EFFECT OF MOTIVATION ON WORKERS’ PRODUCTIVITY IN AN ORGANIZATION
(A CASE STUDY OF NIGERIA BOTTLING COMPANY PLC)

BY
TAOFEEK SOFIYAT ALAKE 
ND/23/BAM/PT/0886
  
BEING A RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES

IN PARTIAL FULFILLMENT OF THE REQUIREMENT FOR THE AWARD OF  NATIONAL DIPLOMA (ND) IN 
BUSINESS ADMINISTRATION AND MANAGEMENT, 
KWARA STATE POLYTECHNIC, ILORIN.


                                       JULY, 2025


CERTIFICATION
This project has been read and approved as meeting the requirements for the award of National Diploma (ND) Business Administration and Management, Institute of Finance and Management Studies, Kwara State Polytechnic Ilorin, Kwara State.


	
........................................					..................................
MR. ADAM M.N					                	DATE	
(Project Supervisor) 					


..................................					..................................
[bookmark: _GoBack]MR. KUDBO, M.I.			 				DATE
(Project Coordinator) 			


…………………………					………………………
DR. ALAKOSO, I.K					            DATE	
(Head of Department)


…………………………..					………………………
EXTERNAL EXAMINER 		 			DATE
DEDICATION
This project is dedicated to Almighty Allah, the most grateful omnipresent, Omnipotent and omniscience for his immeasurable protection, guidance, love and mercy shown on me from the starting to the end of my programme. It is also dedicated to my beloved parent for their care on me right from childhood.


















ACKNOWLEDGMENT
	I give all the glory and adoration to the most high God, Alpha and omega, ancient of days for sparing my life to this very moment and seeing me through my academic pursuit. It is not by my power nor by my strength but by his grace.	
I wish to express my gratitude to my supervisors Mr. Adam Mohammed for their patience, understanding and the time they took to read through my manuscript to make it a successful one. I pray God in his infinite mercy will reward and bless you abundantly. I also appreciate my head of department and all the lecturer of department of Business Administration for the knowledge impacted on me. May God Almighty continue to enrich your brain.
	My profound gratitude goes to my wonderful parent Mr. & Mrs. Taofeek for their parental care on me right from childhood till this stage, daddy, mummy your words of encouragement and advices has been my leading compass towards my academic pursuance, may almighty Allah grant you long life so as to reap the fruit of your labor. Once again thank you. 
	 







ABSTRACT
Currently, Human Resource Management is becoming more important because employees and their knowledge are the most important aspect affecting productivity of the organization. Motivation is one of the most important tools of Human Resource Management. Organizations are designing motivation systems in order to encourage employees to perform as well as to attract and retain potential candidates. The main purpose of this study was to assess the impact of motivation on the organizational productivity. A qualitative case study methodology was used to interview key informants as well as questionnaires were distributed to the sample of 50 respondents from Nigeria Bottling Company, Ilorin. The findings indicated that salary increment, promotion and recognition were important motivational factors for employees of Nigeria Bottling Company. Majority of respondents sees money as what they worked for. The study recommends that managers and supervisors should avoid being bias when measuring employee’s job performance. Management of DFM should invest more on staff trainings. The study further recommends that the company should provide/offer a housing loan scheme to its employees as one of motivating factor to their job performance. Moreover, the study recommends that in order to motivate and show consideration to its staffs the management should lower loan charges to its staffs transfer services. 
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CHAPTER ONE
INTRODUCTION
1.1	Background to the Study
	In any organization are failing today not because the market they are into but because the failed to consider that very important instrument called “motivation” human resource can be said to be the lie wire of any organization toward achieving its goal are organization have focus on all other except this the failed to realize that no organization could really success without putting into consideration on its worker especially on the way and method they can use in bringing out the best out of them. 
	Many research and scientist for example Frederica, Taylor Hary Fayol e.t.c. had research into the concept of management an organization it on its work. I
	Talking about productivity, it is worker that the directly in product because are factor, worker on the achieved on retain level of production but the very important.
	It is one they for an organization to have achieve on retain level of production but the generation is “is the highest production level they can attain” “considering the topic under study” the effect of “motivation” motivation has been found  to  be very effective and has grater effect an worker in achieve highest productive level. 
	This study will focus an Nigeria bottling company (N.B.C.) in which we will be looking into the factor that have affecting motivation in the company and the effect motivation as placing on the worker of the company. 



