MOTIVATION AS TOOLS ENHANCING EMPLOYEE’S PRODUCTIVITY IN AN ORGANIZATION
(A CASE STUDY OF ILORIN EAST LOCAL GOVERNMENT AREA OF KWARA STATE)


BY


RAJI KHADIJAT DAMILOLA
HND/23/PAD/FT/1134


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


IN PARTIAL FULFILMENT FOR THE AWARD OF HIGHER NATIONAL DIPLOMA (HND) IN PUBLIC ADMINISTRATION, KWARA STATE POLYTECHNIC, ILORIN



								JUNE, 2025



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





_____________________				 ____________________
Mrs. Elelu K.							Date
Project Supervisor




_________________			                          ____________________
Mr. Olowookere A.O					Date
Project Coordinator




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


DEDICATION
This project is dedicated to Almighty Allah, the omnipotent, the omniscience, the provider, Alpha and Omega, who has been my strength in all have gone throughout my causes of study and also to my parents MR&MRS RAJI for the love and support towards my education. May Almighty Allah continue bless them Amin.



ACKNOWLEDGMENT
My gratitude goes to Almighty Allah, (S.W.T) The uncreated, creature, The Alpha and Omega, The master of the day of judgement, The savior, The guidance, All praises and Adoration Due to your name.
 My special kudos goes to my Amicable, Amiable, Dynamic, Amazing, Wonderful, uncommon parents MRS. Aminat for her fantastic and golden support with mentally, physically, financially and spiritually may Almighty Allah spare your life to reap the fruit of your labour (AMIN).
My lovable thanks also goes to my Supervisor in person of (Mrs Elelu) may Almighty Allah bless you ma.
My darling siblings Toheeb, Abdulrasheed, brother Maleek, Saheed, Kabirat, Nafisat, brother Abdulramman & my lovely sister Lateefat for their support and encouragement throughout my program. May Allah reward and bless them abundantly (AMIN).
My gratitude also goes to everybody that used one way or the other to contribute to my education in term of prayer, money, encouragement or orientation about life.
May Almighty Allah bless you all (AMIN)

TABLE OF CONTENT
Title page									i
Certification									ii
Dedication									iii
Acknowledgement								iv
Table of Content								v
CHAPTER ONE: INTRODUCTION
1.1. Background of the study 						1
1.2. Statement of the problem 						1
1.3. Research questions							3
1.4. Objective of the study		 					4
1.5. Statement of hypothesis						4
1.6. Significance of the study						5
1.7. Scope and limitation of the study					6
1.8. Definition of key terms						6
CHAPTER TWO: LITERATURE REVIEW
2.1. Conceptual Review							8
2.2. Theoretical framework						9
2.3. Current trend in thinking						9	
CHAPTER THREE: METHODOLOGY 					
3.1. Introduction 								19
3.2. Research design							19
3.3. Population of the study						19
3.4. Method of data collection						20
3.5. Method of data analysis						20


CHAPTER FOUR: DATA PRESENTATION, INTERPRETATION AND ANALYSIS
4.1. Data presentation and analysis					22
4.2. Test of hypothesis							32
4.3. Discussion of findings						36
CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summary								37
5.2.	Conclusion 								37
5.3.	Recommendation							38
References  								40





