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1.1	INTRODUCTION
	Personal constitutes one of the vital activities of every modern organization whether commercial service or industrial.
	It is practiced in every organization whether two or more persons are involved in the execution of a give table. It is totally, personnel management is concerned with;
i. Obtaining developing and motivation the human resources require by an organization to achieve its objective.
ii. Developing an organization structure and climate and evolving a management style which will promote.
iii. Cooperative and commitment throughout the organization
iv. Making the best use of the skills and capacities of all those employed by the organization.
v. Ensuring that the organization meets its social and legal responsibilities toward employees and society with particular regard to the conditions of employment and quality of working life provide them.
Personal management is therefore concerned with what the organization needs to do about its key resources people. The other resources being money and material while the latter are in animate, it is the human resources that breaches into them. In order words, through their resources used in organization to facilitate the attainment as stated goals such as physical structure and raw materials but the human element remain the most important element among the factor of production because it is highly unpredictable. Is fact, of all the task of management, managing the human component is the central and most important task because all else depends upon how well it is done.
Personnel management is the whole activities within an organization which is concerned with the acquisition and development of the human resources needed for the achievement of the organization goals. It involves planning for human resources needs finding and hiring employees, training them motivating them to perform effectively on the job finally returning them.
However, because of the importance of human element in an organization adequate attention needs to be motivated by many different kinds of needs.
People have basic needs for food, clothing and shelter but they also need acceptance, recognition and self-esteem. Each individual will experience these needs in different ways and to varying degrees, in a work setting; motivation is what makes people want to work. Employees and management need to understand what strengthens or weaken even motivation on the job in other fulfill both organization and personal goals.
In most industrial establishments, the desire to achieved productivity is central to managerial objectives. This desire has in most cases informed managerial decision to introduce a package of incentives in order to boost workers morale. Consequently, researchers have over the years looked into ways by which workers could best motivate to increase their effort.
	

