infrastructure funding. For example, administrative staff at Kwara State Polytechnic often share cramped offices, leading to distractions and reduced efficiency. Providing spacious, well-organized workspaces enhances focus and fosters a professional atmosphere.
In the context of Nigerian institutions, physical infrastructure faces significant challenges due to budgetary constraints and maintenance issues. Dilapidated buildings, unreliable power supply, and outdated equipment are prevalent in many public institutions, including Kwara State Polytechnic and Kwara State University. To address these, institutions can explore cost-effective solutions, such as partnerships with private organizations for equipment donations or adopting energy-efficient technologies like solar power to mitigate electricity challenges. Regular maintenance schedules and prioritized investments in critical infrastructure can also enhance the physical environment, boosting employee performance.


2. Lighting and Ventilation
Lighting and ventilation are critical environmental factors that influence employee concentration, health, and well-being (Veitch, 2011). A well-lit and properly ventilated workspace enhances cognitive performance, reduces fatigue, and creates a comfortable atmosphere.
· Lighting: Adequate lighting, preferably a combination of natural and artificial sources, minimizes eye strain and enhances alertness. Natural light has been shown to improve mood and productivity, while poor lighting can cause headaches, fatigue, and reduced focus (Veitch, 2011). In academic settings, where employees engage in visually demanding tasks like reading, writing, or grading, proper lighting is essential. For example, lecturers at Kwara State University require well-lit classrooms to deliver engaging lessons, while administrative staff need adequate lighting to process documents accurately. In Nigerian institutions, where power outages are common, reliance on artificial lighting can be disrupted, necessitating backup solutions like solar-powered lighting systems.
· Ventilation: Good air quality and temperature regulation are vital for maintaining a comfortable and healthy workplace. Poor ventilation can lead to stuffiness, reduced oxygen levels, and increased fatigue, impairing cognitive performance. In tropical climates like Nigeria’s, high temperatures and humidity exacerbate these issues, particularly in overcrowded or poorly designed buildings. At Kwara State Polytechnic, for instance, poorly ventilated lecture halls can hinder student and instructor focus during long sessions. Installing energy-efficient ventilation systems or designing buildings with cross-ventilation can mitigate these challenges, improving employee well-being and productivity.
Addressing lighting and ventilation in Nigerian tertiary institutions requires innovative approaches due to resource limitations. For example, retrofitting buildings with energy-efficient windows to maximize natural light or using ceiling fans to improve air circulation can be cost-effective solutions. These improvements not only enhance employee performance but also contribute to a healthier and more sustainable workplace.
3. Organizational Culture
Organizational culture refers to the shared values, norms, and practices that shape employee interactions and engagement within the workplace (Edmondson, 1999). A positive culture characterized by respect, recognition, and collaboration fosters a sense of belonging and motivation, while a toxic culture marked by favoritism or distrust can lead to disengagement and conflict.
· Respect and Inclusivity: A culture that values diversity and treats all employees fairly creates a sense of psychological safety, encouraging open communication and idea-sharing. In academic institutions, where employees come from diverse academic and cultural backgrounds, fostering inclusivity is critical. For example, at Kwara State University, ensuring that junior faculty feel valued in departmental meetings can enhance their contributions and engagement.
· Recognition: Acknowledging employee achievements, whether through awards, public praise, or informal appreciation, boosts morale and motivation. At Kwara State Polytechnic, recognizing instructors for innovative teaching methods or successful student projects can foster a culture of excellence. Conversely, a lack of recognition can lead to feelings of under appreciation, reducing effort and commitment.
· Collaboration: A collaborative culture encourages teamwork and knowledge-sharing, which are essential for achieving institutional goals. In Nigerian institutions, hierarchical structures often limit collaboration, as junior staff may hesitate to engage with senior colleagues due to cultural norms or fear of reprisal (Adeyemi, 2014). Promoting interdisciplinary research groups or team-based projects at Kwara State University can break down these barriers, fostering innovation and cohesion.
Building a positive organizational culture in Nigerian tertiary institutions requires intentional efforts to address cultural and structural challenges. For instance, implementing open-door policies, regular staff forums, or diversity training can promote inclusivity and collaboration. Leadership plays a critical role in modeling these values, ensuring that the culture aligns with institutional objectives.
4. Leadership Support
Supportive leadership is a cornerstone of a conducive office environment, as leaders shape employee motivation, trust, and performance through their actions and policies (Adeyemi, 2014). Transformational leaders who inspire, empower, and provide clear direction create a positive workplace, while autocratic or unsupportive leadership can stifle creativity and morale.
· Empowerment and Autonomy: Supportive leaders grant employees autonomy to make decisions, fostering a sense of ownership and intrinsic motivation. For example, allowing lecturers at Kwara State Polytechnic to design their own curricula or research projects can enhance their engagement and creativity. In contrast, micromanagement, common in hierarchical Nigerian institutions, can demotivate employees by limiting their sense of control.
· Feedback and Communication: Regular, constructive feedback helps employees understand their strengths and areas for improvement, boosting confidence and performance. At Kwara State University, leaders who provide timely feedback on research proposals or teaching performance can help faculty refine their skills. Open communication channels, such as regular departmental meetings or suggestion boxes, also build trust and ensure employees feel heard.
· Support for Professional Growth: Leaders who prioritize employee development through training, mentorship, or career advancement opportunities foster loyalty and motivation. In Nigerian institutions, where professional development opportunities are often limited, supportive leaders can advocate for access to workshops or international collaborations. For instance, a dean at Kwara State Polytechnic could facilitate partnerships with industry to provide technical training for instructors.
In the Nigerian context, leadership is often hierarchical, with decision-making concentrated at the top. This can create a disconnect between leaders and employees, undermining trust. Training programs for leaders on transformational and participative leadership styles can help bridge this gap, creating a more supportive environment that enhances employee performance.


