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ABSTRACT
This study investigates the effects of employee motivation on organizational performance (a case study of Gt bank plc Taiwo road ilorin Kwara state. It addresses the challenges of low productivity and employee dissatisfaction in Nigeria’s power sector, linking these issues to insufficient motivational strategies. The research combines theoretical insights with empirical analysis, examining intrinsic and extrinsic motivational factors and their impact on performance. A survey of 96 PHCN kwara staff members was conducted using structured questionnaires, with 83 valid responses analyzed via descriptive statistics and chi-square tests. Results indicate a strong positive relationship between motivation and productivity, with 81.9% of respondents identifying financial incentives as a primary motivator and 53% confirming that motivation boosts their performance. However, views on motivation’s effect on overall organizational performance were mixed, suggesting a need for broader motivational approaches. The study concludes that effective motivation is essential for enhancing productivity in public-sector entities like PHCN and recommends integrating financial and non-financial incentives, such as recognition and career growth opportunities, to improve workforce engagement and output. These findings offer valuable insights for human resource management in developing economies and practical guidance for organizational leaders.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the study
There is probably no concept more important than motivation, in the study of employee’s behavior in many organization. A manager may consider motivation as an inducement (financial or otherwise) given to the employees to ginger them to work more. By this measure, organization goals and objectives are achieved. On the other hand, employees usually associate motivation with some monetary values.
Motivation is a pervasive function that cuts across all aspect of employee’s development. It is often discussed by people in any organization. Management cannot operate in isolation of their employees because they are human beings and not machines or tools which are utilize recklessly or in a rough manner.
In today’s economy, employers have gone beyond being just employers because of their interest in the management of employee’s productivity.
Most business personnel have realize more than ever before that their organizational set goals and objectivities cannot be achieved if their employee do not perform as much as expected. This is the reason for much concentration of effort on the concept of motivation which is concerned with encouraging workers or employees to attain to the best of their ability.
Human resources, both in private or public sector are the most assets essential in any given organization, hence must be handled with care. Motivation of the employee is the areas management should concern in other to ensure the realization of the planned goals and objective of their organization.
People go to work in organization not for the sake of work itself but with the aim of achieving their individual objective. It then follows that the key of motivation is the satisfaction of needs. A worker will be motivated if he feels his organization is helping him to satisfy needs to a reasonable extent. In view of the fact that needs are sophisticated in nature, there has been a growing importance to understand these needs by some behavioral scientists. Thus, we have a lot of motivational theories like those propounded by Abraham Maslow, Vroom, Fredrick Herzberg to mention but a few.
The needs of people are in a continuum; sometimes it could be intrinsic or extrinsic. An individual’s need, at any particular times depends on the value he places on it at that time and most times it goes hand in hand with societal values. So, different people would want and need different things in different situation and at different times. (Drucker 2018).
In Nigerian, a critical analysis of many enterprises would reveal that both the intrinsic and extrinsic reward for work is neglected. This problem rears its ugly head mostly in public institution like in Power Holding Company of Nigerian Enugu state.
In this age and time when every nation is striving to be on top of others technologically, politically and economically, the problem of motivation cannot be over emphasized and should not be trampled under the fact , as the will to do” is an essential ingredient of a labor force.
Management is best understood from a resource base perspective. All organization use four base kinds of inputs or resources from their environment, human, finance, materials and information resources. Management is responsible for cobbling and coordinating resources to achieve the organizational functions or activities, planning and decision making, organizing, leading and controlling. There is a range of motivational techniques that can be used to improve productivity, reduce workforce stress and increase self-confidence. Some managers believe that they can achieve result from teams by using coercing methods.
However these factors can indeed produce result, the effect will probably be much more short term and will mean that staffs are forces on achieving business objectives but rather on simply keeping their jobs.
1.2 Statement of the Problems
The growth and development of any economy cannot be meaningful and complete if the power sector is not well footed in terms of productivity, growth and profitability.
Over the years, the poor performance of the power sector in Nigeria has been a matter of concern and debate among academics, writers, government officials and members of the public. The reason for this trend as well as the apportionment of the blame has formed the basis for a controversy. it is increasingly being realized by workers, economists and government as well as customers that the problems plaguing the country’s power sector lies in the negative attitude to work, lack of dedication and indolence among employees. it has been observed that the Nigerian employee lacks a feeling of responsibility to his job and pride in doing his work well.
The work situation in the power sector like Power Holding Company Of Nigeria is characterized by low productivity and lack of dedication. This has adversely affected the power sector in the country, the results of such negative orientations are the indiscriminate loss of vital records that could have been stored, and poor decision made due to lack of accurate information which goes a long way to affect negatively to the workers.
1.3 Objective of the Study
1) To examine and know the impact of motivation on employee Productivity
2) To investigate how motivation as a management skill help in enhancing productivity
3) To ascertain the various motivational benefits available in Power Holding Company of Nigeria Enugu and their relationship with the productivity of the employees
4) To find out whether any of the benefits formally enjoyed by the employees in Power Holding Company of Nigeria Enugu has been withdrawn. If s` o, what is the effect on the dedication and loyalty of the employees?
5) To offer useful recommendation to Power Holding Company of Nigeria Enugu based on the researcher’s findings
1.4 Research Questions
This research will attempt to answer the following question
1) Why do people accept job in Power Holding Company of Nigeria
2) To what extent does motivation influence productivity of the company?
3) What is the impact of motivation on employee performance?
4) Are employee truly motivated in the company?
	1.5
	RESEARCH HYPOTHESIS