1.2	OBJECTIVE OF THE STUDY
The study seeks to find out the following 
i. To find out history of Ilorin East local government area of Kwara State.
ii. To find out the various types of motivational techniques available for the employees in Ilorin East local government Area of Kwara State.
iii. To find out the adequacy on inadequacy of motivational techniques in Ilorin East local government.
iv. To suggest ways of enhancing workers performance through motivation.
1.3	SCOPE AND LIMITATION OF THE STUDY
The study is design to cover the impact of motivation on workers performance in an organization especially in Ilorin East local government Area in Kwara State. However, the study is limited by several constrains.
1.4	SIGNIFICANCE OF THE STUDY
	This is importance of the study is to know the effect of motivation as a tools for enhancing productivity so that they can perform their function effectively. Also, to discover the extent to which economics rewards influence employees commitments of Kwara State and to enable the employee to see reason for various, incentives receive in Ilorin East Local government Area of Kwara State.
1.5	OPERATIONAL DEFINITION OF TERMS
Employees: Refers to those who are employed for ages “or” salary. How every, for the, purpose of this research employee are those that receive instrument from the management. 
Motivation: Herms Weihrich and Harold Knoot (1994) motivation is a general terms applying to the entire class of drives, desires, wishes and similar forces. However, it is a set of forces that cause people to behave in a particular way.
Productivity: This is efficiency and the rate at which good and services produced.
1.6	ORGANIZATON OF THE STUDY
	This study is divided into five chapters. The (first chapter) consists of introduction of the study, objective of the study, as well as operational definition of terms used.
	Chapter “Two” consist of literature review and this following we considered explanation on conceptual meaning of motivation, theories of motivation reward, understanding the subordinate goals, effectives communication and the sampling techniques as well as procedure for data collection.
	Chapter “four” is mainly on analysis of data and interpretation of such data historical background of Ilorin East Local Government Area of Kwara State.
	The “last chapter” focused on the summary and conclusion of finding, recommendation of the research work and bibliography.
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CHAPTER TWO
REVIEW AND RELATED LITERATURE
2.1	CONCEPTUAL MEANING OF MOTIVATION
	The level of performance of human beings is basically determined by the level and interaction between motivation and ability. We can therefore develop the abilities of a particular employee in order to improve his knowledge skill and competence. Also, we can activate the potential I him through a force common referred to as motivation.
	Griffin (1992) define motivation as a set of force that cause people to behave in particular ways. According to him, motivation, ability and environment determine performance Dubirin (1984:85) refers to motivation as an internal state that leads to effect expanded towards objectives.
	Vroom (1957) used the term motivation to be process governing choices, made by voluntary activity.
	Stephen, P.R. (1978) sees motivation as the wiliness to do something, conditional by this activities ability to satisfy some need for the individuals.
	According to Nwakhukwu C.C. (1988) it is an energizing force that induces of compels and maintains behavior. Motivations in general sense therefore consist of a driving force of a state of need deficiency which inclines a person to behave in a particular manner to develop capacity for certain types of behaviors. The implication of this is that a human behavior is determined and driven rather than spontaneous.
	Motivation like a chain reaction has to do with how behaviors get started energized, sustained, directed and stopped.
2.2	THEORIES OF MOTIVATION
	The section of the study is concerned positive motivation sometimes called anxiety Y – reducing motivation of the correct approach offer sometimes valuable to the persons. Example include, pay as in money or bonuses and possibility of becoming a permanent employees and reward for acceptable performance.
	Negative motivation, often called the stick approach used of treat and punishment. Examples are reprimands, threat of being fired and threat of demotion if performance is unacceptable. Each types as its place in the organization depends on the situation. However, the metaphor related to the old story that make a donky move one must put a carrot in front of him or jam with him a stick from behind. The basic problem with carrot approach is that everyone gets a carrot effortless of performance as salary increase, promotion by seniority, executive bonuses not based on individual manager performance while the stick approach often gives rise to defensive or retaliatory behavior such as union organization, poor quality work etc.
ABRAHAM MASLOW (1954) THE HIERARCHY OF NEEDS
	Traditionally, most incentive schemes put in place by organization are based on the classical economic assumption which sees man as a rational animal motivated by the desire to maximize is economic gains. This theoretical economic assumption has led management to believe that workers can be instantly motivated to increase production level by more promise of more money. However, the psychological theory of motivation advanced by Maslow (1954) gives us a better insight into factors which underline human behaviors or the attitudinal the position of the individuals man to Maslow is a wanting animal. There are two basic principles underlying the psychological theory of Abraham Maslow. The one is that as soon as such needs and mat, new and higher order needs emerge. The incessant demands by workers for wages increase and improvement in working conditions and good examples for instance the recent agreement reached between the Academic Staff Union of University (A.S.U.U) and the federal government of Nigeria in (1992) has brought about higher salaries and benefits. By the same token, this has created some other needs which A.S.U.U, members want government to meet. The second principle of Maslow’s Theory is that human needs and wants are arranged in a hierarchy of important. According to Maslow, as soon as lower level need are met higher level one emerge calling for satisfaction. These needs are arranged in a pyramid of five strata, having at the lower stratum, we have the need for self-realization.