5. Safety and Security
A safe and secure workplace is essential for reducing stress and enabling employees to focus on their tasks (Seppänen et al., 2006). Safety encompasses both physical security (e.g., protection from hazards or violence) and psychological safety (e.g., freedom from harassment or discrimination).
· Physical Safety: A workplace free from physical hazards, such as faulty electrical systems or unsafe buildings, is critical for employee well-being. In Nigerian tertiary institutions, where infrastructure maintenance is often neglected, ensuring safe facilities is a priority. For example, at Kwara State Polytechnic, regular inspections of laboratories and lecture halls can prevent accidents, enhancing employee confidence and focus.
· Psychological Safety: A workplace where employees feel free to express ideas or report concerns without fear of retaliation fosters engagement and innovation (Edmondson, 1999). In hierarchical institutions like Kwara State University, creating a psychologically safe environment requires leaders to encourage open dialogue and address issues like favoritism or discrimination promptly.
· Job Security: Perceived job stability reduces anxiety, allowing employees to concentrate on performance. In Nigerian institutions, where contract-based employment is common, offering permanent positions or transparent promotion criteria can enhance security. For instance, clear tenure policies at Kwara State University can motivate faculty to invest in long-term institutional goals.
Safety and security are particularly challenging in Nigerian tertiary institutions due to funding constraints and societal issues like insecurity. Institutions can address these by implementing basic safety measures, such as installing fire extinguishers or security cameras, and fostering a culture of psychological safety through anti-harassment policies and grievance mechanisms.
2.7 	Roles of Motivation and Office Environment in Employee Performance
Motivation and a conducive office environment work synergistically to enhance performance. Motivation energizes employees, while a supportive environment enables them to channel their efforts effectively (Amabile & Kramer, 2011). For instance, recognition motivates lecturers to innovate, but without reliable projectors or internet, their efforts may be frustrated. In Kwara State Polytechnic and Kwara State University, integrating motivational strategies with environmental improvements can maximize performance.
Roles of Motivation in Employee Performance
Motivation plays several critical roles in enhancing employee performance, particularly in the demanding context of tertiary institutions:
1. Energizing Effort: Motivation drives employees to invest effort in their tasks, increasing productivity. For example, a motivated lecturer at Kwara State Polytechnic may spend extra hours preparing hands-on technical demonstrations, enhancing student learning outcomes (Robbins & Judge, 2019).
2. Fostering Creativity: Intrinsic motivation encourages innovative problem-solving, critical in academic settings. A motivated researcher at Kwara State University may develop novel teaching methods or interdisciplinary studies, contributing to institutional reputation (Amabile, 1996).
3. Enhancing Commitment: Motivated employees align their goals with institutional objectives, fostering loyalty and reducing turnover. Recognition programs can motivate administrative staff at Kwara State Polytechnic to streamline processes, supporting institutional efficiency (Meyer & Allen, 1991).
4. Reducing Stress: Motivation provides a sense of purpose, buffering workplace stress. For instance, a lecturer motivated by student success may perceive heavy teaching loads as fulfilling rather than burdensome (Pink, 2009).
In Nigerian institutions, where financial constraints limit monetary incentives, non-financial motivators like recognition, training, or autonomy are critical. However, motivation’s effectiveness depends on a supportive environment to translate effort into results.
Roles of a Conducive Office Environment in Employee Performance
A conducive office environment complements motivation by providing the conditions for employees to perform optimally. Its key roles include:
1. Enabling Efficiency: Modern facilities, such as reliable technology and ergonomic workspaces, reduce time wastage and errors. For example, functional projectors at Kwara State University allow lecturers to deliver multimedia lessons effectively, amplifying their motivated efforts (Chandrasekar, 2011).
2. Supporting Well-Being: Comfortable workspaces and supportive cultures minimize physical and mental strain. Adequate lighting and ventilation at Kwara State Polytechnic enhance employee focus, while psychological safety fosters resilience, enabling motivated employees to thrive (Veitch, 2011).
3. Promoting Collaboration: A positive culture encourages teamwork, critical for institutional goals. Interdisciplinary research groups at Kwara State University, supported by collaborative spaces, allow motivated faculty to share ideas, enhancing academic output (Edmondson, 1999).
4. Facilitating Innovation: A supportive environment with access to resources like research databases or innovation hubs enables motivated employees to experiment and innovate. For instance, reliable internet access at Kwara State Polytechnic allows instructors to integrate industry trends into their teaching (Seppänen et al., 2006).












