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Abstract
This study investigates the critical role of employee motivation as an essential ingredient for achieving organizational objectives within Office Technology and Management programs. Employee motivation is pivotal for enhancing productivity, efficiency, and overall performance in administrative and secretarial roles. Despite its significance, many organizations struggle to foster sustained motivation among employees. The research identifies key factors contributing to low motivation, including ineffective management practices, lack of recognition, inadequate training, and evolving workplace dynamics that overlook motivational strategies. Additionally, the study explores cognitive and psychological barriers, such as workplace stress and disengagement, that hinder employee performance. Recommendations are provided to improve motivational strategies, integrate technology to support employee engagement, and create a supportive work environment. These findings aim to enhance organizational outcomes by equipping managers with effective tools to boost employee motivation and align individual efforts with organizational goals.
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CHAPTER ONE 
INTRODUCTION
1.1	Background to the Study
	All organizations want to be successful, even in current environment which is highly competitive. Therefore, companies irrespective of size and market strive to retain the best employees, acknowledging. Organizational performance can be classified into ability, motivation and environment. If any of these factors is missing, effective performance and motivation will be extremely difficult because employee must know their jobs, have the desire to work and must have proper and enabling settings, materials and tools to do their jobs so as to attain organizational objectives.
	In recent year’s emphasis have been placed on the important role motivation plays in getting employees to give out their best at work. It now realized more than ever, that workers are the engine room of which an organization depends largely on the effective mobilization of the efforts of all people who make the organization. It is also important that managerial job is not to boost employee’s productivity or performance but also to motivate them to be able to enhance their performance adequately.
	Motivation can be defined as the management behaviour, action or incentive which enables the workers to willingly see, responsibility and carry out their work or task satisfactorily. They increase their productivity every day, particularly as it has contribution towards the general economics of the world.

	Motivation can be defined as the management behaviour, action or incentive which enables the workers to willingly see, responsibility every day, particularly as it has contribution towards the general economics of the world. 
	Motivation can be referred to as the act of providing incentives to a person to satisfy a desire. The desire may range from that of satisfying basic physiological needs to that of self-actualization.
	Motivating employees is a major concern of most goal-oriented managers.  Their worry is that how can employees be induced to see organizational goals as part of their own goals and to work hard to assist in the achievement of these organizational goals?  Essentially, organizational performance is predicated on three factors namely: ability, motivation and environment.  Employees must know how to do their jobs (ability), must want to do their jobs (motivation), and must have the proper and enabling setting, materials and tools to do their jobs (environment).  If any of these factors is missing, effective performance will be made extremely difficult.
	The role of motivation cannot be over-emphasized because organizations that are willing to be at the top among the competitor must recognize the value of motivating their employee whenever it is needed. Motivation is an undisputable instrument that can be used by every organization to derive employee to do the right thing at the right time.
	Motivation improve the level of efficiency of employee, the level of employee does not only depend upon his qualifications and abilities for having best of his work performance, the gap between ability and willingness has to be filled which helps in improving the level of performance of the employee.
	Many organization beliefs that payment of salary is only way employee can be motivated, though is part of it but not limited to that, employee can be motivated in so many ways which can enable the employee to perform their effectively as it is expected.
	Management should therefore endeavor to understand the various motivational factors which can stimulate and satisfy its employee needs and eventually bring about efficient work force. Some of the motivational factors that can be employed are; good management, proper promotion policy, joint consultation, tided office environment, raining and employee development, better accommodation, housing loan, long service award, transport facilities feeding allowance, recreational facilities, end of the year bonus, lunch on vouchers pension and gratuity etc.
	Financial incentives in terms of salaries and fringe benefits are considered to be important factors in motivating employee for higher output or performance. Management should be conversant with other motivational techniques such as job security, job satisfaction, job enrichment, delegation of authority etc. which can enhance efficiency in employee’s performance.
	Motivation therefore, is the inspiration to work hard without but through persuasion, reason and provision of incentives. 
	If the management is to be an effective motivator, it should learn and understand the nature of motivation as well as motivational techniques that can be employed so as to motivate its employees for effective performance for their job.
	This study is aimed to highlight the impact of motivation of employee in the attainment organization objectives.
1.2	Statement of the Problem
	The effect of motivation on the essential ingredients of employee cannot be overestimated as opined by motivation theorists such as Maslow. (Abraham Maslow 1943).
	However, some organization put more effort on structures, which include advertisement, promotion etc rather than on the workforce or the human resource. Their belief is that with or without the required input from the workers, they must succeed.
	Some organization put more money and resources without achieving employees or workers’ performance and higher productivity due to lack of motivation and motivational tools that help to have high performance and productivity.
	It is based on these issues that this study has decided to look into the employee motivation as essential ingredient for the attainment of organizational objectives.
1.3.	Objectives of the Study
	The general objective of this research work is to determine the employee motivation as essential ingredient for the attainment of organizational objectives, specifically the study will:
1.	Identify the motivational tools that increase productivity of employee in an organization.
2.	To critically examine the effect of unmotivated employees in relation to organizational growth
3.	Determine the role of management in determining the best motivational tools to enhance productivity.
4. 	Ascertain the effect of motivational tools on employee performance.
1.4	Research Questions
	This research work is based on the following research questions:
1.	What are the motivational tools required to increase productivity of employee in an organization?
2.	How does the motivation of employee lead to higher productivity?
3.	How does a particular section of workers in an organization shows lack of interest in motivation?
4.	To what extent do workers really perform when they are motivated?
1.5	Significance of the Study
	When the strategies of motivating office professionals are fully explored, this study will be benefited to:
Organizations: The organization in designing alternative strategy to motivate its workers in order to increase productivity from the findings of this study.
Employees: It will enable office professionals in an organization to know how best possible ways of being motivated by their various organizations as well as the kind of motivation that would best suit them.
Students: This will also assist students when embarking on any work similar to this study.
Further Researcher: Researchers that want to broaden this study will equally be of benefit as it will serve as a good source of material for them.
1.6	Delimitation 
	The study will be conducted in selected organizations in Kwara metropolis which are: Kwara State Polytechnic, Ilorin. The study also will cover so many aspects that are related to the topic which are: employee motivation as essential ingredient for the attainment of organizational objectives.
1.7	Limitations 
	Gathering of all needed data in most studies is usually met with a number of limitations and constraints. As a matter of fact, financial barrier is a big constraint during the exercise. Also, getting accurate information when the questionnaire will be distributed to people will be a limitation to the study. 
	However, despite all this constraint the researcher ensure that the effective completion and quality of the work is not affected.


