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CHAPTER ONE INTRODUCTION
BACKGROUNDOFTHESTUDY

MotivationalDrive is an important aspect of anyorganization, foranyorganization to achieveits goals and objectives, it must involve motivation, this includes private or public organization. (Zameer,Ali,Nisar&Amir,2014).Itishighlyimportantthatmanagersconsidermotivationasan important aspect of their organization, motivation is an important factor that affect human behavior.Motivation affects overall performance ofindividual intheorganization. (Prasad, 2005 as cited in Elibariki, 2016).
Motivation is one of the important tools in organization to retain employee and also to increase productivity of the employees, (Memmott and Growers, 2012). Organizations makes use of motivation to encourage employees to bring out the best in them and make them perform effectively. And one of the many ways to motivate employees is reward and incentive for an excellentperformance.(MemmottandGrowers,2012).Theyfurtherexplainedthat,motivationis very important factor in improving the performance in order to achieve organization aims, objectivesand goals.It is discovered that Low motivation or completelack ofmotivation at any organization across the world leads to high employees’ inefficiency, turnover, fraud, corruption, absenteeism,andindisciplineatwork.GoodmanagersandSupervisorsmaintainpositiveattitude by valuing employees and treating them well through designing supportive environment which motivates employees. In order to create efficient motivation system is by answering the question on what really motivate employees, (Memmott and Growers, 2012).
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Thequestionmayariseonwhymotivationisimportant,whatdoyouthinkwillmakeemployeeto go the extra mile to give the best result on services or market a company’s product effectively. And also, achieve the goal laid down for the by the organization? It could be said that, when a person is employed to do a certain job, he/she will do the job with no issue of motivation and if thepersondoesnotfeellikedoingthejob,he/shemayresign.Butthepointisthat,howefficiently the job is being carried out. “It suggested that if individuals can be motivated by one means or another,theywillworkmoreefficientlyortheywillproducebetterqualityofwork.Motivationis a combination of approach”. (Khaltumi, 2020).
Motivation involves several approaches. One of the jobs of the manager of an organization is to look into ways on how to motivate employees but not to manipulate them, (Heinz Weihrich et al 2008 as cited in Khaltumi, 2020). Motivation is a well-known term which is applied to the entire classofdrives,needs,desires,wishesandforces.(HeinzWeihrichetal2008ascitedinKhaltumi, 2020). “Managers who can motivate employees assist the organization by improving employee retentionandreinforcingpositivebehavioursandconsequently,theirenduringabilityto motivate workers to achieve the highest result determines the success of a business”. (Ukaejiofo, 2013)
Looking more into what motivation means, Luthans, 1992 as cited by Ukaejiofo, 2013, says, “Motivationisacombinationofneeds,drivesandincentives.Motivationisdefinedastheprocess that starts with physiological or psychological deficiency or need that activates behaviour or a drive that is aimed at a goal or incentive”.
In the same vein (Mullins, 1999 cited by Ukaejiofo, 2013) says, “The underlying concept of motivation is some driving force within individuals by which they attempt to achieve some goal in order to fulfil some need or expectation”. Mullins also distinguishes between extrinsic motivationrelatedtotangiblerewardssuchasmoney;andintrinsicmotivationrelatedto

psychological rewards such as the sense of challenge and achievement, (Mullins, 1999 cited by Ukaejiofo, 2013).
AccordingtoChuckWilliams(2003),Motivationisthesetofforcesthatinitiate,directsandmakes people persist in their efforts to accomplish goal. It is again defined as the forces either within or external to a person that arouse enthusiasm and persistence to pursue a certain course of action. Richard L. Draft (2000).
According to Muhamed, 2009 citing Stephen (2001), motivation is the willingness to exert high level of effort to reach organizational goals, conditioned by the efforts ability to satisfy some individual need.
Also, Gareth, (2003) as cited by Muhamed, 2009), motivation may be defined as psychological forces that determine the direction of a person's behavior in an organization, a person's level of effort and a person's level of persistence in the face of obstacles.
Motivational drives push employee to do the uncommon things, it triggers their inner man to producethebestresultanorganizationcaneveraskfor.Itpropelstheperformanceofemployees. Impactofmotivationinanorganizationcanneverbeunderestimated,foranyorganizationtostrive it has to involve motivation,(Muhamed, 2009).



StatementofProblem

Throughresearchandreadingtheresearcherascometotermthattherearesomeelementsthatcan increaseemployeeperformancewhichoneandthebestofitismotivation.Ithasbeendiscovered

that without motivation it will be difficult for an organization to move forward or achieve their goals. Employees performance is being underrated when there are not being motivated.
Motivated employees are committed, loyal and productive and provide good services to the organisation.Employershouldexerciseemployeemotivationthroughtheseriesofrewardsforjob well done and better organisational performance (Sevanson, 2011).
Itbeendiscoveredthatfinancialreward is notsufficienttoenhanceemployee’sperformance,many organisationhaveemployedthismotivationdrivetoenhancetheiremployees’performancebutit rather drops the performance of their employees to work and service. Employees prefer other motivationaldrivethanmonetary. In acaseof auniversity,theywill preferrecognition,financial reward, paid holiday, fringe benefit, personal growth, commendation, sense of belonging and opportunitiestomakedecisionontheirjob.Whenemployee’smotivationaldriveisonlymonetary their performance will decline and their job will be affected.
In the same vein Grant (2010) as cited by Samuel (2019) say that “people cannot be eternally motivated by money and when employees get used to a particular kind of financial reward, its potency to enhance their performance drops. The low quality of Nigerian university educational systemispartlyduetothedropintheproductivityofstaff,whichcanequallybeattributedtolow utilization of motivational drives to boost staff productivity”.
Therefore, this research will look into how motivational drive such as financial incentives, recognition, commendation, paid holiday, career progression and personal growth and decision making as improved the performance of employee in organization especially among the staff of Kwara State University.

RESEARCHQUESTIONS

Belowarethequestionsthatwillbestudy:

i. What is the relationship between financial reward and employee’s performancein Kwara State University.
ii. Howdoesfringebenefitaffectemployee’sperformanceinKwaraStateUniversity.

iii. Whateffectdoesrecognitionasonemployee’sperformanceinKwaraStateUniversity.

RESEARCHOBJECTIVES

Thegeneralobjectiveof thestudyistoexaminetherelationshipbetweenmotivationaldrivesand employeeperformanceinKwaraStateUniversity.Thestudyattemptstospecificallylookintothe following objectives.
i. To investigate the relationship between financial reward and employee’s performance in Kwara State University.
ii. Toinvestigatetherelationshipbetweenfringebenefitandemployee’sperformancein Kwara State University.
iii. To examine the relationship between recognition and employee’s performance in Kwara State University.
RESEARCHHYPOTHESES

Thefollowingarethehypothesesguidingthisresearch

H01: There is no significant relationship between financial reward and employee’s performance in Kwara State University.

H02: There is no significant relationship between fringe benefit and employee’s performance in Kwara State University.
H03: There is no significant relationship between recognition and employee’s performance in Kwara State University.
SIGNIFICANCEOFTHESTUDY

Asitiswellresearchedandduringresearchtheresearcherfoundoutthatmotivationdriveisvery important in any organization and for any organization to grow, it needs to involve motivation. Therefore, this project work will be beneficiary to all organization and institution such as Universities, government, industry and as well to the society.
The research will enlighten the university under study on the need for motivational drive, it will open them to many benefits inherent in employing motivational drive in boosting the moral and performance of its staff.
And the benefits is not only to the University under study, it will also help other Universities in Nigeria to know ways and what to do in bringing the best out of their staff by employing motivational drive.
Also, this research will help government on how they can use motivational drive to pull out the support of members of the society. It will also help them to know other motivational drive apart from moneysuch as recognition, commendation etc that can help them to gain the support of the members of the society.

The research will be of benefit to academic society, students and other researchers will find this studyusefulasitservesasanembodimentofreservedknowledge.Itcanbeconsultedinthefuture when they are researching on a related course of study.



SCOPEOFTHESTUDY

The study has its focus streamlined to Kwara State University, Malete, Ilorin. The study will examinetherelationshipbetweenmotivationaldrivesandemployeeperformanceamongacademic staffandnon-academic staff.Thestudywilllookintohowwell themanagementhasbeenableto use motivational drive to get the best performance from their staff. The academic and non- academic staff will constitute the population of the study.
OUTLINEOFTHESTUDY

This research work was structured into five chapters. Hence, the chapters are charted below in order of standard;
Chapterone:Thisisthefirstpartoftheresearchworkanditprovidesabackgroundknowledgeto the study, followed by the statements of the research problem the aim and objectives of the research,researchquestions,thehypothesesoftheresearchquestions,followedbythesignificance ofthestudy,sourcesofdata,limitationofthestudy,scopeofthestudy,outlineofchapterscontain in the study, operationalization of variables and definition of terms. Hence, the next chapter is chapter two which present the conceptual frame work, theoretical frame work, empirical frame work and gap in literature. Furthermore, chapter three discusses the research methodology, researchdesign,populationofstudy,samplesizedetermination,sampletechniques/procedure,

research sample frame, collection of data, research instrument, validity of research instrument, reliability of research instrument and ethical consideration.
Lastly, this section expatiate on discusses of data presentation and analysis of the research work which includes the empirical result and interpretation of result, test of questionnaires, test of hypothesis and discussion of results whichwasmade availablein chapterfour. And chapter five, whichisthefinalchapterofthisresearchworkanditreflectedthesummaryofthework,discusses thefindingsinthestudy,giveconclusions,italsooutlinestheresearcher’srecommendationsbased on the findings of the study and suggests for further study and contribution to knowledge.
OPERATIONALISATIONOFVARIABLES

Theindependentvariableismotivationaldriveswhilethedependentvariableisemployee performance which includes:
Productivity:Productivityistheratioofoutputorproductioncapacityoftheworkersinan organization. Productivity is about the effective and efficient use of all resources, (Rob, 2015).
Effectiveness: This is the extent to which objective are attained. It is thecapacityofproducinga desired result or the ability to produce desired output. (Accountingtools, 2022)
Commitment:Thestateorqualityofbeingdedicatedtoacause,activity.(oxforddictionary)

Loyalty:Astrongfeelingofsupportorallegiance,(oxforddictionary).






Independentvariable	Dependentvariable

Motivationaldrives	Employeeperformance

Financialreward	Productivity

Fringedbenefit	Effectiveness

Paidholiday	Commitment

Recognition	Loyalty




1.9DEFINITIONOFTERMS

Motivational Drives: These refer to those invisible factors that affect the morale of employees. Motivational drives cannot be seen, but are felt. Examples of motivational drives are autonomy, responsibility,recognition, career development, achievement andpersonal growth (Luthan,2007).
Motivation: Motivationisthewordderivedfromtheword’motive’whichmeansneeds,desires, wants or drives within the individuals. It is the process of stimulating people to actions to accomplish the goals (Prachi,2015).
Employee:Insimpleterms,anemployeeissomeonewhoworksforanotherpersonwhocontrols what is to be done and how the job is performed (study.com, 2021)
Recognition: When a person receives recognition for the things that they have done, people acknowledge the value or skill of their work. When people are praised for thing, they did well (collinsdictionary.com, 2021).
PaidHoliday:Paidholidaysarenational,state,orreligiousholidaysthatemployerscanchooseto give as paid days off to their employees (bamboohr.com,2022).