	H0:
	There are no influence of motivation in the company

	H1:
	There are influence of motivation in the company

	H0:
	There are no impact on employee performance

	H2:	
	There are impact on employee performance


1.6 Significance of the Study
The researcher hopes that the finding and suggestions would enable for effective management of employees towards achieving organizational goals. The study will enable manager to Power Holding Company of Nigeria Enugu to identity how productivity can be improved through effective and efficient motivation.
It will also be of benefit for policy makers in various forms of business organization. It will be of immense guide to future researchers who intends to exploit and understand further concepts of motivation as a managerial tool to enhance productivity in an organization like Power Holding Company of Nigeria Enugu.
1.7 Limitation of the Study
The research work is limited to Power Holding Company of Nigeria Enugu.
The main constraint of the research is divided into the following parts.
a) Time constraints- due to the short time given for the study, the researcher could not get all the required information needed for the study.
b) Finance- as a result of money constraint the researcher had not enough money to carry out the study beyond the level. The researcher could not visit places where necessary information relevant to the study could be obtained.
c) Attitude of respondents – some of the respondents were unwilling to cooperate with the researcher because they felt, they have nothing to benefit from the study both financially and otherwise. Besides they were afraid of losing their jobs, if all information needed are released to the researcher.
1.7 Scope of the Study
This research is confined to the Taiwo branch of GTBank PLC in Ilorin, Kwara State, and examines how employee motivation influences organizational productivity within that specific office. 
It focuses on both intrinsic motivators (such as recognition, professional development, and job autonomy) and extrinsic motivators (including salary, bonuses, and other monetary incentives) as experienced by frontline staff and branch management.  
Data will be collected over a three-month period using structured questionnaires and follow-up interviews, allowing for a cross-sectional analysis of current motivational practices and productivity outcomes. 
The study population comprises all permanent and contract employees of the Taiwo branch, with a sample drawn through stratified random sampling to ensure representation across departments and job grades. While the findings will offer insights applicable to similar urban branches of multinational banks in Nigeria, they do not extend to other GTBank locations, different banking institutions, or non-banking sectors. Finally, this scope deliberately excludes broader organizational factors such as macroeconomic conditions and head-office policies that lie beyond the branch level but could influence productivity at a national or industry-wide scale. 
1.9 Definition of Terms
Employees’ Motivation: The internal and external forces that stimulate an employee’s behavior, direction, intensity, and persistence of effort toward work-related tasks (Latham & Pinder, 2015).
Intrinsic Motivation: The drive to engage in work activities for their own sake, deriving satisfaction from the work itself rather than external rewards (Deci & Ryan, 2025).
Extrinsic Motivation: The drive to perform tasks in order to obtain external rewards such as salary, bonuses, promotions, or recognition 
Organizational Productivity: A measure of the efficiency with which an organization transforms inputs (e.g., labor, capital) into outputs (e.g., services delivered, products created), typically expressed as a ratio of outputs to inputs 
Performance-Based Incentives: Financial or non-financial rewards tied directly to an employee’s achievement of specified performance targets 
Job Autonomy: The degree to which employees have discretion and independence in scheduling tasks and determining procedures for completing their work 
Employee Engagement: A positive, fulfilling work-related state of mind characterized by vigor, dedication, and absorption in one’s work tasks.
Stratified Random Sampling: A sampling technique in which the population is divided into homogeneous subgroups (strata) and random samples are drawn from each subgroup to ensure representativeness.