CHAPTER TWO
LITERATURE REVIEW
	This chapter dealt with literature review. The chapter will be conducted under the following sub-headings: - 
2.1	Introduction 
2.2	Concept of Motivation 
2.3	Employee’s Motivation 
2.4	Importance of Employees’ Motivation 
2.5	Employees’ Motivation Techniques 
2.6	Employees’ Motivation Factors
2.7	Motivation Factors Theory  
2.1	Introduction 
	Every organization is concerned with what should be done to achieve sustained high levels of performance through its workforce. This means giving close attention to how individuals can best be motivated through means such as incentives, rewards, leadership etc. and the organization context within which they carry out the work (Armstrong, 2006). The study of motivation is concerned basically with why people behave in a certain way. In general, it can be described as the direction and persistence of action. It is concerned with why people choose a particular course of action in preference to others, and why they continue with chosen action, often over a long period, and in the face of difficulties and problems (Mullins, 2015). Motivation can therefore be said to be at the heart of how innovative and productive things get done within an organization (Bloisi et al., 2013). It has been established that motivation is concerned with the factors that influence people to behave in certain ways.
	Motivation is simply derived as a feeling that drives an employee towards performing the best of the individual at work. Motivation towards an assigned part of work doesn’t only relate to the duties and responsibilities; rather it is an inner feeling of an individual that keeps the drive towards the work in a positive manner. This chapter includes a brief description of what motivation means to the employee’s real life and its importance. This chapter further depicts detailed information about the techniques of employees’ motivation and organizational goals. In addition to this, it also reveals the different theories of employees’ motivation
2.1	Concept of Motivation
	Motivation has been viewed as an inevitable tool for the realization of the productivity goals in an organization. In other words, motivation is an internal drive to satisfy an unsatisfied need and to achieve a certain goal. This view of motivation reveals that in order to attain organization targets; employees must be satisfactorily energetic and be clear about their destination. In addition, it serve as a procedure that begins through a physiological or psychological need and that stimulates a performance set by an objective. It also shows that motivation is an innate in an individual.
	Literally, motivation is the process of arousing movement but in the light of this study, the movement will be referred to as something which motivates behavior. It is the willingness to do something and is conditioned by the ability to satisfy some needs for individuals. It is also those inner string conditions described as wishes, desires, drive e.t.c. 
	It is also referred to as the drive and effort to satisfy a want or goal. According to Olaniyan (2011) Motivation are the certain conditions within the individual that actually predispose him to behave in ways that are appropriate to the tasks, aims or objectives in view.
	It is obvious that positive human relations and motivation are integral and possibly the most important factors among the operating conditions of any organization. Good motivating programmes, therefore are vital resources in all field organized human activities. According to the Oxford Advanced Learner’s Dictionary, motivation is also defined as "The reason for or cause to act in a particular way, to inspire or the interest to stimulate.
	Pritchard and Ash Wood (2010) define motivation as the psychological feature that arouses an organization to action toward a desired goal and elicits, control, and sustain certain goal directed behavior. Olatunde, (2011), defines motivation as the ‘’forces leading to behavior, directed towards the satisfaction of some needs’’. Motivation is also the function which the management perform to stimulate employee’s contributions effectively to the achievement of organization goals. It can be described as the conditions responsible for valuation in the intensity quality and direction of non-going behaviour. The condition is both intrinsic and extrinsic to employees.
	Aman (2010), equally posited that motivation ‘’is the act or process of providing power from within the person which incites him to action’’.
	Aman (2012) observed these two definitions of motivation and said that motivation is a voluntary process organizing from within individual who is a voluntary process organizing from within individual who is carrying out the action. Precisely these are ways by which an organization can stimulate the interest of their workers especially, secretaries to give their best performance.
	Burleson (2014), stated that the term ‘’motivation’’ is derived from the Latin word ‘’Mover’’, to move. This can hardly be sufficient to define motivation. Other writers have given much more definitions to the concept of motivation. 
	In a nutshell, motivation can be defined as the intrinsic through which the employees have greater performance for the purpose of achieving its stated aims and objectives. Motivation can either be intrinsic or extrinsic depending on the source. Intrinsic motivations take place when motivation emanates from doing the work itself or form within an individual that initiates or promotes desired behaviour towards set of goal attainment.
	Extrinsic motivation on the other hand, results from external or out word pressure. Any act that is performed for material or social rewards like praise, gift, promotion, recognition etc or to avoid punishment is being extrinsically motivated. Finally, the level of performance of human being is basically determined by the level of interaction between motivation and ability.
	However, productivity has to do with acting in a new and effective way. People are motivated to change because the new way is bound to satisfy some basic wants and needs. In motivating secretaries in an organization for improved or increased productivity, certain motivating factors must be considered.
	Therefore, the management of an organization in both private and public sectors has to be concerned about these factors called “MOTIVATORS” and how they can be effectively used in reshaping employee’s attitude towards job and incorporate the rules and norms of the organization.
	Lack of motivation affects organization productivity. In addition, a number of symptoms may point to low morale: declining productivity, higher incidence of absenteeism and tiredness, increasing number of defective products, higher number of accidents or a higher level of waste materials and scrapes. A motivated employee is a loyal employee and to be loyal implies that the employee supports the actions and objectives of the organization. The appearance of the job as a whole has, in fact, a bearing on the willingness and quality of an employee’s performance.
	Motivation directly links to individual performance that gain to organization performance and as a means for all individual employees working for an organization to enhance their working performance or to complete task in much better way than they usually do. Organization runs because of people working for it, and each person contributes toward achieving the ultimate goal of an organization. Panagiotakopoulos (2013) concluded that “factors affecting staff motivation at a period where the financial rewards are kept to the least leads to stimulate employee performance. A successful organization must combine the strengths and motivations of internal employees and respond to external changes and demands promptly to show the organization’s value.
	From organization perspective, managers need to understand the flow of motivation; it helps them to create a culture where employees always get motivated to do better. Barney and Steven Elias (2010) founded that “with extrinsic motivation there exists a significant interaction between job stress, flex time, and country of residence.     