CHAPTER THREE
METHODOLOGY
	In this chapter, the researcher carefully explains the process on how data was collected and analyzed.The details in this chapter include:
3.1	Instrument used 
3.2	Populations for the study
3.3	Sample and sampling techniques 
3.4	Distribution and collection of data
3.5	Validity
3.6	Reliability 
3.7	Method of Data Analysis
3.1	Instrument Used
	The instrument used for the collection of data for this study was questionnaire. The questionnaire was used because the researcher believed that it would afford the researcher the opportunity to obtained facts from a large number of people which could facilitate analysis. The items in the questionnaire are placed in four-point rating scale of “SA – Strongly Agree 4, A = Agree 3, D = Disagree 2, and SD = Strongly Disagree 1” respectively.
3.2	Population of the Study 
	The population for this study were secretaries of Kwara State Polytechnic, Ilorin and Kwara State University, Malete. The numbers of selected staff in Kwara State Polytechnic, Ilorin  and Kwara State University, Malete from various departments and units are 25 all together.
 
3.3	Sample and Sampling Techniques 
	The researcher used all the total population as sample since the total number of populations is sizeable to manage for the study. 
3.4	Distribution and Collection of Data 
	The questionnaires designed were distributed by hand personally by the researcher. twenty five copies of the questionnaire were distributed to the staff at Kwara State Polytechnic, Ilorin and Kwara State University, Malete. The researcher went back after one week to retrieve all the questionnaire. 
3.5	Reliability 
	The researcher first tested the instrument in order to make sure the instrument elicited the desired responses from the respondents. The instrument used in this research work is reliable, as the question method will reveal information from the case study.
3.6	Validity 
	Questionnaire is the main instrument for gathering information in this researcher work. After highlighting the various questions relating to the research questions raised in the instrument, the instrument was given to the supervisor to read carefully. After which suggestions were made. 
3.7	Method of Data Collection 
	The information collected were classified and manually analyzed with the aid of a calculator, figures collected were converted into percentages to make the analysis clearer. Therefore, the analysis was based on the data collected from the respondents and this will be presented in the next chapter.

CHAPTER FOUR
DATA ANALYSIS
4.1	 Introduction
This chapter presents the analysis of data collected to investigate the impact of motivation and a conducive office environment on employee performance at Kwara State Polytechnic and Kwara State University, Malete. A structured questionnaire was administered to 25 respondents, comprising academic and administrative staff. The data are presented in 20 tables, with percentages reflecting respondent opinions on motivation, office environment, and performance. Each table is followed by an individual analysis summarizing the findings and their implications. 
The following tables present the data, with individual analyses provided under each.
4.2.1 Motivational Factors Influencing Employee Performance
Table 4.1: Motivation of Employees Brings Positive Results to an Organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	80