CHAPTER TWO 
LITERATURE REVIEW
2.0 Theoretical Frame Work of the Study 
A lot has been written about this topic motivation by different researchers. It is mostly researchers that discuss object areas in both the business organization and it is important to note that success and failure of any business organization depends on the performance of its manpower. An organization is a socio-economic system which combines technology and humanity when an organization is formed. It normally requires man, money, machine and materials to pursue the achievement of its goal and objectives. Among these resources the human resources is the greatest asset in the enterprise. People make decision concerning all other organizational resources and come up with an idea to put them into operation. Therefore staffs are the life-blood and success of the organization ultimately depends on them. 
The individual staff therefore required planned development or training to improve their level and areas of operation of the organizations objectives must be effectively achieved. This is because the human elements on their parts need to be effective to an extent so as to know what to do and how to do it given the enabling environment. This means that the individuals that makeup the organization staff must be knowledgeable and skilled in their areas of acclaimed profession. This depends upon the extent of impact such expertise would make on the achievement of the organization. Some writers have turned their attention to the nature of human behaviour in relation to the management function of Macgregor (1967:349) and other is the need to recognize and understand human behaviour and motivation. 
A motivated worker will work very well not minding what it takes, and the stress one undergoes but toward high profit. Profit is one of the main objectives, the manager must as a matter of fact, find what will spur the employers under him to high performance, furthermore, motivated employee might reduce the problem of high labour turn over. 13 Productivity is an important term to individuals, groups, organizations and nations. Despite its importance, there is lack of universal definition of productivity. Comparative analysis of productivity is sometimes difficult for example. Comparing productivity of a work using manual system of operation with another using automatic system of operation may be difficult. However Bedeian (1987) has defined productivity as the unit of output produced divided by the number of units of resources applied. A productivity organization will produce more units of outputs with given units of input.
2.1 The Concept of Motivation Motivation in organizational behavior refers to the set of internal and external processes that initiate, guide, and sustain goal-oriented actions. It encompasses the psychological forces that determine the direction of an individual’s behavior, their level of effort, and their persistence in the face of obstacles (Latham & Pinder, 2015). Early studies in industrial psychology recognized motivation as the linchpin of performance, with scholars arguing that understanding motivational drivers is essential for predicting workplace behaviors (Locke & Latham, 2019). Contemporary research broadens this view by incorporating cognitive evaluations, emotional states, and social influences, acknowledging that motivation arises from complex interactions among personal needs, perceived opportunities, and organizational cues (Ryan & Deci, 2020). Critically, motivation is not static: individuals may experience fluctuations in motivational intensity depending on task characteristics, feedback, and evolving personal goals. The multi-faceted nature of motivation implies that managerial tactics must be adaptable, targeting diverse needs and preferences to sustain high levels of engagement and performance across different contexts.
2.1.1 Intrinsic vs. Extrinsic Motivation Intrinsic motivation originates from inherent satisfaction derived from performing a task, such as enjoyment, curiosity, or personal growth, and is closely linked to feelings of autonomy, competence, and relatedness (Deci & Ryan, 2015). Intrinsically motivated employees tend to exhibit creativity, deeper information processing, and resilience when encountering challenges, as their drive stems from internal reward structures (Pink, 2019). In contrast, extrinsic motivation depends on external rewards or constraints, including financial incentives, promotions, or social recognition. While extrinsic factors can effectively boost short-term performance, overreliance on them risks crowding out intrinsic desires, leading to reduced creativity and lower long-term commitment if rewards are perceived as controlling (Deci, Koestner, & Ryan, 2019). Recent integrative models propose that optimal motivation combines intrinsic and extrinsic drivers through internalization processes, where individuals align external incentives with personal values, thus preserving autonomy while benefiting from structured rewards (Ryan & Deci, 2020). Effective organizational strategies, therefore, should create environments that support autonomy and competence while strategically leveraging extrinsic motivators.
2.1.2 Major Motivation Theories Maslow’s hierarchy of needs (2018) theorizes that individuals progress through physiological, safety, social, esteem, and self-actualization needs, with higher-order needs emerging once lower ones are satisfied. Despite its intuitive appeal, empirical investigations reveal that need fulfillment does not always follow a strict sequence, and cultural variations influence need prioritization (Wahba & Bridwell, 2015). Herzberg’s two-factor theory introduces expectancy (effort–performance linkage), instrumentality (performance–reward linkage), and valence (value of rewards), providing a dynamic expectancy model but relying on rational calculation assumptions that may overlook affective influences (Lawler & Suttle, 1973). 