1.2	Statement of the Problem 
One approach to employees’ motivation has been to add incentive to an individual’s job as the primary factor in improving performance. Endless mixes of employee benefit –such as Health care, Life insurance, profit sharing , Employee’s stock ownership plans, Exercise facilities, Subsidized meal plans, Child care availability, company’s car and more have been used by companies in  their effort to maintain happy employees in the belief that happy employee are motivated employee.
1.3	Research Question
Motivation as said earlier is one of the most effective tools has no worker. Another problem to be considered in this study is to executive the factor which is may be case study. Specifically the following question will be considered in the:
1. What are aims & methods productively? 
2. What are productive is 
3. What factor affecting motivation  of worker? 
4. What Effect does  motivation have on workers? 
5. What are the likely  Method of increasing productivity in an organization? 
1.4  	Objectives of the Study
1. This study is designed to investigate into the effect motivation in worker in an organization toward achieving optional   productive. 
2. This study is specifically focused on Nigerian bottling company a manufacturing company that need staff motivation in order to achieve sits desired production level. 
3. There is need for them to tools into aspect or staff motivation in their   organization in order for them to achieve their objective. 
4. Hence, the study us purpose for finding out method that have been used in increasing productivity in Nigeria bottling company the effect motivation of worker in the company. 
5. It also suggests area where the management should focus for company goals to be achieved. 
1.5 	Research Hypothesis
		Hi: There is an effective tool to enhance worker’s productivity.
		Ho: There is no effective tool to enhance worker’s productivity.
1.6	Significance of the Study
In any organization human resources in one of the biggest resource that an organization has which contribute to is over all growth and profitability’s Nigerian bottling company, has use motivation as a tool to increase the level of her productivity, to some restrain extent. 
	There is basically two use by N.B.C. to motivation worker one is through material satisfaction by providing tangible reward. Another is through material satisfaction involve the provision of an attractive compensation and benefit package its include salary health and personnel insurance and bounces while the non-material satisfaction include promotion, training and development and recognition the act raising employee for a job well done is one way to do so. 
1.7	Scope of the Study
This research work is based on the “The impact of staff motivation on the organizational productivity” with consideration to motivational activities of Nigeria Bottling Company, Ilorin.
The scope of the research centers its attention of motivation incentives and programme of Nigeria Bottling Company.

 1.8	Definition of Terms
Motivation: - motivation refers to the forces within or beyond a person that arouse and sustain their commitment to a course of action. 
Incentive: - Incentive is an act or promise for greater action; it means additional remuneration or benefit to an employee in recognition of achievement or better work. Incentives provide a spur or zeal in the employees for better performance. It is a natural thing that nobody acts without a purpose behind.
Performance:- Is the attitude, behavior, and action that possessed by employees and performance can be evaluated and appraised with the outcomes whether good or poor in the process of completing their job in order to accomplish personal goals and organizational goals (Wall, 2010).
Leader’s style: - This is the way of providing direction, implementing plans, and motivating people. There are many different leadership styles that can be exhibited by leaders in the political, business or other fields (Strutton, 2010).
Mission: - A specific task with a person or a group is charged their mission was to help victims of the disaster. 
Vision: - The ability to think about or plan the future with imagination or wisdom. “The organization had lost its vision and direction”
Satisfaction:- A happy or pleased feeding because of something that you did or something that happened to you. The act of providing what is needed or desired. The act of satisfying a need or desire that deals with a problem or complaint in an acceptable way. 
Employee: - An employee is an individual who was hired by an employer to do a specific job. The terms of an individual’s employment are specified by an offer letter, an employment contract, or a verbally. In a non union work place, every employee negotiates on their own; the terms of employment are not universal between all positions. 
Employer: - An employer is a person or institution that hires employees. Employers offer wages or a salary to the workers in exchange for the worker’s work or labor. One speaks of wages if the employee is paid by the hour and of salary if he is paid a set rate per pay period.




