	Agree
	3
	12

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.1 shows that 20 (80%) of the respondents strongly agreed and 3 (12%) agreed that motivated employees bring positive results to an organization, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that motivation significantly enhances organizational outcomes, such as improved teaching and administrative efficiency at Kwara State Polytechnic and Kwara State University, aligning with Robbins and Judge (2019).
Table 4.2: Motivated Employees Have Good Interpersonal and Customer Relations
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	40

	Agree
	10
	40

	Disagree
	2
	8

	Strongly Disagree
	3
	12

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.2 shows that 10 (40%) of the respondents strongly agreed and 10 (40%) agreed that motivated employees have good interpersonal and customer relations, while 2 (8%) disagreed and 3 (12%) strongly disagreed. With the highest number of employees agreeing, this implies that motivation fosters positive interactions, enhancing student satisfaction and institutional reputation in these institutions, as supported by Pink (2009).






Table 4.3: Efficient Motivation of Employees Leads to Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	12
	48

	Agree
	12
	48

	Disagree
	1
	4

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.3 shows that 12 (48%) of the respondents strongly agreed and 12 (48%) agreed that efficient motivation leads to job satisfaction, while 1 (4%) disagreed. With the highest number of employees strongly agreeing and agreeing equally, this implies that motivation is a key driver of job satisfaction, critical for retaining talent at Kwara State institutions, aligning with Herzberg’s Two-Factor Theory (1966).







Table 4.4: Motivating Factors Such as Salary Increments and Promotions Can Motivate Employees
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	12
	48

	Agree
	12
	48

	Disagree
	1
	4

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.4 shows that 12 (48%) of the respondents strongly agreed and 12 (48%) agreed that motivating factors like salary increments and promotions can motivate employees, while 1 (4%) disagreed. With the highest number of employees strongly agreeing and agreeing equally, this implies that financial incentives are effective motivators, though non-monetary factors may also be valued, as noted by Adeyemi (2014).







Table 4.5: Recognition Programs Enhance Employee Motivation
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	72

	Agree
	5
	20

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.5 shows that 18 (72%) of the respondents strongly agreed and 5 (20%) agreed that recognition programs enhance employee motivation, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that recognition, such as awards for teaching excellence, significantly boosts morale at Kwara State Polytechnic and Kwara State University, supporting Pink (2009).








Table 4.6: Employee Productivity Is Not Directly Proportional to the Job Environment
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	2
	8

	Agree
	6
	24

	Disagree
	16
	64

	Strongly Disagree
	1
	4

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.6 shows that 2 (8%) of the respondents strongly agreed and 6 (24%) agreed that employee productivity is not directly proportional to the job environment, while 16 (64%) disagreed and 1 (4%) strongly disagreed. With the highest number of employees disagreeing, this implies that a conducive office environment is essential for productivity, critical for technical training and research at these institutions, aligning with Chandrasekar (2011).








Table 4.7: The Work Environment of an Organization Can Motivate Workers
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	23
	92

	Agree
	2
	8

	Disagree
	0
	0.00

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.7 shows that 23 (92%) of the respondents strongly agreed and 2 (8%) agreed that the work environment can motivate workers, while none disagreed or strongly disagreed. With the highest number of employees strongly agreeing, this implies that a supportive office environment significantly motivates employees, enhancing performance at Kwara State institutions, as supported by Veitch (2011).








Table 4.8: Adequate Office Facilities Improve Employee Efficiency
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	80

	Agree
	4
	16

	Disagree
	1
	4

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.8 shows that 20 (80%) of the respondents strongly agreed and 4 (16%) agreed that adequate office facilities improve employee efficiency, while 1 (4%) disagreed. With the highest number of employees strongly agreeing, this implies that modern facilities, like reliable technology, are critical for administrative and academic efficiency at both institutions, aligning with Seppänen et al. (2006).









Table 4.9: Management Recognizes the Effectiveness of Motivation in Boosting Morale
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	16
	64

	Agree
	7
	28

	Disagree
	2
	8

	Strongly Disagree
	1
	4

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.9 shows that 16 (64%) of the respondents strongly agreed and 7 (28%) agreed that management recognizes the effectiveness of motivation in boosting morale, while 2 (8%) disagreed and 1 (4%) strongly disagreed. With the highest number of employees strongly agreeing, this implies that management acknowledges motivation’s role, though implementation gaps exist, as noted by Adeyemi (2014).








Table 4.10: Training Programs Boost Employee Efficiency and Effectiveness
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	100

	Agree
	0
	0.00

	Disagree
	0
	0.00

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.10 shows that 25 (100%) of the respondents strongly agreed that training programs boost employee efficiency and effectiveness, with none disagreeing. With all employees strongly agreeing, this implies that training is a highly effective strategy, enhancing skills for teaching and administration at Kwara State institutions, as supported by Olatunji (2013).