	The main thesis in Maslow’s theory is that those needs at the base of the hierarchy are imperative in demand and as long as they remained unsatisfied, the higher order needs are of little importance to the individual. However, soon as lower order needs are met higher one will emerge, calling for attention.
	Abraham Maslow (psychologist) saw humans needs in the form of hierarchy starting in an ascending order from the lowest to the highest needs. He conducted that once a need is satisfied, that need cases to be a motivator. Basic human needs identified by Maslow are as follow.
1.	Psychological needs
2.	Security “or” Safety needs
3.	Esteem needs
4.	Need for self – actualization 
5.	Social “or” acceptance needs
PHYSIOLOGICAL NEEDS – There needs are both biological and such as food, water, shelter, clothing, sexual satisfaction etc. Maslow feels that these needs are essential and necessary to maintain life. It is how well those needs are satisfied that we determined the commitment of workers to good performance. These needs are fundamental and basic to all human beings and they can be satisfied with money.
SECURITY “OR” SAFETY NEEDS – These are needs to be free physical danger, fear, threat and loss of jobs. Workers must also be well served against unfair treatment on their jobs dismissed and other should be adequate protection from injury and loss of both lives and properties.
ESTEEM NEEDS – This includes both self – respect and esteem for other self – respect involved desire for confidence, strengthen independence, prestige, recognition, attention as freedom and achievement. Hence workers want his contribution to recognized by management and co-workers and rewarding him accordingly.
MCGREGOR’S [1960] THEORY X AND Y
	Douglass MCGREGOR stressed the important of understanding the relationship between motivation and behaviours. MCGREGOR believed that managers usually attempted to motivate employees by one of two basic approaches. He referred to those approaches as theory X and Y.
MCGREGOR theory X views man as lazy lacking ambition and like to avoid responsibilities. He therefore assumed that effective mobilization of workers should involve control direction, coercion and fore. He further argues that it is only the linseed of punishment that can get workers to put forth adequate efforts towards the achievement of organizational objectives. theory Y is a statement of new beliefs and assumption of management. It assumes that workers are not lazy and they are committed to the organizational objective through material things and status enhancement. To show that man does not necessarily dislike work.
MCGREGOR observed in human being that, the expenditure of physical and mental effort is as natural as play or rest.
A comparative analysis of theory X and Y show that the former assumes that the personal goal of employees are incompatible with organizational objective and such relies much on the used authority as an instrument of command and control. 
Theory Y on the other hand asserts that people have much to contribute to an organization. If they can only be persuade to accept it’s objectives, the implication here is that theory Y opens door to motivational techniques whole theory X relies on the use of authority.
FREDRICK HERTZBERG [1959] THE TWO FACTOR THEORY
	Theoretical position which is still in the tradition of content approach to motivation is the two – factor theory of Hertzberg [1959]. The factors are called satisfied and dissatisfied or motivators and hygiene maintenance factors respectively.
	Hertzberg posits that the satisfies or motivators are a set of job conditions which operate primarily to build strong motivation and high job satisfaction level and the absence of which may bring dissatisfaction. This include: Growth Achievement, Advancement, Recognition, Responsibility as well as work itself. On the other hand, there are certain job conditions which operate primarily to dissatisfy workers when they are absent but their presence too does not motivate in a strong way. This are called dissatisfied, factors which include salary, status, company policies, job security, supervision, working condition etc.
	This theory has been most workable, particular in societies where an effective social security scheme mainly satisfies the lower needs of workers; but has not been so helpful conditions where man still have to struggle for personal survival. It is also important to note that some researches are in support Wartz et al [1963] reported which were in essential agreement with Hertzberg’s conclusion that motivators determine satisfaction and hygience determines dissatisfaction.
VROOM (1964) EXPECTANCY THEORY
	Another broad typology of motivation theory to which we shall now turnover our attention is the process theory which include theory like expectancy theory. Basically, the process helps us to understand some of the underlying psychology progress that generates motivation within individuals.
	Vroom (1964) offered an expectancy approach to understanding of what motivated individual two willingly at so as to achieve something to the extent that they expect these actions on their part will assist them in the same thing. Expectancy theory states that the strength or force of the individual motivation to behave in a particular way is F – EXVF means motivation to behave, E means expectation the behavior will be followed by a particular outcome, V means valence of the outcome and performances for reward, this means that people will behave in a way that they expect will produce outcome that they value. This theory has the following implications.
1.	Individual need very, so does motivation
2.	Knowing the goals is a necessary perquisite for motivation, therefore consistent with management by objective concept.
3.	Possessing the capabilities or skills (manipulate “or” conceptual) aids motivation since he knows what is generally considered to be one of the best frame works for understanding motivation. It has also been criticized, the criticism have focused it’s primarily upon the complex nature of the theory which makes its practical application particularly difficult. Also, it is doubtful if mangers could make successful attempt to measure the three component of the theory in their decision making process. Moreover, since expectancy theory involves individual decision making it is subject to all the limitation of bounded rationality. It should also be noted that human decision makers are in capable of processing the information require to know all alternative outcomes, their likelihood of occurrence or other desirability even if they were available. 