2.2 Organizational Productivity: Definitions and Metrics 
Organizational productivity traditionally refers to the ratio of outputs—such as units produced or services rendered—to inputs like labor and capital (Johnston & Jones, 1991). In banking, however, productivity extends beyond quantitative throughput to include service quality, customer satisfaction, and regulatory compliance (Ebrecht, 2020). Modern approaches advocate for multi-dimensional metrics incorporating efficiency, effectiveness, and innovation. The balanced scorecard framework integrates financial, customer, internal process, and learning perspectives to capture both tangible and intangible performance areas. Quality-adjusted productivity measures account for error rates and rework, vital in financial services where accuracy underpins customer trust. knowledge productivity assesses the creation, sharing, and utilization of organizational knowledge, reflecting the growing importance of intellectual capital. Critics argue that overemphasis on standardized metrics can incentivize short-term gains at the expense of sustainable, long-term value, emphasizing the importance of aligning measurement systems with strategic objectives and organizational culture.
2.3 Linkages between Motivation and Productivity Theoretical models and empirical evidence consistently suggest a positive correlation between employee motivation and organizational productivity (Locke & Latham, 2004). Motivated individuals are more likely to exhibit persistence, creativity, and discretionary effort, thereby enhancing performance outcomes (Kanfer, 1990). Self-determination theory posits that when workplaces satisfy employees’ needs for autonomy, competence, and relatedness, intrinsic motivation flourishes, leading to higher quality work and innovation (Deci & Ryan, 2000). Expectancy theory further clarifies that motivation drives productivity when employees believe their efforts will produce valued rewards (Vroom, 1964). Contextual factors such as leadership style play moderating roles: transformational leaders elevate intrinsic motivation through vision and intellectual stimulation, whereas transactional leaders rely on contingent rewards to regulate performance (Bass & Avolio, 1993). Additionally, organizational culture and job design can either facilitate or hinder the translation of motivation into measurable output, suggesting that effective productivity enhancement requires systemic alignment of motivational practices and operational processes.
 2.3 HISTORICAL BACKGROUND OF THE STUDY 
The concept of employee motivation has evolved significantly over time, shaped by shifts in industrial practices, economic conditions, and managerial philosophies. In the early 20th century, the scientific management theory of Frederick Taylor emphasized monetary incentives as the primary means of improving worker productivity. Taylor believed that employees were mainly motivated by financial gain, leading to the development of performance-based reward systems aimed at maximizing efficiency (Taylor, 1911). However, this mechanistic approach overlooked the human and psychological aspects of work. As industrial economies matured, new schools of thought emerged to challenge this one-dimensional perspective, recognizing that workers’ emotional and social needs also played critical roles in determining performance and commitment.
The Human Relations Movement, sparked by Elton Mayo’s Hawthorne Studies in the 1920s and 1930s, marked a turning point in motivational research. Mayo demonstrated that employee productivity was influenced not only by physical conditions or pay, but also by social factors such as recognition, team dynamics, and a sense of belonging (Mayo, 1933). This discovery shifted attention toward the interpersonal and psychological dimensions of work, setting the stage for more comprehensive motivational theories. In subsequent decades, psychologists like Maslow and Herzberg advanced more holistic models that incorporated both extrinsic and intrinsic motivators. Their theories formed the basis for modern human resource management practices, where employee well-being, personal growth, and job satisfaction are considered vital to organizational success.
In the Nigerian context, the study of employee motivation and productivity became increasingly relevant following the structural adjustment programs of the 1980s, which led to widespread economic reforms and privatization. These changes forced organizations, including banks, to become more performance-driven and customer-focused, prompting a re-evaluation of workforce management strategies. The emergence of modern banking institutions like Guaranty Trust Bank (GTBank) in the 1990s introduced more competitive and dynamic workplace environments. GTBank, known for its technological innovation and corporate governance, also began to adopt contemporary motivational strategies, blending global best practices with local realities to attract and retain top talent in a volatile labor market.
The Taiwo branch of GTBank in Ilorin represents a critical node in the bank’s regional operations and provides a unique case for examining the evolution of motivational practices in a localized context. As part of a larger, technologically advanced banking institution, the branch must align with corporate performance standards while adapting to the cultural and economic conditions of Ilorin. Historical records and anecdotal evidence suggest that over time, the branch has implemented a range of motivational strategies, including performance bonuses, training programs, and employee engagement initiatives. These efforts reflect both an awareness of changing workforce expectations and a strategic intent to boost productivity and service quality at the branch level.
Overall, the historical development of employee motivation as a field of study and practice demonstrates a clear shift from narrow, financially driven models to more nuanced and holistic approaches. In both global and Nigerian contexts, it is evident that motivation plays a vital role in enhancing organizational productivity. Yet, while national and corporate trends provide valuable insight, there remains a need for branch-specific studies to understand. 
2.3.1 Empirical Studies on Motivation and Productivity 
Empirical research in diverse contexts underscores the potency of motivational interventions in boosting productivity. In Nigerian banking, Egwakhide et al. (2023) report that competitive remuneration and transparent career progression frameworks significantly enhance employee output and retention. Similarly, Ikpelue et al. (2023) find that recognition and job security are pivotal in sustaining high performance among bank staff. In contrast, studies in Western financial institutions reveal that non-monetary motivators—such as job autonomy and professional development—yield greater improvements in knowledge-driven tasks (Amabile, 1993; Hackman & Oldham, 2017). Cross-cultural investigations highlight that socio-economic conditions and cultural norms shape motivational preferences; for instance, collectivist cultures may value social recognition more than individualistic societies. Yet, few studies employ mixed-methods designs to capture nuanced, branch-level dynamics, creating a gap in understanding how localized motivational strategies influence productivity in multinational banks’ regional offices. In the context of GTBank PLC, Taiwo branch in Ilorin, no comprehensive empirical study has evaluated how motivation affects productivity, underscoring the need for a localized inquiry.
2.4 Conceptual Framework 
The conceptual framework for this study is grounded in a synthesis of self-determination theory, expectancy theory, and goal-setting theory. It posits that employee motivation—both intrinsic (e.g., autonomy, purpose, mastery) and extrinsic (e.g., salary, incentives, promotion)—acts as an independent variable that influences organizational productivity, defined through service efficiency, customer satisfaction, and employee retention. The framework further identifies leadership style and organizational culture as moderating variables that shape how motivational inputs are perceived and translated into productive behaviors. By integrating these elements, the model acknowledges that motivation is not a one-size-fits-all concept but is affected by internal dispositions and external work conditions. Self-determination theory emphasizes the satisfaction of psychological needs as critical to intrinsic motivation, while expectancy theory highlights the importance of belief in the efficacy of effort and the value of outcomes. Goal-setting theory contributes by underlining the motivational power of clear, specific, and challenging goals in driving effort and performance.
This framework provides a structured lens through which to explore the motivation–productivity relationship within GTBank PLC’s Taiwo branch. It accommodates the complexity of human behavior in organizational settings by addressing both personal and environmental factors. Importantly, it moves beyond linear cause-effect assumptions to consider how employees' perceptions of fairness, opportunity, and support mediate motivational outcomes. The inclusion of moderating variables allows for an examination of how differences in leadership practices and cultural dynamics can either amplify or weaken the effect of motivational strategies. For instance, a branch with participative leadership may experience stronger impacts from intrinsic motivators, while one with transactional leadership may rely more on extrinsic levers to enhance productivity.
This approach also recognizes the importance of context, particularly in environments like Nigeria where socio-economic challenges and employment insecurity may influence how motivation is perceived. By localizing the framework to the GTBank Taiwo Ilorin branch, the study ensures that the variables under investigation are grounded in the lived experiences of employees within that specific organizational setting. This contextual sensitivity increases the practical utility of the framework, making it a relevant tool for designing effective motivational strategies tailored to branch-level realities. Moreover, the framework allows for both quantitative measurement and qualitative interpretation, facilitating a comprehensive analysis of the dynamics at play.
Critically, while many existing frameworks treat motivation as a static input, this model conceptualizes it as a dynamic and responsive process. It anticipates that changes in organizational policies, leadership behavior, or economic conditions may alter the motivational landscape and, consequently, its impact on productivity. This adaptive orientation makes the framework particularly useful for organizations seeking to continuously refine their human resource strategies in response to evolving internal and external challenges. It also supports iterative feedback loops, where insights from performance outcomes are used to recalibrate motivational approaches over time.
In sum, the proposed conceptual framework offers a robust and flexible structure for analyzing the relationship between motivation and productivity at GTBank Taiwo branch. It integrates established psychological theories with practical organizational insights, considers contextual variables, and accommodates the complexity and dynamism of employee behavior. This makes it an ideal foundation for the present study, which seeks to generate actionable recommendations for improving productivity through targeted motivational interventions in a regional banking context.
2.5 Research Gap 
Despite extensive literature on motivation–productivity linkages, research focusing on regional branches of multinational banks in Nigeria remains sparse. Existing studies typically emphasize single motivational factors or rely solely on quantitative surveys, overlooking the interplay of intrinsic and extrinsic drivers under varying cultural and organizational conditions. Moreover, limited attention has been paid to the moderating effects of branch-level leadership practices and localized culture. In particular, there is no in-depth study that explores how motivational factors influence employee productivity in GTBank PLC’s Taiwo Ilorin branch. This study addresses these gaps by employing a mixed-methods approach at the GTBank Taiwo Ilorin branch, enabling granular insights into how tailored motivational strategies influence multiple dimensions of productivity.