	CHAPTER TWO	
                                          LITERATURE REVIEW 
2.1	Concept of Productivity 
	Productivity in its broadcast is generally viewed as more intensive and if measures on a financial basic should indicate reliably performs ace and efficiency. 
Steve Paidna’s (2005) defined productivity: Valve (productivity equal valve dived by time) by this definition there are two primary way of increasing production 17 increase the valve create 27 decrease the time required to create the valve. 
	According to international encyclopedia of the social science UL volume 97 productivity is define as the empirical in story economics analysis and economics analysis and economics policy productive and production many be regarded as synonymous. An improvement in production may be obtained supply by increasing the resource of production such as.  
1. Increasing the labor force 
2. Working additional labor.
3. Providing more capital and equipment 
By increasing such resource, productivity may be well be scarified while figures of production tell now much is produced productivity tell how well the resources have us in production. 
Basically production refers to the divided into direct and indirect production.  
Direct production refer to the types of production that is carried out on a small scale usually by a familiar have hold, whose aim is to melthy family requirement.  
Indirect production mean production by modern sophisticated mean in the process of which are person play only a minor part in the ray of production activities in exchange for his part in the output the laborer’s get a wage this wage in then used to pay for other people output in the form of good and service.
2.1.2	Factors Influencing Workers Production 
	Team motivation increases productivity and energizers your staff or even experience and research show that worker can be influence to increase productivity through the following factor:
1. Work environment: Decent surrounding motivates staff to come to involve and feel at home. It is factor covers the team the staff operate with in and the over all culture of the entity. Free coffee as simple ideal it sound can make a big difference. 
2. Work achievement: Staff who achieves a goal that is well directed by their supervisor are work motivated usually they came to work the next day to make the next achievement a milestone.
3. Recognition: Any staffs who achieve a goal that is well directed by their supervisor are work hour to achieve them excepted to be recognized, they would expect usually for salary increase bonus or a job promotion. Praising loudly is a motivation tool the at subordinate like a lot failing to give it to them fades away moral it to them fades away moral it them fades away of the staff which will in turn lead to low performance at the work place. 
4. Self growth: This is a work related motivator. Put is simply staffs who don’t get promoted in their job for long the team motivation. A good guage for self growth at work is the salary increase job tittles, authority and responsibilities given to grow the self growth and self extreme.   
5. Self esteem: This relates to ones self respect and to the recognition and respect and receive from other self esteem is a term that describes how one feel about himself, self esteem affluence work behavior and attributes in two fundamental waves. First, employee bring their work retain in different level of self esteem which in turn influence how they cot feel and think while on the job. Second individual need to feel good about them saves. 
2.1.3	Concept of Motivation 
	Motivation is divided from the Latin word “move re” it is said to be an individual inner state that cause a person to behave in a way they ensure the accomplishment of same good. 
	In other work, motivation explain why people behave this way they do. It can also say the motivation and that thing, which induce individuals to perform a particular task. It is something that influence individual’s behavior toward achieving a desired goal and objectives. 
	Many scientist that worked in work, motivation had been trying to get convince, answer to the question “what do people want from their job” they wanted to find out what factor affecting a worker attitude or feeling toward his job. They also worked to how whether feeling made any difference in the way people work, that is in how productive they are:
	Fredrick Herzberg was one of the scientist that reached in there theory of motivation: in reviewing the literature they did find one possible important idea. They noticed that when infestation assisted people what they liked about their job, they got another kind of answer chors that lied to do with bas feeling. 
	Fredrick Hertzey in (1959) sent out some investigator inputs burat of study people’s attitude about the job.  
	They aimed of engineer and accountant a hundred each from their research. Hertzberg concluded that there are there general group of factor is called the satisfies of motivation. The presences of those factors in define attitude change.
	The second group are factor called the adlsiatifies a hygens factor. I was investigated that the factor leading to job dissatisfaction were not the some as the factor that created satisfaction.
2.1.4. The Job Satisfying Factors 
	The investigator founder ideas that the people motivated must often when they talked about feeling good about their job. 
	Arrayed in order of frequenting with which they were mentioned these are: 
1. Achievement 
2. Recognition 
3. The work itself 
4. Responsibility 
5. Advancement 
6. Interestingly 
This is what the investigator meant by the factor 
1. Achievement: This factor was mentioned most often. There were all kind of stories about may kind of job in each the though each man fell that he had done something in which he could taken pride each was pleased in s achievement. 
2. Recognition: Here the people told us some are recognized their good work and complement them and some say about it. The got a part on the back from basic their or an associated usually recognition. Usually recognition was associated with achievement. 
3. The work itself: This factor involves work that is interesting or challenging that could be carried through from the bringing to the end. The engineering, accountancy got great satisfaction out of working at creative talk which recognition lower or not.  
4. Responsibility: Under this factor people talked about job they did without supervision for which they were fully responsible. 
5. Advancement: This mean the worker must be promoted from one level to the other. The factor usually involve in increase in salary God feeling. That come to the people for those five remain tender to last a long time after the event involved. 
6. Interestingly: The good feeling about belong responsible for the worker. If an advancement instead a longtime.  
Job Dissatisfying Factors 
	Five factors were also discovered under the dissatisfied these are:
1. Company policy and administration. 
2. Technical supervision.
3. Salary.
4. Interpersonal relation. 
5. Working condition.
Again we shall explain what the investigator meant by them. 
1. Company policy and administrative: This has to do with company inefficiency, waste duplication of effort or a struggle for power salary was mentioned along with policy and administration. 
2. Technical supervision: This refers to lack of competence on the part of supervisor. Those supervisors who simply did not know how to supervise technical work for which they were responsible were thoroughly unfair. 
3. Interpersonal: The factor refer to personal between worker and their supervisor when worker could not get along with his there is high possibility of put had habit in his cause of doing their job. 
4. Working condition: This has to do with poor facilities inconvenient location the plant and the amount of work worker has to do the job. 
5. Salary: The story of unhappy feeling about salaries littler different between salary of new and offer employee e.t.c. were had to do most important factor leading to dissatisfaction. 
From his research work, Hertzberg was able to draw out grove through that can be but to work in an organization in order to make people satisfied hereby putting their best in the work and thing that should be guided against by management so as not to create dissatisfaction for the work. 
The effort of the satisfiers and disaster are when charting 
	Satisfier lead to 
	Dissatisfied leads to   