14

CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
[bookmark: _GoBack]Ilorin East Local Government has been through many season since 1894, from being the only Local Government in Nigeria for decades weathered the “Local Government explosion” of the 1930s to 1940s followed by an era of government ownership and control to a flurry of consolidation and then gradual growth in number of Local Governments up to the early 2021s, then yet another industry growth sport in the early 1990s when the Local Governmenting section was deregulated, leading to an industry shake-up in the late 1990s which reduced the number of Local Government from 126 to 77 and later resuscitation and growth to 89 Local Governments leading to the recent shake-up to 25 Local Governments. 
All through the seasons, Ilorin East Local Government has remained resilient, dependably dynamic and “TRULY THE FIRST” PRE - INDEPENCENCE
The Local Government traces its history back to 1894 and the Local Government of British West Africa. The Local Government originally served the British shipping and trading agencies in Nigeria. The founder, Alfred Lewis Jones, was a shipping magnate who originally. The founder, Alfred Lewis Jones had a monopoly on importing silver currency into West Africa through his elder Mempster shipping company according to its founder without a Local Government; economics were reduced to unsound practices. A Local Government could provide a secure home for deposits and also a uniform medium of exchange. The Local Government primarily financial foreign trade, but did little lending to indigenous Nigerians, who had little to offer as collateral for loans.
Post-Independence
In 1967, Local Government of British West Africa charged it name to Local Government of West Africa (BWA) after Nigerians independence in 1960; the Local Government began to extend more credit to indigenous Nigerian. At the same time citizen began to trust British Local Governments since there was an “independent” financial control mechanism and more citizen began to patronize the new Local Government of West Africa.
In 1965, standard Local Government acquired Local Government of West Africa and changed it acquisitions name to standard Local Government of West Africa. In 1969, standard Local Government of West Africa incorporated its Nigerian operations under the name standard Local Government of Nigeria. In 1971, standard Local Government of Nigeria listed its share on the Nigeria stock exchange and placed 13% of its share capital with Nigerian investor after the end of Nigeria civil war, Nigeria military government sought to increase local of the retail Local Governmenting sector in response, now standard chartered Local Government reduced its stake in standard Local Government Nigeria to 38% once it had lost majority control standard chartered wishes to signal that it was no longer responsible for the Local Government and the Local Government changed its name to Ilorin East Local Government of Nigeria in 1979. By then, the band had re-organized and had more Nigerian director than ever.
In 1982, Ilorin East Local Government opened a branch in London that in 2002 it converted to a subsidiary, Ilorin East Local Government Area of Kwara State its most recent international expansion was opening in 2004 of a representative office in Johannesburg, South Africa in 2005. In June 2009, Stephen Olabisi Onasanya was appointed group Managing Director (CEO), replacing Sanusi Lamido Sanusi who had been appointed governor of the central Local Government of Nigeria. Onasanya was formally executive director of Local Governmenting operation and servsices.
1.2 Statement of the Problem
It is the responsibility of the management to motivate their workers in order to induce them to perform of the best of their ability so that the organizational objectively. Which are profit making and high productivity will be realized.
Moreover, the low level of production in some organization may be an outcome of poor motivation as a result of this management needs ensure that workers are more productive.
Without adequate planning workers participation in decision making execution and control measure, effective motivating their workers would be in vain.
1.3 Objective of the Study
The aim of the study is to test the efficiency of the general proportion that as one advance long the organizational structure his needs will advance along with him and this need must be satisfied.
It also seeks to determine whether motivation bears any relevance to productivity among, different categories. Also, this study will show clearly the reaction of various cadres of staff motivation and how managers have been tackling the problem of motivation especially in this time of economic crisis. Suggestion will be made to management as to how they will improve staff motivation and ensure higher productivity.
1.4 Significance of the Study
The low-level productivity rate in some organization for many years may be as a result of poor motivation. This study is significance in that; it knows early the way and method of motivating workers, better performance and higher productivity.
Besides, student choosing personnel management as a career will and the research work valuable and challenging in that its importance is revealed and logically treated.
1.5 Scope and Limitation of the Study
The scope of this research is limited by a number of factors inherent in the environment; such may be briefly stated as follows, 
a) The bureaucratic natures of the chosen organization for the study constitution are limitation. It need to be realized that the establishment was jointly owned by Nigerians and foreigners 
b) The official protocol of the company is such that does not give all the necessary information needed. Time and financial constraints did not permit a larger scope
c) Other miscellaneous limitations are respondent’s attitudes distance of the organization and the level of education of the most of the employee contacted.

1.6 Definition of Terms
· MANAGEMENT: It has been variously defined as those that occupy the top echelon of organization. It is equally defined as the process of getting things done through people.
· PRODUCTIVITY: Is a settlement in which workers agree to make charge in working practice which in term leads to non-economic operation of an organization.
· PROBLEM: Question to be solved or decided
· EMPLOYEE/WORKER: These are the members of staff of the organization used in achieving organization objectives.
· BUREAUCRACY: Is a types of system designed to recompiles large scale administration tacks by co-coordinating the worker of a large number of person in a systematic manner.
· ORGANISATION: This can be referred to as an organization group of people and interrelated parts with common object.
· NERFUND: National economic reconstruction fund
· MOTIVATION: Psychological forces that determine the direction of a person’s behaviour in an organization, a person’s level of effort, and a persons level of persistence. 
· INCENTIVE: Bonus paid to employees on the basis of productivity achieved within the business as a whole.
· PRINGE BENEFITS: Benefits such as sick-leave pay, vacation pay, pension plans, and health plans that represent additional compensation to employees beyond base wages.



CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction 
Motivation remains one of the most fascinating and perplexing is of managerial concern. The question “how can people be motivated to ensure high productivity” has been posed on many occasion and in many instances. It is not that the question is unanswerable rather too many answer exist.
The word motivation has been variously defined by many authors of personnel management but all such definitions seem to agree to the fact that the major rat male behind the desire of an organization to motivate the workers is to achieve the objectives of the organization concerned.
According to Bernard Garry, motivation comes from the Latin work “Mover” which means “to move” the formal definition of motivation are as follows, that is all those inner shinning conditions describes as wishes, desires drive e.t.c. 
2.2 Conceptual Review 
The study review the management of an organization has been confronted with the problem of employee’s motivation for the purpose of obtaining maximum productivity some effects have been made which is directed at employees motivation through the manipulation of incentives to increase productivity.


These needs have been identified and classified into three main categories. They are;
1. Physical need, which comprises psychological and occupational needs
2. Operations need which deals with those individual needs arising out of the kind of job being performed.
3. Situation need, which also covers security opportunity and recognition.
The theory of motivation has one thing in common. Each of them attempt to explain factors or specific tracts in the individual or the environment, which motivate people towards increasing productivity.
Hertzberg’s two factors theory of motivation ruins into more objectionable methodological and conceptual problem that the Maslow model especially when one attempts to apply it to the developing economics.
First empirical test, using methods other than the much criticized incidence or story telling method utilized by Hertzberg’s and his group, do not yield supporting results. 
This has led researcher to conclude that the theory is methodological bounds a critism which strikes at the very lies because it challenges the value of the data collection methods.  
Lawler E (2021) modified a roomies model in some respect it is in the work that the suggested the factors which determined the amount of effort on individual will exhaust in pursuit of a specific objectives. These factors are base on a four point assumption of human motivation that;
i. People have preference for the various outcome that are potential available to them
ii. People have expectance about likelihood that an action (effort) on their effort part will lead to the intended behaviour or performance.
iii. People have expectation (instrumentalities about the likelihood that certain outcomes will follow their behaviours).
iv. In any situation the action a people chooses to take is determined by expectance and the preference that the person has at that time.
The traditional management model theory X was based on several assumptions that gave rise to the traditional management style.
1. The average person dislikes work and will seek to avoid it 
2. Most people must be coerced, controlled directed and threatened in order to be motivated
3. The average person prefers to be directed want to avoid responsibility and has little ambition and desires but desires security above all.
B. The human relation model led that money was the primary tool of but encouraged threatening workers as a whole to get them to accept management authority 
i. Management sought to make workers feel more important and so allow them to satisfy social needs through interaction on the job.
ii. People will exercise self-direction and self control for objective to which are committed.
iii. Commitment to objectives depend on the associated with achieving them.
iv. Under proper condition, the average person will learn to see as well as accept responsibility.
v. Many people have a relatively high degree of imagination ingenuity   and in the solution of organization problem.
C. Evolving motivational theory places responsibility for tapping workers creativity and workers voice in decision making upon management.
2.3 Theoretical Framework 
a. Need theories focus on inner driver needs or instinct that cause people to take action
b. Expectancy theory focuses on the thought process that lead to choices of behaviour incentive theories attempt to focus on the relationship between and its consequences.
Need Theories
A Maslow’s Hierarchy of need held that people are motivated to action by the particular type of need that is relatively more important at a particular time.
i.	The psychological need of hunger, thirst and sex will typically be satisfied first.
ii.	Safety and security needs referees to the desire for freedom from fear anxiety
iii. Love, affection and belongingness needs refer to the desire for affectionate relation with other people.
iv.  Esteem needs related to the need for feeling of public esteem and self worth
v. Self actualization needs refers to the desire to realize one’s potential
vi. Most of these needs can be at least partially satisfy at work. Relation oriented needs can be satisfied on the job through formal and informal interaction with other workers. Growth needs can be met by taking an interesting and challenging task
vii. Maslow’s theory has been criticized primarily with respect to the ordering of the needs that he proposed.
D.	Hertzberg’s motivation hygiene or two factors theory differentiates between factors that lead to satisfaction through furthering growth needs (satisfied) and those that simply relate to the job environment (hygiene factor).
 i.	Hygiene factor must be continually improve to avoid dissatisfaction but can never lead to motivation.
ii.	Hertzberg’s approaches has been criticized on methodological grounds and for the facts that it did not account for individual differences
Expectancy Theory
The expectancy theory focus on the thought processes of people who must decide to exert some efforts to achievement pay off.
1. Expectancy is the likelihood that some undertakings will produce a particular outcome
2. Valence or preference is the degree to which a decision maker believes that attainting some organization pay-off will teach into a personal pay-off.
3. Expectancy theory like the other theories previously discussed is a cognitive theory; its element cannot be observed or physically measured. 

