THE EFFECT OF MOTIVATION ON THE PRODUCTIVITY OF WORKERS

ABSTRACT
The objective of this study was to determine the impact of motivation on workers productivity of staff of tertiary institution with particular reference to both the academic staff and non-academic staff of the tertiary institution in Ijebu-Ode Metropolis, South Western in Nigeria. Fifty (50) staffs were surveyed using descriptive questionnaire. The questionnaire contained twenty research questions covering the indices of motivation considered in this. All the questionnaires were distributed accidentally, and 49 (forty-nine) out of fifty (50) questionnaire were completed and returned giving a 98percent return rate. The 49 (forty-nine) completed questionnaire were analyzed using a simple percentage presented in frequencies and in tables. Findings of the study revealed that there are a number of motivational packages used by organizations to motivate their employees; salary, recognition, training and development, effective communication and bonuses. Bonuses were seen to have the greatest influence and employees see it to be more important and more beneficial to them. Findings of the concluded that the effect of motivation on employee productivity is of paramount important to the organization like tertiary institution which is a prerequisite for qualitative education.The study therefore recommend that to improve on performance and productivity of the staffs, management should motivate them by paying good salary, improve their working condition/environment, accord them proper recognition and improve the staff management relationship.
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CHAPTER ONE
1.1 BACKGROUND TO THE STUDY
Motivation is concerned with why people do what they do. It answers such question as why do managers or workers go to work and do a good job. This tries to explain what motivates people to act the way they do, with primary focus on the work place. It is the primary task of the manager to create and maintain on environment in which employees can work efficiently to realize the objective of the organization.
Employees differ not only in their ability to work but also in their will to do so (motivation). To motivate is to induce, persuade, stimulate, even compel, an employee to act in a manner which fulfils the objectives of an organization. The motivation of employee depends on the strength of their motives. Motives are needs, wants, drives, or impulse within the individual, and these determine human behavior.
Motivation then is the process of:
Arousing behavior
Sustaining behavior in progress, and
Channeling behavior into a specific course of action.
Thus, motives (needs, desires) induce employees to act. Motivation, therefore, is the inner state that energizes, channels, and sustains human behavior. Since it has been established that all behavior except involving responses are goals directed, manager can apply motivational theories of management in their attempt to direct the job behavior of employees towards the goal of their establishment.
1.2. STATEMENT OF THE PROBLEM
Workers carelessly work in the organization due to what motivates them. Some leave their organizations due to the fact that they are not motivated enough while some earnestly and honestly perform their roles in the organization due to what motivates them such as promotion, bonus, leave bonus, seminars, increment in salary, workshops e.t.c. which awaken their working spirit.
1.3. OBJECTIVE OF THE STUDY
The study is to ascertain the motivational package of 7Tai Solarin University of Education.
To ascertain the application of the motivation techniques by the organization/institution concerned.
To know the problem inhibiting the success of the employees motivation in the organization.
To know the response of the employees to motivational techniques adopted by the organization.
To provide solutions and recommendation where necessary on the best and effective motivational techniques used in the organization.
1.4. RESEARCH QUESTIONS
What are the motivational packages used by your institution?
What are the motivational techniques applied by your institution?
Is there any problem inhibiting the success of the employee’s motivation in the institution?
Does the employees respond to the motivational techniques adopted by the institution?
Is there any solutions or recommendations on the effective motivational techniques used in the institution?
1.6. SIGNIFICANCE OF THE STUDY
The significance of this study cannot be over emphasized. It will be based on the examination of the motivation practice in Tai Solarin University of Education, and to know the extent to which it is being carried out, the effects on the workers, the organization and the country at large. Moreso, to acquaint the various staff and different categories of employees to the need to embraces motivation which will go along way in achieving higher productivity. Besides, those students in the field of administration will find it educative, interesting and challenging in that, the various activities and techniques of motivation are revealed and logically analyzed.
Lastly, this project will project will be of value to those who may want to carry out similar research in the nearest future.
1.7. DEFINITION OF TERMS
Motivation: This is the process of arousing behavior, sustaining behavior in progress, and channeling behavior into a specific course of action.
Management: This is process of getting things done through people. It involves planning, organizing, directing, coordinating and controlling both human and material resources for the purpose of achieving a set goal.
Responsibility: This is the subordinate’s obligation to perform a duty which has been assigned to him.
Leadership: is a person of using non-coercive influence to direct and co-ordinate the activities of group members towards goal’s accomplishment.
Manager: Is one who performs the functions of management (planning, organizing, staffing, e.t.c.) and occupiers a formal position in an organization.
Organization: This has to do with determination and provision of capital, material, equipment and personnel that may be required in an enterprise in order to achieve the set goals.
Organizational Structure: This is the establishment pattern of relationships among the components of the organization.
Organizational Chart: It is a diagram that shows the arrangement, positions and interrelationships of various component parts of company.
Employee: This is a person who is paid to work for an organization or business enterprise
Behaviour: Is the manner that someone, an animal, a plant e.t.c.  do things in a particular way.
Department: Any of the division or unit or a government, business, school or college and so on.
Employee’s Services: This is the maintaining of the general welfare of employees on the job and assisting with problems related to their security and personal well being e.g. medical services and insurance protection.