	i. Increase interest 
	Decrease interest 

	ii. Increase enthusiasm 
	Decrease ethusian 

	iii. The increase productivity 
	Decrease productivity


This chart summarizes result that are considerable important to management.
	Talking about could. It should be noted before all the above could be of any effort. Management must fully particulate in making it work. It is there fore work looking into the theory of management. Management defines specific definition that is acceptable to all types and level. Every one access through that is management mean leadership some believe management is achieve consist, praetor and code of ethines. Any important part of the total to manage effectively came however for experience this includes knowledge and human behaviors and dynamics.  
	Management that under estimate the importance of people in the organization does not survive such technical people as knowledge about risk taking production schedule are meaningless when mangers disregard the part that component and motivated people play in keeping a company prosperous. The process of management consist of getting thing do for with aim through people, therefore knowledge about manager be brake dawn into two categories. 
1. Knowledge about thing to be done at work. 
2. Knowledge about thing work. The most important thing in management aspect is the ability to select, organize and motivate employee do that by genius respect for with down into two categories people you work with it.
3. Obvious that is a manager can not achieve it goals effectively without/ knowing what motivate its worker. 
A managers primary assignment is to get people to do what the establishment requires and how to effectively achieve the mixture and goal of an organization management school of through like Fredrick Taylor 1865-1915, Herryfayol e.t.c. who different theories about management will be consider briefly. 
Fredrick Taylor who was regarded as the father of science segment-principle in his day Taylor so disinvested with in efferent way thing were done and the way business organization were operated. 
Its impact on contemporary management principle and practices cannot be over-emphasized. 
The main objectives of Taylor are:
· Achievement of one best way
· Removal of inefficiency 
· Stimulating a metal revolution 
· Improving worker productivities and live hood increasing total production
· Creating a harmonious industry environment 
Henry Fayol 
	Henry Fayol could be said to be rare father per modern manufacture. 
	He was a frech indostralist in this book general and industrial management Henry Favol stated (10) principle of management based on his experience.
	The (10) principle are listed and briefly explained below. 
2.1.5. 	The Motivation Factors 
	The motivation factor motivate employer when they are present but according to herbier their absence does not necessary any cause decertified. 
	Hertzbegg’s lost to motivational factor parallel to some degree narrows highly order to need. The list inflect responsibilities, recognition the job it’s self and opportunities few advancement. 
	Where these factor are present: they tend to motivate employee to achieve higher production levels to feel more committed for their job’s and to find creative way to corruption both personal and organization goal. 
	However, although these factor may satisfactory organization, they will not motivation cannot be over emphasis as far as goals oriented is concern. 
	According to Fredrick W. Taylor he stated the following as some of the benefit that an organization with motivation is use as a lot. 
1. Stimulating mental revolution 
2. Improving worker productivity and livelihood 
3. Creating a harmonies industrial environment 
4. Removal of inefficiency 
5. Achievement of one best way of doing a particular work.
6. Increasing total production 