2.3	REWARDS
	Under this topic we are going to look at how wages, and salaries workers benefits, workers trailing, education and promotion provided worked, as a motivation strategy to boast the morale of the workers to enable them to work harder on their various assignments.
WAGES AND SALARIES
	Fairs and adequate compensation for workers is unquestionable of the most significant elements in the maintenance of a satisfied and effective work force. The need for fair wages and salaries is further emphasize by the fact they are reckoned in monetary terms. According to Vroom [1964] money is an instrument of gaining desire outcome hence his concept of valance refer to effective orientation towards particular outcome is expectation on the basis of this, there is a strong feeling that the manner in which financial compensation is administered many court for a large amount of the variation in job behavior so chairman of local government should make sure in other to motivate his subordinate a commensurate and comparable  salaries are paid to workers. 
WORKERS BENEFITS
	A sound and equitable administered programme of workers benefit is an important and integral post well balanced industrial relations, such a programme has the advantages of providing needed protection of workers improve morals, helping to give a sense of loyalty and pride and adding to the local government reputation in the community as a good place of workers latter acting desired applicants and providing motivation factors for quality performance on the job such employee benefits include pensions, hospitalization and medical insurance, life insurance, sickness and accident etc.
WORKERS TRAINING AND EDUCATION
	These need have a dual interest for workers. The job proficiency acquire through training re-assures the workers that the is employed because he has a contribution on to work.
PROMOTION
	When workers remain too long on a past, he may begin to feel bored, disappointed of formulated particularly, if he finds that outside are brought to supersede him or if promotions are made certainly without conformity in any recognized plan or produce. Promotion put a new life in the individual and activated his knowledge and skills and in consequence strives hard to be effective in his new job. Chairman should promote efficient workers when they due for it.
2.5	EFFECTIVE COMMUNICATION
	Communication breakdown was the single greatest barrier to corporate excellence. In efficient communication in an organization is sympathetic of faulty corporate claims when administrators are friendly and have a good rapport communication tends to be very good. All the key functions of management; planning directing, controlling and motivation depend on effective communication by having formal and informal means of transmitting information to people when the leader set the place for open communication by encouraging subordinate to be frank by soliciting information and sending feedback, be sets a good organization climate. The quality of communication skill possess by a leader determines his degree of accomplishment. The issue of orders and eliciting of participate responses are totally dependent on communication. Communication may be upward of downward. Upward communication is very necessary in other to promote good human relation. It is through the means that management monitors the feeling to workers and takes appropriate action to correct what would otherwise cause labour or management dispute, workers who believe that management maintain an open door policy tend to have the feeling of been appreciated.
	Communicator is highly necessary. If encourage the subordinates to put more effort and have the feelings that his past performance had been appreciated. It is the way of feeling bank the subordinate about his work progress.
	Written communication is considered more effective in situation where the information requires future action. Oral communication is most effective for reprimands and setting dispute.
	Finally, the impact of communication and motivation cannot be over-emphasized. The personal problem of sub-ordinate is revealed and the problem of subordinate is revealed to the boss through good human relation and effective communication.
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CHAPTER THREE
3.0	RESEARCH METHODOLOGY
	A lot of approach has been adopted in the process of gathering and collecting of relevant facts relating to this project work.
	The researcher has adopted a case study in order to find out ways in which salary and wages administration would improve productivity with retrench to Ilorin East Local Government Area of Kwara State. The researcher apart from time interview and observation also prepared questionnaire for distribution to the worker. This was in always to hear from the bosses mouth as most of the answer; given by the top officer of the local government have some element of management attributes in them. The researcher distributes the questionnaire to the employee to enable them say much about their work in relation to their remuneration since they are directly involved.
	The workers find most of the questionnaire asked very interesting and answer them without any biased mind towards the subject matter, salary and wages administration as tools, for improving productivity in the civil services.
3.1	INSTRUMENT AND RESEARCH DESIGN INSTRUMENTATION
The researcher for the purpose of this study uses following as instrument to obtain the information.
· Interview
· Observation
· Questionnaire
INTERVIEW: The researcher interview top officer of Ilorin East Local Government Area of Kwara State such as a local government accountant to obtain information relating to the working condition of the workers the type of remuneration available and given to worker of the establishment. Also the impact of the union of remuneration. This fact to face approach is used to collect as regard salary and wages been a tool to high productivity in the civil service the question asked and the answer given were recorded by note taking accountant made if know to the researcher that there are various way of remunerating their employees namely through salary payment, fringe benefits, allowances annual leave, bonuses and study leave with pay.
OBSERVATION: The researcher observes of the employees, employees alike in the way they carry out their work and the relationship that exist between the researcher observed that the employee are going their normal duties with enthusiasm and vary friendly with visitors that comes to the secretariat, the researcher observes the employers and see that they are not having any biased in their employees as to the way the carry out their duties as a when due and without any delay.
	This shows that there is good working condition or good condition of services that make them to work very hard and in harmony.
QUESTIONNAIRE: Questionnaire is used as a primary source of data to get information from the people. It was distributed to member of staff later collected analysis eventually impression, which lead to recommendations.