CHAPTER TWO

LITERATURE REVIEW

2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1 CONCEPTUAL FRAMEWORK

Concept of Motivation

Motivation is an interesting, challenging, and complex area of Human Resource Management studies which is rapidly changing both in terms of its nature, understanding, functions, purpose, as well as mode of application. It is generally agreed that managers need employees to work with. These employees do not only have to show up at work but more importantly they need to be motivated to perform their duties. Motivation can be defined as a driving force which leads people to want to act, perform, or do something without pressure or undue manipulation.

According to Obi in Ndu, Ocho and Okeke (1997) defined motivation as a complex socially learned pattern of behaviour involving situations, needs, desires, mechanisms and results. It embraces all factors in an employee’s development to accomplish personal as well as organizational goals. According to Peretomode (1991) motivation is the process of influencing or stimulating a person to take action that will accomplish desired goals. However, staff’ motivation is a way of empowering staff in the occupation and involves the perceptions, variables, methods, strategies and activities used by the management for the purpose of providing a climate that is conducive to the satisfaction of the various needs of the employees, so that they may become satisfied, dedicated and effective in performing their task. In education, Staff should be motivated in order to boost their productivity, effectiveness, efficiency and dedication in performing their task, which will enhance quality assurance, quality education and quality instructional delivery in the educational system. This will also enhance the achievement of educational objectives (Obi, 1997). Peretomode (1991) opined that Staff’ motivation relates to a purposive and goal-directed behaviour, performance and attitudes towards work. It includes considering such factors as the physiological, psychological and environmental differences of individual employees. It also leads to job satisfaction which is defined as the feelings (either good or bad) one has about his/her work and the work environment (Peretomode, 1991).

According to Middle Most and Hit (1981), motivation is the willful desire to direct one’s behaviour towards goals. The three key elements in this definition are willful desire, (person’s choice) behaviour and goal - directed purpose of behaviour. Lakin Folajin (2001), spoke at motivation as term used generally when somebody is stimulated, the interest of a worker so as to be able to work and bring or breeds efficiency in his work. Robbins (2001) defines motivation as the forces that energizes, direct and sustains a person’s effort. Joena Agbato (1988) says motivation is an important determination of human behaviour, it sit that which moves one towards a goal, thus, motivation begat performance. Luthans (1998) motivation is a process which starts with a physiological or psychological deficiency or need that activates behavior at a drive that is aimed of a goal or incentive. Motivation is an art targeted to getting people work willingly, and an art of inducing one to behave in a particular manner to achieve a task Mee-Edoiye and Andawei (2002) viewed motivation as a human engineering approached being triggered by the individual needs. Flippo (1982) defined motivation as a psychological process initiate by the emergence of needs involving a good directed action and behaviour aimed at satisfying a particular desire. It is inducement given to workers for higher output.

Concept of Productivity 

According to Gunderson (2002) a number of researchers have been developing performance indicators to measure the impacts of a range of workplace practices on firmlevel performance. Examples include gross or net sales per worker, the ratio of physical input to output, and the scrap rate and uptime for production equipment. The choice of the outcome variable is constrained by the data available for the firms or industries under study (Stainer and Stainer, 2000). 

In studies of workplace innovation, such as job redesign, teams, reduced hierarchy, or the delegation of responsibility, it is difficult to measure productivity accurately and consistently (Stainer and Stainer, 2000). According to Brinkerhoff and Dressler (1990), understanding how healthy work environments affect productivity also requires more detailed analysis of individual worker‟s job performance than presently available. Brinkerhoff and Dressler (1990), opined that productivity reflects results as a function of effort. They however intimated that efficiency (input to output) and effectiveness (the process of getting a task done) do not necessarily equate with productivity, because the latter takes into account the end cost of the product or service.

 For example, working harder may not have the same productivity payoffs as working smarter, which may not require more time or effort. Both kinds of effort may vary in their effects depending on the specific organisational context. Productivity depends on an individual‟s job performance (Jex, 1998). In assessing how work environments contribute to worker well-being, it is important to distinguish between xxvii „task‟ and „contextual‟ performance (Parker and Wall, 1998). The latter refers to helpful coworkers, communication, „entrepreneurship‟, innovative activities, initiative, adaptation to change, and flexibility. These reflect workplace social relationships and are critical as more organisations depend on team work for their success (Yeatts and Hyten, 1998). Duxbury and Higgins, (1997) stress that, supportive managers are a key ingredient of effective teams, just as they are crucial to employee well-being. 

As Demmin, (1986), argues, most variance in worker performance is due to the attributes of work systems, not individuals. Furthermore, in organisational behaviour research, there are many unanswered questions about how job designs affect contextual features of performance (Parker and Wall 1998). Yet at the same time, workplace innovation studies suggest that greater employee participation and autonomy affect learning and skill development, which in turn may contribute to productivity (Bélanger, 2000; Black and Lynch 2000).