2.2. 	Theoretical Framework
2.2.1. 	Herzberg Two Factor Theory 
The motivational theories included in this research are linked to motivation to find out what their possible influence could be on those two constructs. The motivational theories that are relevant for this research work are the Equity theory (Adams, 1963; in Harder, 1991; in Robbins, 2003; in Kinicki and Kreitner, 2003), Expectancy theory (Vroom, 1964 in Harder, 1991; in Isaac et al., 2001; in Robbins, 2003), Goal setting theory (Locke, 1968 in Austin and Bobko, 1995; in Locke and Latham, 2002; in Robbins, 2003; in Kinicki et al., 2003) One thing that is common for humans is to compare themselves to others. One theory that comes forth from this evaluating of one’s-self and each other is Equity theory. Carrel and Dittrich (2008) depict that most theorist discussing the equity theory posit three primary points. First, employees perceive a fair return for what they contribute to their job. Second, employees then run some kind of social comparison what their compensation should be with their colleagues. Last each employee that perceives himself to be in an inequitable situation will try to decrease this inequity. Robbins (2003) and Adams (1963; 1965, in Harder, 1991) explain that the equity theory is a theory that centre’s on perceived fairness of an individual. 
An employee reflects on how much effort he has expended and compares this to what he has got from it. After this individual evaluation of his input-output ratio, he will compare his ratio to the input-output ratios of others, especially the direct peers. If the employee considers his input-output ratio to be equal to ratios of other relevant employees, a state of equity exists. The employee will have a feeling that he is treated fairly. In this situation of equity, the person is seemingly content and will not act to imbalance the condition (Cosier and Dalton, 1983). Naturally, when an employee perceives unequal ratios between him and his counterparts, there will be a state of inequity. There are three types of equity namely external, internal, employee equity (Konopaske and Werner, 2002). External equity arises when employee use comparisons to others who have the same job but work in different organizations. Internal equity occurs when employees compare themselves to others who have different job but work in the same organization. Employee equity exists when an employee compares himself to other employees who occupy the same job within the same organization. The equity theory is concluded for the study because it is interesting to see how employees compare themselves to each other. These comparisons can lead to job turnover when some employees perceive not to be treated fairly. Important is that equity theory shows that beliefs, perceptions, and attitudes influence motivation. Employees are motivated powerfully to current situation when there is a perception of inequity present. On the other hand, Expectance theory refers to a set of decision theories of work of motivation and performance (Vroom, 1964; in Ferris, 2007). Perception plays a central role in expectancy theory because it emphasizes cognitive ability to anticipate likely consequences of behavior (Kinicki et al., 2003). 
Normally, the more difficult a goal is to achieve, the higher the persistence. The last motivational mechanism holds that goals affects action indirectly by leading to the arousal, discovery and use of knowledge and strategies (Wood and Locke, 1990 in Locke et al., 2002). Regarding the impact of goal setting on intrinsic motivations, Elliot and Harackiewiez (1994) show some interesting evidence in their article. They explain, by means of regression analysis that the effect of performance or mastery focused goals on intrinsic motivation depends on the degree of achievement orientation of an individuals. Goals are simultenously and object or outcome to look for and a standard for satisfaction (Locke et al., 2002). When an individual wants to achieve certain goals means that this individual will not be satisfief until he reaches that goal. Therefore, goals serve as the inflection point or reference standard to satisfaction versus dissatisfaction (Mento, Locke and Klien, 2002). (Locke et al, 2002) add to this that individuals that produce the most, those with difficult goals, are harder to satisfy. In this case, individuals that set high goals produce more as they are dissatisfied with less.
2.3. 	Empirical Review
Loretta (2016) investigated the effect of motivation on the performance of employees of Eco bank Limited, KNUST Branch and Stadium branch was aimed at assessing motivation and its effect on employee performance. The sample size for the study was thirty employees from both branches. Probability sampling and simple random sampling techniques were used to select the respondents of the questionnaires. The cross-sectional survey and a case study research design were used for the study. The study revealed that indeed there is a relationship between motivation and performance and aside the known fact that money is the key amongst the motivational factors to employees, it was realized that employees are gradually becoming particular about trust, respect and high expectation, recognition and appreciation and good working environment. The study also revealed that, management can make use of different strategies and policies to motivate employees in the banking environment. Employees are interested in enhanced salaries, housing loan, fringe benefits, promotion and car loans as motivating elements sufficient to push employees of the bank to give out their best.
The work of Innocent (2016)also examined the motivational strategies affecting employee productivity in banking industry in Kenya. A case study research design was adopted for its appropriateness in terms of providing key background information that could inform further research. The study examined the effect of monetary reward strategy, job enrichment strategy, training and development strategy and team building strategy on employee productivity in the selected commercial bank in Kenya. The sample size consisted of sixty six (n=66) members of staff from 8 branches of the bank. Purposive sampling procedure was used to pick only one commercial bank based on its size by asset. On the other hand, random sampling procedure was used to select the respondents from various branches of the bank. Questionnaire method, owing to its strengths in saving time and upholding the principle of confidentiality, was used to collect data from the respondents. The collected data, being quantitative were processed with the help of Statistical Package for Social Sciences (SPSS). Descriptive statistics were used in data analysis. The analysis revealed that monetary rewards, job enrichment and employee productivity in the selected bank were strongly positively correlated, r (66) = .74, and .67 respectively.
 	Chukwuma. & Okafor (2014) presented that organization without motivating its human resources cannot achieve its objectives and cannot run efficiently. The problem stated in research is to learn the ways and effects of motivating the workers in an organization. The research was carried out from 400 staff of the manufacturing firms in Nnewi. The methodology used is being survey method. The findings of research show that salaries paid to junior staff were very below hence poor motivated which leads to poor performance. Junior staff prefers financial incentives than no financial. Management of the manufacturing firms in Nnewi does not tend of their employee benefits, thus the study recommends that an increase in salary via promotion and other benefits should be used as motivational factors. 
Also, MUOGBO (2013) investigated the Impact of Employee Motivation on Organisational Performance of selected manufacturing firms in Anambra State. 103 respondents selected from 17 manufacturing firms across the three senatorial zones of Anambra State. The population of the study was 120 workers of selected manufacturing firms in Anambra State. The study used descriptive statistics (frequencies, mean, and percentages) to answer three research questions posed for the study. The Spearman Rank Correlation Coefficient was used to test the three hypotheses that guided the study. The result obtained from the analysis showed that there existed relationship between employee motivation and the organizational performance. The study reveals that extrinsic motivation given to workers in an organization has a significant influence on the workers performance. This is in line with equity theory which emphasizes that fairness in the remuneration package tends to produce higher performance from workers. The researcher recommends that all firms should adopt extrinsic rewards in their various firms to increase productivity. On the bases of these findings, employers are continually challenged to develop pay policies and procedures that will enable them to attract, motivate, retain and satisfy their employees. 
Masood (2013) presented the impact of motivation level amongst the workers' performance with the mediating of the training needed in Pakistan universities. The problem targeted at the research is the relationship between rewards, promotion on the employee motivation with special effects from the worker’s performance more specifically on education sector. The research was carried out from 118 respondents. In this research correlation and regression methods were used to consider the data.
 The findings of the study explain that the universities of Pakistan should improve the salary and reward system in order to get the desired performance from the university employees. 
Rashid, Ahmar, Asadur, Zahid &Moeed (2013) presented the problem targeted is to study the relationship of motivation and performance appraisal on organizational performance in banking sector of Pakistan. The sample size consists of 200 employees of Sahiwal. Regression and correlation techniques were used in the analysis. Results show that there is an optimistic connection of work performance with the performance appraisal and motivation of the banking sector of Sahiwal, Pakistan; hence this will help the organization to work on performance appraisal system and motivate their employees to get desired output and enhance the performance within the organization. 
Quratul-Ain, (2012) presented the problem that what affects the employee motivation and to study the relationship between employee motivation organizational effectiveness. This research is done in Bhawalpur .The findings of the research are factors like empowerment and recognition have an effect on employee motivation. An organization that uses empowerment and recognition tends to increase the work motivation. Also, there is a optimistic relationship between employee motivation and organizational effectiveness. Organizations should treat their employees well and appreciate them in order to get growth. 
Rizwan, Saleem, Azeem, Mehmood & Asif(2010) presented the problem that how the work motivation effect on job satisfaction in telecommunication services of Pakistan. The sample size was drawn from two telecom companies. The sample consists of 30 employees.30 questionnaires were distributed in both the two companies of telecommunication of Pakistan. The methodology used is regression, correlation and P-value. The findings are that there is a positive relation between motivation and job satisfaction. The employees of the organization were motivated more than average. Organizations should have a good HRM so they can create good motivation commitment to Muogbo (2013) presented the problem that how employee motivation has an impact on organizational performance of selected manufacturing firms in embryo state.103 employees selected from 17 company across the three senatorial zones of Anambra State over the population of 120 workers of selected manufacturing firms in embryo state. The study used descriptive statistics to answer three research questions posed in the study. The correlation Coefficient was used to test the three hypotheses. The study reveals that there is a significant relationship between employee motivation and workers' performance. Extrinsic motivation has a major influence on the employee’s performance. The researcher recommends that every organization should implement extrinsic rewards to increase productivity. The company should continually develop pay policies to motivate retain their employees. 
2.5	 Research Gap 
From the above discussion, it can be seen that much has been done on employees’ motivation. i.e. Muogbo, (2013) and Dobre (2013)The research revealed various findings and some of the findings are contradicting because researchers have focused on different variables, organizations and even countries. From most of those results, it gives mixed reactions on whether motivation influences performance of workers in organization i.e.  Dobre (2013), Moshood (2013), Chukwuma. & Okafor (2014).
In addition, some of the incentives motivators seem to be in place while other incentives are missing thus the study establishes the research so as to fill the gap on staff motivation of organizational performance.