Financial reward: is moneythat a person, company, or organization offers to encourage certain behaviors or actions. Specifically, behaviors or actions that would not otherwise have occurred. The financial incentive, or monetary benefit, motivates certain behaviors or actions. A financial incentive maybe a monetarybenefit that a company offers its customers or employees. The term may also refer to incentives to encourage members of the public to cooperate or provide information (marketbusinessnews.com, 2021).
Fringe benefit: it is compensation in addition to direct wages or salaries such as company car, house allowance,paid holiday, pension schemes, subsdised meals, pension scheme and some are regarded as part of a taxable income (Erbasi, 2012).























CHAPTER TWO LITERATUREREVIEW
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PREAMBLE

This chapter consists of a review of relevant literature on major concept of the study, which are dividedintotheconceptualreview,theoreticalreviewandthereviewofempiricalstudiesrelating to the work. The review will look deeply into these areas and bring out all relevant information based on all the concept.
CONCEPTUALREEVIEW

Employeeareseen asthe heartof anyorganizationandissuesconcerningemployeesmustnot be handledwithlevity.Employeesconsiderationandencouragementgoalongwayinincreasingtheir productivity. Motivation brings about increase in employeemorale, loyalty, and commitment of employees towards the advancement of the organization.
The word motivation is derived from the Latin word motus, which means to move, influence, affect, and excite. motivation means the degree to which a person is moved or aroused to act. Motivation is a set of psychological processes which cause the persons arousal, direction, and persistence of individual’s behaviours toward attaining a goal (Hemakumara, 2020).
Motivation is concerned about factors or events which moves, drives and leads certain human inaction or action during a period of time, under the prevailing condition (Herman, Eaton &Hasbollah,2014).Theconceptofmotivationisveryimportantinalmosteverynookandcranny oforganisations,becauseconsistentmotivationenhances,drivesorencouragehumanstoperform adequately and give their best in the jobs (Hemakumara, 2020).
Olusadam&Anulika(2018)sayMotivationwhetherintrinsicorextrinsichasalwaysrightlyaffect thebehaviourbecauseofhomoeionomicusnatureofpeople.Accordingtoliterature,traditional
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motivational theories have focus on specific elements of motivation that motivate people in to pursuit of the performance of organizations.
AccordingtoSamuel(2019)citingHumanResourceManagement(2010)definesmotivation“has a set of psychological forces that determines the direction of a person’s level of effort as well as the resilience of such individual in the face of challenges”.
Luthan,(1998)definesmotivationas,“aprocessthatstartswithaphysiologicaldeficiencyorneed thatactivatesabehaviororadrivethatisaimedatagoalincentive.”Thisdefinitionseemotivation as a drive that brings an expected result from an employee.Ebrahimi, and Watchel, (1995) as citedNurun,Monirul,TanvirandAbdullah(2017)wrotethatinasystemsense,motivationconsists of these three interacting and interdependent elements, i.e., needs, drives, and incentives. It is a firmbeliefofmanagementresearchersthat,organizationalgoalsareunattainablewithoutenduring commitment of the members of the organization.
Accordingto(Stoke,1999)Motivationisahumanpsychologicalcharacteristicthatcontributesto a person's degree of commitment. The Motivation refers to the resolution of achieving a goal, marked by a goal directed behavior. When we refer to someone being motivated, we imply that theindividualistryinghardtoperpetrateacertaintask.However,motivationalonecannotsuffice what we require to consummate that task with utmost efficiency. Ability having the skill and knowledge to perform that task is also significant in this regard. Sometimes it becomes the determinant of effectiveness Employee: Employees are always directly influenced by the motivation to satisfy their esteem.
Employees job performance has been defined as the overall expected value from employees’ behaviorscarriedoutoverthecourseofasetperiodoftime,Motowidlo,Borman,&Schmidt,

1997ascitedinHemakumara,2020)Theperformanceofemployeeshasbecomeimportantdueto the increase concern of human resources and organizational experts about the level of output obtained from workers.
TypesofEmployeeMotivation

According to research and from different reading, it is discovered that there are two types of motivation for employee and can be said to be types of rewards, these includes, intrinsic rewards and extrinsic rewards. Both these rewards affect and determine the employee motivation.
1. Extrinsic rewards: these are reward which aretangible. Therefore, rewards such as pay, salary, incentives and bonuses are known as extrinsic rewards (Zafar, Ishaq, Shoukat, & Rizwan, M. (2014). Reward that can be seeing.
Extrinsic motivation is defined as the performance of an activity in order to attain some separate outcome and noted that, people can be both intrinsically and extrinsically motivated, McCullagh (2005) as cited in Kuranchie-Mensah, Elizabeth, Amponsah-Tawiah and Kwesi (2015)
2. Intrinsic rewards: The rewards which are intangible nature such as recognition, appreciation, job relation, favorable attitudes from employees are called intrinsic reward (Zafar etal,2014).Zarei, Najafi, Rajaee&Shamseddini, 2016) explained that intrinsic rewards are more powerfulthan extrinsicrewardsin motivatingemployees.Themost effectiveintrinsicrewardsor motivators are work relationships, social respect, job content and opportunities for career development.Furtheritis possibletorank thesefactorssuchasworkrelationshipsasthenumber one, opportunities for career development as the number two, social respect as the number three and the job content as the number four.

McCullagh (2005) as cited in Kuranchie-Mensah, Elizabeth, Amponsah-Tawiah and Kwesi (2015) defines intrinsic motivation “as an individuals’ need to feel competency and pride in something”.
ImportanceofMotivation

Motivationisimportantandnecessaryforemployeeperformance.Whenpeoplearenotmotivated, they will not feel inclined to engage themselves in work behavior, they will not put necessary effortstoperformwell.Veryimportantly,performanceofanindividualintheorganizationdonot only depends on motivation instead there are other factors besides motivation which include abilities, sense of competence, role perception and resources but Motivation is one of the most important tools to increases productivity, employees’ commitment and retaining employees. (Memmott and Growers, 2012) state that, one of manyways to motivate and retain employees is by giving traditional rewards and monetary benefits, compensation incentives to reward good performance.
ConceptofMotivationalDrives

According to Samuel (2019), Motivational drives are also known as non-financial rewards. Motivationaldrivesarepsychologicalrewardsthatpeoplegetfromthejobandworkenvironment. Motivational drives deal with psychological demands of employees that have the capability of improving their performance and commitment. Pfieffer (2009) state that motivational drives centers on recognition, influence, personal growth, autonomy and responsibility. He further explainedthatmotivationaldrivesaremorebeneficialtoemployeesthanfinancialrewards,though financialrewardisnotruledout.Motivationaldrivesensurethatemployeeneedforresponsibility, growth, independence and recognition are met.

MotivationalDrives

1. Recognition

Harrison (2009) define employee recognition is the acknowledgement of the job performance of an employee that aligns with the objectives and ethics of the organization, which has overtly surpassedinitial expectations. The importanceof recognition is to let employees known thatthey are cherished and treasured in the organization. Employees, who are recognized in their organization are always loyal, committed and productive.
Courtesy visit and commendation messages are potent recognition strategies to get employees motivated. When management send commendation messages to all staff praising them for good performance, employees feel appreciated and will want to exert more efforts for better performance.
Employee recognition is one of the keys to successful employee motivation. Employee recognition follows trust as a factor in employee satisfaction with their supervisor and their workplace.Recognitioncanbeassimplesometimesassayingthankyouandplease,shouldbeon every employee’s mind every day.
2. FinancialReward

Park (2010) says financial reward is a stimulus for greater action and inculcates zeal and enthusiasm toward work; it helps an employee in recognition of achievement. In the same vein, Beretti,(2013)says thatfinancialrewardusedto buildapositiveenvironmentandmaintainajob interest, which is consistent among the employee and offer a spur or zeal in the employees for betterperformance.Formanyreasons,financialrewardmotivatesemployeesandenhance

commitment, loyalty in work performance, and psychologically satisfy a person and leads to job satisfaction,italsoshapesthebehaviouroroutlookofsubordinatetowardworkintheorganization.
Lots of financial bonuses are available. Some of these bonuses provides the employee with monetarycash.	Managementrewardsbyincentiveshavebecomefamousinsomeorgansationasameansof supplying employees with a quick booster for finishing a project or activity.
3. PaidHolidays

Paid holidays refer to almost all federally observed holidays (national, state, or religious). The company usually decides to pay wages for taking these days off. In fact, they’re typically offered as part of an employee benefits package. This motivational drive encourages employee to do their best for the organization, paid holidays enhance submission and loyalty from the employees to the organization.
4. FringeBenefit

Fringe benefits are additions to compensation that companies give their employees. Some fringe benefits aregivenuniversallytoallemployeesofacompanywhileothersmaybeofferedonlytothoseatexecutive levels.Somebenefitsareawardedtocompensateemployeesforcostsrelatedtotheirworkwhileothersare geared to general job satisfaction.
Inanycase,employersusefringe benefitstohelpthemrecruit,motivate,andkeephigh-qualitypeople.

Fringebenefitshelpcompaniesrecruit,motivate,andkeephigh-qualityemployees.Companiescompeting for the most in-demand skills tend to offer the most lavish benefits.
Someofthemostcommonfringebenefitslikehealthandlifeinsurancearenottaxablebutothersaretaxed at fair market value.
AdvantagesofMotivationalDrives

The advantages of motivational drives according to Blanchard (2010) as cited in Samuel (2019) are:
1. It increases employees’ sense of competence and worth, resulting in increased pride and commitment in their work.
2. Itbuildsmeaningfulnessandpurposeforanemployee,contributingtotheirjobsatisfaction as they recognize the relevance of their role in the organization.
3. Itisameansreinforcingorganizationalvaluesandculture

ConceptofPerformance

Performance or rather employees’ performance refers to the outcome of given tasks carried out by an employee. Job performance involves the willingness of employees to achieve new aspects of their job. Akanbi (2011)state that performance is how well an employee carries out his orher duties, which can be assessed quantitativelyor qualitatively. Also, performancecan becaptioned from the behavior of an employee, which aligns with the norms and values of the organization. Said,Ahmad,Zahari,&Salleh,(2015)capturedtheperformancefromthecontextualperformance. They state that employees with higher contextual performance are more committed and satisfied withtheirjobcomparedtothosewithlowcontextualperformance.Thisindicatesthatcommitment and job satisfaction are orchestrators of contextual performance. Performance of employees will improve when employees are dedicated and satisfied.
Thereareindicatorsfordeterminingjobperformance.Theseindicatorsaredifferentbasedonthe perception of scholars. The most common indicators are quantity of work, quality of work; creativity, co-operation, dependability and personal quality. Lisa (2014) takes a stand by saying, theperformanceofemployeeisnotconfinedtooutcomesoftasksbutalsoextendtoattitudesand

achievements. He states that, there are six yardsticks to measure the performance of employees which are:
A. Job Skill: This is the ability of an employee to meet the standard skills for effective completion of a tasks.
B. Interpersonal Relationship: This is how well an employee interacts with his fellow workers, customers and management. It also as to do with written and verbal skills.
C. Ability to meet goals: This measure whether employees actualize pre-established goals assigned to them within a specific period.
D. Work habit: This centers on time management, meeting deadlines, punctuality and reliability. It equally study if an employee regularly and effectively performs his job.
E. Team work: This measures the participation of employees in team-work. It also concentrates on willingness to learn from co-workers, active participation in group assignment, contributing to ideas and meeting stated performance indicators.
F. Decision-making Skill: This measure how an employee fares in making decisions during an assessment period. It also measures whether employee consult management before making decision or make decision on their own.
TheoreticalReview