2.3	Employee’s Motivation 
	Motivation is a kind of state-of-mind or effective instrument in the hand of the management that fills enthusiasm and energy among the employees to drive and achieve desired goals in a certain way at work. Motivation is the art of getting employees into the direction of what and how the employer wants them to perform and it is also a set of states of an individual’s need fulfillment that pushes as a force for the person as the high level of focus and commitments to work even though sometimes, it is against for them (Achim, Dragolea& Balan 2013,). Motivation is various levels of creativity, commitment, and energy that translate into human behavior at a certain level that their wishes and interests can stimulate the desire for more. Employee motivation can directly bring a company's employees to their workplace daily and it is a long-term investment to build a strong workforce. Motivation holds a high degree of concern for the management towards its employees, provided the fact that it leads towards the economic growth of the company too. Employee motivation is all about feelings for the employee as a tandem to the organization (Gorman 2014,). 
	The motivation theories cannot always be positive for small organizations to achieve a better result and desired goals, rather it can also create problematic issues sometimes. Many entrepreneurs spend many years building a company and its reputation and henceforth they find out many difficulties to delegate meaningful responsibilities. These factors give rise to certain behavior often seen as a constructive driving force behind an organization’s success. There needs to be a certain level of ensures as well for the employees in the company to remain active and contribute to better performance and it should not be mindful of such pitfalls that are linked to their attitude. According to Peter Drucker motivation is defined as “Only three things happen naturally in an organization- friction, confusion, and under performance. Everything else requires leadership.’’ (Reynolds 2018.) The definition dealt with the moral managers to deal with different aspects and qualities of the leadership. The friction deals with ego, power struggle, truffle, proxies that cause the untruth communication gap excuses, the confusion usually give the result as unclear communication and process and the under-performance is the factor of motivation gap or skills are the challenges for leaderships operation. It needed to develop the trustworthiness, integrity, and honesty that reduces the friction, confusion, and under-performance and the ‘leaders need to lead’ is the main conclusion of Drucker definition. 
	Weather it is a small business or a big organization, it is always important for the employer to identify the needs of the employees and create an ideal working atmosphere to keep them focused and motivated. A worthy investment for the employer is the employee who stays motivated gives higher productivity and enjoys the workplace environment. When employees’ expectations are met according to their basic needs, it helps in connecting and linking with one another towards work in a dedicated manner. Motivation is an important factor not only for developing employee’s relations with each other but also for making them feel about their involvement, recognition, communication, and attention skills towards their work and their employer. Their contribution through their skills and knowledge directly affects the outcome of a company and therefore the feedback should always be swift and visible towards them. (Dartey-Baah 2015.) 
	Several factors play a key role in workers' motivation; for instance, a smooth working environment and the feeling of being heard from their boss gives birth to a motivated workforce (Hiriyappa, 2015). Similarly, the involvement of the employees in the decision-making process is another important aspect that motivates workers to think big and different in a wise way. In addition to this, treating the employees with respect also makes them feel special and keeps them remain loyal to their employer. Furthermore, developing the rules and policies to demonstrate trust and treating employees as a part of the entire working family is also one pull factor for the employees’ motivation. Transparent and regular communication is generating thrive in creative work environments.
	Motivation is the factor, which associates a lot of physical and mental support to accomplish a designed goal. The theory of motivation simply begins with the assigned goals for any kind of project. This follow-up with the attitude and ideas of the employees whether or not they are into it. It gives an opportunity for the employees to drop their views about positivity or negativity regarding the project. Following this, it leads towards the performance of the employees to give it the best of their skills and output. And finally, the management is the element that supports the overall performance, which leads towards success.
2.4	Importance of Employees’ Motivation 
	Employee motivation is very important for several reasons. The main reason for employees’ motivation is that it allows management to meet the organizational goals. A motivating workplace represents the synergistic effects on the attitude of workers' performance in a job. Without motivated employees and a friendly workplace, the organization or company could be placed in dangerous or risky situations, about which the employer needs to be careful. 
	Employees’ motivation is also a critical aspect where the managers have the responsibility to agree upon and correlate the economic performance at the workplace that leads the motivational system to the employees’ performance, which gains major benefit from that very performance. Motivating employees means the performance growth that leads to maximizing the result and it should be practiced as a regular routine. 
	According to Anne M. Mulcahy (2015) importance of employees’ motivation is defined as “Employees who believe that management is concerned about them as a whole person not just an employee is more productive, more satisfied, more fulfilled. Satisfied employees mean satisfied customers, which leads to profitability.” (Grubb 2016.) 
	Motivation is one of the physiological instincts that lead to motivating employees for increased productivity and goal achievement. Employee motivation and manager's decisions drive an organization to get success and achieve higher levels of turnover and output. Discordant factors for job satisfaction include opportunity, time for family life, having a good location, and good employment opportunities are very dynamic and nature are being varying effects are important for employee motivation. Having an employee who is not motivated at work can result in an employee failing to develop the process of organizational goals. These kinds of employees probably waste their time at the workplace by using their time at a desk surfing the Internet or searching for new jobs causes absenteeism, low productivity, and performance. It will more cost to hire new employees replacing the old ones and hiring the employees and training them would be an extra investment of the company's time and money. It means a clear waste of time and resources. (Varma 2017).
	According to Bob Nelson (2016) importance of employees’ motivation is defined as “An employee’s motivation is a direct result of the sum of interactions with his or her manager.” (Berman, et al 2012). In a competitive business, an organization needs to have a positive and appealing workplace, understand different factors of motivation, and create job satisfaction with proper planning and strategize as prevailing business situation. These basic elements will uplift the organization to the top in the highly competitive business environment. The importance of employees’ motivation leads to understanding that it may be time-consuming and difficult to encourage employee motivation at the workplace. (Recruiting Specialist 2020.) 
	Motivating employees means achieving a high level of highly productive staff. Management needs to achieve business goals by positively encouraging employees to set up a fine working environment. Before building a motivational strategy, entrepreneurs and managers need to ensure and understand that employees should feel and understand that their contribution and efforts are really important for the company to succeed. Motivation key factor should always keep an open-door policy and support work-life balance and work according to the existing system and policies. 
	According to Varma (2017), motivated employees ensure a positive atmosphere. The organization should consider and be careful about the employees that they should feel good, safe, and happy at work. Mostly, resources are the main part to achieve goals for the organizations so the managers or leaders needed to consider using maximum resources which is available. 
	The customer is another main part of organizations, so managers need to focus on customer satisfaction and make them feel happy. There are many competitors in markets and getting better results than counterparts and high-level effectiveness is beneficial for organizations. Therefore, their need to build a creative and innovative performance-oriented environment to utilize new ideas and technologies in the organization. Different kinds of retention and attraction support for an employee for continuous manpower supply. Being safe and comfortable at work motivates employees to utilize their ability to face uncertain challenges at work. 
	Demotivated employees put low performance at work at a slower pace; for example, by spending time on tasks unrelated to work like getting engaged on the phone or surfing the internet. Disappointed or unhappy employees are always putting low performance at work, which means waste of resources and could knock-on effect on co-workers that can cause potentially holding back the entire company. This may cause the organization to lose resources and investment. 
	The motivated employee is enthusiastic, inspired, and feel proud on themselves at work. Motivated employees execute their tasks efficiently, take action quickly, and know a better way of doing the given task for the organization and themselves. Whether the organization is at the top of its game or growing, employee morale tends to be of vital importance at all levels. The moment at which an employee's morale decreases, the desired or targeted amount of profit or success of the company could not be accomplished. 
	Opportunities for the employees to grow themselves and raise their standard of working should be available and most importantly rewarding the best and encouraging the available potentials should always be there. The sense of having an inspired feeling towards the job always helps to create a positive environment at work and it also gives the employees a job satisfaction feeling in their normal life. Simple techniques as salaries, healthcare, bonuses, and plans encourage and improve to express their ideas and knowledge openly. Motivated employees know and feel their responsibilities and don’t need to be told to get things done. Motivated employees are eager and initiative occur more responsibilities and active roles in creativity for better performance in teamwork. (Varma 2017)
2.5	Employees’ Motivation Techniques 
	Various methods can be used to motivate employees, nowadays, in different companies that are operating within the global business environment. Even though different policies and strategies are widespread across the company attempting to develop employee motivation. Focusing on different workers, their interests and considering in a specific cognition is the best way of employee motivation. Employees from the same organization within the same department will have different psychological motivators. Many organizations have figure-out well-designed total reward strategies and specific mechanisms including cash, non-cash, tangible and intangible rewards. Recognition flexibility in job design with different reward systems has resulted in a highly engaged workforce, generates optimal outcomes, increased long-term improvement productivity, and better morale. This kind of motivation method is important to motive employees in complex, non-routine, innovative, creative, and difficult works. (Landry, et al 2018).
1.	Empowerment 
	Empowerment is the skill of giving an idea to the employees or co-workers of how things could be executed effectively. This is also an art of displaying the right way of performing the task and offering them knowledge of the pros and cons of what they are doing. The well-managed organization implements giving employees more responsibility and decision-making authority that increases talented employee's field of control over their tasks (Bhattacharyya 2015). Managing specific talent retention strategies holds responsible and better equipment to employees to carry out work tasks. Leading with empowerment means planting thoughts in the organization, cultivating thoughts, and watching them grow. As a result of different feelings from employees like frustration arising, fleeting and impermanent from being held accountable, the resources to carry out could be diminished. To improve the thoughts energy is diverted to an action-oriented attitude from self-preservation, power-driven charge to improve task accomplishment. Employees having Influence and control over decisions is raising surface level motivation as a long-term plan to inspire and lead by empowerment. (Youinc 2016; Nepwanga 2011). 
2	Creativity and Innovation 
	Creativity is the element of freshness, originality, and novelty. That refers to special competencies to deal with the turbulence of change and the ability to promote creativity in an organization. According to Edward de Bono's definition “There is no doubt that creativity is the most important human resource of all. Without creativity, there would be no progress and we would be forever repeating the same patterns.” (Serrat 2012) 
	In many organizations’ workers do not want to express their unique and appropriate ideas to management thinking that their input will be ignored or ridiculed. The organization’s social and technological changes face required creative decisions to develop special competencies to deal with the organization’s line. It has become an established practice in some working environments that specify the development process for both the employee and the organization. From an organization’s point of view, creativity refers to the way to creating a new and innovative idea and letting it flow properly from the top of the management to the grass-root level, the whole idea of which is to let everyone put an effort to enhance their skills of thinking, estimating and putting their ideas into the work. This way of working technique enhances competitive creativity among the employees themselves and also creates an opportunity to use different ideas for improvement to make an ideal and effective workplace. (Serrat 2012.) 
