[bookmark: _GoBack]STAFF MOVITATION AS A TOOL FOR EFFECTIVE MANAGEMENT IN AN ORGANIZATION
(A CASE STUDY OF ILORIN WEST LOCAL GOVERNMENT AREA KWARA STATE)


BY

BALOGUN AISHAT OMOTOYOSI
ND/23/PAD/PT/0081

BEING A RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF PUBLIC ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES KWARA STATE POLYTECHNIC, ILORIN

IN PARTIAL FULFILMENT FOR THE AWARD OF NATIONAL DIPLOMA (ND) IN PUBLIC ADMINISTRATION, KWARA STATE POLYTECHNIC, ILORIN
																																									JULY, 2025


CERTIFICATION
This is to certify that this research project has been read and approved as meeting part of the requirement for the Award of National Diploma in Public Administration, Department of Public Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin.



_____________________				____________________
Mr. Babaita K.A						Date
Project Supervisor



_________________			                     ____________________
Mr. Gobir							Date
Project Coordinator



____________________		    		____________________
Mr. Seriki I.A						Date
(Head of Department)





DEDICATION
This project is dedicated to Almighty Allah, the omnipotent, the omniscience, the provider, Alpha and Omega, who has been my strength in all have gone throughout my causes of study  
It is also dedicated to my parent Mr and Mrs Balogun, and my husband Mr. Sulaimon for their love and support towards my education. May Allah bless and protect them for me Amin.



ACKNOWLEDGMENT
My gratitude goes to Almighty Allah, (S.W.T) The uncreated, creature, The Alpha and Omega, The master of the day of judgement, The savior, The guidance, All praises and Adoration Due to your name.
 My special kudos goes to my Amicable, Amiable, Dynamic, Amazing, Wonderful parents Mr and Mrs. Balogun for their fantastic and golden support with mentally, physically, financially and spiritually may Almighty Allah spare your life to reap the fruit of your labour (AMIN).
My lovable thanks also goes to my Supervisor in person of (Mr. Babaita K.A) May Almighty Allah bless you sir. 
My gratitude also goes to everybody that used one way or the other to contribute to my education in term of prayer, money, encouragement or orientation about life. May Almighty Allah bless you all (AMIN)




TABLE OF CONTENT
Title page									i
Certification									ii
Dedication									iii
Acknowledgement								iv
Table of Content								v
CHAPTER ONE: INTRODUCTION
1.1. Background of the study 						1
1.2. Statement of the problem 						1
1.3. Research questions							3
1.4. Objective of the study		 					4
1.5. Statement of hypothesis						4
1.6. Significance of the study						5
1.7. Scope and limitation of the study					6
1.8. Definition of key terms						6
CHAPTER TWO: LITERATURE REVIEW
2.1. Conceptual Review							8
2.2. Theoretical framework						9
2.3. Empirical Review							10


CHAPTER THREE: METHODOLOGY
3.1. Introduction 								19
3.2. Research design							19
3.3. Population of the study						19
3.4. Method of data collection						20
3.5. Method of data analysis						20
CHAPTER FOUR: DATA PRESENTATION, INTERPRETATION AND ANALYSIS
4.1. Data presentation and analysis					22
4.2. Test of hypothesis							32
4.3. Discussion of findings						36
CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summary								37
5.2.	Conclusion 								37
5.3.	Recommendation							38
   References  								  40	
							