3.2	SAMPLE AND SAMPLIGN TECHNIQUES 
	The researcher intends to carry out case study research work on the local government is over two hundred (200) but the researcher has taken fifty workers (50) as sample to seek their opinion on the remuneration received from their employer and the impact of such remuneration.
This sample is considered representative enough of the opinion and aspiration of the total population among the employee of the local government are senior officers who include the local government chairman and his deputy who are the handler of the local government office include the accounting officer that takes of the monetary aspect of the revenue section. Also there is the revenue officer that receives money paid to the local government from area like license, tax, finest etc.
3.3	PROCEDURE FOR DATA COLLECTION
	In order to make this a success and reality, the researcher employed various ways and means obtaining relevant information relation relating to the field of study. The interview phase used open – ended discussion with number of staff of Ilorin East Local Government Area of Kwara State, used include.
a. Library research
b. Personal interview
c. Use of questionnaire
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CHAPTER FOUR
4.0	INTERPRETATION AND DATA ANALYSIS

	DEPARTMENT
	SAMPLE SIZE
	EXPECTED
	ACTUAL
	PERCENTAGE

	
	
	Response
	Response
	Response

	Chairman
	2
	2
	2
	100

	Office
	8
	8
	8
	100

	Personnel
	2
	2
	2
	100

	Agriculture
	2
	2
	2
	100

	Educational
	2
	2
	2
	100

	Health and 
Medical
	2
	2
	2
	100

	Treasury
	2
	2
	2
	100

	Works
	2
	2
	2
	100

	Total
	20
	20
	20
	100


IDENTIFICATION OF VARIABLES
	The questionnaire consists of twenty questions and each having nineteen (19) questions respective. The specimen of the questionnaire is reproduced at the end of the chapter five (5)
TABLE 1: RESPONDENT DEPARTMENT
Source: Researcher Field Survey, 2013
100% response was recorded from the questionnaire administrated. In identification of variable the use of simple percentage expressed in figure proportion and percentage from the purpose of simplification and charity.

	S/N
	QUESTION
	OBSERVED
	ACTUAL
	PERCENTAGE

	
	
	Sample
	Response
	Response

	1.
	What is your positive in your local government? 
Chairman
Supervisor 
Clerk 
Other 
	
	

1
3
2
14
	

5
15
10
70

	2.
	What is your age?
Below 20yrs
21 – 30 yrs
31 – 40 yrs
46 and above
	



20
	
2
4
10
4
	
10
20
50
20

	3.
	What is sex?
Male
Female
	

20
	
12
8
	
60
40

	4.
	What is your marital status?
Single
Widow
Divorce
	



20
	

12
2
	

60
10

	5.
	What is your highest Education?
SSCE/GCE/NECO
AL/OND
HND/B.Sc
Others
	




20
	

5
8
4
3
	

25
40
20
15

	6.
	In which department do you work? 
Chairman office
Agriculture Department
Education Department
Health & Medical
Service

Works
	






20
	

2
5
6
20
3
2
	

10
25
30
10
15
10

	7.
	What is the nature of your job?
Clerical
Supervisory
Managerial
Others
	




20
	

2
3
2
13
	

10
15
10
65

	8.
	What is the nature of your job? 
Clerical
Supervisory
Managerial
Others
	




20
	

2
3
2
13
	

10
15
10
65

	9.
	Assuming given greater responsibility, are you willing to increase your performance on the job?
Yes
No
	



20
	


4
6
	


20
80

	10.
	Does provision of good working environment has anything to do with performance of worker in the local government?
Yes
N0
	



20
	


16
4
	


80
20

	11.
	Does any of the improved environment factors contribute positively to workers performance?
Yes 
N0
	


20
	


4
6
	


20
80

	10.
	Does provision of good working environment has anything to do with performance of workers in the local government?
Yes
N0
	




20
	



16
4
	



80
20

	11.
	Does any of the improved environment factor
contributepositive to workers performance?
Yes
No
	



20
	


4
16
	


20
80

	12.
	Do you think that motivation factor provided by the local government at the moment is effective and efficient to promote greater workers performance?
Yes
No
	