	Innovation is the process of converting ideas into power to create useful goods and services, which motivates employees and benefits the organization. According to Steve Job’s definition “To turn really interesting ideas and fledgling technologies into a company that can continue to innovate for years, it requires a lot of disciplines.” (Serrat 2012.) Innovation also passes through a process of having a more flexible workforce, increasing ideas and information exchange among co-workers, and using more-wisely useful knowledge and experience of employees within departments of the organization. Supporting environment and facilities encourage the improvements that create pride among employees and openness to change innovation. Employees’ creativity and innovation is organizational support the ability to respond quickly to market changes and sustain a first-mover better pathway in the marketplace. (Serrat 2012; Aswathappa 2016.) 
3.	Learning 
	Learning is a powerful incentive for employees when given opportunities and tools. Learning abilities create opportunities to accomplish more and more tasks efficiently. It depends on the individuals how quickly and precisely do they get along with the learning ideas because this is what influences their abilities to take on challenges. Motivated employees utilize knowledge to improve and achieve more by committing to perpetual enhancement by learning essential for knowledge management and skills development. Employees recognized based on accreditation and licensing programs are being an increasingly popular and effective way to bring a clear vision about growth in employees’ knowledge and motivation. Often, program changes the ways to improve employee’s performance and attitudes that discover new ways to obtain towards the client and the organization, while bolstering and acting on information with self-confidence. (Aswathappa 2016.) 
	An organization supporting the assertion to reflect constitutes learning and attitude changes and analysis factors that influence motivation-to-learn. It is directly related to positively affect perceived service quality. The extent-training participants believe that such participation represents any learning will change behavior and affect their duties or career utility. If the practice and experience occur throughout one’s life, explicit knowledge gained can be used to communicate from one person to another that applies to the work to be accomplished. The acquisition of motivation makes learning more effective than knowledge in great relevance implicit knowledge will be worthwhile for positive reinforcement between the employee and employer. (Aswathappa 2009).
4	Quality of life
	The employee’s quality of life determines the characteristics of companies and their implementation. Nevertheless work-life are insufficient because daily working hours for an individual is on the rise and many families have two adults working daily basis, nowadays. Individuals need to be healthy, comfortable, and enjoy live events. Under these circumstances, many workers are inherently ambiguous about quality of life according to the wealth or satisfaction of their life. So, individuals or employees are left wondering to have the ability to live a good life and meet the demands of their lives in terms of emotional and physical well-being beyond the workplace. A normal employee sees the arena of health care and quality of life in a multidimensional way, encompassing physical, emotional, social well-being, and material. These concerns often occur while at work and causes of those reduce productivity and morale individually (Jenkinson 2020). 
	The employees that are adversely affected by ill health, ability to undertake work, emotional well-being, physical functioning, and social activities cover a wide range of aspects of life and family. Programs incorporating flextime, job sharing or condensed workweeks, having a healthy social life, and doing things that make enjoy is important for an individual’s quality of life. For any small- or large-scale organization, the psychological health of an employee is the most important thing. Quality of life is also an issue for developing a person's saving plans that involve the sacrifice of the present for future quality of life. Providing time to enjoy life, not stressing out, having enough salary, healthy, comfortable, and quality of life is considered as work life balance (Kagan 2019). 
5.	Monetary Incentive
	Money is considered a major element and is placed on top of everything when it comes to work-life. For the overall motivation of an employee, the first thing that hits the mind is money or salary as one of the major motivating elements, even though several other supporting facilities or motivating alternatives are also available at the workplace. Getting a bonus or sharing profit gives an extra incentive to the employees and their brain gets an instant activation to get more focused and produce higher both in terms of quality and quantity. 
	The higher monetary incentive will lead to higher efforts and performance in an independent context and also leads towards a higher quality of service to develop better alternatives within the department or organization. However, the benefits generate a fundamentally positive impact on the company or organization's improved performances, when accompanied by direct performance pay to the employee. Only performance pay alone leads to more mistakes, adding motivational talks and other opportunities reduces the mistakes and increases the outputs. (Kvaloy, et al, 2015.) 
	Monetary incentives are unambiguously positive and other rewards with opportunities generate cost savings or process-improving ideas with performance improvement to boost productivity, skills, ability, and knowledge reduce absenteeism. Human resource is the most valuable resources for the organization. Thus, it needs to activate, develop, train, believe, and motivate to achieve individual carrier goals and organizational goals. Monetary rewards are effective highly in countries due to the high living cost and low quality of life what employees are facing. When it is directly tied to an employee's ideas or accomplishments, somehow monetary rewards are also critical. 
	Monetary reward alone is not sufficient for motivating different categories of employees to perform a better job. Nevertheless, if not coupled with others, the employees’ motivation for non-monetary motivators and motivating effects are short-lived in satisfying the employer. Furthermore, employees are priceless in the possession and achievement. Monetary incentives can prove counterproductive to inspire employees that variety is the spice of life and monetary and non-monetary incentives are different in different roles, appropriateness and effectiveness depend on individual work and task performance. (Osa 2014.) 
6.	Other Incentives 
	Different research shows that human attitude is the most difficult issue to predict in the work environment that relatively causes problems at work. This is also an issue, if not identified and solved in a good time, could cause a huge loss for the entire business too. Wages and incentives are not only the most effective motivational tools for workers. The social and psychological needs are more valuable for non-monetary motivators. Monetary systems play the role of economic needs, but psychological factors are playing a higher motivational role in higher productivity (Osa, 2014). An employee having been overlooked regardless of their good performance results in a bit of depressive feeling for them. Building up a level of expectation out of one's self-performance at work is a commonly recognized psychological thing and this also directs employees with a hope of being looked after about their well-being and work from the employer. The effects on performance can prove non-monetary positive motivators including feedback, possibilities, permanent employment, recognition and participation, and the work itself. 
	Motivated employees foster team spirit from different incentives: including responsibility, recognition, and advancement. Managers who recognize employees’ verbal confession at work regarding the performance, goods, and beds at work help in creating a participatory approach to overcome the issues together. Work itself can be interesting and challenging when the potential workers get a reward and the employer treats employees with fairness and respect. All it leads towards is finding a motivated worker. Effective non-monetary rewards for employees, such as letters of commendation, travel expenses, compensatory day-offs, enhanced personal fulfillment, and self-respect is changing employees’ attitudes towards success. In the longer run, sincere praise and personal gestures are employees’ loyalty far more effective and economical than the financial award itself. Finally, the incentives program that combination of monetary reward systems and satisfies intrinsic especially attractive for self-actualizing needs be the direct impact for most potent employee motivator (Al-Belushi & Khan 2017,)
2.6	Employees’ Motivation Factors
	Reward and recognition are the most important and adopted factors for numerous organizations to motivate their employee, which is defined as the energy level, enthusiasm, commitment and creativity that an employee return as a myriad way for long term to the organization daily. In other words, motivation is collection of factors that affects employee what they choose to do and input time for doing it. Motivation is derived from employees’ motives finding out from different researches and practices in various organizations. Motivation is a behavior of the employee and is needed to channelize in a positive environment elicit better performance to achieve desired organizational goals and results. Employee motivation is a key determinant of behavior and engagement of employees’ trigger for knowledge transfer to feels in tandem to the organization’s goals that required gaining and understanding of various types of motivational context. 
	The empowered employee goal-driven reasons that identify the best ways to feels better winning in the task. For both employer and employee, reward and recognition are vitally important to boost morale and creating goodwill. There are two forms of motivation: intrinsic motivation and extrinsic motivation that refer to the origin of the motivation(Ismail, Ahmed 2015).
1.	Extrinsic Factors 
	Extrinsic motivation involves providing motivational stimuli for accomplishing a task and it comes from outside. Motivated employees are the assets of the organization and all economic incentives are the extrinsic motivation that is directly proportional to an organization’s success. Motivation is typically based on knowledge exchange of employee perceptions and the value of the association, intangible, extremely difficult to measure, and difficult to control, but very easy to facilitate if the task is done right (Frey &Osterloh 2012). It’s all about intention, intensity, and perseverance. 
	Extrinsic motivations are factors externally based on cost-benefit analysis, comparing rewards from a socio-economical aspect that an employee is involved towards the achievement of doing task or goal.
	They are usually cost-inducing factors relating to keep an effort on punishments or rewards. Punishment forces to encourage an employee creating obligations for colleagues to reciprocate and motivates employee determinants to avoid the punishment, while; rewards motivate an employee potential gain to receive the reward. Extrinsic motivations come from goal-driven reasons from external forces. Extrinsic motivation means an individual’s motivational stimuli take the form of tangible rewards by external factors and recognition such as promotions, bonuses, commissions, salary raises, and additional time off from work. Different employees have different behavioral characters that never get motivated internally but sometimes focusing on external motivation factors promoting the willingness to learn a new skill set. Too much of anything can be harmful and as a manager or a supervisor, you need to be clear to what extent are you going to motivate your employees to accomplish organizational goals. (Lin 2014.) 
2.	Intrinsic Factors 
	Intrinsic motivation refers to engaging an individual's activity for its own sake that satisfies the individual from his or her performance. The desire and knowledge, self-efficiency, or confidence to perform internal knowledge are useful at the workplace because the results are easily measured or quantified under the belief system. Intrinsic motivation is self-determination in dealing with environmental competence or self-efficacy can motivate employees for sharing knowledge and ability to provide valuable knowledge within an employee (Lin 2014). Manifested knowledge with people believing intrinsically motivates and contributes to organizational performance. The work itself motivates workers for their self-satisfaction, making their work time enjoyable and fulfilling their work desires by developing knowledge, learning things, and keeping a positive attitude. This improves work efficiency and generates an environment of motivation among the employees. 
	Intrinsic motivation is more attractive and effective within employees than extrinsic motivation because its determinants the interests, beliefs, skills, and abilities development, opportunities to perform personal pride, and role perceptions (Hiriyappa 2015). It refers to behavior engaged by naturally satisfying to earn an extra reward or avoid punishment. An individual’s deep-rooted beliefs are the strongest motivational factors for personal rewarding psychologic enjoyment. Such an individual's sense of humor shows common qualities of acceptance, honor, curiosity, and desire to achieve success. But having overdone intrinsic motivation in employee feedback, there are high chances of overjustification effects to lose the motivation. Giving feedback to the employee should be intentional to help them develop their confidence. Hence, a manager, supervisor, or someone performing a leadership role should be sure that everything they do or say is somehow empowering the employees. They should also understand the expectations while underlying attitudes, goals, and reasons that give rise to human behaviors. (Frey &Osterloh 2012.) 
2.7	Motivation Factors Theory  
	Individual recognition is the fastest way to instigate motivation and unlock the best capabilities. The nature of human behavior motivating factors includes personal growth, achievement, responsibility, advancement, recognition, autonomy, and the work itself. Employee's performance and goals achievement result in developing a successful path for the organization in an accomplished way. Different philosophy reinforces a particular effort of recognition and praise or result that helps the business (Hiriyappa, 2015). The specific behaviors are recognized as non-financial factors as identify sources of motivation and de-motivation that affect to different extent and manner. Believing in something directly influences job descriptive key ingredient for employee engagement. Appreciation or recognition strategies are considered a well-done job instead of burnout, absenteeism, and less turnover. The factor of motivation understanding attitude depends on job securities, interesting work, good wages, carrier advancement opportunities, loyalty from management, good working conditions, and tactful discipline. (Robescu&Iancu 2017; Hiriyappa 2015). 