The need for Motivation in institution


In his famous book, Punished by Rewards, Alfie Kohn (1993) argued that rewards are not necessary for employee motivation. He noted that manipulating people through the use of incentives and rewards works only on a short term basis, but ultimately fails and can even cause lasting problems in the long run. Drawing on a number of studies, Kohn argues that people end up losing interest in the work they do and rather do inferior work when they are enticed by grades, rewards and incentives. He thus advocated for the total abandonment of the use of rewards and incentives as motivation in organizations. Despite the above arguments, motivation continues to be an important aspect of every work environment. Managers everywhere want employees or teams who are efficient, effective, focused and committed to the organizational goals or mission. Employee performance has been noted to be highly correlated to their level of motivation. Motivation is the driving force that spurns employees’ eagerness to work. It is thus essential that in addition to the provision of the right work environment, employees get the right combination of motivational programs to propel them to higher performance. Research has shown that motivation is an essential tool that managers use to attain not only higher performance, but also a form of inspiration to retain high performers in order to achieve greater productivity. Bessel et al assert that ‘managers use motivation in the workplace to inspire people to work, both individually and in groups, to produce the best results for business in the most efficient and effective manner’(2002:1). Employees will only perform efficiently if their managers are motivating them effectively. Managers responsibility thus include ‘combining good motivational practices with meaningful work, the setting of performance goals, and use of an effective reward system…to establish the kind of atmosphere and culture that is needed to excel’(mindtools.com). In a rapidly and ever changing work environment, motivated employees are essential tools for the very survival of companies, organizations, and industries. Motivated employees tend to be more productive and are critical for organizational survival.

Motivational Approaches Needed for Productivity

Managers are aware that their job involves getting things done through their employees. In this regard, managers should be able to motivate their employees to attain high productivity. Unfortunately managers are often confronted with the challenge of coming up with appropriate rewards and programs that would keep their employees motivated.


Motivation basically falls into two categories; extrinsic and intrinsic motivation. Shanks notes that extrinsic rewards are ‘a host of external things that managers can provide that may serve as incentives for employees to increase productivity’ (2007:30). These include money, benefits, bonuses, promotions, flexible schedules etc. According to Shanks, intrinsic rewards are internal to the individual and are in many ways less tangible. In fact, they are highly subjective, in that they represent how the individual perceives and feels about work and its value’ (2007:30).

 Malhotra et al (2007:2098) argue that ‘intrinsic rewards are inherent in the content of the job itself’ and include ‘motivational characteristics such as skill variety, autonomy and feedback’ as well as employee participation in decision making and role clarity (Gilsson & Durick, 1988, Singh, 998). Manion (2005) also notes five types of extrinsic rewards which can be summarized as healthy relationship, meaningful work, competence, progress, and choice. Researches into rewards as motivation tend support two schools of thoughts with regards to extrinsic and intrinsic rewards. One school of thought argues that extrinsic rewards are more powerful and effective in attaining employee motivation, performance and commitment (Angle & Perry1983) while the other school of thought argues that intrinsic rewards are best suited for motivating employees (Brief & Aldag 1983).

MOTIVATIONAL STRATEGIES AND TECHNIQUES IN TERTIARY INSTITUTION

Employee incentive programs go a long way towards ensuring the employees feel appreciated, cared for and deemed worthwhile. The greatest thing about motivation is that it is individualized as such programs are tailored to suit the needs and wants of employees. Motivation does not only encourage productive performance but also show employees how much the company cares. Perhaps the most vital impact of employee motivation is that of increased productivity or performance. This, according to literature on the subject, is the central aim of adopting employee motivational programs possibly, if you can increase employee motivation, productivity inevitably will follow suit. Staff motivation promotes workplace harmony and increased employee performance. Motivated employees mean staff retention and university loyalty, which in the short run will give birth to growth and development of institutions.

It is important for the organizations to meet and introduce new motivational tools to meet the needs of employees, due to the many changes that have been observed as occurring within the workplace in today’s organizations. Organizations liveliness comes from the motivation of its employees, weather the company is public or private (Lewis, Goodman & Fandt 1995). Staff motivation and job performance fundamentally depend on many factors like performance appraisals, employee motivation, employee satisfaction, compensation, training and development, job security, organizational structure and others, but the area of study is focused only on employee motivation as this factor highly influence the performance of employees. Staff motivation is one of the policies of managers to increase effectual job management amongst employees in organizations. A motivated employee is responsive to the definite goals and objectives he/she must achieve; therefore, he/she directs its effort in that direction. Getting employees to do their best work even in strenuous circumstances, is one of the employees most stable and greasy challenges and this can be made possible through motivating them. If employees are unhappy in their work, they are unlikely to perform as well as they might, and they are more likely to want to leave. The importance of motivation in the workplace is straightforward theoretically, but difficult to measure empirically. However, it is widely accepted that motivated employees generate higher value and more substantial levels of achievement. The management of motivation is therefore a critical element of success in any Higher Educational Institution, allowing the input of human resources to be maximized in regard to fulfilling the potential output expected. The major issue in both public and private universities is the motivation of staff, whether they are skilled or unskilled, or professionals. 

