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CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Achievement motivation, defined as an individual’s drive to pursue and attain goals, has long been recognized as a critical determinant of performance in organizational settings. Rooted in psychological theories, such as McClelland’s Need for Achievement Theory (1961) and Atkinson’s Achievement Motivation Theory (1964), this concept emphasizes the intrinsic and extrinsic factors that propel individuals to excel in tasks. In organizations, where performance metrics like productivity, innovation, and employee engagement are pivotal, understanding how achievement motivation influences outcomes is essential for fostering sustainable growth and competitiveness. This study explores the effect of achievement motivation on organizational performance, highlighting its theoretical foundations, empirical evidence, and practical implications in contemporary workplaces.
Achievement motivation encompasses both intrinsic and extrinsic dimensions. Intrinsic motivation drives individuals through personal satisfaction, such as the joy of mastering a task or achieving a goal, while extrinsic motivation involves external rewards like recognition, promotions, or financial incentives (Ryan & Deci, 2020). McClelland’s theory posits that individuals with a high need for achievement prefer challenging tasks, take calculated risks, and seek feedback to improve performance. In organizational contexts, such individuals often drive productivity and innovation, contributing to overall success. For instance, employees motivated by achievement are more likely to set ambitious goals, persist through challenges, and exhibit higher levels of commitment, which directly enhances organizational outcomes (Eisenberger et al., 2023).
Organizational performance, typically measured through productivity, profitability, employee retention, and innovation, is influenced by a motivated workforce. Research indicates that organizations with motivated employees report higher efficiency and customer satisfaction (Bakker & Demerouti, 2022). Achievement motivation fosters a proactive attitude, encouraging employees to innovate and solve problems creatively. For example, a 2023 study by Lee and Kim found that employees with high achievement motivation were 30% more likely to propose innovative solutions in tech firms, boosting organizational adaptability in competitive markets. Moreover, motivation influences organizational commitment—affective, continuance, and normative—which mediates the relationship between individual effort and collective performance (Meyer et al., 2021).
The relevance of achievement motivation has grown in the context of modern organizational challenges, such as remote work, digital transformation, and global competition. The rise of hybrid work models post-2020 has underscored the need for self-motivated employees who can perform effectively without constant supervision (Gallup, 2024). Organizations that foster achievement motivation through goal-setting frameworks, such as S.M.A.R.T. goals, and recognition programs report improved employee engagement and lower turnover rates (SHRM, 2023). However, cultural and contextual factors, such as workplace diversity and societal values, can moderate the impact of motivation. For instance, a 2024 study by Gupta and Singh highlighted that collectivist cultures, like those in Asia, emphasize group-based achievement, which can enhance team performance but may suppress individual initiative if mismanaged.
Despite its benefits, high achievement motivation can have drawbacks, such as burnout or unethical behavior when goals are overly ambitious (Spector & Pindek, 2022). Organizations must balance motivation strategies to avoid negative outcomes, such as stress or sabotage among less-motivated employees. Recent advancements in motivation research, including set-theoretic approaches, suggest that combining intrinsic and extrinsic motivators optimizes performance across diverse workforces (Chen et al., 2025). Technology, such as AI-driven recognition platforms, further amplifies motivation by providing real-time feedback, as evidenced by a 2024 Deloitte report showing a 25% increase in employee satisfaction in firms using such tools.
This study is timely given the evolving nature of work and the need for organizations to remain agile. By examining achievement motivation’s impact on organizational performance, it aims to provide actionable insights for leaders to design motivation-enhancing strategies. Drawing on recent empirical evidence and theoretical frameworks, the study addresses gaps in understanding how motivation operates across industries and cultures, particularly in the post-pandemic era. Through this exploration, organizations can better harness achievement motivation to drive performance, fostering environments where employees thrive and contribute to sustained success.
1.2 	STATEMENTS OF THE PROBLEM
The success of organizations hinges on their ability to optimize performance through a motivated workforce. Achievement motivation, characterized by an individual’s drive to pursue and attain challenging goals, is a critical factor influencing organizational outcomes such as productivity, innovation, and employee retention. However, despite its recognized importance, several challenges and gaps in understanding persist, necessitating a focused investigation into how achievement motivation impacts organizational performance in contemporary settings. The measurement and assessment of achievement motivation in organizational settings remain problematic. Existing tools, such as self-report scales, often fail to capture implicit motives or account for situational factors, leading to unreliable data (Chen et al., 2025). Moreover, the dynamic nature of modern workplaces, including the integration of AI-driven tools and remote collaboration platforms, introduces new variables that current research has not fully explored. This creates a gap in understanding how to accurately measure and leverage achievement motivation to drive organizational success. These challenges highlight the need for a comprehensive study to investigate the effect of achievement motivation on organizational performance. By addressing how motivation operates across industries, balancing intrinsic and extrinsic drivers, mitigating negative outcomes, accounting for cultural and individual differences, and improving measurement approaches, this study aims to provide actionable insights for organizations. Without addressing these issues, organizations risk implementing ineffective motivation strategies, leading to suboptimal performance, disengaged employees, and missed opportunities for growth in an increasingly competitive global landscape.