CHAPTER THREE
METHODOLOGY
3.1	Introduction
Research methodology is a systematic approach that guides and directs the researcher in the course of collecting, classifying, analyzing, interpreting data in order to enhance decision making process.
3.2	Research Approach/Design
 	Research design/approach refers to the procedures employed in the course of this study and for simplicity sake the study was based on experimental research.
3.3	Sources of Data
In the course of this study, the researcher employed the two main sources of data in order to accomplish the objective of this study.
3.3.1 	Primary Data
The primary data constitutes the raw data obtained in the course of the study with the aid of some research tools such as questionnaire, interview, and observation.
3.3.2	Secondary Data
The secondary data on the other hand constitutes data collected through consultation of relevant textbooks on the subject matter, journals, magazines, internets etc.
3.4	Data Collection Tools
In the course of this study, the researcher employed a combination of the research tools, these research tools includes questionnaire, interview and observation.


3.4.1	Questionnaire
Questionnaire consists of list questions designed and sent to the respondents to elicit for required information. The questionnaire was designed in a sample and straights forward manner by ensuring the intellectual and academic maturities of the respondents were also put into consideration. The questionnaire contain both structured and unstructured. To ensure that respondents respond positively the researcher avoided the use of ambiguous terms. The questionnaire was divided into two parts. Part A and part B respectively, while part A questions relates to respondents personal data, part B questions relates to the research questions.
3.4.2	Interview
This method of data collection involves a fact to face contact between the researcher and the respondents; however both structure and unstructured questions were also employed. Structured interview consist of sequentially planned questions to elicit for required information unstructured interview questions on the other hand comprises of questions that emanated in the process of the interview.
3.4	Observation
Observation method of data collection involves the technique of watching certain phenomenon in actions and thereafter recording the result of observation. Observation has proved very effective when it is necessary to obtain unadulterated and first hand information. It is an ideal way of studying the behavior people at work.
3.5	Research Population and Sample Size
	The research population encompasses the total number of people, things or organizations affected by the research as result of sharing common attributes. Thus, the research population for this study covers all the manufacturing industry in Nigeria while the sample size is the Nigeria Bottling Company, Ilorin.
3.6	Sample Procedure Employed
	The sampling procedure employed in the course of this research was random probability sample. The procedures requires the breakdown of research population into smaller units from which samples were randomly but independently selected.
3.7	Methods of Data Analysis
	Analysis of data as contained in this study were accomplished with aid statistical calculations, the statistical techniques employed for data analysis consist of percentage, tabulations and chi-squares. The objectives of the data analysis process was to refine and process the raw data collected in the course investigating to make them more understandable so that valuable conclusion could be drawn about a particular phenomenon. 


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	History of Nigerian Bottling Company 
	The Nigeria bottling company plc (NBC) was incorporated in member 1951, as a subsiding of the event is group with the fracture to bottle and sell coca-cola product in Nigeria from a humble beginning as a family business. The company has grown to become a predominant bottler of non-achieve beverages in Nigeria remain by the company are eva-wok five Alive Juice and the newly introduce burn energy drink. 
	The company presently has is bottling facilities and over 59 distribution ware houses lactated across the county. Since production started N.B.C plc has remained the largest bottler of non- alcoholic beverage in the country in term of saler volume with about 1.8 billion bottler sold per year making it the second largest market in Africa. 
	Today, the company is part of the coca-cola Helloni bottling company (CCHBC) one of coca-cola company largest company anchor worldwide. CCHBC operate in 28 countries serving 540 million consumers and selling over 1.3 billion unit cases of beverage annually.  
	The company recently embarked on a restricting exercise to expand further it’s markets share and growth profit. 
	It involved in a new state of the can filling and packing line at the “Apapa” plant. 
	The plant has since begun to produce the first soft drink can that is unholy packaged in Nigeria. This is in addition to a new bottling plain in Abuja, investment in the un-grade of other manufacturing infrastructure, distribution and delivery facilities.
	Though, Nigeria bottling company (N.B.C) is equipped within uachunces and various technical tolls which serve as some of the motivations factors that induce most of the staff to perform to the work. 
	Some of table below will tell us more how staffs are motivated in Nigerian bottling company (N.B.C).
TABLE 1: AGE 
	Age
	Number of occupant
	Percentage %

	20-30
	55
	55%

	31-40
	30
	30%

	41-50
	15
	15%

	51 above
	5
	5%

	Total
	100
	100%


Source: Feed Survey, 2025.
	From the table, it could be deducted that the company a very percentage of a given people in the company. Therefore, there is the tendency of the company attaining high productivity level. If these human resource is well utilized. 
 TABLE 2: DEGREE OF MOTIVATION
	Degree of motivation
	Number of occurrences
	Percentage %

	High motivated
	
	0%

	Motivated
	45
	45%

	Not motivated
	55
	55%

	Total
	100
	100%


 	Source: Feed Survey, 2025.
	From the table above, we can say that since 55% of the worker still complain of lack of motivation. It means that management still has a lot of work to do bring out the best out of their worker.