Staff motivation is also a major issue in higher educational institutions. It is today’s challenge for the university management in this competitive world to motivate staff to conduct more research. The employees’ motivation, their enthusiastic and energetic behavior towards task fulfillment, can play a key role in the successes of an organization, which will be ultimately beneficial to both. Therefore, it is important for the universities to meet and introduce new motivational strategies to meet the various needs.

However, such strategies that will enhance Staff motivation in the educational system as identified by Adesina (1982); Edem (1982); Ejiogu (1980, 1985 & 1990); Fagbmiye (1987); Peretomode (1991);  Akale (2002) and Fredriksson (2004); include the following: 

Staff development and training 

Participatory decision making 

Good working conditions; remunerations and salaries 

Promotion as at when due 

Job security 

Recognition of Staff’ profession (Staff Professionalism) Conducive working environment

Provision of adequate instructional materials/teaching aids 

Financial rewards, awards, teacher’s scholarship 

Sponsorship of both local and international seminars, conferences and workshop participations as it is done in other fields. 

Staff training and development is one of the important motivational strategies that could be used to enhance quality assurance in the school system. Staff in the school influence in no small way the quality of educational output and are important indicators of efficiency. Their training and level of development influences the educational outcome and quality delivery. This development and training could be acquired through teacher education in preservice training, in-service training, on-the-Job training, workshop training, etc. Ojedele and Fadipe (1999) giving analysis of teacher training and utilization for quality education in Nigeria observed that teacher education is synonymous with education which provides basic training for Staff to either update their knowledge, increase their skills and equip them with teaching techniques/methodologies; indeed the need for well-trained and quality-oriented Staff given the present state of the educational system and the need to ensure quality educational programmes and training for Staff in Nigeria calls for precipitation. Staff training and development stands to increase Staff intellectual and professional background; produce knowledgeable, competent and effective Staff capable of inspiring children to learn; produce academically and professionally sound and highly motivated conscientious and dynamic breed of Staff; and enhance Staff commitment to the teaching profession. Edem (1982) opined that insufficient provision for training of reasonable Staff to acceptable standards constitutes one of the major sources of poor quality education and falling standard of education. Pre-service and inservice training contribute to the professional improvement on job. Lack of properly trained Staff can impose serious constraints both on educational quality, development and expansion especially in developing countries. Effective teaching requires well – trained and motivated Staff. Staff are generally expected to contribute to the improvement of the society and to participate in its activities. Ejiogu (1990) defines staff development as all the programmes designed for the continuing education of the school personnel which enhances both the efficiency and effectiveness of all those involved in the teaching – learning process and influences their performance by enabling them contribute their very best within the school programme. Frediksson (2004) emphasized that teacher professional development is a key guarantee of quality education. Reviewing some factors affecting the academic achievement of school children, concluded that in developing countries, the influence of school variable like the education of Staff, is of greater importance and studying the quality of primary schools in four developing countries showed that the quality of teacher was one of those factors which made a difference between high and low – performance schools. Poor public image of Staff where their status is not given recognition also affected their level of motivation and dedication to work. 

Fagbamiye (1987) asserted that the status of the Nigerian teaching staff seems to have plummeted further as the economic problems in the country have worsened. He further pointed out that in a number of states, from 1982, Staff were singled out as the only group of public servants whose salaries could not be paid, sometimes for as long as one year. Such incidence occurred in some states in Nigeria e.g. Anambra State, Lagos State, Imo State and Delta State. This have led to several strike occurrences, lack of dedication to duty and non-chalant attitude to work whose resultant effect has also contributed to corruption, brain-drain in the educational system (Fagbamiye, 1987). 

uncertain.

THE EFFECT OF MOTIVATION ON THE PRODUCTIVITY OF WORKERS

Every organization and business wants to be successful and have desire to get consent progress. The current era is highly competitive and organizations regardless of size, technology and market focus are facing employee retention challenges. To overcome these restraints a strong and positive relationship and bonding should be created and maintained between employees and their organizations human resource or employees of any organization are the most central parts so they need to be influenced and persuaded towards task fulfillments. For achieving prosperity, organizations design different strategies to compete with the competitors and for increasing the performance of the organizations. A very few organization believe that the human personnel and employees of any organization have its main assets to which can lead them to success or if not focused well to decline. Unless and until, the employees of any organization are satisfied with it, are motivated for the tasks fulfillment and goals achievements and encouraged, none of the organization can progress or achieve success. Employee motivation is one of the policies of managers to increase effectual job management amongst employees in organization (shadier et al. 2009). A motivated employee is responsive of the definite goals and objectives he/she must achieve, therefore in that direction. Rutherford (1990) reported that motivation formulates an organization more successful because provoked employee are constantly looking for improved practices to do a work, so it is essential for organizations to persuade motivation of their employees (Kalimullah et al 2010) Getting employee to do their best work even in strenuous circumstances is one of the employees most stable and greasy challenge and this can be made possible through motivating them.
Staff have turned out to seek resolution of other greener-pasture within and outside the country. Staff, he also pointed out is said to be motivated if they demonstrate genuine emotional investment in their jobs and express high productivity. 