CHAPTER THREE
3.0 Research Design and Methodology 
In this chapter, the various methods and procedures used in carrying out this study is examined. This includes the determination of population, sources of data, method of investigation and analytical techniques used. This chapter acts also as the bedrock for chapter four, which deals with the presentation and analysis of data collected from the primary sources.
 3.1 Research Design 
Taylor (1982:24) defined research design as the basis plan which guides the data, the collection and analysis phases of the research project. It is a framework which specifies phase of research information, collected, the sources of the data collected and data collection procedure. 
3.2 Sources of Data
 The sources of data used in this study are primary and secondary data
3.2.1 Primary Sources of Data 
Primary data are those collected first hand from the organization under study. The primary instrument developed for data collected is a structure questionnaire prepared for categories. 
3.2.2 Secondary Source of Data 
The secondary source of data includes textbooks, magazines and newspapers. 
3.3 The Population of Study 
The total population was restricted to only staff of Power Holding Company of Nigeria Enugu. The population consists of 96 staff which comprises of both the senior and junior staff which comprises of both the male and female staff. 
3.4 Sample Design and determination of Sample size
 Barbee (1986:74) stated that it is appropriate to select samples on the basis of the knowledge of the population. This research work used the random sampling techniques where every member of staff “ PHCN” Enugu state has an equal and independent opportunity of being included in the sample, Hence so staff of PHCN were selected and to whom the questionnaire were administered. The returned valid completed questionnaires were seventy three (83) and this figure was used in our analysis. 
3.5 Methods of Data Collection 
The method that is used by the research in collection of information is questionnaire method. 
3.5.1 Questionnaire Design Distribution and Collection Of Responses 
The basic instrument used was the combination of structured and unstructured questionnaires. The first part deals with information on 36 personal demographic data of the employee’s and this include Sex, Age, Marital status, Educational qualification and level in the organization. 