i

CHAPTER ONE
INTRODUCTION
1.1 Background of the Study 
The success of any organization public or private depends largely on the commitment, dedication, and performance of its workforce. In today’s competitive and dynamic work environment, one of the most important responsibilities of management is to ensure that employees are well-motivated to contribute effectively to the achievement of organizational goals. Motivation serves as a catalyst that drives employees to put forth their best efforts, display greater commitment, and align their personal objectives with those of the organization (Luthans, 2021).
Motivation plays a central role in influencing employee behavior, productivity, and organizational efficiency. It determines the willingness of employees to perform their tasks and is therefore a crucial tool for effective management. When employees are adequately motivated—either through financial incentives, recognition, promotion opportunities, or personal growth—they tend to be more satisfied, productive, and loyal to the organization (Armstrong, 2020). Conversely, lack of motivation can lead to decreased morale, low productivity, increased absenteeism, and high turnover, all of which can negatively impact organizational performance (Robbins & Judge, 2019).
In the context of public sector organizations such as local governments, motivation becomes even more critical due to the bureaucratic structure, irregular remuneration, and limited promotional opportunities that often characterize public administration in Nigeria. Ilorin West Local Government Area, like many other local councils in the country, is tasked with the responsibility of delivering grassroots governance and public services. However, the efficiency and quality of service delivery in such institutions often depend on how well employees are motivated and managed (Okafor & Olatunji, 2020).
Despite the importance of motivation in achieving effective management, many local government authorities in Nigeria still struggle with staff demotivation due to poor working conditions, delayed salary payments, lack of recognition, and limited opportunities for professional development (Yusuf, 2019). These challenges have continued to hinder employee performance and public service delivery.
Given the pivotal role of staff motivation in enhancing organizational efficiency, it becomes imperative to examine how motivation strategies affect employee performance and management effectiveness in public institutions. This study, therefore, seeks to investigate staff motivation as a tool for effective management, with a focus on Ilorin West Local Government Area of Kwara State. In most industrial establishments, the desire to achieved productivity is central to managerial objectives. This desire has in most cases informed managerial decision to introduce a package of incentive in order to boost workers morale. Consequently, researchers have over the years looked into ways by which workers could best motivate to increase their effort. 
According to Likert (2020), “motivation is the core of management”. This explains why most organization would expect their employees to have a conduct themselves in such a way that effectiveness and a high level of productivity would be achieved. To realize this objective, therefore the management of any organization must identify those factors both is employment situations and in the psychological of the workers that best motivate workers and accordingly see to the provision of such continued exercise and functioning of an organization effective and efficient. This fact is cultivated in Etzionis’s definition of what constitutes organization effectiveness. According to him “Organization effectiveness is the degree to which as organization realized its goals consequently, efficiency is seen by him as the amount of resources used to produce a unit  of output (Etizoni 2022). Most industrial establishment attempts to put in place a network of incentive systems in order to realized managerial objective of high-level productivity. This experience of Goulder (2021), Hertzber (2021) and Oloko (2021) amongst other. 
In general, industrial organizations periodically put in place some incentives to boost workers morale and also check large scale labour turnover, some of these incentives border on increased ion salaries and wages the most important factor that encourages workers to put forth. 
According to smith passives that where the level of wages in high and very generous workers would be encouraged to increased their supply of labour irrespective of any adverse consequences such as increased performance might have on their health. This classical economics structure was over the year informed management decision to use a network of productivity of labour. 
1.2	Statement of the Problem 
The concept of staff motivation at all levels in Nigeria has overtime been misconstrued. Companies, organizations and establishment pay little or no attention to the motivation of their staff in relations to their productivity level and still these organizations expect nothing short of top performance in terms of productivity. 
The project as its title wants to find out how motivation can be used as a tool for enhancing employee’s productivity in an organization. This refers the pertinent questions to ask would be has motivation any strong influence as far as improvement in the performance of an employer’s is concerned. Mainly authors in management were needed that motivation is a private in which coordination or an organization or an organization factors resolves towards environment or organization the nature of the problem of motivation is such that when workers are adequately motivated through appreciative reward system, their productivity will be high and consequently their performance will increase.
On the contrary the productivity will reduce and this will reflect on the performance of the organizational goal achievement from the above, it is quick evidenced that at the other time. It is the goal. The reward system which promotes effectiveness could take the following work prompt payment of salaries sand allowances regular promotion opportunity for staff, education advancement, housing and car loans, free accommodation other workers inducement that promote efficiently include open and participative management system object job distribution and stream lines talk clean delegation of authority, creditable method of resolving staff grievances and effective internal communication system. 


1.3	Objectives of the Study
1. To examine the types of motivational strategies adopted by Ilorin West Local Government Area.
2. To assess the impact of staff motivation on employee performance and management effectiveness in Ilorin West Local Government.
3. To identify the challenges facing effective staff motivation in Ilorin West Local Government Area.
1.4	Research Questions
1. What are the motivational strategies used by Ilorin West Local Government Area to enhance staff performance?
2. How does staff motivation influence employee performance and effective management within Ilorin West Local Government?
3. What are the major challenges affecting the implementation of effective staff motivation in Ilorin West Local Government Area?
1.5	Research hypothesis
H₀₁: There is no significant relationship between motivational strategies and employee performance in Ilorin West Local Government Area.
H₁₁: There is a significant relationship between motivational strategies and employee performance in Ilorin West Local Government Area.
H₀₂: Staff motivation has no significant effect on management effectiveness in Ilorin West Local Government Area.
H₁₂: Staff motivation has a significant effect on management effectiveness in Ilorin West Local Government Area.
H₀₃: Challenges facing staff motivation do not significantly hinder effective management in Ilorin West Local Government Area.
H₁₃: Challenges facing staff motivation significantly hinder effective management in Ilorin West Local Government Area.
1.6	Significance of the Study  
The importance of the study is to know the effect of motivation as a tool for enhancing productivity so that they can perform their function effectively. Also, to discover the extent to which economics rewards influence employee commitments of Kwara State and to enable the employee to see reason for various, incentives receive in Ilorin West Local Government Area of Kwara State. Lastly the study will contribute to the body of existing knowledge. 
1.7	Scope of the Study
The study is designed to cover the impact of motivation on employee’s performance in an organization especially in Ilorin West Local Government Area in Kwara State. However, the study is limited by several constrains. 
1.8	Organization of the Study
This study is divided into five chapters. The first chapter consists of introduction, background to the study, statement of the problem, purpose/objectives of the study, significance of the study, research hypothesis, scope and limitation of the study, organization of the study, definition of terms and references. 
Chapter tow consist of literature review, introduction, theoretical framework, current trends in thinking, summary of the chapter and references. 
Chapter three discusses methodology of research introduction, sample and population of the study, source of data/collection instruments, methods of data analysis, research problems and references. 
Chapter four is mainly on analysis of data an interpretation of such data, historical background of Ilorin West Local Government Area of Kwara State, testing hypothesis, summary of the chapter and references. 
The last chapter focuses on the summary, conclusion and recommendation, references and bibliography.
1.9	Definition of Terms 
Employees: These are workers that being employed by the employers on which certain duties are allocated to them discharge efficiently and effectively. 
Employer: They are head of an organization which are no charges of managerial functions.
Management: Is a process of planning, organizing, direction and controlling and coordinating the activities of the organization in order to read it goals and objectives
Morale: This desirables a state individual’s attitude, judgement and freely about work, company or supervisors of man morale to an event can be high or low and morale can be influenced by needs. 
Motivation: is the inner stimulus that induces a person or make a person to behave the way he does. 
Satisfaction:  To meet up the new and want of a particular request. 
Techniques: These deals with the manner an organization goes about to achieve its objectives they are therefore plans in that they established a customary method of handily future activities. 
Productivity: Is the measure of how well resources are brought together in organization and utilized for accomplishing a set of result.
Objective: Objectives are specifies goals which have to be accomplished in order to achieve the mission. 
It is a planning techniques which provides each manager at every level in the organization with specific work targeting objective at a time.


CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction
The level of performance of human beings is basically determined by the level and interaction between motivation and ability. We can therefore develop the abilities of a particular employee in order to improve his knowledge skill and competence. Also, we can activate the potential/ he through a force common referred to as motivation. 
2.2	Conceptual Review
Staff motivation, as a concept, is widely acknowledged in management literature as an essential determinant of employee productivity, organizational efficiency, and institutional sustainability, especially within public-sector establishments such as the local government system in Nigeria. Motivation, in its most fundamental form, refers to the internal and external drivers that stimulate human behavior and propel individuals toward specific goals, and in the context of organizational behavior, staff motivation denotes the various psychological and socio-economic stimuli that influence workers to act in ways that benefit the strategic objectives of their employer. In contemporary human resource management (HRM) discourse, motivation encompasses a broad range of tools, from monetary rewards such as salaries, wages, and bonuses, to non-monetary incentives such as job security, recognition, personal development opportunities, participatory decision-making, and a sense of belonging (Popović, 2021). Conceptually, these motivational variables are situated within the broader scope of organizational management strategies that seek to align employee goals with institutional aspirations to achieve a symbiotic relationship where both the employee and employer benefit. For instance, in the Nigerian public service system, particularly at the local government level such as Ilorin West LGA, the structure and culture of employee motivation often diverge from those in the private sector due to factors such as bureaucratic bottlenecks, budget constraints, rigid promotional structures, and a relatively low level of performance-based pay systems. Nonetheless, motivation remains critical to sustaining productivity, minimizing absenteeism, enhancing job satisfaction, and reducing staff turnover.
Motivation is generally bifurcated into intrinsic and extrinsic dimensions. Intrinsic motivation refers to the internal satisfaction and fulfillment individuals derive from performing their job roles, such as a sense of purpose, pride in achievements, or the personal value attached to making a difference in their community (Ryan & Deci, 2019). In contrast, extrinsic motivation involves external factors or material benefits that influence employees’ willingness to work, such as salary, bonuses, official vehicles, housing benefits, allowances, health insurance, and retirement plans (Herzberg, 2020). In the context of Ilorin West Local Government Area, where local government employees often face challenges such as delayed salaries, lack of promotional opportunities, and inadequate working tools, the role of extrinsic motivation is particularly critical in sustaining employee morale and organizational loyalty. However, research increasingly suggests that extrinsic motivation alone may not be sufficient for long-term performance improvements; rather, an optimal mix of intrinsic and extrinsic motivational factors is required. This mix must reflect the socio-cultural realities, economic expectations, and individual aspirations of employees within the local governance framework. For instance, an employee who is well-paid but consistently undermined or ignored in decision-making processes may experience job dissatisfaction and demotivation, while another who earns modestly but enjoys recognition, autonomy, and capacity development opportunities may demonstrate higher engagement and productivity.
Another conceptual lens through which staff motivation can be understood is organizational justice. Employees are more likely to be motivated when they perceive fairness in the distribution of rewards (distributive justice), fairness in the processes that lead to those rewards (procedural justice), and fairness in interpersonal interactions with supervisors and peers (interactional justice). In the Nigerian public sector, including Ilorin West LGA, perceptions of favoritism, nepotism, and opaque promotion processes can significantly undermine employee motivation. Thus, motivation must also be conceptualized in relation to organizational culture and ethics. Creating a culture of fairness, transparency, and equity enhances employee trust in management and reinforces positive work behaviors. Furthermore, motivation is intricately tied to leadership style. Transformational leaders who inspire, support, and develop their subordinates tend to foster higher levels of motivation compared to autocratic or laissez-faire leaders who are disconnected from staff needs. Therefore, for motivation to serve as an effective tool of management in the Ilorin West Local Government, there must be deliberate efforts to train and empower managers to adopt inclusive, supportive, and visionary leadership styles that promote employee development and well-being.
Additionally, motivation must be viewed within the context of broader public sector reform. Nigeria’s civil service, including local government councils, has witnessed various reform initiatives aimed at enhancing productivity, transparency, and service delivery. Motivation strategies such as IPPIS (Integrated Personnel and Payroll Information System), e-governance, training schools, and employee wellness programs have been implemented with varying degrees of success. These reforms underscore the importance of system-wide motivation policies that are evidence-based, participatory, and sustainable. A conceptual framework that integrates motivation into reform agendas will contribute to long-term institutional performance and public satisfaction. In summary, motivation is not a stand-alone concept but a strategic management tool that intersects with virtually every aspect of organizational life—from leadership and culture to performance, engagement, and reform. In the case of Ilorin West LGA, understanding and applying the concept of staff motivation involves recognizing the unique socio-political and economic context, identifying the specific motivational needs of employees, aligning these with organizational goals, and developing a coherent set of motivational strategies that enhance productivity, accountability, and public trust.