Many theories have been propounded to examine the factors that contribute to employee motivationinorganizations.Thesetheoriesareimportantbecausetheyprovideexplanationstothe reasonswhyemployeesaremotivated,andthebenefitofmotivation.Andwhenthesetheoriesare

properlyapplied,couldleadtohavingbettermotivatedemployeeswhichwillgiveabetter performance from the employee, (McCullagh, 2005).
Inthisstudy,threetheorieswillbeusedtoexplaintherelationshipbetweenmotivationand employees’ performance. These theories include,
1. AbrahamMaslow’shierarchyofneedtheory(Maslow,1954)

2. McgregorTheoryofmotivation

3. HygieneTheory

Abraham Maslow’s hierarchy of need theory was propounded in 1943, it was titled “a theory of HumanMotivation”itisatheoryofmotivation,itstatesthatfivecategoriesofhumanneedsdictate the need of an individual’s behaviour. The needs include; physiological need, safety needs, love andbelongingneeds,esteemneedsandself-actualizationneeds.Twoadditionallevelsneedswere later added which are f understanding needs and aesthetic needs, it was then concluded that people’s motivation requires seven needs. It is clear that human needs can only be met through motivation,andhumanneedscomesinhierarchy.Humanneedsareprioritized,themostpressing needs must be met before fulfilling other needs. This method of hierarchy of needs that was developed byAbraham Maslow emphasizes thatthere arecertain basic needs which must be met before other needs can be considered in various communities. Anyanwu, Omolewa, Adeyeri, Okanlawon and Siddiqui (1985) as cited in Aruma and Melvins (2017) state that “in assessment ofhumanneeds thattherearecertainbasicneeds andrequirementsthatmustreallybemetbefore other needs can, however, be considered in the society”.
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Source:Aruma,E.O.ArumaandMelvins,E.H.(201S7),AbrahamMaslow’sHierarchyofNeeds and assessment of needs ICommunity Development.
AbrahamMaslow’shierarchyofneeds

1. PhysiologicalNeeds: Thesearehumanbasicneeds whicharecriticalforhumanlivingin variousparticipatingcommunitiesinthesociety.Physiologicalneedsaresuchhumanbasicneeds asfood,water,clothing,shelter(accommodationorhousing),sleepaswellasprocreation.Itis
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clearthatwithouttheseneedsbeingmet,humanracewillgointoextinction.Theseneedsarevery important to human existence.
2. Safety Needs or Security Needs: These needs deal with protection and survival from chaoticsituations,socialdisorder,socialdisturbanceandphysicaldangersinhumanenvironment. The examples of chaotic situations, social disorder and social disturbance includes communal crises, conflicts, wars, clashes, civil disturbance, riots, militancy, terrorism, kidnapping, armed robbery, killings among others which usually threaten the peaceful co-existence and harmonious living of people in various communities in the society in the contemporary human environment.
3. Love and Belonging Needs or Social Needs: Apparently, when people in various communities feel secured and safe enough in an environment the tendency is that they feel the need to identify and belong to a social organization of family, community, community-based organization (CBO) among others in the society. This, undoubtedly, helps them to contribute reasonably to community development in various communities in the society.
4. EsteemandPrestigeNeedsorEgoNeeds:EsteemandPrestigeneedsthisisalsoreferred toasegoneedsinhumanenvironment.Itisalwaysnaturalthatpeopleseekforesteemandprestige in human environment when it is obvious that they feel secure in their respective social groups such family group, social group, communal group, working group, group of colleagues, group of friends among others in their various communities in the society.
5. Self-Actualisation: Self-actualisation is the fifth level of need in Abraham Maslow’s hierarchyofneedswhichdealswiththedesireofpeopletodeveloptheirtalentsandpotentialthat arehiddenintheminthesociety.Self-actualisationorself-realizationneedshelppeopletodevelop the desire to exploit all their talents that are hidden in them.
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Human needs can only be fulfilled in hierarchical order as it is believed and widely known that human needs can never be satisfy. That is whyAbraham Maslow arranged it in order of priority. Also, human needs will continue to increase once there is still an existence. Haman needs are insatiable.
Theorderofpresentationoftheseneedswillhelp managerstofocusonthe areastheycansatisfy their employees. This theory as given managers or head of organization clues on how to handle and motivated theiremployee.The theoryreveals thatto motivate employee needs order must be followedto get appropriateoutcome.Whentheactualneedsofemployeearemet,it willimprove the performance. In essence, this theoryserves as a guide to managers or head ofan organization on how to meet the needs of their employee by motivating them. It also reveals that employee cannotbemotivatedwithoneneed,somanagersneedtoemploymoremotivationaldrivebecause there are many needs of people.
McGregorTheoryofmotivation(1960)

McGregorisamanagementprofessorattheMassschusettsinstituteoftechnology.McGregorstate that manager’s attitude has an impact on employee motivation. On this basis, he proposed two theoriesbywhichmanagersperceiveandaddressemployeemotivation.Hecalledtheseopposing motivationalmethodtheoryX and Y.Thetheoriesassumethat themanager’sroleis to recognize resources which include people to benefit the company in the best way.
TheoryXassumesthefollowing:

1. Theaveragehumanbeinghasaninherentdislikeofworkandwillavoiditifpossible.

2. Becauseofthishumandislikeofwork,mostpeoplemustbecoerced,controlled,directed, and

threatenedwithpunishmenttogetthemtoputforthadequateefforttowardtheachievementof organisational objectives.
3. Theaveragehumanbeingpreferstobedirected,wishestoavoidresponsibility,has relatively little ambition, and wants security above all.
TheoryXassumesthattheprimarysourceofemployeemotivationismonetaryandsecurity.Under this theory managers can take a hard and soft approach to get result. A Theory X management style therefore requires close, firm supervision with clearly specified tasks and the threat of punishment or the promise of greater pay as motivating factors.


TheoryY

This theory state that, the higher-level need of esteem and self-actualisation are ongoing needs that,formostpeople,are nevercompletelysatisfied.Assuch,itisthesehigher-levelneedsthrough which employees can best be motivated.
TheoryYmakesthefollowingassumptions:

1. Theexpenditureofphysical and mentaleffort inworkisasnatural asplayorrest.Theaverage humanbeingdoesnotinherentlydislikework.Dependinguponcontrollableconditions,workmay be a source of satisfaction, or a source of punishment.
2. External control and the threat of punishment are not the only means for bringing about effort towardorganisationalobjectives.Peoplewillexerciseself-directionandself-controlintheservice of objectives to which they are committed.
3. Commitment to objectives is a function of the rewards associated with their achievement. The most significant of such rewards, e.g. the satisfaction of ego and self-actualisation needs, can be direct products of effort directed towards organisational objectives.

4. The average human being learns, under proper conditions, not only to accept but to seek responsibility. Avoidance of responsibility, lack of ambition, and emphasis on security are generally consequences of experience, not inherent human characteristics.
5. Thecapacitytoexercisearelativelyhighdegreeofimagination,ingenuity,andcreativityinthe solution of organisational problems is widely, not narrowly, distributed in the population.
6. Under the conditions of modern industrial life, the intellectual potentialities of the average human being are only partially utilised. Theory Y assumptions can lead to more cooperative relationships between managers and workers. A TheoryY management style seeks to establish a working in which the personal needs and objectives of individuals can relate to, and harmonise with, the objectives of the organisation. For these assumptions, there is an opportunity to align personal goals with organizational goals byusing theemployee’s own need forfulfillment asthe motivator.McGregorsaysthatmanagementdoesnotimplyasoftapproach.Herealisedthatsome people may not have reached the level of maturity assumed by theory Y and may need tighter control that can be relaxed as the employee develops.


HygieneTheory(Herzberg1968)
Two-FactorTheoryiscloselyrelatedtoMaslow'shierarchyofneedsbutitintroducedmorefactors to measure how individuals are motivated in the workplace. This is another motivational theory developed by Fredrick Herzberg he conducted intensive study on the experience and feelings of about 200 engineers and accountants in nine different companies in United State of America concerning their previous jobs. He discovered that there were two categories of needs essentially independent of each other affecting behavior in different ways these are maintenance or hygiene factor and motivational factors.

Hygiene Factors these include factors like company policy and administration, technical supervision, interpersonal relationship with peer and subordinates, salary, job security, personal life, working conditions and status. These are not intrinsic part of a job, but they are related to conditions under which a job is performed. They produce no growth in workers output theyonly prevent losses in workers performance due to work relations. These maintenance factors are necessarytomaintainreasonablelevelofsatisfactionofemployees,increasebeyondthislevelwill not provide any satisfaction while decrease below this level will dissatisfy employees.
Itdoesnotleadtopositivesatisfactionforlong-term.Butifthesefactorsareabsent/ifthesefactors arenon-existentatworkplace,thentheyleadtodissatisfaction.Inotherwords,hygienefactorsare those factors which when adequate/reasonable in a job, pacify the employees and do not make them dissatisfied. The hygiene factors symbolized the physiological needs which the individuals wanted and expected to be fulfilled

Motivational factors - based on Herzberg findings, the hygiene factors cannot be regarded as motivators.Themotivationalfactorsyieldpositivesatisfaction.Thesefactorsareinherenttowork. These factors motivate the employees for a superior performance. These factors are called satisfiers. These are factors involved in performing the job. Employees find these factors intrinsically rewarding. The motivators symbolized the psychological needs that were perceived as an additional benefit. Motivational factors include:
1. Recognition-Theemployeesshouldbepraisedandrecognizedfortheiraccomplishments by the managers.
2. Sense of achievement - The employees must have a sense of achievement. This depends on the job. There must be a fruit of some sort in the job.

3. Growth and promotional opportunities - There must be growth and advancement opportunities in an organization to motivate the employees to perform well.
4. Responsibility - The employees must hold themselves responsible for the work. The managers should give them ownership of the work. They should minimize control but retain accountability.
5. Meaningfulness of the work - The work itself should be meaningful, interesting and challenging for the employee to perform and to get motivated.