1.3	RESEARCH QUESTIONS
	The following research questions are formulated:
1. To what extent does achievement motivation (intrinsic and extrinsic) influence organizational performance across different industries?
2. How does the balance between intrinsic and extrinsic achievement motivation affect employee engagement and organizational outcomes in hybrid work environments?
3. What are the moderating effects of cultural and individual differences on the relationship between achievement motivation and organizational performance?
1.4	OBJECTIVES OF THE STUDY
i. To examine the degree to which intrinsic and extrinsic achievement motivation impacts organizational performance metrics (e.g., productivity, innovation, and employee retention) across diverse industries such as technology, healthcare, and manufacturing.
ii. To investigate the role of balancing intrinsic and extrinsic motivation in enhancing employee engagement and organizational outcomes, particularly in hybrid work settings.
iii. To explore how cultural factors (e.g., collectivism vs. individualism) and individual differences (e.g., personality traits, chronic motivation levels) moderate the effect of achievement motivation on organizational performance
1.5	RESEARCH HYPOTHESES
i. H1: Achievement motivation (both intrinsic and extrinsic) has a significant positive effect on organizational performance, with variations in impact across industries (e.g., stronger in innovation-driven sectors like technology compared to process-driven sectors like manufacturing).
2. H2: A balanced approach to intrinsic and extrinsic motivation significantly enhances employee engagement and organizational outcomes in hybrid work environments compared to an over-reliance on either motivational type.
3. H3: Cultural and individual differences significantly moderate the relationship between achievement motivation and organizational performance, with collectivist cultures and high-risk-tolerant individuals exhibiting stronger performance outcomes.
1.6	SIGNIFICANCE OF THE STUDY
This study on the effect of achievement motivation on organizational performance is significant for its potential to inform theory and practice in dynamic work environments. By examining how intrinsic and extrinsic motivation drives productivity, innovation, and employee retention across industries, it addresses critical gaps in understanding contextual variations (Lee & Kim, 2023). The findings will guide organizations in designing tailored motivation strategies, enhancing performance in sectors like technology and healthcare. Additionally, exploring the balance between motivational types in hybrid work settings responds to post-2020 workplace shifts, offering insights for sustaining engagement (Gallup, 2024). The study’s focus on cultural and individual differences, such as collectivism or risk tolerance, will help managers adapt strategies to diverse workforces, fostering inclusivity (Gupta & Singh, 2024). Furthermore, it highlights risks like burnout from excessive motivation, promoting sustainable practices (Spector & Pindek, 2022). For researchers, the study advances motivation theories by integrating modern tools like AI-driven recognition platforms (Deloitte, 2024). Ultimately, it equips leaders with evidence-based approaches to optimize performance, ensuring competitive advantage and employee well-being in a globalized, evolving workplace.
1.7	SCOPE AND LIMITATION OF THE STUDY
This study investigates the effect of achievement motivation on organizational performance, focusing on intrinsic and extrinsic motivation across industries such as technology, healthcare, and manufacturing. It explores how these motivational types influence productivity, innovation, and employee retention, particularly in hybrid work environments prevalent since 2020 (Gallup, 2024). The study examines the moderating roles of cultural factors (e.g., collectivism vs. individualism) and individual differences (e.g., risk tolerance) in shaping performance outcomes (Gupta & Singh, 2024). Data will be collected through surveys, interviews, and case studies from organizations in developed and emerging economies, ensuring diverse perspectives. The study also considers modern tools like AI-driven recognition platforms (Deloitte, 2024). However, limitations exist. The study may not fully capture implicit motives due to reliance on self-report measures, which can be biased (Chen et al., 2025). Time and resource constraints limit the sample size and longitudinal depth, potentially affecting generalizability. Cultural nuances may be oversimplified, and industry-specific dynamics may not be fully explored. Additionally, rapidly evolving workplace technologies may outpace the study’s findings, requiring future research to address these gaps.
1.8	DEFINITION OF TERMS
The definition of terms important in that it will give room for more understanding of the study because the keywords will be defined.
1. Achievement Motivation: The drive to pursue and attain challenging goals, characterized by persistence and a desire for success, encompassing both intrinsic and extrinsic factors (McClelland, 1961).
2. Intrinsic Motivation: Internal drive to perform tasks for personal satisfaction, such as enjoyment, mastery, or a sense of accomplishment (Ryan & Deci, 2020).
3. Extrinsic Motivation: Drive to perform tasks due to external rewards, such as bonuses, promotions, or recognition (Ryan & Deci, 2020).
4. Organizational Performance: Measurable outcomes of an organization, including productivity, profitability, innovation, and employee retention (Bakker & Demerouti, 2022).
5. Productivity: The efficiency with which an organization converts inputs (e.g., labor, resources) into outputs, such as goods or services (Lee & Kim, 2023).
6. Employee Engagement: The emotional commitment and involvement employees have toward their organization’s goals, enhancing performance (Gallup, 2024).
7. Organizational Commitment: The psychological attachment of employees to their organization, encompassing affective, continuance, and normative dimensions (Meyer et al., 2021).
8. Innovation: The creation and implementation of new ideas, processes, or products that enhance organizational outcomes (Lee & Kim, 2023).
9. Cultural Influences: Societal values, such as collectivism or individualism, that shape motivational behaviors and performance (Gupta & Singh, 2024).
10. Burnout: A state of emotional, mental, and physical exhaustion caused by excessive or unbalanced achievement motivation, impacting performance (Spector & Pindek, 2022).
















CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
Management is concerned with the motivation of people for the realization of organizational objectives. In fact, motivation may be regarded in directing his employees or subordinates, the manager has to try to create in his subordinate the willingness to pursue the goals of an organization enthusiastically. 
In trying to do so, the manager may be said to concerned himself with motivation. The term motivation is derived from the word motive. Motive are expressions of a person’s needs.
A man way pursue certain physiological functions without motivation but nearly with conscious behaviour is motivated or caused. To take simple illustration, growing hour requires no motivation but to get a hair cut does. In order to motivate individuals to work for the goals and objectives of the organization, the manager has to determine the motives or, in other words they needs OK employee that call for satisfaction.
2.1	CONCEPTUAL REVIEW
2.1.1	CONCEPT OF MOTIVATION
Motivation refers to the internal drive that stimulates an individual to take action toward achieving personal or organizational goals. It is a psychological force that initiates, directs, and sustains goal-oriented behavior (Deci & Ryan, 2020). In organizational settings, motivation plays a pivotal role in influencing employee engagement, productivity, innovation, and overall performance. Motivated employees are more likely to exhibit positive work behaviors, take initiative, and contribute meaningfully to achieving organizational objectives.
Various theories have attempted to explain motivation in the workplace. Maslow’s hierarchy of needs posits that employees are motivated by a series of hierarchical needs—ranging from physiological to self-actualization needs (Maslow, 1943). Herzberg’s two-factor theory distinguishes between hygiene factors (which prevent dissatisfaction) and motivators (which drive satisfaction), suggesting that achievement and recognition are key motivators (Herzberg et al., 1959). More recently, Self-Determination Theory (SDT) emphasizes intrinsic motivation—the desire to perform an activity for its own sake—as a critical factor in fostering creativity and productivity (Deci & Ryan, 2020).
Achievement motivation, a subset of motivation, refers to an individual's persistent drive to accomplish goals, strive for excellence, and attain a standard of success. The concept was popularized by David McClelland, who identified it as one of the three primary needs in his Theory of Needs—alongside affiliation and power (McClelland, 1961). Achievement-motivated individuals are characterized by a strong desire for personal accomplishment, setting challenging goals, and preferring tasks where performance is based on effort and skill rather than luck.
In organizational contexts, achievement motivation is directly linked to performance outcomes. Employees with high achievement motivation tend to be more proactive, goal-oriented, and focused on continuous improvement. According to recent studies, achievement motivation correlates positively with work engagement, job satisfaction, and overall job performance (Warrick, 2021; Ahmad & Manzoor, 2022). When employees are motivated by the need to achieve, they tend to exert greater effort, embrace challenges, and persist in the face of difficulties, all of which enhance organizational effectiveness. Moreover, achievement motivation influences the organizational culture by promoting meritocracy, accountability, and innovation. Leaders and managers who foster achievement motivation through recognition, feedback, and growth opportunities create environments where employees thrive. Organizations that align their reward systems and career progression mechanisms with achievement-based performance tend to experience higher productivity and retention rates (Tella et al., 2023).
Motivation, particularly achievement motivation, serves as a critical determinant of individual and organizational performance. It drives behavior, shapes work attitudes, and enhances commitment to organizational goals. As organizations continue to navigate competitive and dynamic environments, fostering a culture of achievement motivation remains a strategic imperative for sustaining performance and achieving long-term success.
2.1.2	ACHIEVEMENT MOTIVATION
Achievement motivation, a subset of motivation, refers to an individual's persistent drive to accomplish goals, strive for excellence, and attain a standard of success. The concept was popularized by David McClelland, who identified it as one of the three primary needs in his Theory of Needs—alongside affiliation and power (McClelland, 1961). Achievement-motivated individuals are characterized by a strong desire for personal accomplishment, setting challenging goals, and preferring tasks where performance is based on effort and skill rather than luck.
In organizational contexts, achievement motivation is directly linked to performance outcomes. Employees with high achievement motivation tend to be more proactive, goal-oriented, and focused on continuous improvement. According to recent studies, achievement motivation correlates positively with work engagement, job satisfaction, and overall job performance (Warrick, 2021; Ahmad & Manzoor, 2022). When employees are motivated by the need to achieve, they tend to exert greater effort, embrace challenges, and persist in the face of difficulties, all of which enhance organizational effectiveness. Moreover, achievement motivation influences the organizational culture by promoting meritocracy, accountability, and innovation. Leaders and managers who foster achievement motivation—through recognition, feedback, and growth opportunities—create environments where employees thrive. Organizations that align their reward systems and career progression mechanisms with achievement-based performance tend to experience higher productivity and retention rates (Tella et al., 2023).
Motivation, particularly achievement motivation, serves as a critical determinant of individual and organizational performance. It drives behavior, shapes work attitudes, and enhances commitment to organizational goals. As organizations continue to navigate competitive and dynamic environments, fostering a culture of achievement motivation remains a strategic imperative for sustaining performance and achieving long-term success.
2.2 	THEORETICAL FRAMEWORK
These are theories that describe and analyzed how behaviour is energized, directed, sustained and stopped. While it is true that people work in order to satisfy their needs, some employees want and do good job and in some cases, employees may exhibit beyond the level where the reward surpassed their need. The study of achievement motivation and its impact on organizational performance is grounded in a rich theoretical landscape. This chapter explores key theories that underpin the relationship between achievement motivation and organizational outcomes, providing a foundation for understanding how individual motivation drives collective success. The primary theories discussed include McClelland’s Theory of Achievement Motivation, Self-Determination Theory (SDT), and other relevant frameworks such as Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory. These theories collectively explain how motivation influences employee behavior and organizational performance.
2.2.1	 MCCLELLAND’S THEORY OF ACHIEVEMENT MOTIVATION
David McClelland’s Theory of Achievement Motivation (1961) is a cornerstone in understanding achievement motivation. The theory posits that individuals are driven by three primary needs: achievement (nAch), affiliation (nAff), and power (nPow). The need for achievement, central to this study, refers to an individual’s drive to excel, accomplish challenging goals, and attain success through effort and persistence. Employees with high nAch are characterized by a preference for moderately challenging tasks, a desire for feedback, and a willingness to take calculated risks.
In organizational contexts, individuals with high achievement motivation contribute to performance by setting ambitious goals, seeking innovative solutions, and persisting through obstacles. McClelland’s research suggests that high nAch employees are more likely to enhance productivity and drive organizational success, particularly in roles requiring autonomy and problem-solving. For example, a 2023 study in the Journal of Organizational Behavior found that employees with high nAch were more likely to engage in proactive behaviors, such as process improvement, leading to enhanced team and organizational outcomes.
2.2.2 SELF-DETERMINATION THEORY (SDT)
Self-Determination Theory, developed by Deci and Ryan (1985), emphasizes the role of intrinsic and extrinsic motivation in human behavior. SDT posits that motivation is most effective when it fulfills three psychological needs: autonomy (control over one’s actions), competence (mastery of tasks), and relatedness (connection with others). In organizations, fostering these needs enhances intrinsic motivation, leading to higher engagement and performance. SDT is particularly relevant to achievement motivation, as employees who feel competent and autonomous are more likely to pursue challenging goals and exhibit creativity. A 2024 study in the International Journal of Human Resource Management found that organizations fostering autonomy and competence through flexible work arrangements saw a 15% increase in employee productivity. SDT also highlights the importance of intrinsic rewards, such as recognition, which align with achievement motivation and contribute to organizational success by reducing turnover and boosting morale.
2.2.3 MASLOW’S HIERARCHY OF NEEDS
Abraham Maslow’s Hierarchy of Needs (1943) provides a framework for understanding how motivation evolves as basic needs are met. The hierarchy includes physiological, safety, social, esteem, and self-actualization needs. Achievement motivation aligns closely with esteem and self-actualization, where individuals seek recognition, accomplishment, and personal growth. In organizational settings, satisfying these higher-level needs through opportunities for advancement and meaningful work enhances employee motivation and performance. For instance, a 2022 study in Ghana’s education sector showed that teachers motivated by esteem needs (e.g., recognition for teaching excellence) exhibited higher job satisfaction and performance, positively impacting school outcomes. Maslow’s theory suggests that organizations must address lower-level needs (e.g., fair compensation) before leveraging achievement motivation to drive performance.
2.2.4  HERZBERG’S TWO-FACTOR THEORY
Frederick Herzberg’s Two-Factor Theory (1959) distinguishes between motivators (e.g., achievement, recognition, responsibility) and hygiene factors (e.g., salary, company policies). Motivators are intrinsic factors that drive job satisfaction and performance, closely aligning with achievement motivation. Hygiene factors, while not sufficient to create motivation, prevent dissatisfaction when adequately addressed. In practice, organizations that emphasize motivators, such as opportunities for achievement and recognition, see improved employee engagement and organizational performance. A 2024 study in the logistics industry found that recognition programs increased employee motivation by 20%, leading to higher productivity and customer satisfaction. Herzberg’s theory underscores the importance of designing roles that foster achievement-oriented behaviors.
2.4	EMPIRICAL REVIEW
	Several empirical studies have investigated the relationship between achievement motivation and organizational performance across various sectors and regions. These studies generally support the notion that employees with high achievement motivation tend to contribute positively to the effectiveness and productivity of their organizations.