CHAPTER THREE
RESEARCH METHODOLOGY
This chapter deals with the method used in the conduct of the study. Among variable that call for consideration are study population, sample size, sampling techniques and questionnaire and interview and method analysis.
It is desirable that the research statement and research hypothesis be re-stated to guide in the conduct at the study.
3.1 Introduction 
From humble beginning in 1894, Ilorin East Local Government Area Of Kwara State founded by Sir Alfred Jones, a shopping magnate from liver pool, commerce business in the office of Elder Demester and company in Lagos. The African Local Government Corporation established in 1892.
It was incorporated as a limited liabilities company in London on March 31, 2020, with head office in liver pool under the corporate name of the Local Government of British West Africa. The Local Government started business with a paid-up capital of £12,000 pound sterling. The Local Government worked in close cooperation with the colonial government. In its early years in performing the traditional roles of a central Local Government, such as issuing of specie money in the west African sub region and managing the colonial government account. 
The Local Government has grown rapidly over the years the total asset of £104,030 pounds sterling, at inception equivalent to N203, 060 at that time, has grown steadily research N82 million in 1960 and N17billion in 1992. During the same period the deposit based moved from £88,000 pound sterling the equivalent of N176,000 at that time to N 66millin in 1960 and then to N12billion in 1992 with an effect staff of six at inception in 1894, comprising three expatiators and three Africana, the work force has, increased presently to over N10, 000. It now has 282 branches spread over the federation and in this day city of London Ilorin East Local Government today has the largest network of branches in Nigeria.
The Local Government has continually responded to changing market environment, by reviewing it organizational structure management approach, change of name from Local Government of British West African to Local Government of West African in 1957. The Local Government was incorporated locally in 1969, to become Standard Local Government Nigeria Limited in response to the dictates of the companies’ degree of 1968.
Thereafter, active participation of Nigeria in management of the Local Government become a corporate policy, the Local Government also changed its name in 1979 and 1991 to Ilorin East Local Government of Nigeria limited and Ilorin East Local Government Area Of Kwara State respectively.
The Local Government’s ownership structure of 44.8%, 38.o% and 17.2% held by ministry of finance corporate on behalf of the federal government, standard chartered Local Government and Nigeria public changed in 1992 when the federal government under its privatization programme offered for sale, it equity of 44.8% to the Nigeria public. Today, the ownership structure stands at 62% by Nigeria and 38% by standard chartered Local Government of United Kingdom.
Ilorin East Local Government today has one of the largest portfolios of diversified loans in the country and credit facilitates to various sectors of the economy. It rural Local Government records remains the best in the country while its agricultural loan scheme has given present farmers easy access to Local Government credit for four years consecutively, the Local Government won the first position at the central Local Government of Nigeria firmament award for finance reporting in the Local Governmenting sector for 1992.
Ilorin East Local Government attaches much priority to its social responsibilities to the society. It has contributed immensely to the worthy social philanthropic, cultural educational and sporting events. As the Local Government marked its century in 1994 the board and management remain committed to good services.
There is no doubt that the Local Government’s achievements in its first hundred years of existence speak for themselves and confirm name historically and performance. Ilorin East Local Government Area Of Kwara State calendar 1994, handout one hundred (100) years in Local Governmenting operation.
3.2	Sample Size and Techniques
The sample size chosen from the population for the research is one hundred and thirteen (113) representing twenty five percent (25%) of the population of the 
3.3	Sources of Data
Drawing the search light of this project on the source of data collection considered. There are mainly two sources. And these are primary and secondary source of data collection.
· Primary Data:  This have come mainly from the questionnaire administered visual production (video clips) and personal oral interview with the establishment personnel of the Ilorin East Local Government. The entire questions both questionnaire and ore interview were so trained/constructed that, direct and simple replies like agree and disagreed, strongly disagreed, Yes or No e.t.c. were all need form the respondent. 
· Secondary Data: There were two major sources of data collected as secondary data. These were theoretical secondary data and the empirical data, theoretical data were collected from books (text) newspaper, journals and annual report book lets, on the other hand, the empirical data were collected sourced from already written project research works specific sources from the required secondary data include from the Ilorin East Local Government Area of Kwara State.
3.4	Population of the Study
Since the population of the workers is made up of officer of different are (strata) and each rank or stratum being district and homogenous, satisfied type of sampling is used. Questionnaire, were distributed randomly in such a way that each cadre is administrated with questionnaire, representing 25% of the workers in that cadre.
4 The response firm each cadre would give proper representation of views of workers in that stratum. The total response form all the cadre strata were give the proper and reliable views of the enter population.