Motivationalfactors are capableof havingpositiveeffect on job satisfaction often resultingin an increase in one’s total output.
EmpiricalReview

Inthisreviewsomeliteraturesareselectedwhicharerecentstudiestounderstandtherelationship between motivation and employee job performance. And to know the outcome of each scholar research result.
Kuranchie-Mensah, Elizabeth, Amponsah-Tawiah and Kwesi (2015), conducted research on employee motivation and its impact on performance in Ghanaian Mining Companies, where in measuring performance, the job satisfaction model is used. Design/methodology/approach: The studymadeuseofexploratoryresearchdesigningatheringdatafromfourlarge-scalegoldmining companies in Ghana with regards to their policies and structures in the effectiveness of motivationaltoolsandstrategiesusedbythesecompanies.Thestudyfoundoutthat,duetothe

risk factors associated with the mining industry, management has to ensure that employees are well motivated to curb the rate at which employees embark on industrial unrest which affect performance, and employees are to comply with health and safety rules because the industry contribute hugely to the Gross Domestic Product (GDP) of the country.
Sireesha (2020), Conducted a literature review on Employee motivation. He found out that researchonemployeemotivationhasattractedboththeacademicsandcorporatecompaniesfrom the past few years. In the present study, possible dimensions of motivation have been extracted andexplainaboutitsdirectandindirectimpactonmotivationtechniques.Thisstudyexaminedthe multidimensionalityofmotivationfromtheexistingliteratureandpresentaconceptualframework basedonitandexplainedaboutvariousmotivationtechniqueswhicharehavingapositiveimpact onqualityoflife,performanceoftheemployeeintheorganisationandemployeesatisfactionabout their work. The originality of this study lies in its theoretical framework where an attempt has made to come up with a construct nature having dimensions that are directly or indirectly influences employee motivation. In the previous research papers few dimensions of motivation were used to explain the different models of motivation theory which has direct impact on employee motivation in the organization. However, the models need to be validated by using quantitative measures. To make his study more relevant, only those studies were included which were published on motivation in the last few years. In order to studythe various issues related to employee motivation, a large body of
literaturemainlyfromdifferentjournalsandbooksofdifferentauthorswereused.Theresearcher found out that if
employeesareprovidedwithrightmotivationtechniqueatrighttime,theirmoraleandconfidence goupandhadadirectpositiveimpactinindividualperformanceandorganisationalperformance.


Khaltumi (2020), conducted research on the Impact of Motivation on Employee’s Performance insomePublicandPrivateSchoolsinTalataMafara.TheMainobjectivesofthestudywastofind out t what kind of motivation factors influence Nigerian employee and also to find out to which extent motivation affect the employee performance. The researcher collected 200 data a from teachers from some selected public school and private in TalataMafara and by using self- administeredquestionnaire.Structuredinterviewwasalsocarriedoutwiththemanagementofthe schools. Descriptive analysis is applied is applied to find the effect of employee motivation on employee’s performance involving five variables. Employee promotion, employee motivation, employees’ performance, employee perceived training effectiveness and intrinsic reward. The resultofthisworkshowsthatthereispositiveandsignificantrelationshipexistbetweenemployee motivation and employee performance. It also revealed that promotion and intrinsic reward has positive impact on employee performance.
(Elibariki,2016).Theeffectsofmotivationonemployeeperformancewereconductedusingfield data collected at Vice President’s Office in Dar es Salaam. Correlation technique was employed which was used in finding out the relationship between two variables and regression technique wasalsoemployedtofindouttowhichextentonevariableaffecttheotherusingcoefficientresults. Correlation results were gathered and these reveals existence of positive relationship between motivation and employees’ performance and thus shows that the increase in motivation will lead to increasein employees’performance. This situation insists on increasing attention to employee motivationpracticeinordertoimproveemployeeperformance.Thefindingssuggestenhancement of current motivation package by incorporating both intrinsic such as promotion, recognition, supportforcarrierachievementandextrinsicmotivationfactorssuchassalary,extraduty

allowance,transportallowance,medicalbenefitswillhelpoptimumutilizationofhumanresources as well as increasing employees’ performance.
Nurun,Monirul,TanvirandAbdullah(2017)conductedaresearchonTheImpactofMotivation on Employee Performance: A case study of karmasangthan Bank Limited, Bangladesh. The researchis a self-conducted research on how motivational tools impact the performance of employee for betterment. The study also focused on de-motivation factors affecting employee performance negatively. A sample of individuals was selected and was interviewed with a self- administrated questionnaire to obtain primary data. The data was analyzed using descriptive statistical analysis methods. The results obtained indicate that if employees are positively motivated, it improves both their effectiveness and efficiency drastically for achieving organizational goals and for the improvement of the Organization.
Gifty,George,Babalol, andIsaac(2021) conductedaresearchonEmployeeMotivationandits Effects on Employee Productivity/Performance. This research report examines employee motivationand itsimpactonemployeeperformance.Thestudyexaminessomecommontheories of motivation that can be used in an organization to improve employee performance. The study showedthatemployeeshavetheirdifferencesintermsoftheconceptofmotivation.Variousforms of theories of motivation in literature have been debated along with their applications and implications. Three questions were examined: What is motivation? What kind of motivation can bestbeusedtoincreaseemployeeperformance?Theresultsofthestudyshowthatmotivationcan increase or decrease employee performance. If the chosen form of motivation meets the needs of the employee, their performance increases. If, on the other hand, the chosen form of motivation does not satisfy the needs of the employee, the benefit decreases. It therefore encourages organizations to understand the motivating need of each employee to improve performance.


Yeti (2020) was motivated to conduct aresearch on The Effect of Motivation on Employee Performance,herealizedtherewasadeclineofemployeeperformanceoveraperiodoftimewhich results in the realization of the work not fully achieving the specified targets. He discovered that the decline of employee performance is as a result of the decrease in the level of motivation possessed by the employee. He conducted the research to empirically prove that motivational factors have an influence on employee performance both descriptively and verificative. The research method usedis descriptivemethod andsurveymethod with quantitative data processing and analysis through parametricstatistical approaches, thecalculation ofusingSPSS 16program tools.Whiletheparametersusedareemployeemotivationandperformancebasedonrespondents' perceptions with sampling techniques carried out in random sampling. From the research results obtained, it shows that that motivation is very important in getting the best performance from employee.
Samuel (2019) state that “Employees are life blood of any organization. The degree to which an organization achieves its set objectives depends on how employees are motivated and engaged”. Hediscovered thatMotivated workerstend to be committed and satisfied about their jobs, which translate to higher job performance and consequently improved organizational performance. His research examined the relationship between motivational drives and employee performance in universities in Ogun State. The specific objectives of the study were to examine the relationship of employee performance with achievement, autonomy, career advancement, personal development, recognition and nature of work. The study employed the descriptive survey design andthepurposesamplingtechniquewasadoptedtoselectthreeuniversitiesinOgunStatenamely FederalUniversityofAgriculture,Abeokuta;OlabisiOnabanjoUniversity,Ago-Iwoyeand
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Crawford University, Igbesa. The population of the study comprised of 4,458 employees. However, after applying the Taro Yamane formula, the sample size of thestudyconsisted of 477 staff.Thestudymadeuseofprimarydatathrough administeredquestionnaireto obtain datafrom respondents. Out of 477 questionnaires administered, 378 copies were returned. The descriptive statistics and the Pearson Product moment of correlation were employed for the analysis of data. HefoundoutthatCareeradvancement,personalgrowth,recognition,autonomy,achievementand natureofworkenhancetheperformanceofemployee.Hediscoveredthatcareeradvancementhas the highest scores which shows that it can highly motivate the employees’ performance.
Oluwayomi and Emmanuel (2017).A study was conducted which investigates the Impact of Motivation on Employee Performance in selected Insurance Companies in Lagos. The study has three main objectives; evaluate the effects of motivation on employee performance in some selected insurance companies, to assess motivational factors that can influence employee performance and to recommend possible policies and innovations for better performance of the employeesandincreasedprofitability.StructuredQuestionnairewasusedastheinstrumentforthe research work. The study made use of stratified random sampling and simple random sampling techniques in selecting the respondents. A sample of 100 respondents which included management,seniorandjuniorstaffmembersoftheselectedinsurancecompanywasusedforthe primarydata. Simple percentages, distribution tables and pie charts, statistical tools wereused to analysetheprimarydatawhileChi-Square(X2)wasappliedtotesttheonlyhypothesisformulated for the study at 0.05 level of significance. The study shows that motivation was the major factor that affected employee performance. Also, the study showed a direct strong and positive relationship between motivation of employees and their performance
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Hemakumara (2020) conducted a research using the existing literatures on the Impact of MotivationonJobPerformance.Thepurposeoftheresearchistoidentifytheimpactofemployee motivation on employee performance. According to him Employee performance is the key to success of anyorganization. Therefore, organisations implement various motivation policies and use anumber ofmotivation methods to motivate their employees aiming employee performance. But how far these motivation methods contribute to the employee performance makes it a researchable question. Findings of this review confirmed that employee motivation is having a positiverelationshipwithemployeeperformanceofvariousdifferentindustriesinmanycountries. Hemakumara encourages that, organizations must try to motivate their employees to keep them satisfied and make them perform their duties well.


Finally,Mohamed(2009)conductedastudyandthemainpurposeofthestudyistoestablishthe relationship between employees'motivation and their performancetowards theKenya Red Cross SocietyatGarissaDistrict.Thestudywascarriedouttoseeifthereisanylinkbetweenmotivation andperformanceandwhichonewillleadtotheother.Therearethreemainobjectivesforthestudy and theyinclude; the factors that influence employee motivation, the challenge organization face astheyimplementmotivationandtheeffectmotivationhasonemployees'performance.Hertzberg two factor theory of motivation among were employed to emphasis the study. The research used quantitative and qualitative method which helped him to obtain data and information which may be applicable in other organizations. Systematic random sampling was used to select the sample done by the researcher himself. Tabulation and graphs were used. The researcher found out that motivation is highly important in getting employee to unleash the best in the and the research concluded that the employees should be given the factors that motivate them highly.


GapinLiterature

Many studies have been conducted which involve conceptual, empirical and theoretical research both locally and internationally. These studies employed the effect, impact, contribution and influence of motivational drives on performance of employee.
However, despite the research done by various researchers there are still some loopholes to be filled. Therefore, this study tends to filled the gap of geographical location, many studies have been conducted internationally and locally but locally few studies have been found in the North centralandmostespeciallyinouruniversitiesandinKwaraStateuniversity,Malete,Ilorinonthe relationship between motivational drive and employees’ performance.
And also, most of the studies done, looked into how monetary reward motivates employees’ performance and this is just one motivational drive in all the motivational drives that wehave, to supportthisclaimastudyconductedbyOmollo(2015)inKenya,lookedintohowfinancialreward motivates the performance of bank employees but the study found out that there are other drive that would have interest the employees more than financial reward. To prove this, a study was conducted in Cyprus by Uzonna in (2013) which researched on how non-financial reward can motivate employees’ performance and the study proved that non-financial reward is more impactive on motivation and employees’ performance. However, this study will look into motivational drive and employees’ performance both financial reward and other motivational drives such as fringe benefit, recognition, paid holiday and others will be tested.

























CHAPTERTHREE METHODOLOGY
Preamble

Thischapterhastodowithproceduresadoptedinthisstudy.Thisinclude,researchdesign,population ofstudy,samplesizedetermination,sampleframe,samplingtechniquesandprocedure,datacollection procedure, research instrument, validity of research instrument, reliability of research instrument, method of data analysis and ethical consideration.
ResearchDesign

Akhtar(2016)defineResearchdesignasthestructureofresearch,itisthe“Glue”thatholdsallof theelementsinaresearchprojecttogether,inshortitisaplanoftheproposedresearchwork.Also, hestatedthatresearchdesignis“theplan, structureandstrategyandinvestigationconcavedsoas to obtain, ensured to search question and control variance” (p.68). In the same vein, Brian(n.d.) explained research design to be the overall plan for connecting the conceptual research problems to the pertinent (and achievable) empirical research.
Manheim (1977) said that research design not only anticipates and specifies the seemingly countless decisions connected with carrying out data collection, processing and analysis but it presents a logical basis for these decisions (Akhtar,2016citingMamheim,1977).
Therearevarious typesof research design which are applied to varietyof studies and are usually basedon the nature ofthestudy, objectives as well as the problem it seeks to solve. In this study, a single cross-sectionalresearch designwill be used through which the datawill becollectedin a one point in time. According to the University of Southern California Libraries (2016) cross- sectionalresearchdesignshavethreedistinctivefeatures:notimedimension;arelianceonexisting differences rather than change following intervention; and, groups are selected based on existing differencesratherthanrandomallocation.Thecross-sectionaldesigncanonlymeasuredifferences between or from among a variety of people, subjects, or phenomena rather than a process of change.Italsoprovidesaclear'snapshot'oftheoutcomeandthecharacteristicsassociatedwithit, at a specific point in time.