3.5.2 Secondary Method of Data Collection 
The secondary method of data collection includes those from newspapers, textbooks, journals, and use of library. 
3.6 Method of Data Presentation and Analysis 
The most appropriate techniques of data analysis of this study are simple percentages and chi-square test goodness of fit. The major purpose of chi-square test is to predict whether. It is possible for the occurrence of one variable which is dependent or independent of the other. Chi-square is designed to investigate the agreement of a set of observed frequencies expected or an assumption of the theoretical pattern of the phenomena being studied. Chi-square is also benefice as a measure of relationship and it enables us to deal with fiscal as a concerning the interrelationship between and among variables. 37 In the study, each of them stated that hypothesis will test statistically using the 
Regression and correlation. Regression can be defined as the study of relationship between two or more variables. The aim is to discover the nature of the relationship between variables, measure it and make prediction about the value of one variable from given values of the other. CORRELATION studies the degree or extent of relationship between two variables. That is to say that it gives an idea of the strength as well as the direction of relationship between two related variables. Simple percentage and chi-square method was used for data analysis.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1 Data Presentation
This chapter deals with the presentation and analysis of the question asked in the questionnaires. This will give a clear responses as given by the respondents. The questionnaire, is divided into various parts. Part A deals with the bio-data, Part B deals with the general issues pertaining to modern management technique in the employee’s performance.
4.2 Data Analysis
The administration of the questionnaire was a different task to undertake. There was no quick response to the questionnaire as expected. It took a long time before the questionnaire were filled and returned. According to the population size computed in the chapter three of this project, a total number of ninety six (96) copies of the questionnaire were administered to the respondents, out of which eighty three (83) copieswere properly filled and returned, while the information given by the respondents were quantified numerically and converted into percentages.
SECTION A
Sex Distribution
Table 4.1
	Details
	Frequency
	Percentage

	Male
	48
	57.8

	Female
	35
	42.2

	Total
	83
	100


Source: field work 2025


The table show 4.1 above reveals that 57.8% of respondents in Power Holding Company of Nigeria are male, while 42.2% are female, thus Power Holding Company is dominated by male.
4.1.1 Educational qualification
	Qualifications
	Frequency
	Percentage

	FSLC
	1
	1.2

	WASSCE
	22
	26.5

	OND/NCE
	8
	9.6

	BSA/BA/HND
	42
	50.6

	Post graduate degree
	10
	12.1

	Total
	83
	100


Source: field work 2025
In the table 4.2 above, the number of respondents that works with a first school leaving certificate constituted 1.2%, those that work with WASSCE/GCE constituted 26.5%, those working with OND/NCE constituted 9.6% while those working with post graduate degree 12.1%. the highest percentage 50.6% was recorded among those working with first degree (BSA/BA/HND).
4.2 Marital status
	Details
	Frequency
	Percentage

	Single
	31
	37.3

	Married
	52
	62.7

	Total
	83
	100


Source: field work 2025
From the above analysis, a larger percentage of respondents are happily married. This represent (62.7%) of the population, while the other 37.3% of the population are still single. This means that majority of the respondents are married.
4.3 Length of service
	Details
	Frequency
	Percentage

	Under 2 years
	3
	3.6

	2 – 5 years
	8
	9.6

	6 – 10years
	35
	42.2

	10 years and above
	37
	44.6

	Total
	83
	100


Source: field work 2025
In the table 4.4 above, the number of respondents who worked under 2years constituted 3.6%, those within the range of 2 – 5years constituted 9.6%, those within the range of 42.2%, while 10years and above constituted 44.6%.
The highest percentage was recorded within the person that worked with 10years and above.