3.5	Sampling procedures
A number of workers of the Local Government were interview. The key officers interview were mainly encouragement staff that maintained that they are doing their best to motivate the workers consider the amount of resources at their disposal. As a result of insufficient funds, it was not possible to satisfy the needs of the employee in terms of award of annual salary increments and promotions.
The interviews conducted for junior staff is based on how they would react to assignment after normal working hours in case of emergency. How soon they would leave for home after working hour, how many times they would not come to work or come later to work? How would they react to assignments that are not in their schedules.
These questions were asked to assess the attitude of the workers toward the job.









CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
The aim of this is to make presentation of the analysis of the collected data from respondent and testing the formulated hypothesis with a view to determine their validity.
One hundred & thirteen (113) copies of questionnaires were administered on the Ilorin East Local Government Area Of Kwara State but only 100 were properly filled and return. Therefore, the analysis was based on returned ones.
QUESTION 1: For long have you been in the employment of Ilorin East Local Government Area of Kwara State
TABLE 4.1
	YEARS 
	RESPONDENTS
	PERCENTAGE %

	20-24
	25
	25

	25-30
	45
	45

	30 and above
	30
	30

	Total 
	100
	100


		Source: Research Survey, 2025
The above table shoes that 45 (45%) of the respondents have been in service for 22-23 years 25 (25%) were in the service for 24-25 years while 30 (30%) were 30 years and above.


QUESTION 2: What attracted you most to take appointment with Ilorin East Local Government Area of Kwara State.
TABLE 4.2
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Money Reward
	70
	70

	Ilorin East Local Government Welfare Motivation
	30
	30

	Total 
	100
	100


		Source: Research Survey, 2025
From the table above reveal that 70 of the respondent which is equal to (70%) says that money reward was one of the priority that attracted then to accept with Ilorin East Local Government Area Of Kwara State while 30 respondent which is (30% ) were  attracted by Ilorin East Local Government welfare facilities.
QUESTION 3: Do you see motivation as important
TABLE 4.3
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Yes
	75
	75

	No 
	25
	25

	Total 
	100
	100


		Source: Research Survey, 2025
Table 4.3 above indicates that about 75 respondent which equal to (75%) regards motivation as very important in their organization while 25 respondents which is (25%) disagree.
QUESTION 4: Do you consider job security as motivation
TABLE 4.4
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Yes 
	80
	80

	No 
	20
	20

	Total 
	100
	100


		Source: Research Survey, 2025
Looking at the above table shows that about 80 (80%) of the respondent were of the view that motivation is seen as job security while 20 (20%) respondent that motivation appears as different things to them.
QUESTION 5: What method of motivation do you prefer?
TABLE 4.5
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Motivation
	50
	80

	Salary 
	20
	20

	Fringe 
	30
	30

	Total 
	100
	100


		Source: Research Survey, 2025
The above table indicates that 50 (50%) of the respondent prefer promotion as their method of motivation and 30 (30%) prefer fringe while 20 (20%) prefer salary. Therefore, this shows that workers would & were harder if they receive the best training on the job they perform.
QUESTION 6: DOES YOUR STAFF AGITATE FRO INCREASE IN WAGE/SALARY
TABLE 4.6
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Yes 
	100
	100

	No 
	-
	-

	Total 
	100
	100


		Source: Research Survey, 2025
 It is 100% cleared from the above table 4.6 that 100% of the total number of respondent staffs strongly agreed that wages/salary increment was their basic need that makes nervous them follow by any other requirement.
Therefore, it is also show that workers would perform beyond the expectation of the organization with their marketable skill if only they were well paid i.e. with exorbitant salary/wages then other thing will be added to it.


