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[bookmark: _GoBack]ABSTRACT
This project tends to examine the impact of motivation on staff performance in the public sector as it affects the achievement of organizational productivity with ministry of social development as a case study. This study looks into effort made by management in accomplishing the said objectives. To achieve this purpose questionnaires and oral Interview methods of data collection were used the subject of the study were forth workers randomly selected from the entire organization. The result of the data analysis showed that there is significant relationship between motivation and staff performance. The following conditions were arrived at: staff should be properly motivated by promotion and payment of entitlement and fringe benefit as at when due. Workers should be motivated by provision of basic welfare facilities in term of housing, environment for effective commitment of staff performance towards the achievement of organizational growth.


CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
The theory “motivation”  becomes more pronounced after the popular Hawthorne studies championed by Elton Mayo. Prior to this period, the dominate view in management science theory  was to evolve – perfect organizational structure in order to improve productively in the organization. Hawthorne findings can be subsumed that productivity can only improve in organization, if human; elements are properly taken cared of. Source by H. Koanth motivation generally is said to increase the morale of the staff (employees) others, salary or pay pocket, training and development, promotion and advansement, leadership style and communication process in the organization, and a host of other factors that give people the desire to perform optically. These factors are subsumed here as organizational climate for motivation.
In the same view motivation in management science refers to reward and punishment of staff which are conform to the goods of the organization. Recently, organization behavior modification (OBM) has become a concept in the management theory, principles and practice. OBM which was developed from the theory of behavior modification in psychology has gained an unprecedented acceptance by the management scientist and is being applied in business situation. By implication, reward and punishment in management of human resources constitute factors that motivate staff to be productive. Hence, positive and negative reinforcement is used to modify behavior have been integrated into management science and conceptualist so “carrot” stand for stick approach in management science has been considered. Thus, they cannot i.e. the monetary incentives advantages only motivate the staff to be productive. The stick on the other hand, instead of identifying the desired behaviour, it adopted success in suppressing while stimulating such disadvantages behavior as anger, aggression and  rebellion. In this way, management theorist who adopted approach towards workers motivation find solace in the “cannot” and stick model. The model emphasis that any worker who produces above standard rate should definitely earn a bonus for his extra products, conversely, any performance that is below rate should humiliate other measure of punishment which includes such things as dismissal, suspension, demotion withholding of salary or increment and host of other measures. Performance as used in this study synonymous with productivity.
Undoubtedly, workers performance issues form motivational strategies employed by an organization. Besides the above, it is in fact worth noting that in nearly all organizations public or private staff performance is dependent on the motivating features that are put fourth. Precisely, the conducted acceptance by management scientist and is being applied in business situation.  Motivation which an organization set forth account for staff performance and the organizational effectiveness. Internal motivation is an inner mental exercise which one.  himself of the factors that stand to motivate; It is said that it accounts largely  for  staff performance. 
External motivation on the other hand refers to those factors people (workers) will exert influences on them. They include factors which organization will set to motivate staff to be productive such as pay recognition of jobs well done of federal working condition or work climate etc.
The above impeccable suggest that a good oriented organization must have a good and well articulated personnel policy. The policy content should spell out the incentive that will motivate staff to be productive. In this principle, every worker is motivated. Thus, a staff is neither motivated nor productive constitutes risk factors to the organization. By and large, every staff that is motivated one way or the other but the degree to which individuals survive better than others matter a lot. Variability includes their formulas, needs, tension disorganization evolves a personnel programme to meet and satisfy the various needs and wants of the workers.
Nasarawa state dubbed the home of solid minerals, was carved out of the old of plateau state and one of the 36 states that compose the federation of Nigeria; On October 1st 1996 the administration of General Sani Abacha. The state is composed of 29 Local Governments and development areas with different ethnic nationalition but with similar culture, tradition and history. It falls within the geo-political area referred to as the middle belt. They share common boundaries with Kaduna and Plateau state at the North West and South West are Benue, Kogi states and the Federal Capital Abuja. The economy of Nasarawa state is dominated by agriculture that is almost totally dependent on traditional implements. The people of the root crops, cereals and guilt crops, the state no doubt has high agricultural potentials. In addition, the state is well circulated with mineral materials deposits in spite of the agricultural and mineral potentials of the state, the condition of life of the people exhibits every symptom of poverty. This is characterized by the limited access of safe water, health facilities, limited access to agricultural inputs and implements, inadequate educational facilities, poor housing, limited income and wealth severe, material and social depression, bad roads and poor roads networking which have combined to limit the scope of agricultural production and commercial activities in the state.
The ministry for social development youth and sports was established in 1997 in the former plateau state, which comprises present plateau and Nasarawa states. The federal republic of Nigeria is a state based on the principle of democracy and social justice. The Nigeria constitution contains provision, established the aspiration of the Nigeria people in this regard, enunciated other social objectives and stipulated the obligations of the government and citizenry in the pursuit of this objective.
In particular, its one of the cardinal provision of the Nigeria constitution of 1979 that the security and welfare of the people shall be the primary purpose of the government” (Chapter II section 14(2). The fundamental social objects which stated clearly in the Nigeria constitution is protection and advancement of the right security, dignity and welfare of the people. Government in Nigeria, therefore, understands relevant provisions of the country’s constitution as imposing upon an obligation to enact and enforce appropriate legislation aimed at protecting certain specific human rights and to formulate and implement appropriate programmes of action aimed at rendering the environment more conducive to the protection of human right and dignity, to the advancement of economic and social security and the strengthening of capacity of all affected groups to function effectively to maximize the contribution towards the attainment of national objective and to protect themselves against invidious neglects, exploitation and above. It is in the realization of the set objective that both the federal and state levels had to establish the ministry for social developments with the view to advance the pursuit of national objectives in the social development section.
Among the relevant programmes and projects, it has always be in the areas of social welfare, employment opportunities for the trained, disabled self-help and mobilization, resettlement and model village scheme, and competitive sport, voluntary organization, social development research and planning, social education and training and mobilization of resource for social development.
1.2  STATEMENT OF PROBLEM
1. Low and poor performance of public servants have been attributed to lack of motivation of job security.
2. Government economic agencies has fallen short of the expectation.
3. Improper job specification
4. Poor public servant attitude to work
5. This motivational issue is not the fault of the employee. By providing feedback and ensuring the feedback is consistent, you proved the means for employees to motivated themselves to the desired behavior.
1.3   THE PURPOSE OF STUDY
The purpose of the research is to examine and assess the importance and impact of staff motivation as it affect productivity. It is also with a view to finding out whether the ministry has interest in staff welfare and to make meaningful suggestion for improvement.
1.4  OBJECTIVES OF THE STUDY
1.  To help employees rediscover their true passion in their work which results in doing the best job they possibly can.
2. To raise their level of employees engagement and performance
3. To achieve more enthusiastic, satisfied and fulfilled by their rank.
4. To reduce frustration, stress and increased tolerance and acceptance.
5. To improve customer and staff relationships.