SECTION B
4.4 Do you think money is a motivator
	Details
	Frequency
	Percentage

	Agree
	68
	81.9

	Strongly agree
	8
	9.6

	Disagree
	6
	7.2

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2025
The above table shows that 81.9% respondents agreed that money is a motivator while 9.6% respondents strongly agreed, 7.2% respondents disagreed while 1.2% respondents strongly disagree.
4.5 Is there any impact of motivation among employee performance within the organization PHCN
	Details
	Frequency
	Percentage

	Agree
	44
	53.0

	Strongly agree
	21
	25.3

	Disagree
	17
	20.5

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2025


The above table show that 53.0% of the respondents agree with the statement and 25.3% strongly agree that motivation enhance employee performance, 20.5% disagree and 1.2% strongly disagree
4.6 Are customers are satisfied with the quality of product and service?

	Details
	Frequency
	Percentage

	Agree
	55
	66.3

	Strongly agree
	7
	8.4

	Disagree
	18
	21.7

	Strongly disagree
	3
	3.6

	Total
	83
	100


Source: field work 2025
The table above indicates that 66.3% of the respondents agree with the statement, while 8.4 strongly agree and 21.7 disagree and 3.6 strongly disagree. It means that customer are satisfied with the service
4.7 The organization emphasizes doing the right thing first time
	Details
	Frequency
	Percentage

	Agree
	61
	73.5

	Strongly agree
	15
	18.1

	
	
	

	Disagree
	6
	7.2

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2025
The table reveals that 73.5% of the respondent agree with the statement, while 18.1% strongly agree, 7.2% disagree while 1.2 strongly disagree.
4.8 Can management techniques enhance employee performance
	Details
	Frequency
	Percentage

	Agree
	67
	80.7

	Strongly agree
	10
	12.1

	Disagree
	5
	6.0

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2025
The table above shows that 80.7% respondents agree that management techniques enhance employee performance, 12.1% strongly agree, 6.0% respondents respectively disagree, while 1.2% strongly disagree.
Hence the highest percentage show that 80.7% dominated that management techniques enhance employee performance.



4.9 Your	organization	has	implemented	motivational	techniques concept
	Details
	Frequency
	Percentage

	Agree
	56
	67.5

	Strongly agree
	23
	27.7

	Disagree
	2
	2.4

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2025
The table indicates that 67.5% of the respondent agree with the statement while 27.7% strongly agree, 2.4% disagree and 1.2% strongly disagree. This indicates that the organization has implemented the motivational techniques concept.
4.10 Is there any relationship between motivation and performance in the organization?
	Details
	Frequency
	Percentage

	Agree
	35
	42.2

	Strongly agree
	7
	8.4

	Disagree
	35
	42.2

	Strongly disagree
	6
	7.2

	Total
	83
	100


Source: field work 2025
The table indicates that 42.2% of the respondents agree with statement, while 8.4% strongly agree that there is relationship between motivation and performance in the organization, 42.2% disagree and 7.2% strongly disagree with the statement.
4.11 Does management style have effect on employee performance?
	etails
	Frequency
	Percentage

	Agree
	51
	61.5

	Strongly agree
	25
	30.1

	Disagree
	3
	3.6

	Strongly disagree
	4
	4.8

	Total
	83
	100


Source: field work 2025
The table indicates that 61.5% of the respondents agree and 30.1% strongly agree, while 3.6% disagree and 4.8% strongly disagree with this statement

4.12 The	practice	of	modern	management	techniques	gives	your organization advantage over competitors in the industry
	Details
	Frequency
	Percentage

	Agree
	48
	57.8

	Strongly agree
	25
	30.1

	Disagree
	5
	6.0

	Strongly disagree
	5
	6.0

	Total
	83
	100


Source: field work 2025
This table shows that 57.8% respondent agree that modern management techniques gives the organization advantage over competitors; 30.1% strongly agree, 6.0% disagree and 6.0% strongly disagree respectively.
4.13 Salary and wages paid to employee in your organization affect their performance?
	Details
	Frequency
	Percentage

	Agree
	54
	65.1

	Strongly agree
	22
	26.5

	Disagree
	7
	8.4

	Strongly disagree
	-
	0

	Total
	83
	100


Source: field work 2025
This table shows that 65.1% of the respondent agree with the statement and 26.5% strongly agree and 8.4% disagree while 0% strongly disagree.
Hence 65.1% show that salary and wages paid to employee affect their performance.