PopulationoftheStudy

Apopulationisanygroupofindividualsthathaveoneormorecharacteristicsincommonandthat areofinteresttotheresearcher(BestandKahn,2006).Theentirestudypopulationwasabout176. ThepopulationofthisstudyconsistsoftheteachingstaffperfacultiesofKwaraStateUniversity, Malete, Ilorin. These staff serve as the population of this study.


SampleSizeandtechnique

Thesampleis thatunitfromwhichinformationisobtainedwhichthereafterprovidesthebasis of analysis and subsequent generalization. The sampling unit for this study was the POS agents in Ilorinmetropolisandusingscientificmeasureinarrivingatthesamplesize.Theresearcheradopts TaroYamaneFormula(1967)-Hencetheformulaentailsa95%confidencelevelatapointof5% assumption
n=N

1+N(e)²

Where	n=Sample size

N=Populationofthestudy

e=LevelofprecisionorSamplingErrororTolerableerror(5%)isassumed
Forexample	n=	176
1+176(0.05)²
n=	176
1+176(0.0025)
n=	176
1+0.44

n=	176	=	122.2	n=122

1.44





SamplingFrame

This study will examine the teaching staff of Kwara State University, Ilorin. The population comprises of the teaching staff. Teaching staff for all the faculties is 441. And this servers as the population of this study from where the sample size is been drawn out.

SamplingTechniqueandProcedure
Sampling is the process involved in selecting a few from a bigger group to become the basis for estimatingandevaluatingtheprevalenceofanunknownpieceofinformation,situationoroutcome regardingthe bigger group (Kumar,2011).This studyemployed the probabilitysamplingmaking use of Taro Yamane method which helps to eradicate error and bias. It gives all individual equal chance of been chosen and it prevent error.


DataCollectionProcedure

Abawi (2013) said Accurate and systematic data collection is critical to conducting scientific research. Data collection allows a researcher to collect information that he/she want to collect about his/her study objects. Depending on research type, methods of data collection include: documents review, observation, questioning, measuring, or a combination of different methods.

Data for this study will be collected from June ending 2023 to mid-July, 2023 through self- administered questionnaire by the researcher across the faculties for teaching staff.
The consent of the selected respondents will be sought before administration of the research instrument (questionnaire) for immediate and later collection. 220 questionnaires will be distributed to respondents across the faculties of the University.




ResearchInstruments

DeguandYigzaw,2006;Kumar,2011,statedthatinstrumentfordatacollectioninresearchisameans through which the researcher gathers data, including observation, checklist, interview guide, tests, interviewschedules,questionnaireetc.Forthepurposeofthisstudy,aself-administeredquestionnaire will be used to collect data from the population of this study.
All questions will be closed ended where respondents will have the option to pick from the answer given.Theclosedendedwillbeusedsothattherespondentwill notdeviatefromthelineofresearch topic and it gives them more understanding of the questions.


ValidityofResearchInstrument

Validityrefers to the extent to whichtheinstrument used duringstudymeasurestheissueswhich itintendstobemeasuredaccordingtoAmin,2005.Validitybasicallymeanshowtheresearchtool measures what it intended to be measured, the extent to which an empirical measurement adequatelyreflectsormeasureswhatisitpurportstomeasure.(Taherdoost2016citingField,2005).

To ensure validity in this study pilot testing will be conducted this will help to make necessary adjustment on questionnaires to ensure measurement of intended objective.
The pilot study will be used to ascertain the clarity of the questions and detect problems in the questionnaire instructions, as well as find out whether the respondents have any difficulty understanding the questionnaire or whether there are any ambiguous questions. The pilot study that willbecarriedoutwill help the researcher to make necessary amendments and modifications in the questionnaire before final distribution.
Hence, the face validity of the instrument will be adopted for this study. The questions will be given tomysupervisorandotherexpertsinthedepartment,whothroughtheprocessofvettingtheambiguity and structural make-up of the instrument help to validate the use of the research instrument.
ReliabilityofResearchInstrument

Thereliabilityconcerns theextenttowhicha measurement ofaphenomenonprovidesstable and consist result (Taherdoost2016citingCarmines&Zeller,1979). Reliability is also concernedwith repeatability. For example, a scale or test is said to be reliable if repeat measurement made by it under constant conditions will give the same result (Taherdoost2016citingMoser&Kalton,1989). CronbachandAlphacoefficientwillbeusedtodeterminethereliabilityoftheinstrument,inorder to ensure that it measures what it is designed to measure. This will help in assessing the internal consistency of the entire scale (Carmines&Zeller,1979;Drost,2011).


MethodofDataAnalysis

Datacanbeanalysedintwowayswhichare;qualitativeandquantitative(Ohaja’s,2003)

Quantitativeanalysisinvolvesthepresentationofstatisticstoconfirmorrefutetheresearcher’sthesis and answer whatever questions he has posed. This study will adopt the quantitative method in analyzingandpresentingthedatathatwillbegathered.Therefore,toproperlyexplainandexplorethe varietyof data collected, theStatisticalPackage for Social Science(SPSS) software packageversion 23 will be used for descriptive and inferential statistics; the results will be presented in tables, frequencies and percentages.
Pearsoncorrelationcoefficientandregressionanalysiswillbeusedtoestablishtherelationshipbetweenthe motivationaldriveandemployeeperformanceinKwaraStateUniversity.


EthicalConsideration

Research ethics will be followed strictly in the course of this study, as respondents will willingly participatedinthestudywithoutanyformofforce,neitherwilltheybedis-informed,misinformedor ill-informedasrelatingtotheresearch.Participationofeveryrespondentthroughoutthecourseofthis study will be sought and consented to.
As much as possible the research will avoid the issues relating to concealment and deception of any kind, so as to ensure the transparency of the process. Privacy and non disclosure of identity of respondentswillalsoberespected.Thereby,allinformationprovidedbytherespondentswillbeused for the purpose of this research only.
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CHAPTERFOUR

DATAANALYSIS,INTERPRETATIONANDDISCUSSIONOFFINDINGS

Introduction

Thischapterfocusesondatapresentation,analysisandinterpretation,andhypothesistesting.The various questions in the questionnaire are analyzed using simple percentage and the hypotheses are tested using the ordinary least square regression.

Questionnaire’sResponse

 (
4
9
)
The responses from the copies of questionnaire were very encouraging, that is to say out of the one hundredand twenty two copies of questionnaire administered and distributed to the teaching staff of Kwara state university, Malete. Only one hundred and sixteen were correctly filled and returned to the researcher. This was recorded as 96% success rate while five (6) of the copies of questionnairewerenot returnedto theresearcher, which was recorded as4%. Thus, copies of the questionnaire collected were deductively analyzed and represented in tables, and in linear regression co-efficient used for hypothesis testing.
Table4.1:ResponseVariable

	Questionnaire
	Frequency
	Percentage

	Returned
	169
	96.6%

	NotReturned
	6
	3.4%

	Total
	175
	100%


Source:FieldSurvey,2023



Table4.2SummaryofRespondents’DemographicInformation

	S/N
	Items
	Frequency
	Percentage(%)

	1.
	Gender Male Female
Total
	
86

30

116
	
74.13

25.86

100.0

	2.
	Age

25-35yrs
	
14
	
12.06



	
	36-45yrs

46-55yrs

55andabove

Total
	50

40

12

116
	43.10

34.48

10.34

100

	3.
	MaritalStatus
Single Married Divorced Separated Total
	
20

82

8

6

116
	
17.24

70.68

6.89

5.17

100

	4.
	Educationqualification

B.Sc M.Sc
PhD OTHERS
TOTAL
	
18

51

40

7

116
	
15.51

43.96

34.48

6.03

100

	5.
	Yearsofexperience

1-3 yrs

4–7yrs

8-10 yrs

10andabove

TOTAL
	
34

39

25

18

116
	
29.31

33.62

21.55

15.51

100


Source:Author’sFieldSurvey,2023

Table4.2aboveisarepresentationofthesummaryofthedemographicinformationofthesampled questionnaire where the gender column presented that 86 respondents amounting to 74.13% are male and 30 with 25.86% are female respondents which means that the study has more male respondentscoveredinthecauseoftheadministrationofquestionnaire.Alsoshowsthatmajority 50 (43.10%) of the respondents were between the age of 26 – 35 years while majority 40 representing 34.48% were between 18 – 25 years, 14 (12.08%) were between 36 – 45 and 12 (10.34%) were between 46 years above. It also reveals that majority 82 (70.68%) of the respondentsweremarried,while20(17.24%)oftherespondents weresingleand8(6.89%)were divorced and 8 respondents representing 9.41% were separated. Also shows that most of the respondents are M.Sc holders representing 51 (43.96%) while 40 respondents representing (34.48%)werePhDholders,18respondentsrepresenting(15.51%)wereBSc.Holders,7(6.03%) of the respondents other certificates. It also shows that majority 39 (33.62%) of the respondents have4–7yearsofexperience,while34representing(29.31%)have aworkingxperienceof1-3
years. Meanwhile, 25 representing 21.55% have 8 - 10 years of experience and 18 representing 15.51% have more than 10 years and above working experience.