2.1 Concept of Staff Motivation
Staff motivation refers to the deliberate efforts made by management to encourage employees to put in their best performance by utilizing both intrinsic and extrinsic incentives. It involves the creation of a work environment where employees feel empowered, valued, and inspired to pursue both personal and organizational goals (Robbins & Judge, 2019). Motivation not only influences the level of effort an employee contributes to their job but also affects their loyalty and commitment to the organization’s values. It is a vital managerial tool used to enhance productivity, reduce absenteeism, and increase overall job satisfaction within the workforce (Luthans, 2021).
2.2 Dimensions of Staff Motivation
Staff motivation can be broadly categorized into two dimensions: intrinsic and extrinsic motivation. Intrinsic motivation originates from within the individual and is driven by factors such as personal growth, self-development, job satisfaction, a sense of responsibility, achievement, and recognition (Deci & Ryan, 2019). Employees who are intrinsically motivated find fulfillment in the nature of the work itself and are often passionate about their duties.
On the other hand, extrinsic motivation is influenced by external rewards provided by the organization. These may include salaries and wages, opportunities for promotion, performance-based bonuses and incentives, and various benefits such as healthcare, transportation allowances, or housing support. Additionally, praise, public recognition, or disciplinary threats can also serve as external motivators that influence employee behavior and performance (Armstrong, 2020).
2.3 Characteristics of a Motivated Employee
A motivated employee typically exhibits a number of positive characteristics that contribute to organizational success. Such employees often demonstrate high levels of performance and efficiency in their assigned roles. They show strong commitment and loyalty to their organization, frequently taking initiative and accepting responsibility for their tasks. Motivated employees are also more inclined to collaborate with others and contribute meaningfully to team efforts. Furthermore, they tend to have lower intentions of leaving the organization, resulting in reduced job dissatisfaction and lower turnover rates (Greenberg & Baron, 2008).
2.4 Importance of Motivation in Management
Motivation plays a crucial role in effective organizational management. Managers who understand and respond to the motivational needs of their employees are more likely to achieve desired outcomes (Daft, 2019). By aligning employees’ personal goals with the overall objectives of the organization, management can foster a shared vision that drives performance. Motivated employees are also more likely to embrace creativity and innovation, which can lead to continuous improvement (Robbins & Coulter, 2018). Additionally, motivation helps in minimizing resistance to organizational change, building a strong organizational culture, and enhancing communication, cooperation, and overall team spirit (Hellriegel & Slocum, 2021).
2.5 Motivation Strategies in Public Organizations
Public organizations, such as the Ilorin West Local Government Area, often employ several strategies to motivate their staff. These strategies typically include recognition for long-term service and outstanding contributions, opportunities for regular training and capacity development, clearly defined promotional pathways, the establishment of a supportive and safe work environment, and involving employees in decision-making processes (Okafor & Olatunji, 2020). However, despite the existence of such strategies, public sector organizations frequently face challenges that limit their effectiveness. Issues such as bureaucratic delays, lack of adequate funding, inconsistent policy implementation, and poor leadership can significantly hinder the impact of motivational efforts (Yusuf, 2019).
2.6 Effective Management and Its Connection to Motivation
Effective management refers to the ability of organizational leaders to plan, organize, lead, and control resources—particularly human resources—to achieve set goals. Motivation is a critical element in this process. Managers who integrate motivational principles into their operations are better positioned to influence employee behavior in ways that support organizational success (Koontz & Weihrich, 2019). Through motivation, managers can foster a culture of excellence, improve productivity, and establish leadership continuity within the organization. Conversely, when motivation is absent or inadequate, even the most well-crafted plans and policies are likely to fail due to a lack of employee commitment and enthusiasm (Luthans, 2021).
2.7 Motivation and Employee Retention
Employee retention is a growing concern, particularly within the Nigerian public sector. High turnover rates and widespread employee disengagement can undermine the efficiency and effectiveness of service delivery. Motivation serves as a powerful tool for addressing these issues. When employees feel motivated—whether through financial incentives, career development opportunities, or recognition—they are more likely to remain in their positions and perform their duties with diligence (Adeleke, 2018). This reduces the cost and administrative burden of frequent recruitment and training and promotes organizational stability (Armstrong, 2020).