Ahmad and Manzoor (2022) conducted a quantitative study on the service sector in Pakistan to examine the impact of employee motivation on organizational performance. Using a sample of 250 employees, the researchers found a significant positive relationship between achievement motivation and performance indicators such as employee efficiency, innovation, and goal attainment. The study concluded that employees with a high need for achievement are more likely to seek challenging tasks and show persistence, which in turn improves organizational output.
Similarly, in a study conducted in Nigeria's manufacturing sector, Oboh and Olowoselu (2021) examined how achievement motivation influences worker productivity. Through a survey of 180 workers in three manufacturing firms, the study revealed that employees with strong achievement drives tend to set higher performance goals, show greater commitment to tasks, and frequently exceed performance expectations. The findings emphasized the role of motivation-based training and goal-setting mechanisms in fostering high performance among employees.
In the education sector, a study by Musyoka and Karanja (2023) investigated achievement motivation and its effect on teacher performance in public secondary schools in Kenya. The study employed a mixed-methods approach and found that achievement-motivated teachers displayed higher levels of lesson preparation, innovation in instructional methods, and improved student outcomes. The study recommended institutional support for teachers through recognition and performance-based rewards to further enhance motivation.
In a recent study in the healthcare sector, Li and Zhang (2022) explored the mediating role of job satisfaction in the relationship between achievement motivation and performance among hospital staff in China. Their structural equation modeling analysis of 300 respondents found that achievement motivation significantly predicted job satisfaction, which in turn had a strong positive effect on job performance. This research highlights the importance of internal motivation factors in environments that demand high commitment and service quality.
Additionally, Tella et al. (2023) conducted a comprehensive study on public service organizations in West Africa, using a sample of 400 civil servants. The study revealed that achievement motivation was significantly correlated with organizational citizenship behavior and overall productivity. Employees with high achievement motives were more proactive, took initiative, and frequently exceeded job requirements without external prompting. These empirical findings collectively suggest that achievement motivation plays a vital role in enhancing both individual and organizational performance. However, most studies recommend that organizational leaders actively nurture this trait through strategic human resource practices—such as goal setting, performance feedback, and recognition systems—to sustain long-term productivity. The empirical evidence consistently supports the claim that achievement motivation positively affects organizational performance. It drives employees to go beyond routine expectations, fosters innovation, and contributes to the competitive advantage of organizations.