Maslow’s Hierarchy of Needs 
Maslow’s hierarchy of needs is one of the most commonly known theories of human needs based on influential motivation at the workplace. Abraham Maslow has presented the theories about the hierarchy of needs and it has five basic categories, such as physiological, love, safety, esteem, and self-actualization, which are also presented below in figure 1.
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Figure 1. Maslow’s Hierarchy of Needs (Adapted from Mcleod 2020 [Maslow 1954])

	The need theory explains need as a structural basis of the pyramid presented in figure 1 and it starts from the bottom and proceeds upwards. The theory suggests the priority of human needs that determine human behavior and motivates to satisfy five basic needs, which are arranged in a hierarchy. The person will be motivated when needs are fulfilled. 
	The level of need starts from the lower level basic needs such as hunger, thirst, and sex and keeps moving up towards the second level of need identified as safety, such as security, stability, and protection. After fulfilling or meeting the lower level need, the employee starts for the next level to seek the need as love and belongingness fulfillment. 
	The fourth level of need theory is the higher-order need that becomes relevant as esteem need that describes the desire for self-esteem, self-respect, and esteem to others. The last or higher level of need is self-actualization and it is the more complex need and locate the top in the pyramid. The need theories are arranged in order of importance and each of them has possibilities and desires and is capable to move up to the self-actualization level. 
	The self-actualization needs can explain the fullest use of one's personal development and potential, which is shown in the figure below as well. Unfortunately, there are arguments in the theory of Maslow’s hierarchy of needs and often explains about the controversies that the progress is disrupted by failure to meet the top level of needs such as recession, dissatisfaction, including divorce and loss of a job may cause strong motivator to fluctuate between levels of the hierarchy. (Lauby 2015; Hiriyappa 2015.) 
Vroom’s Expectancy Theory
	Victor Vroom suggests that the expectancy theory separates effort, performance, and outcome about the relationship between people’s behavior at work and employees’ performance based on individual factors such as personality, abilities, knowledge, skills, and experience. Human behavior depends on individuality that concerns positive correlation expectation between effort and performance depending on their ability to perform tasks and receive desired rewards. 
	The goal of ‘Vroom’s Expectancy Theory’ is concerning the strength of expectation attractiveness among alternatives to maximize pleasure and minimize pain. The favorable performance and desire to satisfy is an important need for people to get highly productive and motivated when the conditions are met: 
(1)	People believe that a better working environment, using of employees’ ability and supporting in work-related issues clarify performance goals that lead towards the successful results. 
(2)	People believe that successful psychological contracts, performance outcome possibilities and rewards contingent on performance will actually ensure fulfill desire promises to employees. 
(3)	People believe and understand that working hard values a person who is assigned for work-related outcomes with possible rewards that is adjusted to match rewards, tie performance to reward, offers valuable rewards for employees, fulfill manager’s promises and make sure the objectives and necessary performance are achieved for being rewarded. (Hiriyappa 2015)
	Vroom suggests that providing training, support and encouragement motivates employees’ beliefs to exert a high level of performance, effort, and desirability of outcomes. The employees believe that there are relationships between the efforts they put, a performance they achieve and the outcome or reward they receive will interact directly and psychologically generate motivational force such that employees act the way that leads to pleasure and evade pain. (Lauby 2015.) 
Herzberg’s Motivation Theory or Two Factor Theory
	Herzberg’s motivation theory or two-factor theory explains the job factors that result in satisfaction even though other job factors prevent dissatisfaction. The organization needs to develop the nature of work and concern about the opportunities that the existing employees are getting. Gaining a desirable status, assuming responsibility, and achieving self-realization highly influences the level of motivation at the workplace. According to Herzberg’s motivation theory, both factors are based on two levels of needs: in the lower level and higher level the opposite of ‘Satisfaction’ is ‘No satisfaction and the opposite of ‘Dissatisfaction’ is ‘No dissatisfaction’. This theory is standing on job satisfaction that is equivalent to bringing out motivation. And assumptions by happy employees are the most productive employees and satisfaction and dissatisfaction are separate concepts with unique determinants. (Hiriyappa 2015.) 
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Figure 2. Herzberg’s Two-Factor Theory (Adapted from Marfice 2019 [Yusoff, Kian, Idris 2013])