According to Akale (2002)stated that Staff are the most important resource in education programme. To ensure the best possible quality in the teaching workforce, the policies implemented by the government must take into account the interplay of certain critical variables that influence Staff’ career such as pre-service training, recruitment policies, remuneration and continuing education programme. Staff should be given both local and international scholarship to upgrade and update their knowledge and skills in order to influence changes in education. They should be encouraged to further the spirit of enquiry and creativity and assisted to fit into the social life of the community and society at large. By way of motivation, they will enhance their commitment to the teaching profession. 

Peretomode (1991) stating the importance of Staff’ participation in decision making process in the educational system, revealed that it creates room for Staff’ contributions to solving educational problems.

In tertiary intuitions,staff should be motivated in order to boost their productivity, effectiveness, efficiency and dedication in performing their task, which will enhance quality assurance, quality education and quality instructional delivery in the educational system. This will also enhance the achievement of educational objectives (Obi, 1997). 
Peretomode (1991) opined that staff’ motivation relates to a purposive and goal-directed behaviour, performance and attitudes towards work. It includes considering such factors as the physiological, psychological and environmental differences of individual employees. It also leads to job satisfaction which is defined as the feelings (either good or bad) one has about his/her work and the work environment (Peretomode, 1991). and motivation of teaching staff  in the higher education are of crucial importance and significance to the quality of educational innovation and delivery outcomes (Pilot, 2007). 

The research report findings also noted that “there is a strong link between staff’ motivation and quality performance and quality education, all involved in guaranteeing quality assurance in the Nigerian educational system. Therefore, staff’ performance in contributing towards learning is strongly influenced by teacher motivation and motivation which includes good working conditions, promotion, staff training and development, good salary and remuneration, participatory decision making, job security, recognition of performances and the teaching profession, financial rewards, scholarships and awards and provision of other facilities are strong tools for improving the status of staff”. staff’ motivation has great significance or value to the Nigerian educational system in guaranteeing and aiding quality assurance. When staff are highly motivated and adequate attention given to them, it adds value and quality to the educational system by raising its standards to rise to the expected level thereby ensuring quality teaching-learning outcomes and output. staff’ motivation influences such other variables like quality output, quality performance, enhancing quality educational outcomes and instructional delivery (teaching); staff’ job satisfaction and productivity; all which is of great significance to guaranteeing quality assurance in the educational system.

2.2 THEORETICAL FRAMEWORK

Various theories of motivation have also asserted the nexus between staff’ motivation and quality assurance, job satisfaction, quality delivery, performance and positive learning outcomes. Among such motivational theories as highlighted by Obi (1997) and Okonkwo (1997) in Ndu, Ocho and Okeke (Eds.); Ejiogu (1985) and Peretomode (1991) include: Maslow hierarchy of needs theory and Herzberg motivational  hygiene theory which guides the study.

Maslow Hierarchy of Needs Theory

 Maslow’s hierarchy of human needs is one of the motivational theories associated with Abraham Maslow in 1943, a psychologist by profession (Peretomode, 1991). The theory is also a content theory of motivation which focuses on the factors within persons that starts, energizes, direct, maintain and stop behaviour. It can motivate or discourage human behaviour in the sense that its positive influence causes satisfaction while its’ negative influence cause dissatisfaction and causes one to react either positively or negatively. Peretomode (1 According to Obi in Ndu, Ocho and Okeke (1997) defined motivation as a complex socially learned pattern of behaviour involving situations, needs, desires, mechanisms and results. It embraces all factors in an employee’s development to accomplish personal as well as organizational goals. According to Peretomode (1991) motivation is the process of influencing or stimulating a person to take action that will accomplish desired goals. However, staff’ motivation is a way of empowering staff in the occupation and involves the perceptions, variables, methods, strategies and activities used by the management for the purpose of providing a climate that is conducive to the satisfaction of the various needs of the employees, so that they may become satisfied, dedicated and effective in performing their task.

In education, staff should be motivated in order to boost their productivity, effectiveness, efficiency and dedication in performing their task, which will enhance quality assurance, quality education and quality instructional delivery in the educational system. This will also enhance the achievement of educational objectives (Obi, 1997). Peretomode (1991) opined that staff’ motivation relates to a purposive and goal-directed behaviour, performance and attitudes towards work. It includes considering such factors as the physiological, psychological and environmental differences of individual employees. It also leads to job satisfaction which is defined as the feelings (either good or bad) one has about his/her work and the work environment (Peretomode, 1991). 991) pointed out that Maslow postulated five basic human needs which is arranged according to levels of importance or hierarchy including: starting with the lowest (most basic need) – physiological, safety and social needs and the higher needs- ego or esteem need and self-actualization. Physiological needs consists of the need for basic biological needs which includes the need for food, water, air, sexual gratification and other primary needs such as shelter, clothing, etc. When the physiological needs a not satisfied, no other need will serve as a basis for motivation. Once they are satisfied, then newer needs emerge. In the school system, the salary one earns enables him to satisfy this needs but if unfulfilled then results to dissatisfaction which affects productivity and quality performance in the work place. Safety needs emerge once the physiological needs have been achieved. This includes the need for security, safety, protection against danger and accidents (threats, deprivation, psychological harm, economic disaster) and stability in the physical and internal events of day to day life. In the school, staff want to have the feeling that their job is secured and accommodation also secured. When such is lacking, threatens their performance and work commitment. Peretomode (1991) observed that this need are often met in the educational institutions by granting staff such programmes like fringe benefits, promotion, retirement or pension schemes, insurance benefits, welfare benefits, free medical and health services, job security and safe working conditions. If the physiological and safety needs are satisfied then the social needs need emerges. Social needs include the need for love, affection, companionship, acceptance and friendship, sense of belongingness in one’s relationship with others. In the school, social needs of staff are usually satisfied if informal group and staff participation in decision making is encouraged, membership in groups also encouraged and proper delegation of duty. Once found lacking or not satisfied, affects their psychology/mental health resulting to absenteeism, poor performance, low job satisfaction and emotional breakdown. Ejiogu (1990) emphasized on the need to maintain a democratic atmosphere in the school since teacher are by and large sensitive human beings and professionals who in most cases, can do their jobs satisfactory without too much bossing. What staff actually want is to provide a working climate that will help them do their jobs better and an opportunity for professional advancement and the satisfaction of their needs within the school organization. When the lower needs have been satisfied then the higher need emerge as Maslow postulated. The higher needs include: the ego or esteem needs involving the need for respect, prestige, recognition, self esteem, status, personal sense of competence, and the self actualization needs involving the need for growth, achievement, advancement and to fulfill one’s self (Peretomode, 1991).