QUESTION 7: Do your organization motivation workers?
TABLE 4.7
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Yes 
	85
	85

	No 
	15
	15

	Total 
	100
	100


		Source: Research Survey, 2025
The table 4.7 above indicates that 85 (85%) of the total staff were of the view that workers are being motivated in their organization while the remaining (25%) shared different option with them. Evidence show that motivation of workers adds more colours not only to the appearance (group) of the organization but also increase employee productivities. 
QUESTION 8: WHAT FORM OF MOTIVATION HAS YIELD POSITIVE?
TABLE 4.8
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Salary 
	55
	55

	Fringe 
	45
	45

	Total 
	100
	100


		Source: Research Survey, 2025
As it is shown in the above table 8 respondents whish is equal 55(55%) support the view that salary appears to have produced the highest positive result while 45 (45%) of the respondent were in agreement that fringe provide positive result.
QUESTION 9: DOES MOTIVATION OF FIRST BANK STAFF HAVE ANY IMPACT ON THEIR PRODUCTIVITY?
TABLE 4.9
	OPTION
	RESPONDENTS
	PERCENTAGE %

	Yes 
	75
	75

	No 
	25
	25

	Total 
	100
	100


		Source: Research Survey, 2025
From the above table 4.9 reveal is that (75%) of the respondent were in agreement that
From the above table 4.9 reveal is that (75%) of the respondent were in agreement that motivation of Ilorin East Local Government staff surly and greatly affect their productivity while (25%) of the remaining 25 respondents were of different opinion.


QUESTION 10: To what extent does the impact felt 
TABLE 4.10
	Extent of the felt
	Respondent
	Percentage %

	Impact
	-
	-

	Increase 
	60
	60

	Decrease 
	40
	40

	Total 
	100
	100


	Source: Yield work, 2025
The table above shows that about 60% of the respondents were of the option that the extent to which the impact was felt increase the remaining 40 respondent which is also equal to 40% says that extent was decreased.
Besides the extent to which the impact felt (question) 10 was increase in Ilorin East Local Government when worker regard motivation as a staff tool for an organization.
QUESTION 11: Does motivation of worker has great productivity on the organization success.
TABLE 4.11
	Among Staffs 
	Respondent
	Percentage %

	Yes 
	63
	63

	No 
	47
	47

	Total 
	100
	100


	Source: Yield work, 2025
Table 4.11 above indicates that about 63 respondent which is equal to (63%)  support the view that the success of an organization is determine to the extent to which the organization motivation his/her workers which only 47 of the respondent which is (47%) are in against the support
QUESTION 12: Could you believe that motivation brings about mutual understanding among staff.
TABLE 4.12
	Among staffs
	Respondent
	Percentage %

	Yes 
	70
	70

	No  
	30
	30

	Total 
	100
	100


	Source: Yield work, 2025
It is obviously seen from the above table 4.12 that about 70 respondent which is equal to (70%) agree to the believed that motivation helps staffs to work hand-in-hand  while only 30 respondents which is (30%)  disagree with the idea or believe.





QUESTION 13: IS MOTIVATION IMPROVE THE LIVING STANDARD OF STAFF
TABLE 4.13
	Option 
	Respondent
	Percentage %

	Yes 
	20
	20

	No  
	80
	80

	Total 
	100
	100


	Source: Yield work, 2025
It is very glaring from the table above that about 20 of the respondent which is equal to (20%) of the total staff against the idea that motivation does not improve their standard of living while 80 of the respondent which represent (80%) of the total staff were in agreement that motivation does improve their standard of living.
QUESTION 14: DO YOU CONSIDER MOTIVATION AS A TOOL OF PRODUCTIVITY?
TABLE 4.14 
	OPTION 
	RESPONDENT
	PERCENTAGE %

	Yes 
	90
	90

	No  
	10
	10

	Total 
	100
	100


	Source: Yield work, 2025
From the table above 14 respondents which is equal to 90% were of the opinion that motivation source as tool of product while only 10 of the respondents which represent (10%) against the opinion. Therefore, when tools have a product this would lead to a short of motivation for workers in an organization.