	Figure 2 above represents the two-factor theory of Herzberg motivation, which discusses different types of factors, motivating and hygiene factors. The motivating factors yield positive satisfaction that intrinsically encourages employees to work harder. These factors are found in the workplace with superior performance. The factor involves satisfyingly performing the job because of being rewarded intrinsically. 
	The motivators’ psychological needs are perceived as an additional benefit. The motivational factors include recognition, sense of achievement, promotional opportunities, and responsibility. Meaningfulness of work is the main focusing thing that matters the most in improving work quality and performance. Hygiene factors are essential for the existence of motivation at the workplace but in some cases, it does not lead to positive satisfaction for the long-term. It is called maintenance or extrinsic factor as well that refers to employees’ benefits. If these factors do not exist in the workplace, then it leads to dissatisfaction. It can be evaluated that the hygiene factors bring a certain degree of job satisfaction and placate the employees. Herzberg also explains why more concern on hygiene factors discourages or does not increase employees' motivation from doing best at work. 
	Hygiene factors are enclosing factors that enrichment as a motivational strategy that facilitates employees’ behavior. Hygiene factors are needed to balance employees’ contribution between psychological achievement and organizational goals to make sure the employee is not dissatisfied. Motivation factors are needed to ensure achievement and recognition for employee satisfaction and employee motivation for higher performance. Every hygiene factor does not guarantee motivation because of job categories and employees’ personalities. The presence of motivation factors and motivation in itself at work may vary depending on hygiene. (Management Study Guide 2020.) 
	Some indications are depending on hygiene and motivation. Firstly, high hygiene & high motivation explains every supervisor or manager who wants to achieve the goal and the result depicts all the employees who are happily motivated and very few are grievances. Secondly, high hygiene & low motivation represents that the employees are not highly motivated, but they have very few grievances. It means the employees come to work only for better salary paid. In another word, it also means that employees come to work to get money simply spend working hours and leave. 
	Thirdly, low hygiene and high motivation are tricky ones. In this case, employees have numerous grievances, but they are highly motivated. It means that the employees are not getting paid enough but the job is interesting and enjoyable for them. Fourthly, low-hygiene & low-motivation situation indicates a pretty bad situation for employees. It means neither the job is interesting for employees to get motivated themselves nor the hygiene factors are well organized. 
Theory X and Theory Y 
	Dr. Fred H. Maidment explained in his publication ‘Management’ fifth edition (1997/1998) about Douglas McGregor (1960) has formulated two distinct views in his book ‘The Human Side of Enterprise’ of basic assumption regarding human nature based on authoritarian (Theory X) and participation (Theory Y) of workers that is illustrated in figure 1 as well.
	The authoritarian is primarily negative attributes, which means that the team members dislike their work and are therefore labeled as Theory X. And the participation is essentially positive which means that the team members take pride in their work and think of it as a challenge to accomplish it and is therefore labeled as Theory Y. Both kinds of employee exist in every organization but based on their nature it is important to understand and manage effectively according to perception into motivation that shapes management style. (Hiriyappa 2015; Management Study Guide 2020).
	The assumption of Theory X, explains average employees are intrinsically not interested in work or are inherently lazy, self-centered, lack ambition, and try to escape from it whenever possible. Therefore, the employees must be persuaded, warned with punishment, or compelled to perform their task. The appropriate supervision is required, and it literally adopts a more dictatorial management style. The employees usually rank their job security on top-level; however, hold very little ambition. This is the reason why management needs to supervise the whole system from top to down level to control and achieve organizational goals. Therefore, the employer needs to entice employees by offering rewards to achieve their goals. Nowadays, many organizations are finding this system unavoidable for the reason that they hire an overwhelming number of employees and tighten the deadline that they have to achieve (Hur 2017, Lauby 2015; Management Study Guide, 2020). 
	The assumption of Theory Y postulates that workers are inherently motivated. The employees have an eagerness to accept responsibility and challenges that managers encourage them to develop. An appropriate management style is a collaborative and trust-based relationship between the team members and managers to focus on a productive work environment with positive rewards and reinforcement. Theory Y gives promotion opportunities for employees according to their initiatives, decision-making process, challenge acceptance, responsibility, creativity, and imaginative basis. It reflects employees’ more meaningful carrier than work just for money (Hur 2017; Lauby 2015; Management Study Guide 2020). 
Locke’s Goal-Setting Theory
	Goal-setting theory affects the overall task performance. Setting up a specific and challenging goal whilst keeping a continuous overview on performance and providing appropriate feedback contributes to higher and better task performance. Feedback is the main channel of gaining reputation, clarification and regulating goal difficulties towards greater job satisfaction. The goal indicates and gives direction to an employee about what needs to be done on subsequent performance. Edwin Locke found that willingness to work towards the attainment of an individual's job motivation source. The set of specific and clear measurable, unambiguous and clear goals support for completion evade misapprehension by a deadline. There are greater motivating factors that perform better than a set of easy, general, and vague goals. Locke proposed in his theory that the goal should be realistic and challenging with basic five goal-setting principles: clarity, challenge, commitment, feedback, and task complexity that can improve the chances of success. (Management Study Guide 2020.) 
	Self-efficiency is the most effective way to stay motivated. Individual’s self-confidence and faith are to set goals for self-performing tasks. However, the higher level of self-efficiency proves to be the greater effort to face a challenging task. Similarly, the lower level of self-efficiency results has less effort to face challenging tasks and quality of goals. The goal-setting theory assumes that the simple act of effective goal setting would give a better chance of being dependent on that goal. The individual commitment is depending on an individual goal setting rather than a designated that is made open, known, and broadcasted. All individual goal set is a technique used to raise incentives with the organizational goal and vision. Better goal-setting leads the better performance by increasing and improving feedback quality by increasing motivation and efforts. (Hiriyappa 2015.) There are several principles crucial to set effective goals. Including these, there are five goals setting ideas mainly presenting here which are clarity, challenge, commitment, feedback, and task complexity. (Management Study Guide 2020.) 
	Clarity as a measurable goal is more achievable and understood precisely of what is needed to achieve. When the goal is defined poorly or in a vague or imprecise manner, it gets quite difficult to apprehend the bottom line of the goal, and people are left unknown whether the goal is achieved or not. The precise and effective goals have a specific timeline for completion and can be tracked about the progress with matric towards the goal. The goal must be challenging but not too demanding audibly. It should have a moderate and decent level of difficulty to motivate to strive toward the goal. The toughness of the goal and motivation of the employees should have a sweet balance in between. It shouldn't escalate to the point where employees start to feel the goal being over challenging. 
	The goal should be set in a way that motivates employees and building up conscious effort into accomplishing the goal must be committed. It is always advisable to share the goals with teammates for the reason that it helps to determine the target together and also gives an idea about how the target could be hit to increase accountability. 
	Setting up the right goal leads towards the process where it gets easy to receive information and feedback on progress quite often. The managers can measure how well the set of processes and how well the team is progressing. Using technology helps to track the difficulties and learn how the feedback coming from team members is objective-oriented, useful, and positive. 
	The targeted goal must not be complex and especially complicated goals can be overwhelming and demotivating. The managers should make sure that they are giving enough time to overcome break down complex targets into sub-targets. The learning curve sets a complicated target involved in completing the task while complicated and demanding roles can drive too hard for success. 
McClelland’s Theory of Needs
	McClelland believes that the specific needs of human behavior affect the needs. The employees’ have three motivating drivers as a need for power, achievement, and affiliation and it does not depend on gender or age. Individuals obtain it over some time and get influenced with experience of the life. Individual motivation and effectiveness are influenced in certain job functions by these three needs which are commanding our behavior. The desired relationship based on co-operation and mutual understanding is the dominant drive that depends on life experiences and is the major relevant motive that is most needed in a workplace situation. (Management Study Guide 2020; Hiriyappa 2015.) 
	The three-motivator factors are achievement, affiliation, and power that are presenting below in the different paragraphs separately. The individual with high achievements needs to be highly motivated to accomplish and demonstrate one's competence, thus tend to avoid both low-risk and high-risk. An employee with a high need for achievement looks for promotional opportunities in the job. 
	The employees prefer tasks that provide result-based responsibility, competing and challenging on own efforts. These employees expect strong advice on their achievement to get satisfaction in performing things better. Individual employees who are better and above-average performers are highly motivated and prefer quick acknowledgment of their progress. These employees prefer regular feedback to perform innovative ways of job to monitor the progress and take the deliberate risk to achieve targets or goals. They perceive achievements of goals by either working alone or working with other high achievers as a reward and are better satisfied than financial reward. 
	Making employees motivated highly require affiliation, harmonious interpersonal relationship with friends and supportive environment with others. Those employees need to feel being accepted by others in terms of love, belonging, and social acceptance. They tend to participate in social gatherings that provide significant personal interaction and conflicts make them feel uncomfortable. This situation drives satisfaction from people, not from the task. The employee needs lots of praise and recognition in the organization and they delegate responsibility for orientation and training in the organization. 
	The need for power has a strong urge to be influential and controlling their work or the work of others and this need often is perceived as undesirable. These employees want their views and ideas to be implemented in a power desired situations and exercise power and keep an influence over others. These employees aspire for positions with status and authorities with greater power and perform better than possessing less power and often tend to be more concerned about their level of influence. The managers with power turn out to be more efficient and successful about effective work performance. They are more determined and loyal to the organization and what they work for. They are viewed as a positive effect on enjoyable competition and winnings for the organization to achieve its goals. (Lauby 2015.) 



CHAPTER THREE
METHODOLOGY
	In this chapter, the researcher carefully explains the process on how data was collected and analyzed.The details in this chapter include:
3.1	Instrument used 
3.2	Populations for the study
3.3	Sample and sampling techniques 
3.4	Distribution and collection of data
3.5	Validity
3.6	Reliability 
3.7	Method of Data Analysis
3.1	Instrument Used
	The instrument used for the collection of data for this study was questionnaire. The questionnaire was used because the researcher believed that it would afford the researcher the opportunity to obtained facts from a large number of people which could facilitate analysis.The items in the questionnaire are placed in four-point rating scale of “SA – Strongly Agree 4, A = Agree 3, D = Disagree 2, and SD = Strongly Disagree 1” respectively.
3.2	Population of the Study 
	The population for this study were secretaries of Kwara State Polytechnic, Ilorin. The numbers of selected staff in Kwara State Polytechnic, Ilorin from various departments and units are 30 all together.
 