Table 4.11: Current Office Environment Conditions Meet Employee Needs
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	3
	12

	Agree
	5
	20

	Disagree
	15
	60

	Strongly Disagree
	2
	8

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.11 shows that 3 (12%) of the respondents strongly agreed and 5 (20%) agreed that current office environment conditions meet employee needs, while 15 (60%) disagreed and 2 (8%) strongly disagreed. With the highest number of employees disagreeing, this implies that current facilities, such as outdated equipment, are inadequate, hindering performance at both institutions, aligning with Chandrasekar (2011).








Table 4.12: Employees Cannot Perform Effectively Without Perceived Benefits
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	72

	Agree
	5
	20

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.12 shows that 18 (72%) of the respondents strongly agreed and 5 (20%) agreed that employees cannot perform effectively without perceived benefits, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that lack of rewards, like recognition or salary, leads to disengagement, reducing efficiency at Kwara State institutions, as noted by Pink (2009).








Table 4.13: Basic Qualifications Alone Are Not Enough for Better Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	0
	0.00

	Agree
	0
	0.00

	Disagree
	20
	80

	Strongly Disagree
	5
	20

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.13 shows that 20 (80%) of the respondents disagreed and 5 (20%) strongly disagreed that basic qualifications alone are enough for better job performance, with none agreeing. With the highest number of employees disagreeing, this implies that motivation and environment are critical beyond qualifications, essential for performance in Nigerian academic settings, aligning with Chandrasekar (2011).








Table 4.14: Poor Office Environment Increases Employee Stress
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	17
	68

	Agree
	6
	24

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.14 shows that 17 (68%) of the respondents strongly agreed and 6 (24%) agreed that poor office environments increase employee stress, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that inadequate facilities, like unreliable power, exacerbate stress, reducing productivity at both institutions, as supported by Veitch (2011).









Table 4.15: Job Rotation Makes Employees Versatile
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	100

	Agree
	0
	0.00

	Disagree
	0
	0.00

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.15 shows that 25 (100%) of the respondents strongly agreed that job rotation makes employees versatile, with none disagreeing. With all employees strongly agreeing, this implies that job rotation enhances skill diversity, improving flexibility for administrative staff at Kwara State institutions, aligning with Deci and Ryan (2000).









Table 4.16: Employees with Delegated Authorities Are Effective and Efficient
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	60

	Agree
	8
	32

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.16 shows that 15 (60%) of the respondents strongly agreed and 8 (32%) agreed that employees with delegated authorities are effective and efficient, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that autonomy enhances efficiency, such as in research projects at Kwara State University, supporting Deci and Ryan (2000).









Table 4.17: Employees with Delegated Authorities Are Profitable to Corporate Goals
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	22
	88

	Agree
	2
	8

	Disagree
	1
	4

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.17 shows that 22 (88%) of the respondents strongly agreed and 2 (8%) agreed that employees with delegated authorities are profitable to corporate goals, while 1 (4%) disagreed. With the highest number of employees strongly agreeing, this implies that delegation aligns individual efforts with institutional objectives, enhancing academic excellence, as per Amabile and Kramer (2011).








Table 4.18: Adequate Motivation Reduces Need for Correction from Managers
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	17
	68

	Agree
	6
	24

	Disagree
	2
	8

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.18 shows that 17 (68%) of the respondents strongly agreed and 6 (24%) agreed that adequate motivation reduces the need for correction from managers, while 2 (8%) disagreed. With the highest number of employees strongly agreeing, this implies that motivated employees are more self-directed, reducing managerial oversight at Kwara State institutions, aligning with Amabile and Kramer (2011).








Table 4.19: Motivational Factors Help Manage Human Resources for Maximum Efficiency
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	23
	92

	Agree
	2
	8

	Disagree
	0
	0.00

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.19 shows that 23 (92%) of the respondents strongly agreed and 2 (8%) agreed that motivational factors help manage human resources for maximum efficiency, with none disagreeing. With the highest number of employees strongly agreeing, this implies that motivation optimizes workforce performance, critical for achieving institutional goals at Kwara State Polytechnic and Kwara State University, as supported by Amabile and Kramer (2011).