2.3	Theoretical Review 
2.3.1	Maslow’s Hierarchy of Needs 
The study of staff motivation in organizational settings is underpinned by several robust and enduring theoretical frameworks that offer insight into why employees act in certain ways and how managers can influence those behaviors; a comprehensive engagement with these theories is critical to understanding their application in complex public-sector environments such as Ilorin West LGA. A natural starting point for this discourse is Maslow’s Hierarchy of Needs (2019)—a seminal model positing that human motivation can be understood in terms of hierarchical stages, beginning with physiological needs and ascending through safety, social belonging, esteem, and culminating in self-actualization; according to Maslow, individuals must satisfy lower-level needs before advancing to higher-level motivational drives, meaning that employees whose basic needs (e.g., salary, security) are unmet will find it difficult to respond to higher-order motivators such as recognition or personal growth. In the context of Ilorin West LGA, local government workers who struggle with low pay, delayed allowances, or insecure work environments may find themselves unable to appreciate the value of non-monetary motivational tools like training or participatory leadership. Consequently, for Maslow’s framework to be practically effective, managers must ensure that any motivational program begins with a reliable fulfillment of physiological and security needs before introducing esteem- or self-actualization-based initiatives.
2.3.2	Herzberg’s Two-Factor Theory
Parallel to Maslow’s pyramid, Herzberg’s Two-Factor Theory (2020) makes a critical distinction between hygiene factors—such as salary, working conditions, administrative policies, and interpersonal relations, which, if absent, lead to dissatisfaction—and motivator factors, including achievement, recognition, responsibility, and opportunities for advancement, which actively foster satisfaction and performance; importantly, hygiene factors do not themselves create genuine motivation, yet their presence is indispensable for eliminating demotivational issues. In the case of Ilorin West LGA, poor infrastructure, limited incentives, and bureaucratic procedures may serve as hygiene-related triggers for discontent among staff, even as token recognition or praise (motivators) may prove insufficient to offset such underlying dissatisfaction. To employ Herzberg’s theory effectively, local government managers must meticulously address hygiene deficiencies while simultaneously creating an enabling environment rich in motivators—for example, establishing transparent reward systems, acknowledging exemplary performance officially, and delegating meaningful responsibilities.
2.3.3	Vroom’s Expectancy Theory 
Building upon the concepts of expectation and performance, Vroom’s Expectancy Theory (2018) argues that employee motivation is a function of three cognitive components—expectancy (the belief that effort will yield improved performance), instrumentality (the belief that performance will be rewarded), and valence (the value placed on those rewards); this multiplicative model implies that motivation will be low if any of these elements is weak. In a local government context like Ilorin West, if staff members feel that their extra effort does not shift entrenched bureaucratic processes (weak instrumentality), or that the rewards on offer (e.g., staff commendation, promotion) are neither visible nor valuable, then overall motivation suffers. Managers can act to strengthen expectancy by offering capacity-improving training, instrumentality by linking performance outcomes to clear incentives, and valence by tailoring rewards to align with individual priorities—be they material benefits, professional growth, or public recognition.
2.3.4	Public Service Motivation (PSM)
In public-sector agencies, particularly local governments, there’s an added motivational lens in Public Service Motivation (PSM), a theory tracing public employees’ motivation to an intrinsic calling—a profound desire to serve the public, promote the common good, and uphold civic values; scholars like Perry and Wise (2019) argue that PSM is partly altruistic and partly normative, arising from a sense of moral obligation and belief in civic responsibility. In Ilorin West LGA, where duties include delivering essential public services and responding directly to citizen needs, PSM can act as a powerful internal driver, sustaining motivation even under resource constraints. However, if structures like clientelism, political interference, or perceived injustice are present, they can corrode this intrinsic public-service ethos, necessitating managers to cultivate transparency, foster civic-centered organizational cultures, and reinforce public-sector values.
2.4	Empirical Review
Unified local government service in Rivers State (2021), revealed a robust positive correlation between punctual financial incentives—such as overtime payment, insurance, basic salary increments, and training allowances—and enhanced staff productivity across all 23 councils. Using expectancy theory as its theoretical lens, the research demonstrated that when employees perceive a clear linkage between motivation tools and improved performance, their output measurably rises. This finding aligns with Vroom’s expectancy model, affirming the centrality of clear instrumentality and reward structures.
Ezza (2020), Complementing this, North LGA in Ebonyi State underlines how career development, training, compensation, and promotion correlate strongly with productivity. Through the application of Herzberg’s two-factor model, researchers observed high positive linear correlations between these motivational factors and employee productivity. Their simultaneous use of training and career progression opportunities was found to be particularly potent in fueling enhanced work output Focusing on Ilorin’s public sector, a 2019 study in Ilorin’s public libraries found that both financial and non-financial incentives positively influence staff output. Interestingly, non-financial incentives—such as recognition, autonomy, and professional development—produced a stronger correlation with productivity (r = 0.326) than financial incentives (r = 0.209). The authors recommended managerial strategies that highlighted non-monetary rewards to ignite both morale and operational efficiency.
In Ilorin West Local Government Area, research by Obiageli, Lasbat, and Olatunji examined how motivation affects teacher effectiveness. Employing a descriptive survey of 150 teachers across ten schools, their analysis used Pearson correlation and t-tests and concluded that overall teacher effectiveness remained low, with motivation showing no statistically significant influence on performance. This finding highlights that motivational frameworks must be context-sensitive: simply offering rewards without addressing underlying systemic issues like inadequate resources or unclear performance feedback may fail to move the needle on effectiveness.