3.3	Sample and Sampling Techniques 
	The researcher used all the total population as sample since the total number of populations is sizeable to manage for the study. 
3.4	Distribution and Collection of Data 
	The questionnaires designed were distributed by hand personally by the researcher. twenty copies of the questionnaire were distributed to the secretaries at Kwara State Polytechnic, Ilorin. The researcher went back after one week to retrieve all the questionnaire. 
3.5	Reliability 
	The researcher first tested the instrument in order to make sure the instrument elicited the desired responses from the respondents. The instrument used in this research work is reliable, as the question method will reveal information from the case study.
3.6	Validity 
	Questionnaire is the main instrument for gathering information in this researcher work. After highlighting the various questions relating to the research questions raised in the instrument, the instrument was given to the supervisor to read carefully. After which suggestions were made. 
3.7	Method of Data Collection 
	The information collected were classified and manually analyzed with the aid of a calculator, figures collected were converted into percentages to make the analysis clearer. Therefore, the analysis was based on the data collected from the respondents and this will be presented in the next chapter.

CHAPTER FOUR 
DATA ANALYSIS
4.1	Introduction
	This chapter gives information about the collection and analysis of the data collected for the research work. This chapter will be presented and data shown in tables and follows.
4.2	Results
Table 4.1:	Motivated of employee bring positive result to an organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	20
	80

	Agree
	03
	12

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 1 showed that, 20 (80%) of the respondents strongly agreed that motivated employee bring positive result to an organization, while 3 (12%) respondents agreed with the statement 2 (8%) of the respondents are disagreed. 
	This implies that with highest number of employees strongly agreed and agreed respectively motivated employee brings positive result to an organization.


Table 4.2:	Motivated Employee Have Good Interpersonal and Customers Relation
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	10
	40

	Agree
	10
	40

	Disagree 
	02
	8

	Strongly disagree
	03
	12

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 2 shows that, 10 (40%) are strongly agreed and also 10 (40%) of the respondents agreed with the statement while 2 (8%) of the respondents disagreed agreed, 3 (12%) of the respondents strongly disagree with the statement. 
	This implies that with highest number of employees strongly agreed and agreed respectively motivated employee have good inter personal and customer’s relation bring positive result to an organization.



Table 4.3:		Employee Productivity is not directly proportional to the Environment of the Job.
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	02
	8

	Agree
	06
	24

	Disagree 
	16
	64

	Strongly disagree
	01
	4

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 3 shows that, 2 (8%) and 6 (24%) of the respondents strongly agreed and agreed that employee productivity is not directly proportional to the environment of the job, while 16 (64%) of the respondents disagreed and 1 (4%) of the respondents strongly disagreed with the above statement. 
	This implies that with the highest number of employees strongly disagree an employee productivity is not directly proportional to the environment of the job.


Table 4.4: 	It is a Matter of Necessity that a Boss should enrich the Job of His/her Employee
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	03
	12

	Agree
	17
	68

	Disagree 
	03
	12

	Strongly disagree
	02
	8

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From the table 4, it shows that 3(12%) of the respondents are strongly agreed that matter of necessity or a boss to enrich his/her employee job, 17 (68%) of the respondents agree with the statement, 3 (12%) of the respondent also disagreed with the statement, while 2 (8%) of the respondents strongly disagreed.


Table 5:		Employee with Delegated Authorities from Their Managers Are Always Effective and Efficient
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	15
	60

	Agree
	08
	32

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 5 shows that, 15 (60%) of the respondents strongly agreed, while 8 (32%) agreed and 2 (8%) of the respondents disagreed that employee with delegated authorities from their manager are always effective and efficient. 
	With the highest number of employee agreed with the statement, it is a matter of necessary that a boss should enrich the job of his/her employee.


Table 4.6:	Employee with Delegated Authorities are Profitable to the Overall Corporate Goals of the Organization.
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	22
	88

	Agree
	02
	8

	Disagree 
	01
	4

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From the table 6, 22 (88%) of the respondents are strongly agreed, 2 (8%) of the respondents agreed and 1 (4%) of the respondents disagreed with the statement. 
	With the highest number of employees strongly agreed, employees with delegated authorities are profitable to the overall corporation goals of the organization.


Table 4.7: 	The Basic Qualification for all Employees is enough to all Better Performance of the Job.
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	00
	0.00

	Agree
	00
	0.00

	Disagree 
	20
	80

	Strongly disagree
	05
	20

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 7 shows that, 20 (80%) of the respondents are disagreed while 5 (20%) of the respondents stronglydisagreed with the statement that qualification for all employee is enough to enhance better performance on the job. 
	This implies that with highest number of employees is not enough to enhance better performance on the job. With the highest number of secretaries disagreed with the statement, the basic qualification for secretaries are not enough to better performance of the job.


Table 4.8: 	Rotation of Job for an Employee Makes Him/her Versatile
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	25
	100

	Agree
	00
	0.00

	Disagree 
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Sources: Researcher’s fieldwork, 2025
	From the table 8, all respondents strongly agreed that rotation of job for an employee makes the employee versatile, while none of the respondents disagreed and strongly disagreed with the notion. 
	This implies that with the highest number of employees strongly agreed, rotation of job for an employee makes him/her versatile.


Table 4.9: 	Adequate Motivation of Employee less Correction from the Boss.
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	17
	64

	Agree
	06
	24

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Sources: Researcher’s fieldwork, 2025
	Table 9 shows that, 17 (64%) of the respondents are strongly agreed, 6 (24%) of the respondents agreed to the persuasion or correction from the boss, while 2 (8%) of the respondents disagreed. 
	With the highest number of employees strongly agreed, this implies that motivated employee can be less corrected from the boss.                       


Table 4.10:	Efficient Motivation of Employee Lead to Job Satisfaction
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	12
	48

	Agree
	12
	48

	Disagree 
	01
	4

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From table 10, 12 (48%) of the respondents strongly agreed and agreed respectively with statements while 1 (4%) of the respondents disagreed with the notion. 
	With the highest number of employees strongly agreed and agreed respectively, this means that efficient motivation of employee can lead to job satisfaction of the organization.


Table 4.11:	Promotion Alone; a Motivational Tool for Improving the Productivity of an Employee on Their Job
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	01
	4

	Agree
	01
	4

	Disagree 
	22
	4

	Strongly disagree
	01
	88

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From the table 11, 1 (4%) of the respondents are strongly agreed and disagreed respectively, while 22 (88%) of the respondents disagreed and 1 (4%) of the respondents strongly disagreed with the statement. 
	With the highest number of employees disagreed with the statement, this implies that, not only promotion can improve the productivity of employee in their job.


Table 4.12: 	As an Employee, it is Possible Performing Effectively without any Perceived Benefits
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	18
	72

	Agree
	05
	20

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 12 shows that, 18 (72%) of the respondents is strongly agreed, 5 (20%) of the respondents agreed that without any perceive benefits employee cannot perform effectively while 2 (8%) of the respondents disagreed with the statement. 
	With the highest number of employees strongly agreed, this implies that, an employee cannot perform task effectively without any benefit. 


Table 4.13:	Management Recognize the Effective of Motivation in Boosting Employees Moral
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	16
	64

	Agree
	07
	28

	Disagree 
	02
	8

	Strongly disagree
	01
	4

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From the 13, it shows that 16 (64%) of the respondents are strongly agreed, 7 (28%) of the respondents agreed, and 2 (8%) disagreed that the management recognize the effect of motivation in boosting employee morale while 1 (4%) of the respondents strongly disagreed. 
	The employee with highest number strongly agreed, the management of organization recognize the effective of motivation in boosting the moral of an employee.


Table 4.14:	Training Programme Help to Boost the Efficiency and Effectiveness of the Employee in an Organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	25
	100

	Agree
	00
	0.00

	Disagree 
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	The table, 14 shows that, all respondents strongly agreed that there is training programme to boost the efficiency and effectiveness of the employee. 
	Since all the respondents strongly agreed, this implies that, programme can boost the effective and efficient of the employee in an organization.