TABLE4.3DISTRIBUTIONTABLEFORFINANCIALREWARD

	S/N
	Factor
	FactorLevel
	Frequency
	Percentage%

	1.
	Ihavebeenrewardedfairly
	SA
	90
	77.58

	
	enoughforthejobdone
	A
	10
	8.62

	
	
	U
	13
	7.83

	
	
	D
	3
	1.80



	
	
	Total
	116
	100

	2.
	Thecurrentpayandreward
	SA
	68
	58.62

	
	structureisgood
	A
	34
	29.31

	
	
	U
	14
	12.06

	
	
	Total
	116
	100.00

	3.
	Monetaryrewardarehandled
	SA
	38
	32.75

	
	in	the	same	way	for	all
	A
	46
	39.65

	
	employees
	U
	19
	16.37

	
	
	D
	12
	10.34

	
	
	SD
	1
	0.86

	
	
	Total
	116
	100

	4.
	Thereisincreaseinthesalary
	SA
	39
	33.62

	
	overtheyears
	A
	41
	35.34

	
	
	U
	26
	22.41

	
	
	D
	8
	6.89

	
	
	SD
	2
	1.72

	
	
	Total
	116
	100

	5.
	Therewardprograminplaceis
	SA
	41
	35.34

	
	effective
	A
	36
	31.03

	
	
	U
	24
	20.68

	
	
	D
	12
	10.34

	
	
	Total
	116
	100



	6.
	The	compensation	program
	SA
	37
	31.89

	
	willmakeemployeetostay
	A
	45
	38.79

	
	longer
	U
	27
	23.27

	
	
	D
	7
	6.03

	
	
	Total
	116
	100


Source:Author’sFieldSurvey,2023




Fromthedistribution,90oftherespondentsrepresenting77.58%saidtheystronglyagreedto the statement that I have been rewarded fairly enough for the job done, 10 of the respondents representing 8.62% said theyagreed to that Ihave been rewarded fairlyenough for the job done, 13 of the respondents representing 7.83% said they are undecided to the statement, 3 of the respondents representing 1.80% said they disagreed I have been rewarded fairly enough for the jobdone.Thereforethelargest populationagreed that Ihave beenrewardedfairlyenough forthe job done.
Also, from the distribution table above 68 of the respondents representing 58.62% said they stronglyagreed The current payandreward structureis good, 34 of the respondents representing 29.31%said theyagreedthatThecurrentpayandrewardstructureis good,14oftherespondents representing 12.06% said they are undecided to the statement,. Therefore the largest population agreed that The current pay and reward structure is good.
Additionally, from the distribution, 38 of the respondents representing32.72% said theystrongly agreed Monetary reward are handled in the same way for all employees, 46 of the respondents representing39.25%saidtheyagreedthatMonetaryrewardarehandledinthesamewayforall

employees, 19 of the respondents representing 16.67% said they are undecided to the statement, 12 of the respondents representing10.34% said theydisagreedthatMonetary reward arehandled inthesamewayforallemployees.Therefore the largestpopulationagreed thatMonetaryreward are handled in the same way for all employees.
In addition, from the distribution, 39 of the respondents representing 33.62% said they strongly agreed There is increase in the salary over the years, 41 of the respondents representing 35.34% said they agreed that There is increase in the salary over the years, 26 of the respondents representing22.41%saidtheyareundecidedtothestatement,8oftherespondentsrepresenting
6.89 % said they disagreed that There is increase in the salary over the years, 2 respondents representing1.72%saidtheystronglydisagreedthatThereisincreaseinthesalaryovertheyears. Therefore the largest population agreed that There is increase in the salary over the years.



Consequently,fromthedistribution,41oftherespondentsrepresenting35.34%saidtheystrongly agreed The reward program in placeis effective, 36 of the respondents representing 31.03% said they agreed that The reward program in place is effective, 24 of the respondents representing 20.62%said theyare undecidedto thestatement, 12ofthe respondentsrepresenting10.34% said they disagreed that The reward program in place is effective, Therefore the largest population strongly agreed that The reward program in place is effective.
Finally,fromthedistribution,37oftherespondentsrepresenting31.89%saidtheystronglyagreed Thecompensationprogramwillmakeemployeetostaylonger,45oftherespondentsrepresenting 38.79% said they agreed that The compensation program will make employee to stay longer, 27 oftherespondentsrepresenting23.27%saidtheyareundecidedtothestatement,7ofthe

respondents representing 6.03 % said they disagreed that The compensation program will make employee to stay longer, Therefore the largest population agreed that I can control ways my enterprise is performing.


TABLE4.4DISTRIBUTIONTABLEFORFRINGEBENEFIT

	S/N
	Factor
	FactorLevel
	Frequency
	Percentage%

	7.
	Thereisinsuranceschemein
	SA
	56
	48.27

	
	placeforemployees
	A
	37
	31.89

	
	
	U
	18
	15.51

	
	
	D
	5
	4.31

	
	
	Total
	116
	100

	8.
	Allowances
	are
	given
	SA
	34
	29.31

	
	regularly
	
	
	A
	28
	24.13

	
	
	
	
	U
	38
	32.75

	
	
	
	
	D
	16
	13.79

	
	
	
	
	Total
	116
	100

	9.
	Employeegetsrewardforthe
	SA
	32
	27.58

	
	extraefforts
	A
	41
	35.34

	
	
	U
	19
	16.37

	
	
	D
	12
	7.22

	
	
	SD
	6
	5.17

	
	
	Total
	116
	100



	10
	The	benefits	receive	by
	SA
	31
	26.72

	
	employeecancover	some
	A
	28
	24.13

	
	familymembers
	U
	41
	35.34

	
	
	D
	16
	13.79

	
	
	Total
	116
	100

	11
	Employeeassistanceprogram
	SD
	30
	25.86

	
	offerisagoodenough
	A
	43
	37.06

	
	
	U
	24
	20.68

	
	
	D
	19
	16.37

	
	
	Total
	116
	100

	12.
	The	organization	benefits
	SA
	21
	18.10

	
	meetthework-lifebalanceof
	A
	28
	24.13

	
	employees
	U
	41
	35.34

	
	
	D
	19
	16.37

	
	
	SD
	7
	6.03

	
	
	Total
	116
	100


Source:Author’sFieldSurvey,2023

From the distribution, 56 of the respondents representing 48.28% said they strongly agreed that Thereisinsuranceschemeinplaceforemployees,37oftherespondentsrepresenting38.79%said they agreed that There is insurance scheme in place for employees, 18 of the respondents representing15.51%saidtheyareundecidedtothestatement,5oftherespondentsrepresenting
4.31 % said theydisagreed that There is insurance scheme in place for employees. Therefore the largest population strongly agreed that There is insurance scheme in place for employees.

Inaddition,34oftherespondentsrepresenting29.31%saidtheystronglyagreedAllowancesare givenregularly,28oftherespondentsrepresenting24.13%saidtheyagreedAllowancesaregiven regularly,38 oftherespondentsrepresenting32.75%saidtheyareundecidedtothestatement, 16 of the respondents representing 13.79 % said they disagreed Allowances are given regularly. Therefore the largest population said they are undecided to the statement.


Also, 32 of the respondents representing 27.58% said they strongly agreed that Employee gets reward for the extra efforts, 41 of the respondents representing 35.34% said they agreed that Employee gets reward for the extra efforts, 19 of the respondents representing 16.37% said they areundecidedtothestatement,12oftherespondentsrepresenting7.22%saidtheydisagreedthat Employeegetsrewardfortheextraefforts.6respondentsrepresenting5.17stronglydisagreedthat Employeegetsrewardfortheextraefforts.ThereforethelargestpopulationagreedthatEmployee gets reward for the extra efforts.

Inaddition,31oftherespondentsrepresenting26.72%saidtheystronglyagreedthatThebenefits receivebyemployeecancoversomefamilymembers,28oftherespondentsrepresenting24.13% saidtheyagreedthatThebenefitsreceivebyemployeecancoversomefamilymembers,41ofthe respondentsrepresenting35.34% saidtheyareundecidedtothestatement, 16oftherespondents representing13.79%saidtheydisagreedThebenefitsreceivebyemployeecancoversomefamily members,ThereforethelargestpopulationstronglyagreedthatThebenefitsreceivebyemployee can cover some family members.

 (
50
)
Consequently,30oftherespondentsrepresenting25.86%saidtheystronglyagreedthatEmployee assistance program offer is a good enough, 43 of the respondents representing 37.03% said they agreed that Employee assistance program offer is a good enough, 24 of the respondents representing20.68%saidtheyareundecidedtothestatement,19oftherespondentsrepresenting
16.37%saidtheydisagreedthatEmployeeassistanceprogramofferis agoodenough.Therefore the largest population agreed that Employee assistance program offer is a good enough.


Finally,21oftherespondentsrepresenting18.10%saidtheystronglyagreedthatTheorganization benefitsmeetthework-lifebalanceofemployees,28oftherespondentsrepresenting24.13%said they agreed that The organization benefits meet the work-life balance of employees, 41 of the respondents representing 35.34% said theyare undecided to the statement, 19 of the respondents repressenting16.37%saidtheydisagreed thatTheorganizationbenefits meetthework-lifebalance ofemployees.7respondentsrepresenting6.03%stronglydisagreedthatTheorganizationbenefits meet the work-life balance of employees Therefore the largest population agreed that The organization benefits meet the work-life balance of employees.
DISTRIBUTIONTABLEFORRECOGNITION

	S/N
	Factor
	Factor

Level
	Frequency
	Percentage%

	13.
	The	organization
	SA
	44
	37.93

	
	acknowledgesandappreciate
	A
	35
	30.17

	
	exemplary	employees	by
	U
	25
	21.55

	
	givingthemgifts
	D
	12
	10.34

	
	
	Total
	116
	100



 (
5
9
)
	14.
	Employeesarehappyabout
	SA
	42
	36.20

	
	the	program	in	the
	A
	38
	32.75

	
	organization.
	U
	21
	18.10

	
	
	D
	12
	10.34

	
	
	SD
	3
	2.58

	
	
	Total
	116
	100

	15
	The	supervisor	usually
	SA
	48
	41.37

	
	appreciatetheworkIdovery
	A
	36
	31.30

	
	well
	U
	24
	20.68

	
	
	D
	8
	6.89

	
	
	Total
	116
	100

	16
	Seeingmycolleaguesbeing
	SA
	36
	31.03

	
	appreciated	spurs	me	to
	A
	40
	34.48

	
	performbetter.
	U
	29
	25

	
	
	D
	11
	9.48

	
	
	Total
	116
	100

	17
	Thereisawell-definedcriteria
	SA
	32
	27.58

	
	toappreciatetheworkof
	A
	47
	40.51

	
	employees
	U
	33
	28.44

	
	
	D
	4
	3.44

	
	
	Total
	116
	100



	18
	Recognitionandappreciation
	SA
	37
	31.89

	
	increasesthemoraletoput
	A
	51
	43.96

	
	extraeffortthannormal
	U
	28
	24.13

	
	
	Total
	116
	100


Source:Author’sFieldSurvey,2023





From the distribution, 44 of the respondents representing 37.93% said they strongly agreed that The organization acknowledges and appreciate exemplaryemployees bygiving them gifts, 35 of the respondents representing 30.17% said they agreed that The organization acknowledges and appreciateexemplaryemployeesbygivingthemgifts,25oftherespondentsrepresenting21.55% said they are undecided to the statement, 12 of the respondents representing 10.34% said they disagreed that The organization acknowledges and appreciate exemplary employees by giving them gifts. Therefore the largest population strongly agreed that The organization acknowledges and appreciate exemplary employees by giving them gifts


Also, 43 of the respondents representing 36.20% said they strongly agreed that Employees are happyabouttheprogramintheorganization,38oftherespondentsrepresenting32.75%saidthey agreed that Employees are happy about the program in the organization, 21 of the respondents representing18.10%saidtheyareundecidedtothestatement,12oftherespondentsrepresenting
10.34 % said theydisagreed that Employees are happy about the program in the organization,3 respondentsrepresenting2.58%stronglydisagreedthatEmployees arehappyabouttheprogram

in the organization. Therefore the largest population agreed that Employees are happy about the program in the organization.


In addition, 48 of the respondents representing 41.37% said they strongly agreed that The supervisorusuallyappreciatethework Ido verywell, 36 oftherespondents representing31.30% said they agreed that The supervisor usually appreciate the work I do very well, 24 of the respondents representing 20.68% said they are undecided to the statement, 8 of the respondents representing 6.89% said theydisagreed thatThe supervisor usually appreciate the work Ido very well. Therefore the largest population strongly agreed that The supervisor usually appreciate the work I do very well.