Elensi (2021), study applied expectancy theory and found that promotion, recognition, and pay raises significantly improved staff performance. They recommended that local councils institute structured systems for periodic recognition and merit-based promotions to reinforce positive behavior. Such evidence resonates with results from Ado-Ekiti LGA: researchers found that regular salary reviews and fringe benefits were essential for boosting productivity, while political interference in motivational programs tended to hamper performance. The study urged depoliticizing employee reward systems to boost institutional effectiveness.
Moving beyond traditional incentives, recent literature highlights the transformative role of digital innovation. A 2021 thematic review in the Nigerian Journal of Social Psychology revealed that digital technologies like e-governance tools and data management platforms enhance motivation by increasing information access, improving internal communication, and fostering a sense of purpose among staff, who perceive their work as more impactful. However, the same studies caution that inadequate infrastructure and limited training may diminish technology’s motivational potential.
Obiageli (2019), Despite these generally positive findings, context matters. In Ilorin West LGA, if factors like poor infrastructure, unclear performance expectations, or delayed promotion processes are not addressed, even carefully designed motivational strategies may falter. For motivation to effectively enhance performance, it must be integrated within a broader managerial framework that includes: timely payroll systems, transparent career paths, reliable infrastructure, robust feedback mechanisms, and safe working environments.
Adeleke (2018), in Kwara State found that staff motivation through timely payment of salaries and recognition significantly increased the productivity of local government employees. The study showed a strong correlation between financial incentives and job satisfaction.
Okafor and Olatunji (2020) examined motivation and performance in public sector organizations in Nigeria. They found that while most public institutions recognize the importance of motivation, poor implementation of motivational strategies led to low employee morale and poor service delivery.
Yusuf (2019) investigated how non-financial motivation influences staff commitment in Ilorin West Local Government. The findings revealed that training, good leadership, and participative management styles had a significant impact on employee commitment.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
A lot of approach has been adopted in the process of gathering and collecting of relevant facts relating to this project.
The researcher had adopted a case study in order to find out ways in which salary and wages administration and would improve productivity with retrench to Ilorin West Local Government Area of Kwara State. The researcher apart from time interview and observation also prepared questionnaire for distribution on the workers. This was in always to hear from the bosses’ mouth as most of the answer, given up the top officer of the local government have some element of management attributes in them. The researcher distributes the questionnaire to the employee to enable them say much about their work in relations to their remuneration since they are directly involved. 
3.2	SAMPLES AND POPULATION OF THE STUDY
The researcher intends to carry out case study research work on the local government which is over two hundred (200) but the researcher has taken fifty workers (50) as sample to seek their opinion on the remuneration received from their employer and the impact of such remuneration. 
The sample is considered representative enough of the opinion and aspiration of the total population. Among the employee of the local government are senior officers who include the local government chairman and his deputy who are the handlers of the local government office including the accounting officer that takes of the monetary accept of the revenue section. Also, there are the revenue officer that receive money paid to the local government from areas like license, tax, fines etc there are workers of the treasury department of local government that keep the money and other vital document. These are also account clerk and clerical officers whose work to help their immediate senior officers. Also, there are the drivers, field workers messengers and the cleansers, all working towards the achievement of the set goals of the local government.
3.3	SOURCES OF DATA/COLLECTION INSTRUMENT 
The researcher for the purpose of the study uses following as instrument to obtain the information. 
· Interview 
· Observation 
· Questionnaire 
Interview: The researcher interviewed top officers of Ilorin West Local Government Area of Kwara State such as local government accountant and obtained information relating to the working conditions of the workers, they type of remuneration available and given to worker of the establishment. Also, the impact of the administration of remuneration. This face-to-face approach is used to collect as regard salary and wages been a tool to high productivity in the civil services the question asked and the answer given were recorded by note taking accountant made if know to the researchers that there are various way of remunerating their employees namely through salary payment, fringe, allowances annual leaves, bonuses and study leave with pay. 
Observation: The researcher observes of the employees alike in the way they carry out their work and the relationship that exist between the researcher observed that the employee are going their normal duties with enthusiasm and vary friendly with visitors that comes to the secretariat, the researchers observes the employers and see that they are not giving any biased in their employees as to the way the carry out their duties as at when due and without any delay. This shows that there is good working condition or good condition of sources that make them to work very hard and in harmony. 
Questionnaire: Questionnaire is used as a primary source of data to get information from the people. It was distributed to member of staff later collected analysis eventually impression, which lead to recommendation. 
3.4	METHOD OF DATA ANALYSIS
In analysis the data, complete questionnaire from was assembled and the frequency counts of the respondents. The main instrument used was the “pooled percentage” which is used in obtaining single percentage value from opinion information derived on the liker point scale. The calculation of the percentage was rechecked in order to avoid errors. The final result was used to determine the essences of motivation in an organization with the result we are able to note that the organization staff can work effectively and efficiently when put in a conductive atmosphere, also when he/she has a clear understanding of the significances of his duties to the attainment of the organization objective. The workers also work effectively when appreciated for the job well done, rather than being ensured all time because of his mistakes be also need physical and emotional encouragement so as foster his commitment to the task. 
3.5	RESEARCH PROBLEMS
Research work would have bring some good things or would have effectiveness in the organization but there are some problem that the researcher 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 time