20
	



14
6
	



70
30

	13.
	Which of these factor do you considered as adequate contribution to workers performance in your local government responsibility given by the mgt in the local government security offer by the job good working Environment provided 
Rapid promotion 
Opportunity  
	







20
	






14
6
	






70
3

	14.
	Which of the following do you consider contribute most to worker performance?
Training
Higher responsibility
Adequate information to workers
Study promotion for those who merit it
	
	

2
2

2

4
	

10
10

10

20


Source: Research Field Survey 2025
4.1	HISTORICAL BACKGROUND OF ILORIN EAST LOCAL GOVERNMENT AREA OF KWARA STATE
Ilorin East local government area of Kwara state created in 1991 from Ilorin government with the Headquarter at Oke – Oyi. The local government has 11 wards, Ilorin East local government merit area of Kwara State has its districts in Magaji – are Balogun Gambari, Ibagun and Sango with road distance from Ilorin. The state capital to Oke – oyi local government area headquarters is 6km.
Ilorin East local government area of Kwara State has the total population of 234,298 in 1991 census in which [118,815] male and female. The major towns in Ilorin East Local Government Area of Kwara State are Iponrin.
Apado, Oke – Oyi, Danda, Agbeyangi, Ile – apa, Lajiki, Elesin – meta and Budo – Are. The major important market in Ilorin East local government area of Kwara State are Sango, OkeOyi, Ipata and Panada. The major language are Hausa, Yoruba and Fulani.
It has since it inception and elected chairperson in person of AlhajaAminatFunmilayoIshola. The local has witnessed tremendous development, mineral resources like granite, clay, and Kaolin. Natural resources are cereal, locus to beans, maize and cassava. The major festival in Ilorin East Local government area of Kwara State is Yawo Dancer, while the main tourist attracting are carried out in sobihilis, pottery and OkutaIporin, so far.
The local government had justified it create on while it will continue to serve as state of harmony for other for a long time to come.

4.2	DATA ANALYSIS
	The following deals with satisfied analysis and finding of data collected from the filled work for the purpose of charity, the following statistical formulae was used in determine the results of hypothesis. Average means (X) of the frequency, distribution being statistically represented.
Means (X)	 =	EFX	or	EFX
			Ef		N1
When X	=	Average
F	=	Frequency
X	=	Value of variable
N	=	Number of observation
E	=	Summation of Zigma
The following table represents data analysis and interpretation. 
TABLE 3
	Official status
	X
	F
	FX

	Chairman
	4
	1
	4

	Supervisor
	3
	3
	9

	Clerk
	2
	2
	4

	Others
	1
	14
	14


Source: Researcher Field survey 2016
Means (X)	=	EFX	=	31	=	1.55
			EF






Findings: The above analysis reveals that majority so staffs are junior staff.
TABLE 4
	Age
	X
	F
	FX

	Below 20years
	4
	2
	8

	21 – 30 years
	3
	4
	12

	31 – 45 years
	2
	10
	20

	46 and above
	1
	4
	4

	Total
	
	20
	44


Source: Researcher field survey 2025
Mean (x)	EFX	=	44	=	2.2
		EF		20
Finding: The analysis show that majority of the staff are single.
	Qualification
	X
	F
	FX

	SSCE/GCE/NECO
	4
	5
	20

	A/L/OND
	3
	8
	24

	HND/B.Sc
	2
	4
	8

	Others
	1
	3
	3

	Total
	
	20
	55


Source: Researcher field survey 2025
Mean (X)	=	EFX	=	55	=	2.75
			EF		20
Finding: Above analysis show that majority of the work force has OND or A/L and it implied that the employees are literate and educated.
TABLE 7:
	Are you satisfied with your job?
	X
	F
	FX

	Yes
	2
	15
	30

	N0
	1
	5
	5

	Total
	
	20
	35


Source: Researcher field survey 2025
Mean (X)	=	EFX	=	35	=	1.75
			EF		20
Finding: The table show that 1.75 of the respondents are satisfied with the job.
This job satisfaction is a very motivating factor for enhancing job performance.
TABLE 8
	Assuming you are given greater responsibility, are you will to increase your performance on the job?
	X
	F
	FX

	Yes
	2
	14
	28

	N0
	1
	6
	6

	Total
	
	20
	34


Source: Researcher field survey, 2025
Mean (X)	=	EFX	=	34	=	1.75
			EF		20
Finding: The table shows that 1.7 of the respondents believe that commitment of greater responsibility will motivate workers to performance better on this job.
	Wider responsibility to junior workers will achieve better job performance?
	X
	F
	FX

	Yes
	2
	4
	8

	N0
	1
	16
	16

	Total
	
	20
	36


Source: Researcher field survey, 2025
Mean (X)	=	EFX	=	36	=	1.8
			EF		20
Finding: The table shows that the respondents are of the opinion that the provision of a good working environment will increase the performance of workers on the job.