 For staff esteem needs to be satisfied in the school will involve delegating duties to the lower rank with freedom to exercise power to an extent by high officers; recognition of staff capabilities and competence; job title and responsibilities; performance recognition through financial benefits or merit pay, praise and commendations. The inability for staff to fulfill the social needs amounts to the feeling of discouragement and dissatisfaction towards their job. While the fulfillment of these social needs leads to the feeling of worth, adequacy and self-confidence resulting to commitment, proper dedication to duty and increase in performance. However, to fulfill staff self-actualization needs will entail allowing them become more and more what one is capable of becoming or creative becoming as highlighted by Ejiogu (1990). This will involve organizing staff training, retraining and development programmes through long-term and short-term courses in their respective academic areas, seminars, workshops and conferences; and scholarship awards to staff especially those with high performances. When all the motivational needs of staff are fulfilled, it influences their quality performance and output coupled with guaranteeing quality assurance in the educational system.

Herzberg Motivatinal-Hygiene Theory 

According to Ejiogu (1990) Herzberg motivational-hygiene theory emerged as a result of an investigation into the causes of job satisfaction and dissatisfaction of engineers and accountants in Pittsburgh in the United States of America by Herzberg and his associates- Mousner and Snyderman in 1959. It is also one of the content theories whose basic tenet is that there is qualitative difference between those factors which relate to a person’s job satisfaction and those associated with job dissatisfaction. However, Peretomode (1991) asserted that some factors which he called dissatisfies negatively influenced workers efficiency, productivity and performance in an organization including the school; whereby the satisfiers influenced motivation and job satisfaction and such include: workers achievement, promotion (advancement) responsibility, the work itself, possibility of personal growth while factors such as workers salary, status, job security, working condition, company policy and administration, supervision, interpersonal relationships with superiors, subordinates and peers; if negatively applied caused dissatisfaction in the staff and affected their productivity and performance. 

These theories is significant to the study, in tertiary institutions factors which can lead to job satisfaction are known as motivators or satisfiers e.g. recognition in work place, job enrichment, advancement and achievement while such factors which can lead to job dissatisfaction are known as hygiene factors e.g. company policy and administration, strict supervision, interpersonal relations and bad working conditions. 

Therefore teaching and non-teaching staff in tertiary institutions should be given such motivational factors (satisfiers) that will positively influence their performance, competence and productivity which will enhance quality assurance in the educational system. When the motivational factors are present and applied in a positive direction in a job situation, employees will experience the feeling of satisfaction but if absent workers will experience dissatisfaction.

2.3EMPIRICAL REVIEW


Obiefuna (2014) investigated effect of Motivation on Employee Productivity: A Study of Manufacturing Companies in Nnewi.Descriptive and inferential statistics were used in the analysis of the data. Necessary literatures were reviewed. During the analysis of the data it was discovered that the goal of motivation is to cause people to put fourth their best efforts with enthusiasm and effectiveness in order to achieve and hopefully surpass organizational objective. It is evidence that workers of manufacturing firms in Nnewi are poorly motivated; hence low productivity. Findings from the research on productivity of manufacturing firm’s staff are reported. Two sets of questionnaires were employed in the study. One set was administered on management staff and the other on junior staff. The study reveals that salaries paid to junior staff in the company were very below the stipulations of Nigerian National Joint Industry Council. It further shows that the junior staff is rarely promoted and the junior staff prefers financial incentives than non financial incentives. The study recommended that increase in salary via promotion; overtime allowance and holiday with pay should be used as motivational tools.