TABLE 3: LEVEL OF PROMOTION
	Degree of motivation
	Number of occurrences
	Percentage %

	Very High
	
	0%

	High
	15
	15%

	Low
	85
	85%

	Total
	100
	100%


 	Source: Feed Survey, 2025.
	From the table, we can deduce that the workers are not satisfied with the level of promotion the management must look into the issue of promotion because it’s cone of the factor that motivation a worker. 
TABLE 4: INTERACTION BETWEEN WORKER AND BOSS 
	Inter-relationship 
	Number of occurrences 
	Percentage %

	Very cordial 
	35
	35%

	Not cordial 
	10
	10%

	Averagely ok 
	55
	55%

	Total 
	100
	100%


 Source: Feed Survey, 2025.
	From the table it is as if worker and their bosses if this could be maintained or even on it will be better because this is an important factor if any organization.
TABLE 5: WORKING ENVIRONMENT 
	Working experience 
	Number of occurrences 
	Percentage %

	Very conductive 
	25
	25%

	Average 
	70
	70%

	Not conductive  
	5
	5%

	Total 
	100
	100%


 Source: Feed Survey, 2025.
 	From the above table, it can be conducted that people are averagely satisfied within their working environment although believe they can still improve it way conductive. 
TABLE 6: HOW INTERESTING IS YOUR WORK
	Interest to work
	Number of occurrences
	Percentage %

	Very interesting
	35
	35%

	Not so interesting
	65
	65%

	Boring
	-
	-

	Total
	100
	100%


Source: Feed Survey, 2025.  
	From this table we can see that 65% of the worker not really finding the work interesting although. It is not boring. 
	Finding from this study through personal interview and questionnaire response by the worker of (N.B.C) Nigeria bottling company confirmed that there is still room for Improvement in the company.  
4.2	Business Objectives of (N.B.C)
	Nigeria bottling company Plc is one of the few multinational  organization that had it’s beginning in Nigeria from a small owned operation at inception, we have ground to before the predominant bottler of alcohol free beverage in Nigeria responsible for he manufacture any of over 33 different coca-cola brand.   
	The following are some of the basic objective of Nigeria a bottling company. 
1. To bring the factors of population in order to produce economics good and service. 
2. To provide economics good and service to satisfy peoples need at a profit. 
3. To deliver high quantity financial and operational quit review across NBC. 
4. To lead abhor project and investigation 
5. To communicates the basis related risk assessment and temping of adult project to the senior management.
6. To act as consultant for the company on highly significant matter relating to internal control, financial policies program, capabilities and long range goals and objective. 
7. To maximize the quantity of a product under the condition that have not spend more than a given an amount of found an equipment, materials other product factors. 
8. To minimize the cost of output of achieve a certain production rate. In a specified time period subject the given quality condition. 
9. To minimize the cost of manufacturing a particular item subject to given quality condition or order production can strains. 
4.2	Rationale for Staff Motivation in Nigeria Bottling Company (NBC)
	Motivation is none important element and source of a most National factor that induces and employ to perform effectively equally factor. It is one of the most important considerations to a person contemplating to take a new job. When an employ contemplate an increase in wages inequality analysis and consider the effect a part his total cost in relation to increase generator. 
	The following are the major reason or reasonable staff are mooted employed in Nigeria bottling company (NBC).
1. It keep employee in bottling company (NBC) complaints and generancer due to inadequate inequitable wage rate. 
2. A careful designed compensation program with job valuation and pay scale (NBC) management to control wages and salaries and control labor. There is neither an over payment or under payment. 
3. Motivation in Nigeria bottling company also helps to boost the morale of the staff so as to perform to the desired task. 
4. It enable the organization to achieve economics in of new workers. 
4.3	Effects of Motivation on Staff Productivity in Nigeria Bottling Company 
	For motivation to be effective, manager’s need to understand what motivates employee within the contest of the roles they perform. The following are the effect of motivator to NBC.  
1. Motivation in (NBC) inspires and induces employee to do their best in the area of productivity. 
2. It also motivates worker to boost their moral so that the very best would be drawn out of them.
3. Motivating a worker also constitute total commitment of the employee. 
4. It enable worker to do their job more systematically and it help them to focus more purposefully on performance and result.
4.4	constraints to Effective Motivation in the Company 
	The basic constraints to motivation in Nigeria bottling company.
	The basic constrains to motivation in Nigeria bottling company is as follows:   
1. Lack of top management support, non to motivator in Nigeria bottling company why because the motivational in Nigeria bottling company false less may not achieve its objective. It eh top management of the organization refuse to accept the motivational program either voluntary or by optional quinine of its usefulness without the support on the top management in planning the program it may be wrongful implemented/
2. What should be average the motivational factor is not determine. 
The  specific motivational factor must be orderly stated so that there will; be adequate and effective implementation but in a situation whereby the motivational factor is not well determined, the implementation of plan for action will be difficult this constitute some of the constraint the motivation.  
3. Knowing the right time to apply the motivation factors. 
This is to ensure that the motivation factor is being applied at the right time which is needed to host efficiency and the right method to motivation should be applied to enable good result of productivity but may top manager of the company has must apply the mention at the wrong time which eventually led to waste of organization money and wasting of time. 
