Additionally,36oftherespondentsrepresenting31.03%saidtheystronglyagreedthatSeeingmy colleagues being appreciated spurs me to perform better, 40 of the respondents representing 34.48%saidtheyagreed thatSeeingmycolleaguesbeingappreciatedspursmetoperformbetter, 29 of the respondents representing 25% said they are undecided to the statement, 11 of the respondents representing 9.48% said theydisagreed that Seeing mycolleagues being appreciated spursmetoperformbetter.ThereforethelargestpopulationagreedthatIhaveinformationonhow Seeing my colleagues being appreciated spurs me to perform better.



Consequently, 32 of the respondents representing 27.58% said theystronglyagreed that There is a well-defined criteria to appreciate the work of employees, 47 of the respondents representing 40.51%saidtheyagreedthatThereisawell-definedcriteriatoappreciatetheworkofemployees,

33 of the respondents representing 28.44% said they are undecided to the statement, 4 of the respondents representing 3.44 % said they disagreed that There is a well-defined criteria to appreciate the work of employees. Therefore the largest population agreed that There is a well- defined criteria to appreciate the work of employees



Finally,37oftherespondentsrepresenting31.89%saidtheystronglyagreedthatRecognitionand appreciation increases the morale to put extra effort than normal, 51 of the respondents representing 43.96% said they agreed that Recognition and appreciation increases the morale to putextraeffortthannormal,28oftherespondentsrepresenting24.13%saidtheyareundecidedto thestatement,ThereforethelargestpopulationagreedthatRecognitionandappreciationincreases the morale to put extra effort than normal.



`DISTRIBUTIONTABLEFOREMPLOYEEPERFORMANCE

	S/N
	Factor
	FactorLevel
	Frequency
	Percentage%

	19.
	Therewardsysteminour
	SA
	56
	48.27

	
	organisationpositivelyaffects
	A
	37
	31.89

	
	employee	productivity	and
	U
	18
	15.51

	
	performance
	D
	5
	4.31

	
	
	Total
	116
	100

	20
	Fair	and	equitable	reward
	SA
	49
	42.24

	
	systemhelpsemployeesto
	A
	41
	35.34

	
	improveattitudetowork
	U
	20
	17.24



	
	
	D

Total
	6

116
	5.17

100

	21
	The	presence	of	work
	SA
	35
	30.17

	
	environment	brings	about
	A
	41
	35.34

	
	increaseinworkrate.
	U
	28
	24.13

	
	
	D
	12
	10.34

	
	
	Total
	116
	100

	22
	Myorganizationtrainworkers
	SA
	42
	36.20

	
	toperformbetter.
	A
	37
	37.20

	
	
	U
	26
	22.41

	
	
	D
	11
	9.42

	
	
	Total
	116
	100

	23
	Employeesaremotivatedto
	SA
	53
	45.68

	
	workwhenputonthejobthey
	A
	39
	33.62

	
	fit.
	U
	24
	20.68

	
	
	Total
	116
	100

	24
	Workers	rapidly	adapt	to
	SA
	37
	31.89

	
	neededoperationalchanges.
	A
	41
	35.34

	
	
	U
	24
	20.68

	
	
	D
	14
	12.06

	
	
	Total
	116
	100

	25
	Employeesdoexhibitaclear
	SA
	38
	32.75

	
	senseofdirectionandfocus.
	A
	44
	37.93



	
	
	U
	28
	24.13

	
	
	D
	6
	5.17

	
	
	Total
	116
	100

	26
	At	my	department	my
	SA
	33
	28.44

	
	performanceonthejobis
	A
	45
	38.79

	
	evaluatedfairly.
	U
	24
	20.68

	
	
	D
	12
	10.34

	
	
	Total
	116
	100


Source:Author’sFieldSurvey,2023

From the distribution, 56 of the respondents representing 48.27% said they strongly agreed that Therewardsysteminourorganisationpositivelyaffectsemployeeproductivityandperformance, 37 of the respondents representing 31.89% said they agreed that The reward system in our organisation positively affects employee productivity and performance, 18 of the respondents representing15.51%saidtheyareundecidedtothestatement,5oftherespondentsrepresenting
4.31%saidtheydisagreedthatTherewardsysteminourorganisationpositivelyaffectsemployee productivityand performance. Therefore thelargest population agreed that The rewardsystem in our organisation positively affects employee productivity and performance


Also,49oftherespondentsrepresenting42.24%saidtheystronglyagreedthatAchievementFair and equitable reward system helps employees to improve attitude to work, 41 of the respondents representing 35.34% said they agreed that Fair and equitable reward system helps employees to improve attitude to work, 20 of the respondents representing 17.24% said they are undecided to thestatement,6oftherespondentsrepresenting5.17%saidtheydisagreedthatFairandequitable

reward system helps employees to improve attitude to work. Therefore the largest population stronglyagreedthatFairandequitablerewardsystemhelpsemployeestoimproveattitudetowork.


Additionally, 35 of the respondents representing 30.17% said they strongly agreed that The presence of work environment brings about increase in work rate, 41 of the respondents representing35.34%saidtheyagreedthatThepresenceofworkenvironmentbringsaboutincrease inwork rate, 28ofthe respondents representing24.13%saidtheyareundecidedtothestatement, 12 of the respondents representing 10.34 % said they disagreed that The presence of work environment brings about increase in work rate.Therefore thelargest population agreed thatThe presence of work environment brings about increase in work rate.


Also, 42 of the respondents representing 36.20% said they strongly agreed that My organization train workers to perform better, 37 of the respondents representing 31.89% said they agreed that Myorganization train workers to perform better, 26 of the respondents representing22.41% said theyareundecidedtothestatement,11oftherespondentsrepresenting9.42%saidtheydisagreed thatMyorganizationtrainworkerstoperformbetter,Thereforethelargestpopulationagreedthat My organization train workers to perform better.


Additionally,53oftherespondentsrepresenting45.68%saidtheystronglyagreedthatEmployees aremotivatedtoworkwhenputonthejobtheyfit,39oftherespondentsrepresenting33.62%said they agreed that Employees are motivated to work when put on the job they fit, 24 of the respondents representing 20.68% said they are undecided to the statement. Therefore the largest population agreed that Employees are motivated to work when put on the job they fit

Inaddition,37 of the respondents representing 31.89% said they strongly agreed that Workers rapidlyadapttoneededoperationalchanges,41oftherespondentsrepresenting35.34%saidthey agreed that Workers rapidly adapt to needed operational changes, 24 of the respondents representing20.68%saidtheyareundecidedtothestatement,14oftherespondentsrepresenting
12.06%said theydisagreedthatWorkersrapidlyadapttoneededoperationalchanges.Therefore the largest population agreed that Workers rapidly adapt to needed operational changes.




Consequently,38 of the respondents representing 32.75% said they strongly agreed that Employees do exhibit a clear sense of direction and focus,44 of the respondents representing 37.93%said theyagreedthatEmployeesdoexhibitaclearsenseofdirectionand focus,28ofthe respondents representing 24.13% said they are undecided to the statement, 6 of the respondents representing5.17%saidtheydisagreedEmployeesdoexhibitaclearsenseofdirectionandfocus., Therefore the largest population agreed that Employees do exhibit a clear sense of direction and focus.


Finally,33 of the respondents representing 28.44% said they strongly agreed that At my department my performance on the job is evaluated fairly, 45 of the respondents representing 38.79% said they agreed At my department my performance on the job is evaluated fairly, 24 of the respondents representing 20.68% said they are undecided to the statement, 12 of the respondentsrepresenting10.34%saidtheydisagreedAtmydepartmentmyperformanceonthe

job is evaluated fairly. Therefore the largest population agreed that At my department my performance on the job is evaluated fairly.


HYPOTHESESTESTING

TestofHypothesisone
Ho1 Thereis no significant relationship between financial reward and employee’s performancein Kwara State University


Table4.7

ModelSummary

	Mode

l
	R
	RSquare
	Adjusted	R

Square
	Std.Errorof

theEstimate

	1
	.761a
	.579
	.576
	1.06033


a.Predictors:(Constant),Financialreward

Themodelsummaryasindicatedintable4.7aboveshowsthatRSquareis0.579;thisimpliesthat 57% of variation in the dependent variable (Employee performance) were explained by the Independentvariable(Financialreward)whiletheremaining43%isduetoothervariablesthatare notincludedinthemodel. Thismeanthattheregression(modelformulated)isuseful formaking predictions since the value of R2 is close to 1
ANOVAa

 (
60
)
	
Model
	Sum	of

Squares
	
Df
	
MeanSquare
	
F
	
Sig.

	1	Regression
	107.260
	1
	107.260
	30.725
	.000b

	Residual
	439.857
	146
	3.491
	
	

	Total
	547.117
	147
	
	
	


a. DependentVariable:EmployeePerformance

b. Predictors:(Constant),Financialreward

Thetable abovesummarizedtheresultsofananalysisofvariationinthedependent variablewith large value of regression sum of squares (107.260) in comparison to the residual sum of squares with value of 439.857 (this value indicated that the model does not fail to explain a lot of the variationinthedependentvariables.However,theestimatedF-value(30.725)asgiveninthetable above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the Independent variable as a whole can jointly influence the increment in the dependent variable (Employee Performance).


Coefficientsa

	



Model
	Unstandardized

Coefficients
	Standardized

Coefficients
	



t
	



Sig.

	
	B
	Std.Error
	Beta
	
	

	1
	(Constant)
	4.354
	.732
	
	5.951
	.000

	
	Financial

rewards
	
.472
	
.085
	
.443
	
5.543
	
.000



 (
6
9
)
 (
a.Dependent
Variable:Employee
performance
)


Interpretation

The dependent variable as shown in the table 4.9wasEmployee performance. This wasused as ayardsticktoexaminetheimpactbetweenthetwovariables(i.eFinancialrewardsandEmployee performance).ThepredictorsisFinancialrewards,asdepictedintable4.9itisobviousthatthere is a direct relationship between Financial rewards and Employee performance.


According to the result in the table above financial rewards t-test coefficient is 5.543 and the P- valueis0.000whichislessthan0.05(i.e.P<0.05).Thismeansthatthesevariablesarestatistically significantat5%significantlevel. Inlinewith thestudyofElvinaand Chao(2019)titledAstudy on the relationship between employee motivation and work performance.
DecisionRule

As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less0.05.Hencethealternativehypothesisisaccepted,thatfinancialrewardhasasignificanteffect onPerformanceofemployeeinKwarastateuniversity,Malete.Hence,itexplainshowsignificant hypothesis one is to be recommended to Performance of employee.



4.2.2TestforHypothesis2
Ho2There is no significant relationship between fringe benefit and employee’s performance in Kwara State University.

Table4.10ModelSummary



	Mode

l
	R
	RSquare
	Adjusted	R

Square
	Std.Errorof

theEstimate

	1
	.517a
	.667
	.662
	1.63511


a.Predictors:(Constant),Fringebenefits
The model summary as indicated in table 4.10 above shows that R Square is 0.667; this implies that66%ofvariationinthedependentvariable(PerformanceofEmployee)wereexplainedbythe Independent variable(FringeBenefits)whiletheremaining34%is dueto othervariablesthatare not included in the model. This mean thattheregression (model formulated) is useful for making predictions since the value of R2 is close to 1
Table4.11ANOVAa

	
	Sum	of

Squares
	
Df
	
MeanSquare
	
F
	
Sig.