Bright, Zuoping and Peter (2018) ascertain motivational packages and their effects on the performance of employees in selected organizations in Ghana. Specifically, the study sought to ascertain the motivational packages used motivate their employees at the workplace, investigate the impacts of these motivational packages performance and make recommendations on the best and effective motivational packages to be used in organizations. The study made use of descriptive survey as its key research design. A population of two hundred respondents out of which a sample size of one hundred and twenty was selected using the non-probability sampling method, Questionnaire was used and the data was collected analyzed. There are a number of motivational packages used by organizations to motivate their employees; salary, recognition, training and development, effective communication and bonuses. Bonuses were seen to have the greatest influence and employees see it to be more important and more beneficial to them.

Anyanwu (2021) conducted a study on staff motivational strategies as a tool to improve qualitative education. the study was restricted to Enugu State College of Education (Technical) Enugu. Both primary and secondary data were used in the study. To collect the data, a set of questionnaire was designed and administered to a sample of respondents which the whole copies were completed and returned, representing 100 percent response rate. Findings from the study revealed that Motivational strategies like staff training and development, promotion, salary, remuneration, working conditions, status and participatory decision making, acted as a barrier towards achieving quality assurance in the educational system. Some challenges that negatively influenced teacher motivation and recommendations were also highlighted. Among such recommendations included: government recognition of staff motivational needs such as promotion, good salaries and remuneration in order to achieve quality assurance; and staff training, retraining and development as one of staff’ motivational needs/strategies strengthened in order to promote staff efficiency, productivity and performance for quality outcomes.
Oka (2012), conducted a study on the Universality of Factors motivating employees in the Banking Sector of Northern Cyprus. The st udy pointed out that the most significant factors motivating employees are good salaries and promotion, extended health benefits and working environment. Likewise, when paralleled with a similar study in Finland, it is established that the most important factor motivating employees in both countries is salaries. This is somehow related the topic under consideration only that it was conducted in a developed country whilst this study is focused on a developing country, Ghana. Furthermore, (Gure, 2010), also examined the impact of motivation on employee performance at Nationlink Telecom Somalia. In her work she established that motivation has strong positive influence on employee’s performance as compared to job satisfaction. Satisfaction has little significant on employee’s performance. However, the study established that motivation contributes more to the employees’ performance of Nationlink Telecom Somalia. (Thomas 2012) also conducted a study on the effect of motivation on employee job Performance in Ghana. The purpose of his study was to analyze and determine the motivational package that influences the performance of employees at Ghana commercial Bank. The bank achieved its corporate goals as well as employee job
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION

In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY

According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description.

The main focus of this study is to examine the  the effect of motivation on the productivity of workers  using Tai Solarin University of Education as case study. Therefore, staff  (both teaching and non-teaching) of Tai Solarin University of Education. form the population of the study. 

3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size.
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of  Tai Solarin University of Education, the researcher conveniently selected fifty (50) staff as the sample size for this study. 

According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analyzed using the frequency, tables and simple percentage which provided answers to the research questions. 
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0 INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of  fifty (50) questionnaires were administered to respondents of which forty-nive(49) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 49 was validated for the analysis.

4.1
DATA PRESENTATION

Table 4.1: Instrument Administration

	Questionnaire 
	Quantity
	Percentage

	Qty Issued
	50
	100%

	Qty retrieved 
	49
	98%

	Qty Validated
	49
	98%


Source: Field Survey, 2022
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	30
	61%

	Female
	19
	39%

	Age
	
	

	25-30
	10
	20%

	31-35
	12
	25%

	36-40
	16
	32%

	41+
	11
	23%

	Marital Status
	
	

	Single
	16
	33%

	Married
	30
	61%

	Separated/Widow
	03
	6%

	Education Level
	
	

	WAEC/NCE/OND
	11
	23%

	B.Sc/B.Ed
	22
	57%

	M.Sc
	10
	20%

	P.hd
	06
	12%


Source: Field Survey, 2022
4.2 DESCRIPTIVE ANALYSIS

Question 1: What are the motivational packages used by your institution?

Table 4.3:  Respondent on  the  the motivational packages used by your institution

	Options
	Yes
	No 
	Undecided
	Total % 

	Salary  and bonuses.
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Recognition 
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Training and development
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Training and development
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Promotion
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)


Source: Field Survey, 2022

From the responses derived in the above table, 100% of the respondent said yes, there was no record for no and undecided.
Question 2: What are the motivational techniques applied by your institution?

Table 4.4:  Respondent on  the  the motivational packages used by your institution

	Options
	Yes
	No 
	Undecided
	Total % 

	Ask for employee input.
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Offer personal enrichment programs.
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Validate good work 
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Celebrate milestones and achievements.
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Create a mentorship program
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)

	Create a comfortable and inspiring workspace
	49

(100%)
	00

(%)
	00

(%)
	49

(100%)


Source: Field Survey, 2022


From the responses derived in the above table, 100% of the respondent said yes, there was no record for no and undecided.

Question 3: Is there any problem inhibiting the success of the employee’s motivation in the institution?

Table 4.5:  Respondent on  the  the motivational packages used by your institution

	Options
	Frequency
	Percentage

	Yes 
	30
	61%

	No
	16
	33%

	Undecided
	03
	6%

	Total 
	49
	100


Source: Field Survey, 2022
From the responses derived in the table above, 61% of the respondent said Yes, 33% of the respondent said No, 6% of the respondent ticked uncertain.
Question 4: Does the employees respond to the motivational techniques adopted by the institution?