Table 4.15:	The Work Environment of an Organization can Motivate Workers
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	23
	92

	Agree
	02
	8

	Disagree 
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 15 shows that, 23 (23%) of the respondents strongly agreed and 2 (8%) of the respondents agreed, while none of the respondent disagreed and strongly disagreed with the notion that work environment of an organization can motivate workers.
	This implies that, the work environment of organization can motivate workers in an organization.


Table 4.16:	Motivation helps employee to achieve their aims and objectives in an organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	16
	64

	Agree
	07
	28

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 16 showed that, 16 (64%) of the respondents is strongly agreed, 7 (7%) of the respondents agreed that motivation helps employee to achieve their aims and objectives in an organization while 2 (8%) of the respondents disagreed with the statement. 
	With the highest number of employees strongly agreed, this implied that, employee to achieve their aims and objectives in an organization.


Table 4.17:	Motivating factors such as increment of salaries and promotion can be used to motivate an employee in an organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	12
	48

	Agree
	12
	48

	Disagree 
	01
	4

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From table 17, 12 (48%) of the respondents strongly agreed and agreed respectively with statements while 1 (4%) of the respondents disagreed with the notion. 
	With the highest number of employees strongly agreed and agreed respectively, this means that Motivating factors such as increment of salaries and promotion can be used to motivate an employee in an organization.


Table 4.18:	Every human activitybenefit from improved productivity through the use of motivating factors in an organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	16
	64

	Agree
	07
	28

	Disagree 
	02
	8

	Strongly disagree
	01
	4

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	From the 18, it shows that 16 (64%) of the respondents are strongly agreed, 18 (28%) of the respondents agreed, and 2 (8%) disagreed that every human activity benefit from improved productivity through the use of motivating factors in an organization. 1 (4%) of the respondents strongly disagreed every human activity benefit from improved productivity through the use of motivating factors in an organization.


Table 4.19:	The attitude of managers towards job satisfaction and motivation of an employee sometime improve the productivity of an organization.
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	17
	64

	Agree
	06
	24

	Disagree 
	02
	8

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Sources: Researcher’s fieldwork, 2025
	Table 19 shows that, 17 (64%) of the respondents are strongly agreed, 6 (24%) of the respondents agreed to the attitude of managers towards job satisfaction and motivation of an employee sometime improve the productivity of an organization, while 2 (8%) of the respondents disagrees. 
	With the highest number of employees strongly agreed, this implies that the attitude of managers towards job satisfaction and motivation of an employee sometime improve the productivity of an organization.


Table 20:	Motivational factors help the organization to manage the human resources to achieve maximum efficiency and effectives of an employee in an organization
	Options
	No. of Respondents
	Percentage %

	Strongly agree
	23
	92

	Agree
	02
	8

	Disagree 
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	25
	100


Sources: Researcher’s fieldwork, 2025
	Table 20 shows that, 23 (23%) of the respondents strongly agreed and 2 (8%) of the respondents agreed. This implies that, Motivational factors help the organization to manage the human resources to achieve maximum efficiency and effectives of an employee in an organization.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY
	This study examines the employee motivation as essential ingredient for the attainment of organizational objectives to perform well, whether there is a positive relationship between good performance and motivation and what alternative measures can be identified in order to improve performance. The central assumption of the study was that motivation of employee can lead to good productivity while lack of motivation can create dissatisfaction and the resultant poor performance which can also affect the realization of organizational goals.
5.2	Conclusion 
	From the findings carried out during the research study, some conclusions were reached.
	It was gathered that money is an effective motivational factor, although at lower level, this is more pronounced than at managerial level. Wages and salaries were of great importance.
	In the process of carrying out this research work, it was discovered that office professional prefers any incentive to monetary ones.
	Further, office professionals prefer the management to make provision for facilities such as free medical facilities, car allowance, staff canteen, etc. these things are much valued than monetary rewards which may not be adequate to procure these facilities.
	Organizations ‘having different criteria used for promotion is a nice ideal in that it helps to satisfy the individual needs. This makes the individual employee happy and more devoted to her work.
	Finally, we can see that organizations tried their best to see that their employees are motivational satisfied and the staff seem to be in a happy state with the organization and this brings about increase in productivity.
5.3	Recommendations
	As it is usual at the end of this type of research study, some recommendations are however made in relation to the topic.
1.	It is recommended the employer should ensure that economic, social, and psychological needs of the employees are met if they are to retain the loyalty of workers in the organization.
2.	Also, monetary rewards as good as it is, should not be the only form of motivating employees. Other rewards like recognition, job security, and promotion etc should be given the desired attention.
3.	It is also recommended that opportunities for advancement in terms of in-service training and promotion should be provided. Employees are interested in seeing a change for the better in their place of work. Ppromotion brings with it not only more money but a mark of recognition of individual performance.
4.	Job security is a vital element. It means more than promise of more wages but long-term planning which allay the fears of employees should be included in the organization’s plan of the establishment.
5.	Finally, it is recommended that management should try as much as possible to use motivational factor such as training, job security, recognition, and medical facilities etc. in encouraging workers to achieve their goals.
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APPENDIX 1
KWARA STATE POLYTECHNIC ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY 
DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT

Dear respondent, 
[bookmark: _GoBack]	I am a student in the Department of Office Technology and Management, Institute of Information and Communication Technology, Kwara State Polytechnic, Ilorin. I am at present conducting a research and writing a project on EMPLOYEE MOTIVATION AS ESSENTIAL INGREDIENT FOR THE ATTAINMENT OF ORGANIZATIONAL OBJECTIVES.
	The exercise is important in partial fulfillment of the requirements for the award of Higher National Diploma in Office Technology and Management of the institution.
	Rest assured that the researcher ethics of anonymity and confidentially will be strictly adhered to.

					Yours faithfully


					MUDASHIRU AYOBAMI AKIN
					ND/23/OTM/FT/0121

APPENDIX II

KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY
 DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT

Dear Sir/Madam
RESEARCH QUESTIONNAIRE
	This questionnaire is designed to solicit information from you on “EMPLOYEE MOTIVATION AS ESSENTIAL INGREDIENT FOR THE ATTAINMENT OF ORGANIZATIONAL OBJECTIVES” kindly complete the questions below. Please you are assured that information supplied will be treated with utmost confidentiality.


					Yours Faithfully


					MUDASHIRU AYOBAMI AKIN
					ND/23/OTM/FT/0121


QUESTIONNAIRES
1. Motivated employees bring positive result to an organization.
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
2. Motivated employee have good interpersonal and customer’s relation.
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
3. Employee productivity is not directly proportional to the environment of the job. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
4. It isa matter of necessity that a boss should enrich the job of his/her employee
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
5. Employees with delegated authorities from their managers are always effective and efficient
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
6. Employee with Delegated Authorities are Profitable to the Overall Corporate Goals of the Organization.
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
7. The Basic Qualification for all Employees is enough to all Better Performance of the Job.
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
8. Rotation of job for an employee makes him/her versatile.
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
9. Adequate motivation of employee less correction from the boss.  
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
10. Efficient motivation of employee lead to job satisfaction
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
11. Promotion alone; a motivational tool for improving the productivity of employee on their job
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
12. As an Employee, it is Possible Performing Effectively without any Perceived Benefits
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )

13. Management recognize the effective of motivation in boosting employee’s moral
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
14. Training programme to boost the efficiency and effectiveness of the employees in your organization
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
15. The work environment of your organization can motivate workers
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
16. Motivation helps employee to achieve their aims and objectives in an organization. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
17. Motivating factors such as increment of salaries and promotion can be used to motivate an employee in an organization. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
18. Every human activity benefit from improved productivity through the use of motivating factors in an organization. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
19. The attitude of managers towards job satisfaction and motivation of an employee sometime improve the productivity of an organization. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )
20. Motivational factors help the organization to manage the human resources to achieve maximum efficiency and effectives of an employee in an organization. 
	(a) Strongly Agree (       ) 			(b) Agree (    )  
	(c) Disagree (        ) 				(d) Strongly Disagree (    )