i. HIGH PERCENTAGE OF ILLITERACY 
This is also one of the problem faces by the researcher. The researchers 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 makes it an interview session. Even if they are ready, communication problem will obstruct such interaction.
ii. LACK OF THE FUNDS OF 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 as to make the work a successful one. 
iii. ORGANIZATIONAL PROBLEM
This particular problem is one of the crucial problems faced by the researchers and this particular 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 the thought and data or secret disclose to the researcher may later be used by the researcher or any other organization against them. 
iv. THE PROBLEM OF TIME
This is the major problem faced by the researchers work require 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.   



CHAPTER FOUR
DATA PRESENTATION, INTERPRETATION AND ANALYSIS
4.1 INTRODUCTION
IDENTIFICATION OF VARIABLES
The questionnaire consists of twenty questions and each having nineteen (19) questions respectively. The specimen of the questionnaire is reproduced at the end of the chapter five (5)
Table 1: Respondent Department   
	Department 
	Sample size 
	Expected Response 
	Actual Response 
	Percentage Response 

	Chairman 
	2
	2
	2
	100

	Office 
	8
	8
	8
	100

	Personnel 
	2
	2
	2
	100

	Agriculture 
	2
	2
	2
	100

	Educational 
	2
	2
	2
	100

	Health and Medical 
	2
	2
	2
	100

	Treasury 
	2
	2
	2
	100

	Works 
	2
	2
	2
	100

	Total 
	20
	20
	20
	100


Source: researchers field study, 2025
100% response was recorded from the questionnaire administrated. In identification of variable the use of simple percentage expressed in figure proportion and percentage from the purpose of implication and charity.
4.2 BRIEF HISTORY OF THE CASE STUDY
As history has reverted it, Ilorin West Local Government emaciated from Ilorin the name of this town known today originated from word ‘Ilorin of Ile-Erin’. There is one fashion of the history that revealed that Ojoisekuse used this place as this base for the purpose for sharpening his iron tools. (Ilorin) which he used for hurting on the other hand. Another fashion of the old oral tradition silence that the name came by due to presence of large numbers of elephants (meaning of Ilu-Irin) particularly the area presented known as a result of charges in promoting that ‘ilu-irin’ to be change to Ilorin as known today. 
Historically, Ilorin West Local Government was originally created from Ilorin the adequate head quarter of the old Ilorin province the colonial days of 1845-2019. It would be called and Ilorin still remains the capital.
In (1976), there was local government reform with consequently led to the creation of more local government council throughout the country. During the period too, more local government making three (3) local government in the emirate. In the early 2019s more local government was still created
4.3 PRESENTATION OF DATA
	S/N
	Question 
	Observed Response 
	Actual Response 
	Percentage Response 

	1
	What is your positive in your local government? Chairman
Supervisor 
Clerk 
Other 
	



20
	
1
3
2
14
	
5
15
10
70

	2
	What is your age?
Below 20 years 
21-30 years 
31-40 years 
46 and above 
	



20
	
2
4
10
4
	
10
20
50
20

	3
	What is sex? 
Male 
Female 
	

20
	
12
8
	
60
40

	4
	What is your marital status?
Single 
Widow 
Divorce 
	


20
	
12
2
-
	
60
10
-

	5
	What is your highest education?
SSCE/GCE/NECO
A1/OND
HND/B.SC
OTHERS
	



20
	
5
8
4
3
	
25
40
20
15

	6
	In which department do you work?
Chairman office 
Agriculture department 
Education department 
Health and medical 
Service  
Works
	





20
	
2
5
6
20
3
2
	
10
25
30
10
15
10

	7
	What is the nature of your job?
Clerical 
Supervisory 
Managerial 
Others 
	



20
	
2
3
2
13
	
10
15
10
65

	8
	Assuming given greater responsibility, are you will to increase your performance of the job 
Yes 
No 
	



20
	


16
4
	


80
20

	9
	Does provision of good working environment has anything to do with performance of worker in the local government 
Yes 
No 
	




20
	



16
4
	



80
20

	10
	Does any of the improved environment factor contribute positively to workers performance?
Yes 
No 
	



20
	


4
6
	


20
80

	11
	Do you think that motivation factor provided by the local government at the moment is effective and efficient to promote greater workers performance?
Yes 
No 
	





20
	




14
6
	




70
30

	12
	Which of these factors do you considered as adequate contribution top workers performance in your government responsibility given by the management in local government security offer by the job good Working environment provided Rapid promotion opportunity 
	






20
	





14
6
	





70
30
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	Which of the following do you consider contribute most to worker performance 
Training 
Higher responsibility 
Adequate information to workers 
Study promotion for those who merit it
	


2
2
2
4
	


10
3
2
2
	


10
10
10
20


4.4 ANALYSIS OF DATA
The following analysis and finding of data collected from the filled work for the purpose of charity, the following statistical formulae was used in determined the results of hypothesis. Average means (x) of the frequency, distribution being statistically represented 
Mean (x) = or 
When X = Average 
F = Frequency 
X = value of variable 
N = numbers of observation 
E = summation of Zigma
	The following table represents data analysis and interpretation 
TABLE 1
	Official status 
	X
	F
	FX

	Chairman 
	4
	1
	4

	Supervisor 
	3
	3
	9

	Clerk 
	2
	2
	4

	Others 
	1
	14
	14


Source: researchers field study, 2025
Mean (x) = = 31 = 1.55
Findings: The above analysis reveals that majority of the staff are junior staffs
TABLE 2
	Age  
	X
	F
	FX