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary of Findings 
	Nigeria bottling company (NBC) does not operate in vacuum, it is also experience some problem like any other organization. The purchasing department personnel department and the organization action as a whole is not adequately situated. 
	The work that is expected to be handled by three or four people is performed by only one or two person due to inadequate of personnel. 
	Professional skills were lacking in the purchasing department, the people that were found there not just those with years of experience but without sound education in purchasing let delivery meet the promote production exercise which serves as MAJOR purchasing principles. 
5.2	CONCLUSION 
	This is to ensure that if the management can adequately provide or take care of the stated way of motivation workers as regard promotion welfare service, incentive provision etc. there will be high increase in the productivity of the organization. 
	The worker of Nigerian bottling company, degree of motivation is low from the result of the questionnaire management is not doing enough to motivate their worker and it should be noted that motivation has great effect on the workers. 
	The research concluded that ensure since the worker feel they are on really being motivated their best is not belling put into the work. 
	The interrelationship between the superior and the subordinate is averagely. The workers at least satisfied with the level of interaction with their bosses and the working environment is averagely conductive for the worker. They seen satisfied with their working environment which is making their work easier to perform. 
	Finally, the workers are not really finding their work interesting. This was really finding their work interesting. This was really shown in their response about 65% of the worker confessed that the work is not interesting. 
	One of the functions of the administrative manager is the production of the worker that is from one level of attainment to another level of salary. 
5.3 	Recommendations    
	From the conclusion profit of the organization is a result of effectives and efficient until ligation of MAN-power function of the organization and the balance of the work force. 
Therefore, the maintenance is best done by motivating as well as the effective and efficient until ligation is will achieve though motivation exercise to the workers. 
	That is paid worker with good working conduction and promotion. When due on merit will always work efficiently utilization is will achieved through motivation to the worker. 
	For a company to achieve its ultimate objective, there must be scheme of motivating workers like prompt and increase in payment of over time worked giving bonus to worker increase in normal working rate per house Nigeria bottling company should ensure that the achievement department is responsible for most merit rating and location of appropriate rate. 
	Nigeria bottling company being a manufacturing actually company should use financial incentive to boost the normal of its worker, especially the rate of overtime so that the worker will put in more of their time into production which therefore increase output, hence profit will be realized. 
	As said earlier in chapter one, human resources are the life wires of any organization goals. 
	Hence, they are the bedrock of a company and their performance that is how productive they are depend much in how physical and mentally they are depend much in how fit they are like provision of safety equipment and advice provision of good health service of canteen service and provision of pension allowance. 
	Nigeria bottling company, being a manufacturing actualizing company should use financial incentive to boost the normal of its worker especially the rate of overtime so that the worker will put more of their time into production which will therefore increase output, hence profit will be realized. As said earlier in chapter one, human resources are the life wires of any organization and the chief resource used toward achieving organization goals. 
	Hence, they are the bedrock of a company and their performance that is how productive they are depend much in how physical and mentally fit they are like provision of safety equipment and advice provision of good health service provision of canteen service and provision of pension allowance     
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QUESTIONNAIRE
The effect of motivation on worker’s productivity in an organization. 
SECTION A: Personal Information 
Please tick (   ) as appropriate 
1. Sex: Male (   ) Female (   ) 
2. In what department are you? Store department (   ) Purchasing department (   ) Sales department (   ) other department (   )
3. Office held __________________________
4. What is your present statue in the company? Clerical (   ) Supervision (   ) Junior staff (   )
5. How many year have you spent in the industry? 1-5 years (   ) 5-10 years and above (   ) 11-15 years (   ) 16 years and above (   )
6. What is worker’s productivity earned per annum (   )
SECTION B: General Information 
Please tick (   ) as appropriate 
7. How do you obtain motivation factors? Internal source (   ) External source (   ) Both source (   ) Other (specify)
8. Do you understand what effect of motivation is? Yes (   ) No (   )
9. How often do your industries got work achievement? Every month (   ) Quarterly (   ) Year/month (   ) 
10. Work motivate staff who don’t get promoted in their job for long, lose the team motivation? Yes (   ) No (   )
11. Motivation explain why people behave the way they do not motivate individual to perform a particular task? Yes (   ) No (   )
12. Do you agree that the effect of motivation on staff productivity in Nigerian Bottle Company? Agree (   ) Disagree (   )   
13. Do you agree that assessment of item to be held in constraint to effective motivation in the company? Agree (   ) Disagree (   )
14. Do you agree that regulating the input of data collection instrument is necessary for the benefit of motivation? Yes (   ) No (   )
15. Do you have any knowledge of factor inefficiency worker productivity? 
Yes (   ) No (   )