4.2 Testing of Hypothesis
HYPOTHESIS 1
	Ho: 	Motivation of staff does not has greater effect on the 	organization success 
	Hi: 	Motivation of staff has great effect on the organization success
Findings regarding this hypothesis are shown in table 11 and 10 analysis. We can see that motivation of staff helps management in increasing the techniques of co-operate performance in the light of the above analysis null hypothesis is a rejected and alternative is accepted.
Hypothesis 2
H0: Motivation is not considered as job security
Hi:  Motivation is considered as job security 
This hypothesis is tested using question 4, from the table 4 we are made to understand that staffs preferred the security of their job.
Therefore, fear procedure must be established for promotion, discipline and termination of one loosing ones job. This will be less pronounce at the lower level may of the workers are with reasonable marketable skill as fear of insecurity can dampen their effort. So the staff can see that in every cases justice is done or must be done. 
Due to the above analysis, coupled with other analysis in table alternative hypothesis is accepted and null hypothesis is rejected.


HYPOTHESIS 3:
Ho: 	It is not believed that motivation bring about mutual				understanding among workers.
Hi: 	It is believed that motivation bring about mutual understanding			among workers.
The analysis as shown in table 12, showed empirical finding regarding this hypothesis from the table we can see that motivation brings about mutual understanding among workers because about 70% of respondent supported that view completely with the fact that management and the productivity staff of Ilorin East Local Government Area Of Kwara State has left a lot of achievement since inception.
This is because management of an organization does not work insulation i.e. they try to work hand-to-hand with their staff. They do this at the right time & at the reasonable price with quality standard.
Ho: it is not believed that motivation bring about mutual understanding among workers. Base on the (Ho)   analysis null hypothesis (Ho) is rejected and allied hypothesis (Hi) is accepted.
4.3 Discussion of Findings
The study has confirmed that,
1) Most of workers regard both promotion and money as the most motivational factor.
2) The staff of Ilorin East Local Government Area Of Kwara State fell a little bit better than their counter part in similar organization/company.
3) The job insecurity of staff created fears among the workers
4) There are no problems of motivation in Ilorin East Local Government Area Of Kwara State




CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
The study of staff motivation as a tool of increasing productivity has shown that the success or failure of any organization is largely dependent on the caliber of people available and the effort they exert. The degree to which they exert effort depends on how much the management is able to need their behaviour need. 
Therefore, to make any motivation tool successful one, it must be flexible to allow for necessary adjustment and it should posses a maximum motivation effect on an individual.
Motivation must be aimed at achieving certain specified objectives. The objectives must be qualified so that effort and resources are directed toward a justified and its effectiveness measured. An effective application and manipulation of motivational factor would enhance an effective and efficient job performance which in effect leads to increase in productivity.
It therefore, become a good determinant factor for the welfare of any nation and its peoples but this fact countries and organization with high return on productivity invariable enjoys with high level of development as well as better standard of living for its, citizens.
Management of any company should always bear in mind that once an incentive package has been installed it can never be discounted because the negative effects may exceed the positive efforts for providing it.  
5.2 Conclusion 
It would be recalled that the researcher has been able to identify and analyze the meaning and importance to motivation as regard worker productivity. Various theories of motivation propounded by researchers were also discussed reference were also made to the fact that the study and understanding of the people at work by the management plays on important role in motivating workers. Base on his believe conclusion can be drawn that people work best when they consider that it is important. Also people get most satisfaction from job itself therefore efforts should be made to enrich the job satisfaction needs are first satisfaction and this varies from one person to another.
Moreover, self-direction and self-development are essential for personal commitments which lead to effective results. The erroneous belief that unless people are covered, they can not produce positive result must be disregarded in addition recognition and rewards must be provided and related to result for sustained effectiveness.
The workers who have contributed most should naturally expect more reward.
5.3 Recommendations
Based on the summary of findings, the researcher hopes to advance the followings recommendation for proper consideration by the management of Ilorin East Local Government Area of Kwara State.
The management should pay special attention to the promotion of employees. Efforts should be made to change the present negative attitude of the supervisor towards promotion. It should be realized that a justifiable and reliable promotion policy is a strong motivation.  All element of subjectivity should be eradicated to the background personality of workers should not influence the promotion policy of the organization.
An employee who has put in the best will naturally expect the best reward.
Management of the Local Government should allow the employee to participate actively in decision that affects their welfare. The supervision should endeavor to use the participate style of leadership and attempts make to incorporate subordinate idea and suggestions. This will go along so as to facilitate a good industrial harmony by giving adequate recognition to the trade union and other informed group in the organization. In addition, the management should also, as a matter of policy, keep all channels of communication be downwards and upwards to enable the management know the aspiration and feeling of the worker on matters that affect the working environment plays an important role in influencing the behavioural attitude and productivity of worker. 
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