Table 4.20: Collaborative Workspaces Enhance Employee Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	19
	76

	Agree
	5
	20

	Disagree
	1
	4

	Strongly Disagree
	0
	0.00

	Total
	25
	100


Source: Researcher’s Fieldwork, 2025
Table 4.20 shows that 19 (76%) of the respondents strongly agreed and 5 (20%) agreed that collaborative workspaces enhance employee performance, while 1 (4%) disagreed. With the highest number of employees strongly agreeing, this implies that spaces like research centers foster teamwork and innovation, boosting performance at both institutions, aligning with Edmondson (1999).








CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 	Summary
This study investigated the impact of motivation and a conducive office environment on employee performance at Kwara State Polytechnic and Kwara State University, Malete. The research aimed to identify motivational factors, assess environmental contributions, evaluate current strategies, explore consequences of inadequacies, and propose improvement strategies. A survey of 25 respondents provided quantitative data, analyzed through frequency tables and percentages.
The findings indicate that motivation, through factors like salary increments, promotions, recognition, and training, significantly enhances productivity, job satisfaction, and organizational commitment. A conducive office environment, characterized by modern facilities, supportive culture, and safety, is equally critical, amplifying motivation’s effects. Current strategies, particularly training, are effective, but gaps in implementation and environmental inadequacies persist. Inadequate motivation and poor environments lead to disengagement and inefficiency, while strategies like job rotation and delegated authority offer promising solutions. The study confirms a positive relationship between motivation, environment, and performance, highlighting their synergistic role in achieving organizational objective.
5.2 Conclusion
The findings from this study, based on a survey of 25 respondents from Kwara State Polytechnic and Kwara State University, Malete, provide compelling evidence of the synergistic relationship between motivation and a conducive office environment in enhancing employee performance. The data underscore that motivational factors, both monetary and non-monetary, are pivotal in driving productivity, job satisfaction, and organizational commitment. Specifically, 96% of respondents affirmed that efficient motivation leads to job satisfaction (Table 4.3), and 92% supported the effectiveness of recognition programs (Table 4.5), highlighting the value of non-financial incentives such as public acknowledgment and training in resource-constrained settings like Nigerian tertiary institutions. This aligns with Herzberg’s Two-Factor Theory (1966), which posits that motivators like recognition and achievement foster satisfaction, while hygiene factors like salaries prevent dissatisfaction. Similarly, Olatunji (2013) emphasizes the importance of non-financial motivators in Nigerian universities, where financial constraints often limit monetary rewards. The study also revealed that 96% of respondents view salary increments and promotions as effective motivators (Table 4.4), though a small minority (4%) prioritizes non-monetary incentives, reflecting the diverse needs of academic and administrative staff. This diversity underscores the necessity for tailored motivational strategies that address both intrinsic and extrinsic needs, as advocated by Self-Determination Theory (Deci & Ryan, 2000), which emphasizes autonomy, competence, and relatedness.
A conducive office environment emerged as a critical enabler of employee productivity, with 92% of respondents affirming its motivational role (Table 4.7) and 68% rejecting the notion that productivity is independent of the environment (Table 4.6). These findings corroborate Chandrasekar (2011), who links physical infrastructure, such as ergonomic furniture and reliable technology, to efficiency. However, the data also highlight significant challenges, as 68% of respondents disagreed that current office conditions meet employee needs (Table 4.11), pointing to outdated facilities and unreliable power supply, common in Nigerian institutions (Okebukola, 2010). This environmental inadequacy frustrates even motivated employees, limiting their ability to translate effort into results, as seen in the 96% agreement that adequate facilities improve efficiency (Table 4.8). The study further revealed that training programs are universally endorsed (100% agreement, Table 4.10), indicating their effectiveness in enhancing skills for teaching, research, and administration. However, inconsistent motivational policies and hierarchical barriers, noted by 12% disagreement on management’s recognition of motivation’s role (Table 4.9), limit overall effectiveness, echoing Adeyemi’s (2014) findings on bureaucratic challenges in Nigerian education.
The consequences of inadequate motivation and poor office environments are profound, with 92% of respondents emphasizing that employees cannot perform effectively without perceived benefits (Table 4.12) and that poor environments increase stress (Table 4.14). These findings align with Pink (2009), who links motivation to purpose and well-being, and Veitch (2011), who connects inadequate facilities to mental strain. The unanimous disagreement that qualifications alone suffice for performance (Table 4.13) further underscores that motivation and environment are critical beyond academic credentials, particularly in Nigeria’s challenging academic context. The study also identified effective strategies, such as job rotation (100% agreement, Table 4.15), delegated authority (92% and 96% agreement, Tables 4.16 and 4.17), and collaborative workspaces (96% agreement, Table 4.20), which align with SDT’s principles of autonomy and competence. These strategies are particularly viable in resource-constrained settings, as they enhance versatility and efficiency without significant financial investment. In conclusion, integrating robust motivational strategies with environmental improvements is essential for enhancing employee performance and achieving organizational goals at Kwara State Polytechnic and Kwara State University, positioning them as competitive academic hubs despite systemic challenges.