Table 4.6:  Respondent on if the employees respond to the motivational techniques adopted by the institution.

	Options
	Frequency
	Percentage

	Yes 
	28
	57%

	No
	11
	23%

	Undecided
	10
	20%

	Total 
	49
	100


Source: Field Survey, 2022
From the responses derived in the table above, 57% of the respondent said Yes, 23% of the respondent said No, 20% of the respondent ticked uncertain.

Question 5:Is there any solutions or recommendations on the effective motivational techniques used in the institution?

Table 4.7:  Respondent on if the employees respond to the motivational techniques adopted by the institution.

	Options
	Frequency
	Percentage

	Yes 
	35
	72%

	No
	08
	16%

	Undecided
	06
	12%

	Total 
	49
	100


Source: Field Survey, 2022
From the responses derived in the table above, 72% of the respondent said Yes, 16% of the respondent said No, 12% of the respondent ticked 

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY

The main focus of this study is to examine the  the effect of motivation on the productivity of workers  using Tai Solarin University of Education as case study. It ascertained the application of the motivation techniques by the organization/institution concerned examined the problem inhibiting the success of the employees motivation in the organization, unveiled the response of the employees to motivational techniques adopted by the organization.
Survey research design was the methodology employed for the study and with the aid of convenience sampling technique 50 participant who are staff of Tai Solarin University of Education were selected for study.  The research instrument was issued to the respondent of which 49 were retrieved and validated for the study. Both primary and secondary data were used in the study. To collect the data, a set of questionnaire was designed and administered to a sample of respondents. Data was analyzed using simple percentage, frequencies and tables. 

5.2 CONCLUSION

Professional development is beneficial both for organisations (University) and employees (teachers) working for them for it enhances HR potential of the former, and creates opportunity to materialize individual aspirations and plans of the latter. Well prepared and consequently implemented plan of staff development aims at optimizing the amount and the quality of company’s staff on the both temporary and permanent basis after considering organizational and financial limitations.

Generally, good wages should not be regarded as purely a basic need factor as in Maslow’s Theory of motivation, but a factor that can lead to motivation may also have the potential to de-motivate employees. Although an important motivational factor has been identified as wages by previous studies, since the things that motivates people to perform their best are different and distinct. Learning about what employees wants from their jobs, or what is more important for them, may generate essential information for effective human resource management.

Findings of the study revealed that there are a number of motivational packages used by organizations to motivate their employees; salary, recognition, training and development, effective communication and bonuses. Bonuses were seen to have the greatest influence and employees see it to be more important and more beneficial to them. Findings of the concluded that the effect of motivation on employee productivity is of paramount important to the organization like tertiary institution which is a prerequisite for qualitative education.

5.3 RECOMMENDATION

Based on these findings, the following recommendations were made:

The government should set up employment policy and condition of services for the private sector as obtainable in the public sector. These policies should gear towards curtailing the inhuman treatment that the private sector employees suffer. 

More so, the private sector establishments should be encouraged to adopt more positive motivational strategies in order to align themselves with the best practices. The researcher is of the view that more positive strategies will bring about more productivity in the company than the ones presently practice.

Organizations should conduct proper, independent and objective assessments of performance before any form of motivation is extended so as to make the motivational package fair.
 Proper reward systems should be implemented by the organizations whereby outstanding managers are publicly honored and also intensive incentives on productivity should be an important motivational package by organizations. Such findings enhance our understanding of employee motivation and provide a starting point for organizations that may see it fit to design or redesign the employees work or even the organization as a whole. 
Organizations should intensify this system of reward with a substantive amount of money; building facilities would bring a sense of relief. Furthermore, other researchers who would want to conduct a further research should consider a broader scope of study so as to ascertain findings that can be more generalized.
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PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-30 [  ]

31-35 [  ]

36-40 [  ]

41+ [  ]

47 and above[  ]

Marital Status

Single  [  ]

Married [  ]

Widowed/ Separated [  ]

Qualification

WAEC/NCE/OND  [  ]
B.Sc/B.Ed  [  ]
M.Sc  [  ]
P.hd  [  ]
SECTION B:

Question 1: What are the motivational packages used by your institution?

	Options
	Yes
	No 
	Undecided

	Salary  and bonuses.
	
	
	

	Recognition 
	
	
	

	Training and development
	
	
	

	Training and development
	
	
	

	Promotion
	
	
	


Question 2: What are the motivational techniques applied by your institution?

	Options
	Yes
	No 
	Undecided

	Ask for employee input.
	
	
	

	Offer personal enrichment programs.
	
	
	

	Validate good work 
	
	
	

	Celebrate milestones and achievements.
	
	
	

	Create a mentorship program
	
	
	

	Create a comfortable and inspiring workspace
	
	
	


Question 3: Is there any problem inhibiting the success of the employee’s motivation in the institution?

	OPTIONS
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 4: Does the employees respond to the motivational techniques adopted by the institution?

	OPTIONS
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 5: Is there any solutions or recommendations on the effective motivational techniques used in the institution?

	OPTIONS
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