Management	decision/policy	affect	employees	performance positively in an organization
	Details
	Frequency
	Percentage

	Agree
	36
	43.4

	Strongly agree
	6
	7.2

	Disagree
	36
	43.4

	Strongly disagree
	5
	6.0

	Total
	83
	100


Source: field work 2025
The table shows that 43.4% agree, 7.2% strongly agree, 43.4% disagree while 6.0% strongly disagree with this statement.
4.14 Only the top management are responsible for the formulation of employee motivational technique
	Details
	Frequency
	Percentage

	Agree
	55
	66.3

	Strongly agree
	15
	18.1

	Disagree
	11
	13.3

	Strongly disagree
	2
	2.4

	Total
	83
	100


Source: field work 2025
This table shows that 66.3% of the respondent agree that top management are responsible for the formulating of employee motivational technique, 18.1% of the respondent strongly agree while 13.3% disagree and 24% of the respondent strongly disagree.
4.15 Total quality management reduces cost and increases productivity
	Details
	Frequency
	Percentage

	Agree
	54
	65.1

	Strongly agree
	25
	30.1

	Disagree
	2
	2.4

	Strongly disagree
	2
	2.4

	Total
	83
	100


Source: field work 2025
This table show that 65.1% of the respondent agree while 30.1%, strongly agree, 2.4 disagree and 2.4 strongly disagree with the statement.
4.16 Profitability	of	an	organization	increases	with	effects implementation of employee motivation
	Details
	Frequency
	Percentage

	Agree
	50
	60.2

	Strongly agree
	27
	32.5

	Disagree
	5
	6.0

	Strongly disagree
	1
	1.2

	Total
	83
	100


Source: field work 2012
This table indicates that 60.2% of the respondent agree, 32.5% of the respondent strongly agree and 6.0% of the respondent disagree, while 1.2 strongly disagree with this statement.
4.3 HYPOTHESIS TESTING
Hypothesis in null hypothesis is H0. There is no significant impact of management development in efficient management of parastatals.
H1 (alternative hypothesis): there is a significant impact of employee motivation in organization productivity using new operational methods.

CHATER FIVE
Summary of Findings, Conclusion and Recommendation
5.0 Introduction
The finding of the data will be analyzed. Conclusion shall be drawn and necessary recommendation made to the management to serve as a solution to the achievement of employee’s performance through the modern management techniques theory.
5.1 Summary of Findings
The main objective of the research work is to examine the impact of employees motivation in organizational productivity in Power Holding Company of Nigeria (PHCN) in Enugu. The sample of 96 staff consisting of senior and junior staff were drawn from (PHCN) Power Holding Company of Nigeria.
The data used for this study were collected through the use of interview method, and the measuring of instrument called questionnaire. The responses collected from the respondents are presented, interpreted and analyzed using frequency distribution table, were tested using chi-square (X2). The finding of this study are as follows;
1. There	is	a	significant	impact	of	employee motivation	in	the organization
2. That 56% of the respondents were view that there is impact of employee motivation in the organization
3. 44% responses agreed that there is impact of motivation among employee performance within the organization PHCN
4. Majority of the respondent were of view that customers are satisfied with the quality of product and services.
5. About 61% of the respondents view that the organization emphasizes doing the right thing first time.
6.  Majority of the respondents were of view that management techniques enhance employee performance.
7. Majority of the respondent were of view that management style have effect on the employee performance.
5.2 Conclusion
In the course of the study, various relevant literatures relating to the concept of impact of the employee motivation and impact on employee’s performance especially in PHCN was revealed. Therefore, based on the researchers findings it was discovered the organization has shifted from the old practice of placing more emphasis in high productivity and profit maximization at the expense of customer’s satisfaction but value for their money if they most survive. It is by so doing that the survival and growth of the organization is guaranteed.
Furthermore, organizations that intend to grow must attain and maintain a high level of employee motivation in the organization.
5.3 Recommendation
In view of the finding earlier stated the following recommendations are made with firm belief that if implemented and monitored, it would result in overall improvement in the organization level of performance.
1. Management techniques such as praises, recognition for achievement and challenging work enhance employee performance in the organization, if the rganization can improve in their techniques it will help to improve employee motivation in the organization
2. 	To attain higher quality of product and services for customer’s satisfaction. Workers must be motivated through conductive environment as well as reasonable take home pay
3. Finally, organization should know that management style has effect on the employee performance.
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