5.3 	Recommendations
To address the findings and research questions, the following recommendations are proposed to enhance employee performance through motivation and conducive office environments at Kwara State Polytechnic and Kwara State University, Malete:
1. Enhance Motivational Strategies: The institutions should implement a balanced mix of monetary and non-monetary incentives to cater to diverse employee needs. Monetary rewards, such as timely salary payments and performance-based bonuses, are critical, as 96% of respondents affirmed their motivational impact (Table 4.4). However, given financial constraints in Nigerian institutions, non-monetary incentives like recognition ceremonies and training workshops should be prioritized, supported by 92% agreement on recognition programs (Table 4.5) and 100% on training (Table 4.10). For instance, Kwara State University could establish an “Academic Excellence Award” to honor outstanding lecturers, boosting morale and fostering a culture of achievement. Additionally, regular employee surveys should be conducted to assess needs and tailor motivational programs, ensuring alignment with the distinct roles of lecturers and administrative staff. This approach, grounded in Herzberg’s Two-Factor Theory (1966), addresses both motivators and hygiene factors, enhancing satisfaction and commitment.
2. Improve Office Environment: Investments in modern infrastructure are essential to create conducive work environments, as 92% of respondents confirmed the environment’s motivational role (Table 4.7). Kwara State Polytechnic should prioritize laboratory upgrades to support technical education, while Kwara State University could focus on reliable internet and research facilities, addressing the 68% disagreement on current conditions (Table 4.11). Cost-effective solutions, such as solar-powered lighting and ergonomic furniture, can be funded through partnerships with private organizations or alumni, mitigating financial constraints (Okebukola, 2010). Retrofitting buildings with energy-efficient ventilation and lighting, tailored to Nigeria’s tropical climate, would enhance comfort and efficiency, as supported by 96% agreement on facilities (Table 4.8). These upgrades align with Chandrasekar (2011), ensuring employees can translate motivation into tangible results.
3. Strengthen Current Strategies: The universal endorsement of training programs (Table 4.10) highlights their effectiveness in enhancing skills. Both institutions should expand training to include modern teaching methods, research skills, and administrative efficiency, leveraging international partnerships for cost-effective delivery. Additionally, implementation gaps, noted by 12% disagreement on management’s recognition of motivation (Table 4.9), should be addressed by training leaders in transformational leadership styles, as advocated by Bass (1990). This would foster autonomy, feedback, and collaboration, reducing hierarchical barriers prevalent in Nigerian institutions (Adeyemi, 2014). Regular evaluations of motivational policies can ensure consistency and alignment with employee needs.
4. Mitigate Consequences of Inadequacies: The 92% agreement that employees cannot perform effectively without benefits (Table 4.12) and that poor environments increase stress (Table 4.14) underscores the need to address inadequacies. Timely salary payments and clear promotion criteria are critical to reduce financial insecurity and disengagement, as noted by Okebukola (2010). Additionally, wellness programs and psychological safety policies, supported by Edmondson (1999), should be established to buffer stress from poor facilities, enhancing resilience among faculty and staff. These measures would mitigate dissatisfaction and turnover, ensuring sustained performance.
5. Adopt New Strategies: The study highlights several effective strategies, including job rotation (100% agreement, Table 4.15), delegated authority (92% and 96% agreement, Tables 4.16 and 4.17), and collaborative workspaces (96% agreement, Table 4.20). Job rotation should be introduced for administrative staff to enhance versatility, particularly at Kwara State Polytechnic, where diverse skills can improve operational efficiency. Delegating authority, such as allowing lecturers to lead research projects at Kwara State University, would boost efficiency and align efforts with institutional goals, as per Deci and Ryan (2000). Creating collaborative spaces like faculty lounges or innovation hubs would foster teamwork and innovation, amplifying motivation’s effects, as supported by Amabile and Kramer (2011). These strategies are cost-effective, making them feasible in Nigeria’s resource-constrained context.
6. Long-Term Planning: To ensure sustainability, both institutions should develop strategic plans for infrastructure funding, such as public-private partnerships or grants, to address environmental challenges like unreliable power supply. Institutionalizing motivational policies through clear guidelines and accountability mechanisms would ensure consistency, addressing the 12% disagreement on management’s effectiveness (Table 4.9). Long-term plans should also include regular infrastructure audits and employee feedback mechanisms to align interventions with evolving needs. These measures would position Kwara State Polytechnic and Kwara State University as competitive academic hubs, capable of attracting and retaining top talent in a challenging educational landscape.
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APPENDIX I
QUESTIONNAIRE