	1	Regression
	155.475
	1
	155.475
	59.007
	.000b

	Residual
	331.994
	146
	2.635
	
	

	Total
	487.469
	147
	
	
	


a. DependentVariable:EmployeePerformance
b. Predictors:(Constant),Fringebenefits

Thetable abovesummarizedtheresultsofananalysisofvariationinthedependent variablewith largevalueofregressionsumofsquares(155.475)incomparisontotheresidualsumofsquares

with value of 331.994 (this value indicated that the model does not fail to explain a lot of the variationinthedependentvariables.However,theestimatedF-value(59.007)asgiveninthetable above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Performance of Employee).
Coefficientsa

	



Model
	Unstandardized

Coefficients
	Standardized

Coefficients
	



t
	



Sig.

	
	B
	Std.Error
	Beta
	
	

	1	(Constant)
	3.603
	.636
	
	5.668
	.000

	Fringe
	
	
	
	
	

	
	.568
	.074
	.565
	7.682
	.000

	benefits
	
	
	
	
	


a.DependentVariable:Employeeperformance
Interpretation

ThedependentvariableShortlistingisusedasayardsticktoexaminetheimpactbetweenthetwo variables (i.e. fringe benefits and employee performance). The predictors is fringe benefits, as depicted in table 4.13, it is obvious that thereis adirectrelationship betweenfringe benefits and employee performance
Accordingtotheresultinthetableabovefinancialmanagementt-testcoefficientis7.682andthe P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statisticallysignificantat5%significantlevel.TheresultcomplementthestudyAbnerandSamuel (2019) Employee motivation in a competitive service and manufacturing sector performance.

DecisionRule

As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that fringe benefits has significant effect on Performance of employee. Hence, it explains how significant hypothesis one is to be recommended to Performance of employee.



4.4.3TestforHypothesis3
HO3There is no significant relationship between recognition and employee’s performance in Kwara State University.
ModelSummary

	Model
	R
	RSquare
	Adjusted	R

Square
	Std.Errorof

theEstimate

	1
	.588a
	.922
	.342
	1.04629


a.Predictors:(Constant),Recognition



Themodelsummaryasindicatedintable4.13aboveshowsthatRSquareis0.92;thisimpliesthat 92% of variation in the dependent variable (employee performance) were explained by the Independent variable (recognition) while the remaining 8% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
ANOVAa

	
	Sum	of

Squares
	
Df
	
MeanSquare
	
F
	
Sig.

	1	Regression
	119.286
	1
	119.286
	35.131
	.000b

	Residual
	427.832
	146
	3.395
	
	

	Total
	547.117
	147
	
	
	


a. DependentVariable:Employeeperformance

b. Predictors:(Constant),Recognition

Thetable abovesummarizedtheresultsofananalysisofvariationinthedependent variablewith large value of regression sum of squares (119.286) in comparison to the residual sum of squares with value of 427.832 (this value indicated that the model does not fail to explain a lot of the variationinthedependentvariables.However,theestimatedF-value(35.131)asgiveninthetable above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Employee Performance).


Table4.15Coefficientsa

	



Model
	Unstandardized

Coefficients
	Standardized

Coefficients
	



t
	



Sig.

	
	B
	Std.Error
	Beta
	
	

	1	(Constant)
	3.191
	.878
	
	3.635
	.000

	Recogniti
	
	
	
	
	

	
	.611
	.103
	.467
	5.927
	.000

	on
	
	
	
	
	



a.DependentVariable:employeeperformance

Interpretation

ThedependentvariablePerformanceofemployeeswasusedasayardsticktoexaminetheimpact between the two variables (i.e. Recognition and employee performance). The predictors are recognition this has a direct relationship between recognition and employee performance


Accordingtotheresultinthetableabovet-testcoefficientis5.927andtheP-valueis0.000which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. In the studyof Ojogbo, Ofili and Anthony (2018) Employee motivation and its implication on organizational productivity in Nigeria Media Industry
















CHAPTERFIVE

SUMMARYOFFINDINGS,CONCLUSIONANDRECOMMENDATIONS

Preamble

This chapter is divided into four basic sections and these are; summary of findings, conclusion, recommendations and suggestions for further studies. The first section discusses the summaryof findings where the findings were discussed extensively, also conclusion was explained and recommendation and suggestion for further studies were not neglected.


SummaryOfFindings

Thefollowingfindsweremadefromstudy:

Hypothesis one financial rewards has no significant effect on employee performance in Kwara stateuniversityMaletewasfoundnull.Hence,thealternatehypothesis whichstatesthat financial rewardshassignificanteffectonperformanceofemployeeinKwarastateUniversityMalete.was accepted through findings made in this study. This result is in line with the result of Elvina and Chao (2019) titled A study on the relationship between employee motivation and work performance.


Hypothesis two fringe benefit has no significant effect on employee performance Kwara state universityMaletewasfoundnull.Hence,thealternatehypothesiswhichstatesfringe benefit has significant effecton employeeperformanceKwarastateuniversityMalete was accepted through findings made in this study. This result is in line with the result of Abner and Samuel (2019) Employee motivation in a competitive service and manufacturing sector performance.


Hypothesis three recognition has no significant effect on employee performance Kwara state universityMaletewasfoundnull.Hence,thealternatehypothesiswhichstatesthatrecognitionhas

significant effect on employee performance Kwara state universityMalete was accepted through findings made in this study. This result is in line with the result of Ojogbo, Ofili and Anthony (2018) Employee motivation and its implication on organizational productivityin Nigeria Media Industry.


CONCLUSION
Thestudyconcludesthatfinancialrewardsareapowerfulformofpositivereinforcementthatcan make employee to give their best effort in all circumstances in Kwara State University, Malete.
The studyalso concludes that benefits are designed to employee feel valued and appreciated and ithelpsto bringaboutpositiveworkforceculture,increase productivityand reduceturnoverrates in Kwara State University, Malete.
Thestudyalsoconcludes thatrecognitionmakesemployeefeelappreciated andencouragesthem to continue to performing well and contributingto thesuccess oftheorganization in Kwara State University, Malete.


RECOMMENDATION

Kwara State University, Malete. should consider the use of incentives and other motivation strategies in motivating employees‟ for better performance.
It is therefore, imperative for Kwara State University, Malete to be able to identify superior performance and reward them. When someone does a good job, it is important to recognize such an achievement with a reward.

It is recommended to management of Kwara State University, Malete to motivate the employees withwhattheyneedmostandthiswilltransformintoahigherlevelofperformanceonpartofthe employees.
Thiscanbebasedontheconceptofexpectancywhichstipulatesthatmotivationwillbehighwhen people know what theyhave to do to get reward, expect that they will be able to get their reward and expect that the reward will be worthwhile.
Goodandconduciveenvironmentshouldbeprovidedbecause,ithelpsinmotivating employees. The environment should be safe, healthy and free of any danger.


SUGGESTIONFORFURTHERSTUDY

The following suggestions for further studies were made based on the outcome of this study. Similar studies need to be carried out on other telecommunications companies, industries, and government organizations. Such findings will improve organizational strategies and serve as material for further research

 (
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AppendixA

DepartmentofBusinessandEntrepreneurship,

CollegeofHumanities,ManagementandSocialSciences, School of Business and Governance,

KwaraStateUniversity,Malete,

DearRespondent,

LETTEROFINTRODUCTION

Thebearer,AdeniyiAdewumiRhodawithmatriculationnumber: 19/27EM/00485isastudentof Business and Entrepreneurship Department, College of Humanities, Management and Social Sciences; School of Business and Governance, Kwara State University, Malete, Nigeria.
He is currently conducting a research study titled “Motivational Drive and Employee Performance in Kwara State University Malete”. This studyis channelled towards examining how motivation affects the performance of employee in the university.
Hence, we request your support in helping her fill this questionnaire attached therein in order to make her carryout this research work objectively. Please note that the information supplied shall be treated with utmost confidence and use purely for academic purposes only.
Thanksforyourcooperation.



Yoursfaithfully, Dr.A.NBrimah SUPERVISOR


SECTIONA:Bio-data(Pleasetickwhicheverisapplicable)


1) Gender:	Male(	)	Female(	)
2) Age:25-35years(	)36-45years(	)46-55years	()55and above(	)

3) EducationalStatus:B.Sc(	)M.Sc(	)PhD()Post-Doctoral()

4) MaritalStatus:Single()Married(	)Divorce(	)Others ()

5) Workingexperience:1-3()4-7years()8-10years()above10years()



SECTIONB:

Pleasetick(√)thecolumnthatisapplicabletoyouusingthefollowingkey:

SA–StronglyAgree,A–Agree,N-Neutral,D–Disagree,SD–StronglyDisagree

	
	ResearchStatements
	SA
	A
	U
	SD
	D

	FINANCIALREWARD

	1
	Ihavebeenrewardedfairlyenoughforthejob

done
	
	
	
	
	

	2
	Thecurrentpayandrewardstructureisgood
	
	
	
	
	

	3
	Monetaryrewardarehandledinthesameway

forallemployees
	
	
	
	
	

	4
	Thereisincreaseinthesalaryoverthe years
	
	
	
	
	

	5
	Therewardprograminplaceiseffective
	
	
	
	
	

	6
	Thecompensationprogramwillmakeemployee

tostaylonger
	
	
	
	
	

	FRINGEBENEFIT

	7
	There	is	insurance	scheme	in	place	for

employees
	
	
	
	
	

	8
	Allowancesaregivenregularly
	
	
	
	
	



	9
	Employeegetsrewardfortheextraefforts
	
	
	
	
	

	10
	Thebenefitsreceivebyemployeecancover

somefamilymembers
	
	
	
	
	

	11
	Employeeassistanceprogramofferisagood

enough
	
	
	
	
	

	12
	Theorganizationbenefitsmeetthework-life

balanceof employees
	
	
	
	
	

	

RECOGNITION

	13
	Theorganization acknowledges andappreciate

exemplaryemployeesbygivingthemgifts
	
	
	
	
	

	14
	Employeesarehappyabouttheprograminthe

organization.
	
	
	
	
	

	15
	ThesupervisorusuallyappreciatetheworkIdo

verywell
	
	
	
	
	

	16
	Seeingmycolleaguesbeingappreciatedspurs

metoperformbetter.
	
	
	
	
	

	17
	Thereisawell-definedcriteriatoappreciatethe

workofemployees
	
	
	
	
	

	18
	Recognitionandappreciationincreasesthe

moraletoputextraeffortthannormal
	
	
	
	
	



	

EMPLOYEEPERFORMANCE

	19
	The	reward	system	in	our	organisation
positivelyaffectsemployeeproductivityand performance
	
	
	
	
	

	20
	Fairandequitablereward	systemhelps

employeestoimproveattitudetowork
	
	
	
	
	

	21
	Thepresenceofworkenvironmentbrings

aboutincreaseinworkrate.
	
	
	
	
	

	22.
	Myorganizationtrainworkerstoperform

better.
	
	
	
	
	

	23
	Employeesaremotivatedtoworkwhenputon

thejobthey fit.
	
	
	
	
	

	24
	Workersrapidlyadapttoneededoperational

changes.
	
	
	
	
	

	25
	Employeesdoexhibitaclearsenseofdirection

andfocus.
	
	
	
	
	

	26
	Atmydepartmentmyperformanceonthejob

isevaluatedfairly.
	
	
	
	
	




 (
80
)