	Below 20 years 
	4
	2
	8

	21-30 years 
	3
	4
	12

	31-45 years 
	2
	10
	20

	46 and above
	1
	4
	4

	Total 
	
	20
	44


Source: researchers field study, 2025
Mean (x) = =  = 2.2
Finding: The analysis show that majority of staff are 31-45 years 
TABLE 3
	Qualification  
	X
	F
	FX

	SSCE/GCE/NECO
	4
	5
	20

	A/L/OND
	3
	8
	24

	HND/B.SC
	2
	4
	8

	Others
	1
	3
	3

	Total 
	
	20
	55


Source: researchers field study, 2025
Mean (x) = =  = 2.75
Finding: Above analysis show that majority of the work force has OND or A/L, and it implied that employers are literate and educated 
TABLE 4
	Are you satisfied with your job  
	X
	F
	FX

	Yes
	2
	15
	30

	No 
	1
	5
	5

	Total 
	
	20
	35


Source: researchers field study, 2025
Mean (x) = =  = 1.75
Finding: The table show that 1.75 of the respondents are satisfied with the job. This job satisfaction is very motivating factor enhancing job performance.
TABLE 5
	Assuming you are given greater responsibility, are you willing to increase your performance of the job   
	X
	F
	FX

	Yes 
	2
	14
	28

	No 
	1
	6
	6

	Total 
	
	20
	34


Source: researchers field study, 2025
Mean (x) = =  = 1.8
Finding: The table shows that the respondents of the opinion that the provision of a good working environment will increase the performance of workers on the job.
TABLE 6
	Do any of the improved environment factors contribute positive to worker performance   
	X
	F
	FX

	Yes
	2
	4
	8

	No 
	1
	16
	16

	Total 
	
	20
	24


Source: researchers field study, 2025
Mean (x) = =  = 1.2
Findings: This analysis reveals that not all the time is improved environmental factors contribute positively to workers performance.
4.5 TESTING OF HYPOTHESIS
	Do you think motivating provided by the local government at the moment is effect and efficient to promote greater worker performance?  
	X
	F
	FX

	Yes 
	2
	14
	28

	No 
	1
	6
	6

	Total 
	
	20
	34


Source: researchers field study, 2025
Mean (x) = =  = 1.75
Findings: This analysis reveals that motivating factors provided by the local government is effective to promote greater workers performance.
4.6 SUMMARY OF THE CHAPTER 
From the responses to the questionnaire distributed to all department in Ilorin West Local Government Area of Kwara State, the following information of data collected were summarized below, from table 3, (Section 4) the table reveals that the local government of Ilorin West Comprises of junior staff. This number of chairman is 1, supervisor is 3, clerk is 2 and other is 14, while Fx = 4,9,4,14 respectively making the same total of 31 which has to be divided by 20, in the final analysis, I arrived at 1.55 with junior staff having the highest figure.
	I also discovered that the age of staff is between 31-45 years, this shows that the Local government has living and able staff. It also reveals that majority of staff are single. As in their qualification, it was gathered that majority of staff has OND which shows that their employees are literate and educated.
	The analysis shows that motivating factors provided by local government are effective and efficient to promote worker performance and lastly, good salary is also considered to contribute most workers performance on the job in Ilorin West Local Government Area of Kwara State. 


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary
This study examined the role of staff motivation in enhancing effective management in Ilorin West Local Government Area of Kwara State. It explored the various motivational strategies adopted by the organization, assessed their impact on employee performance and overall management effectiveness, and identified the major challenges hindering motivation in the public sector. The research revealed that both intrinsic and extrinsic motivation significantly influence employee productivity, commitment, and workplace morale. The findings further showed that poor implementation of motivational strategies—such as delayed salaries, lack of recognition, and limited promotion opportunities—has negatively impacted effective service delivery and management performance in the local government. The study also highlighted that employees who are adequately motivated tend to exhibit improved work ethics, reduced absenteeism, and a greater sense of responsibility, all of which contribute to the achievement of organizational goals.
5.2	Conclusion
Based on the findings, the study concludes that staff motivation is a critical tool for achieving effective management in public organizations like Ilorin West Local Government Area. When properly implemented, motivational strategies lead to increased employee performance, stronger commitment to organizational objectives, and enhanced service delivery. However, motivation remains a persistent challenge due to inadequate resources, inconsistent management policies, and lack of proper human resource planning. The study affirms that the absence of effective motivation mechanisms weakens organizational efficiency and limits the capacity of local government authorities to meet public expectations.
5.3	Recommendations
1. The management of Ilorin West Local Government should develop and enforce a robust motivation policy that includes both financial and non-financial incentives to improve employee morale and productivity.
2. Delays in salary and entitlement payments demotivate employees. Prompt financial compensation should be a top priority to sustain staff commitment.
3. Continuous professional development programs and capacity-building workshops should be organized to enhance employee skills and promote internal promotion.
4. Management should introduce a structured performance appraisal system that rewards outstanding contributions through recognition, bonuses, and other incentives.
5. Employees should be involved in decision-making processes to make them feel valued and empowered, thereby boosting their morale and sense of belonging.
6. Reducing bureaucratic red tape and improving transparency in human resource management will help eliminate favoritism and enhance fairness in motivation practices.
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