CHAPTER THREE
METHODOLOGY
3.0	INTRODUCTION
This chapter gives detail explanation on how data were collected. It discusses the research design, area of the study, population of the study, sample and sampling techniques and how data were analyzed. That is the method of analysis used in the case of this research work. Data collected from both primary and secondary sources.
3.1	RESEARCH DESIGN
Research design adopted for this is descriptive research is the structuring of the investigation aimed at identifying variables and their relationship. Based on this research work, a survey research will be conducted which involves the assessment of the workers opinion directed towards the effectiveness of motivation on workers performance with the user of questionnaire.
3.2	POPULATION OF THE STUDY
The study population of the study consists of the staff, management staff and customers  of Kwara State Polytechnic, Ilorin, the whole staff is Seventy (70), The management staff is Ten (10), while the customer are Twenty (20). The whole population of Kwara State Polytechnic, Ilorin staff is Hundred (100).
3.3	SAMPLE SIZE AND SAMPLE TECHNIQUES
The sample size was determined to obtain a broad view on the effect of motivation on workers performance in industry. Based on this the population of One Hundred (100) was targeted. Those, from the target population the sample size was determine using the formula below.
n= N
    1+n(e)2  
When n=the sample size
            N= The target population (100)
	e= Margin of error (5%)
n=   100
     1+100(0.05)2
n = 100
   1+0.25
n= 100
      1.25 = 80
The sample size will be 80
3.4	METHODS OF DATA COLLECTION
To understand the studied case deeply, the researcher used several sources of data Yin (2003) enumerates six sources of evidence can be used for a case study. These sources are: Documentation, Archival, Record, Interview, Direct Observation, Participant Observation and Physical artifact. The use of the  multiple source of evidence, according to Lindstrom et al (2010), allow a researcher to cover a wide range of historical, attitudinal and behavior issues.
PRIMARY DATA
The researcher collected primary data through interviews and observation. Yin 2013 describes interviews as the most important sources of case study information. Again the use of questionnaire was key in the primary data gathering process. In case studies interviews most commonly have open ended nature. As far as most of the case studies are about human affairs, become essential source of case study evidence. 
SECONDARY DATA
The use of secondary data is expected to raise the validity and reliability of these. The secondary sources used in these research include; journals, magazines, books, documentation and internet. Lindstrom et al (2010) describes secondary data as information collected previously for other purposes and is not case specific however, it can be relevant for the studied  problem. .
3.5	INSTRUMENTS OF DATA COLLECTION
It is been stated down in the course of this study, the both primary and secondary data were used. In order to gather data for this empirical study, to Kwara State Polytechnic. Ilorin . Workers were interview in the office. The interview was constructed and this helped in getting varied and sundry Respondent. It also went through some of their publication and daily activities.
	It was therefore, though the above procedure that data for this empirical study was gathered.
	The research instrument and techniques used carrying out the analysis of this questionnaire design depends on the nature of the data collected. But for the purpose of this work, we were able to use the sample percentage. This was adopted in order to minimizes the problem associated with the collection or data and to ensure that the result from this study were reliable as expected.
	The actual validations of questionnaire utilize the same principle and procedure of the validation of every instrument of test and measurement. At most elementary level. It is necessary for the questionnaire to have face validity; this means that question must be related to the topic under investigation.
The validity of a questionnaire must be established before it is used in order to test the reliability and validity of the data.