TABLE 10
	Do any of the improved environment factors contribute positive to workers performance?
	X
	F
	FX

	Yes
	2
	4
	8

	N0
	1
	16
	16

	Total
	
	20
	24


Source: Researcher field survey, 2025
Mean (X)	=	EFX	=	24	=	1.2
			EF		20
4.3	DATA INTERPRETATION
	From the responded to the questionnaire distributed to all department in Ilorin East local government Area of Kwara State, the following information or data collected were summarized below, form table 3 (section 4) the table reveals that the local government of Ilorin East comprises of junior staff. This is the number of chairman is 1. Supervisor is 3, clerk is 2 and other is 14, while Fx = 4,9,414 respectively making the same total of 31 which has to be divided by 20, in the final analysis, I arrived at 1.55 with junior staff having the highest figure.
	I also discovered that the age of staff is between 31 – 45 years, this shows that the local government has living and able staff. It is also reveals that majority of staff are single. As in their qualification, it was gathered that majority of staff has OND which shows that their employees are literate and educated.
	The analysis shows that motivating factors provided by local government is effective and efficient to promote workers performance and lastly, good salary is also considered to contribute most workers performance on the job in Ilorin East Local Government Area of Kwara State.
CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
	This study is based on the effect of motivation as a tool of enhancing employee productivity in an organization in Ilorin East local government area of Kwara State was carried out successfully.
	In the course of this study, the researcher use some textbook, journals and employee handbook to broaden her knowledge on the topic and to access the opinion experts in the field related recorded were also referred to an interviews and questionnaire were conducted.
	It was discovered in the literature review that motivation can be either positive or negative. Positives motivation sometimes called anxiety – reducing motivation carrot approach offer sometimes valuable to the positive motivation. Example includes pay, praise and possibility of becoming a permanent motivation is often called the “stick approach” uses of threat and punishment example are reprimands, that of being fired and threat of demotion of performance is unacceptable. 
5.2	CONCLUSION
	It has been found that there is access to adequate information pertaining to workers job, responsibility given by the management in the local government. Training of the job steady promotion and good salary structure workers from the research the various techniques used to motivate the workers in the local government has been discovered. On the whole, it has been found that workers will be greatly communication and adequate information is given on the job entrusting the responsibility on workers, training facilities, steady promotion and good salary structures are enjoyed. If the above mentioned are inadequate worker will not be effectively. 
5.3	RECOMMENDATIONS
	Based on this study, the researcher thee force proffers the following recommendation for the improvement  of motivation in Ilorin East local government area of Kwara State which if adopted will help the government to address the motivation problems which have to affect its services. Here the main focus is on the individual workers since they are person that make things happen, the following suggestion however ever made: - supervisor is 3, clerk is 2 and others is 14, while Fx = 49,414 respectively making the same total of 31 which has to be divided by 20. In the final analysis, I arrived at 1.55 with junior staff having the higher figure.
	The analysis shows that motivating factors provided by local government is effectively and efficient to promote workers performance and lastly, good salary is also considered to contribute most workers performance on the job in Ilorin East Local Government Area of Kwara State.
1.	The employee should be motivated in a way capable of increasing his productively. A climate that will lead to the development of each employed potential with respect to his needs, interest, desire, abilities and willingness to take additional responsibility to realize his personnel and professional carrier objectives should be provided.
2.	The management should strive to understand the need of their workers and the linkage between efforts and performance, reward and individuals needs satisfaction strategies for enhancing workers productivity.
3.	The workers remuneration should also be a fair and equitable considering the prevalent economic a social condition of the country.
4.	Promotion should be seen to be reward for skill intelligence innovative which involves experience alone.
5.	The management of the organization should equally year efforts toward the improvement of skills, through training for better efficiency and productivity.
6.	They should provide transportation facility as to facilitate punctuality of workers at work.
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