Instruction: Please tick (✓) the option that best represents your opinion.
Scale:
SA – Strongly Agree (4)
A – Agree (3)
D – Disagree (2)
SD – Strongly Disagree (1)
1. Motivation of employees brings positive results to an organization.
SA ( ) A ( ) D ( ) SD ( )
2. Motivated employees have good interpersonal and customer relations.
SA ( ) A ( ) D ( ) SD ( )
3. Efficient motivation of employees leads to job satisfaction.
SA ( ) A ( ) D ( ) SD ( )
4. Motivating factors such as salary increments and promotions can motivate employees.
SA ( ) A ( ) D ( ) SD ( )
5. Recognition programs enhance employee motivation.
SA ( ) A ( ) D ( ) SD ( )
6. Employee productivity is not directly proportional to the environment of the job.
SA ( ) A ( ) D ( ) SD ( )
7. The work environment of an organization can motivate workers.
SA ( ) A ( ) D ( ) SD ( )
8. Adequate office facilities improve employee efficiency.
SA ( ) A ( ) D ( ) SD ( )
9. Management recognizes the effectiveness of motivation in boosting morale.
SA ( ) A ( ) D ( ) SD ( )
10. Training programs boost employee efficiency and effectiveness.
SA ( ) A ( ) D ( ) SD ( )
11. Current office environment conditions meet employee needs.
SA ( ) A ( ) D ( ) SD ( )
12. Employees cannot perform effectively without perceived benefits.
SA ( ) A ( ) D ( ) SD ( )
13. Basic qualifications alone are not enough for better job performance.
SA ( ) A ( ) D ( ) SD ( )
14. Poor office environment increases employee stress.
SA ( ) A ( ) D ( ) SD ( )
15. Job rotation makes employees versatile.
SA ( ) A ( ) D ( ) SD ( )
16. Employees with delegated authorities are effective and efficient.
SA ( ) A ( ) D ( ) SD ( )
17. Employees with delegated authorities are profitable to corporate goals.
SA ( ) A ( ) D ( ) SD ( )
18. Adequate motivation reduces the need for correction from managers.
SA ( ) A ( ) D ( ) SD ( )
19. Motivational factors help manage human resources for maximum efficiency.
SA ( ) A ( ) D ( ) SD ( )
20. Collaborative workspaces enhance employee performance.
SA ( ) A ( ) D ( ) SD ( )















APPENDIX II
KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY
DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT
Dear Respondent,
I am a student in the Department of Office Technology and Management, Institute of Information and Communication Technology, Kwara State Polytechnic, Ilorin. I am currently conducting research and writing a project titled "Impact of Motivation and Conducive Office Environment on Employee Performance in an Organization."
This exercise is in partial fulfillment of the requirements for the award of a National Diploma in Office Technology and Management at this institution.
Please be assured that the research ethics of anonymity and confidentiality will be strictly adhered to, and your responses will be used solely for academic purposes.
Thank you for your cooperation and support.
Yours faithfully,
							AKINWALE PAUL OLUWATIMILEYIN
							ND/23/OTM/FT/0082




APPENDIX III
KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY
DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT
Dear Sir/Madam,
RESEARCH QUESTIONNAIRE
This questionnaire is designed to gather information for a research study titled "Impact of Motivation and Conducive Office Environment on Employee Performance in an Organization." Your responses will provide valuable insights to help understand how motivation and workplace conditions influence employee performance at Kwara State Polytechnic and Kwara State University, Malete.
Kindly complete the questions below with honesty and accuracy. Please be assured that all information provided will be treated with the utmost confidentiality and used solely for academic purposes.
Thank you for your time and cooperation.
Yours faithfully,
AKINWALE PAUL OLUWATIMILEYIN
								ND/23/OTM/FT/0082