3.6	METHOD OF DATA ANALYSIS
In order to end up with good analysis of the data collected, tables, simple percentages are used for the presentation of data and they are used to depict and interpret the data more clearly. As everybody has their individual need as to motivates, themselves. Depend in on how we are motivated, it may further determine the effort we put into our and therefore increase the standard of the output when we suggest factor (or needs) that determine the motivation of employees in the work place, almost everyone would immediately think of a high salary. This answer is correct for the reason that some employees will be motivated by money, but mostly wrong for the reason that it does not satisfy others (to a lasting degree) this supports the statement that human motivation is ea personal characteristic and not a one for all option.
To use salaries as motivator effectively, personnel managers must consider four (4) major components of a salary structures these are: job rate which relate to the importance of the organization attaches to each job payment which encourages workers or ups by rewarding them according to their performance personal or special of particular skills or certain categories of information professional or librarians or with long service and fringe benefits such as holding with pay pension and so on. It’s also important to ensure that prevailing pay in their library or information establishments is take into consideration in determining the pay structure of their organization.
JOB SATISFACTION
Lolke and Lathan give a comprehensive definition of job satisfaction as a pleasurable or positive emotion state necessary from the appraisal of one’s job or job experience, job satisfaction is a result of employees perception of these well their job employee’s those things that are viewed is important.
According to (Mitehell and Casan) it is generally recognized in the organizational behaviour field that job satisfaction is the important and fine quantity studies attitude.
Job satisfaction can be influenced by a variety of factor. E.g the quality of one’s relationship with their supervisor the quality of the physical environment in which they work, degree of fulfillment in their work e.t.c numerous research result shows that there are many factors affecting the job satisfaction. There are particular demographic traits (age, education, level, tenure, position, marital status years in service and hawrs work per week) of employees that significant affect their job satisfaction on satisfaction motivate workers while dissatisfaction one’s prevent motivating factors are achievement nelognition the job conducted responsibility promotion and the factors related to the job he if for personal development motivation factors in the working environment in the job satisfaction of the person while protective the dissatisfies him/her.
DECISION  MAKING
A decision is a situation choose from among alternative decision must be made when the supervisor is failed with a problem.










CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0	INTRODUCTION
This chapter deals with presentation and analysis of data gathered from the questionnaires administered to the workers of Kwara State Polytechnic, Ilorin. While the hypothesis testing forms the remaining part of the chapter.
4.1	DATA PRESENTATION AND ANALYSIS
Table 4.1: Distribution of the respondents by gender
	SEX
	RESPONDENTS
	PERCENTAGE

	Male 
	60
	60%

	Female
	40
	40%

	Total
	100
	100%


Source: Research Survey, 2025
The above table shows the sex distribution of the respondents Kwara State Polytechnic, Ilorin, Obviously 65% of the respondents are males, while the remaining 35% of the respondents are females
Table 4.2: Distribution of respondents by age
	AGE
	RESPONDENTS
	PERCENTAGE

	20-30 years
	10
	10%

	31-40 years
	60
	60%

	41-50 years
	20
	20%

	51 years and above
	10
	10%

	Total
	100
	100%


Source: Research Survey, 2025
The above table shown below the 10 or 10% of the respondents agreed between 31-40 years, 20 or 20% of the correspondent also agreed between 51 years and above.

Table 4.3: Distribution of respondents by marital status
	MARITAL STATUS
	RESPONDENTS
	PERCENTAGE

	Single
	30
	30%

	Married
	50
	50%

	Divorce
	20
	20%

	Total
	100
	100%


Source: Research Survey, 2025
Table 3 shows that 30 or 30% of the respondents are single, 50 pr 50% are married, while 20 or 20% are divorced. The table also shows that majority of the respondents are married.

Table 4.4: Distribution of respondents by educational qualification
	OPTION
	RESPONDENTS
	PERCENTAGE

	O’level
	6
	6%

	ND/NCE
	40
	40%

	HND/B.SC
	34
	34%

	M.SC and above
	20
	20%

	Total
	100
	100%


Source: Research Survey, 2025.
Table 4 shows that 6 or 6% of the respondents WAEC, 40 nor 40% of the respondents have ND/NCE, 34 or 34% of the respondents have HND/B.sc, while 20 or 20%  of the respondents are MSC. This shows that those having HND/NCE are more qualified than others.
Table 4.5: Distribution of respondents by working experience
	OPTION
	RESPONDENTS
	PERCENTAGE

	5-10 years
	40
	40%

	10-20 years
	50
	50%

	30-40 years
	10
	10%

	Total
	100
	100%


Source: Research Survey, 2025.
Table 5 shows that 40 or 40% of the respondents are years between 5-10 years, 50or 50% of the respondents are years between 10-20 years which shows that 10-20 years are more qualified than others.
SECTION B
Table 4.6: Has motivation bought success in your organization?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025
From the above table, all the respondent believe that motivation brought success into their organization.

Table 4.7: Does the adoption of motivation techniques automatically increase workers performance?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above table, all the respondents believe that there is a relationship between workers motivation and their performance, while none of the respondents say No to the statement.

Table 4.8: Do you think you perform well on your job if you are well motivated?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above table, it shows that all the respondents think that can perform well their job if they are well motivated.
Table 4.9: Are there any different in the way staffs are treated in your organization?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above table, it shows that the respondents believe that there is a different between the way staffs are treated in the organization.
Table 4.10: Does the effective motivation increase worker performance?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above table, it shows that 100% of the respondents believes that the effective of motivation increase employees performance.

Table 4.11: If yes how effective is ?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Very effective
	100
	100%

	Not effective
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
Table 11 shows that 100% of the respondents believe that is very effective, while none of them disagreed with the statement.

Table 12: Is there any changes in the performance of the workers as a result of motivation?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025

Table shows that 100% of the respondents believe that there is changes in performance of the workers as a result of motivation, while none of the respondents disbelieve with the statement.




Table 13: Does your organization clearly define trade union position of its employee?
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above , it shows that 100% of the respondent agreed that the organization clearly define trade union, while none disagreed.
Table 14: Does motivation of workers is relevance and indispensable to your organizational higher productivity? 
	OPTION
	RESPONDENTS
	PERCENTAGE

	Yes
	100
	100%

	No
	-
	-

	Total
	100
	100%


Source: Research Survey, 2025.
From the above table, it shows that all respondents agreed with the statement and none of them disagreed.
4.2	DISCUSSION OF FINDINGS
Based on the work done so far in the chapter, especially in the table 4.2.7 with the other questions administered in the questionnaire, it was discovered that motivation is very effective in achieving higher productivity of Kwara State Polytechnic, Ilorin. 
Management should employ different means of motivational techniques such as promotion of workers, remuneration, welfare services, provision of scholarship and award to retain the loyalty of the staffs of Kwara State Polytechnic, Ilorin.
Conclusively, one can deduce that motivation of workers is essential and indispensable towards realizing organizational goals.
4.3	TESTING OF HYPOTHESIS
A hypothesis can be defined as a scientific data that is still waiting of any sort of profit. This is actually so based in the ground earlier stated working hypothesis if any quite easy for us to review these working hypothesis and relate the event of their acceptance and un  acceptance  in the fair of prevailing favorable and unfavourable strategies that dictate the present day promotional strategy.
However chi-square (X2) will be employed in the hypothesis
Testing of hypothesis 
Formula method
Chi-square
X2 (O-E) 2
  K-1
Where X2 = chi-square calculated.
O= Observed frequency
E= Expected frequency




CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS
The aims of this research work is to examine the effectiveness of motivation on workers performance in achieving higher productivity among workers in Kwara State Polytechnic, Ilorin, other relevant areas which the study highlighted are the reaction of the workers towards their duties when motivation is adopted by the manager and how the manager can apply motivational theories of management in their attempt to direct the job behaviour of employees towards the goals of their establishment.
The general description of the area of this study, which depicted inevitability of motivation in achieving higher productivity in an organization, was stated in the case of this study, statement of the problem such as workers leaving the organization due to poor motivation, their unwillingness to perform their duties well and how to motivate them to achieve desired productivity level were pointed out. To ascertain the application of the motivation by the organization concerned and to know the problem inhibiting the success of the employee’s motivation in the organization forms essential part of the objectives of the study. The study looked into same review of literature that covers different scholars, various definitions given by several management scholars, different means of motivating workers and simply type of the motivation and importance of motivation. Various text books and journal and other materials were used.
The entire workers of the in Kwara State Polytechnic, Ilorin were selected as the study population with the use of simple random sampling. Both primary and secondary data were also used for this research work. The data collected were processed and analyzed through the use of Z – store test.
5.2	CONCLUSION
From the assertion of the respondents to question answered in the questionnaire administered, certain conclusion could be made.
Firstly, motivation should be employed on regular basis. The fact is that motivation employed on regular basis shows its importance in achieving higher productivity among workers. It is also observed that its level of reliability and relevance towards productivity cannot be over emphasized.
Moreover, various means of motivation such as, good remuneration, welfare services has been brought about success in the organization.
On the issue of personal data in the questionnaire, it was observed that the male workers in the in Kwara State Polytechnic, Ilorin, are more than their female counterparts. This implies that more male are being employed their female in the organization. Conclusively, the task of using motivation to achieve higher productivity is worthy considering of all the acquiring benefit stated earlier.



5.3	RECOMMENDATIONS
The following are the recommendations which are found to be useful for the management of in Kwara State Polytechnic, Ilorin in enhancing the effectiveness and the usefulness of motivation in achieving higher productivity in the organization. These recommendation include:
Since motivation is very effective towards the higher productivity, there is need for the management of higher productivity, there is need for the management of in Kwara State Polytechnic, Ilorin to be regularly using it in order to benefit from the effectiveness.
The various means for motivation discovered and stated in the chapter two and in the conclusion of this research work, it should be strictly adhered by the management so that productivity level enjoy in the course of using motivation can be maintain and even increase.
The incentives should be enjoyed by all the workers without any discrimination and discrepancy to prevent loopholes to achieve their organization goals.
The management of in Kwara State Polytechnic, Ilorin should clearly define trade union position for its employee in order to compel them.
The organization should embark on the adoption of workers motivation in response to their needs which will bring success into the organization.
i. There is a high level of associated between motivation and employee’s 	performance at the Nigeria commercial banks. 
ii. There is a strong positive impact of moral incentives on employees 	performance in Nigeria commercial bank
iii. There is a negative significant impact of material motives on employee’s 	performance in  Nigeria banking industry.
iv. There is a positive insignificant impact of social motives on employee’s 	performance in the banks,
v. There are no statistical differences in mean of gender and marital status  	regarding to motivations and employee’s performance. However there are significant differences in mean of qualifications, years of experience and job tittle.
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APPENDIX
						Kwara State Polytechnic, Ilorin
						Institute of Finance and Management Studies
						Department of Business Administration
						Kwara State.

	Dear Sir/Ma,
I am a final year student of the Department of Business Administration, Kwara State Polytechnic, Ilorin.
As part of the conditions for the Award of National Diploma (ND). I am carrying out a research in the above topic consequently, I have complied some questions which properly answered will and in this  study.	
Any information given will be treated secret confidence and used only for an academic purpose.
Thanks for your anticipated co-operation
								Yours Sincerely,
							        
								ADEYEMI PHEBEAN EYITAYO									ND/23/BAM/PT/0019





QUESTIONNIARE
TOPIC: EFFECT OF MOTIVATION ON WORKERS PERFORMANCE IN ORGANIZATION A CASE STUDY OF in KWARA STATE POLYTECHNIC, ILORIN.
SECTION A
1. SEX: Male (   ) Female (   )
2. Age Distribution:  20-30  (   )   31-40 (   )  41-50 (   )   51 and above (   )
3. Marital Status: Single (    ) Married (   ) Divorced (   )
3. Qualification:   O’LEVEL   (    )   ND/NCE (    ) HND (    )    BSC (    ) MSC (   ) Others (   )
4. Working Experience: 10 years above (    )   Below 10 years (  	)
SECTION B
6. Has motivation brought about success in your organization? Yes (   ) No ( )
7. Does the adoption of motivation techniques automatically increase workers performance? 	Yes (   ) No (   )
8. Do you think you can perform better on your job, if you are well motivated? Yes (  ) No (   )
9. Are there any differences in the way staff are treated in your organization? Yes (   ) No (   )
10  Does the effective motivation increase the workers performance?  Yes (   ) No (   )
11. If yes, how effective is it?  Very effective (   ) Not effective (  )
12. Is there any changes in the performance of the workers as a result of motivation?  Yes (   ) No (   )
13. Does your organization clearly defined trade union position of its employee? 	Yes (  ) No (  )
14. Does motivation of workers is relevance and indispensable to your organization higher productivity?  Yes (   ) No (   ).