1.5  SIGNIFICANCE OF THE STUDY
The research work will be useful to both the research, student in higher institution of learning, other researcher carryout research work on the related topic and business organization.
1) It helps the researcher to  test and understand the effectiveness of motivation on productivity of an employees in an organization.
2) How motivation improves the employees performance and organization development.
3) It will assist the student for further learning in the area of motivation or related data and information to the study.
4) The research work will also help any business organization to identify the need for motivating their employees, the tools and techniques of motivating them. The benefits acquired from motivating their staff! employees, and the effect of motivation towards productivity, performance and development in the organization.
1.6  RESEARCH METHODOLOGY
Relevant data will be used and gathering techniques will be the survey research method. The data gathering instrument will be a combination of questionnaire and interview because respondents are people at various techniques data gathering background. And the various techniques data gathering process. The questionnaire method with personal interview will be choose as well the interview structure to aid the respondents to avoid deviation from the question. The sampling population will be Lafia and respondents of various ages (15 and above) and both serve income and educational level and motivational.
1.7  FORMULATION OF HYPOTHESIS
The research hypothesis we have described as the conclusion of the research made before or in advance of carrying out the research it is usually stated as being so and not being so A hypothesis is usually stated in two ways: the null and the alternative. Some people also call the alternative hypothesis as target hypothesis or rival hypothesis.
HYPOTHESIS 1
Ho: Monetary incentive is not a good personal management strategies for increase of performance and productivity.
Hi: Monitary incentive is a good personnel management strategies for increase of performance and productivity.
HYPOTHESIS 2
Ho: effective application of motivational tools cannot lead to an increase in the growth and development of an organization.
Hi: effective application of motivational tools can lead to an increase in the growth and development of an organization.
1.8  SCOPE OF THE STUDY
The scope of the research will be limited to the ministry for social development headquarters Lafia and it will cover the period of three years from 2005 — 2007. This choice apart from being convergence in view of the nature, size and range of the staff that are working in the ministry headquarter, Lafia.
1.9  LIMITATION OF THE STUDY
The study will not embrace all it should have embraced for completeness because of resource constrain.
They are also the major limitation because time factor makes it difficult to conduct an in-depth survey and a lot of money needed to prepare and distribute the questionnaire, prepare drafts and finals. Although the research is supposed to cover all workers all over the country but because of the above mentioned constraint, the research work was limited to social development in Lafia.
1.10  DEFINITION OF TERMS
As in any project is the motivation of staff performance in the public sector, it is very significant to know the categories of organizational structure in order to improve productivities in the organization.
Motivation: It is said to be increasing the morale of the staff (employees) other salary or pay pocket, training and development, promotion and advancement.
Staff: This simply refers to the employees in an organization. Staff could mean both skilled and unskilled workforce.
Productivity: Productivity is efficiency industrial productive to be measured by some relationship between output and input in economics, productivity is defined as the ratio at what is produce. The total input of some relationship between output and input economics.
MBO: (management by objective) MBO is a process by which administration and the subordinates participate jointly in setting goals, activities and target dates as well as the evaluating of performance as it relates to established objectives.
Incentives: These are things moral or financial that induce people to work conscious.
Management: The act of getting things done through people.


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literatures 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.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
· Empirical Review 
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
Motivation
Motivation is the process that initiates, guides, and maintains goal-oriented behaviors. It is what causes you to act, whether it is getting a glass of water to reduce thirst or reading a book to gain knowledge.
Motivation involves the biological, emotional, social, and cognitive forces that activate behavior. In everyday usage, the term "motivation" is frequently used to describe why a person does something. It is the driving force behind human actions.
Motivation doesn't just refer to the factors that activate behaviors; it also involves the factors that direct and maintain these goal-directed actions (though such motives are rarely directly observable). As a result, we often have to infer the reasons why people do the things that they do based on observable behaviors.
What exactly lies behind the motivations for why we act? Psychologists have proposed different theories of motivation, including drive theory, instinct theory, and humanistic theory such as Maslow's hierarchy of needs. The reality is that there are many different forces that guide and direct our motivations.(cormam, 1988)
Intrinsic motivation
refers to motivation that is driven by an interest or enjoyment in the task itself, and exists within the individual rather than relying on any external pressure. Intrinsic motivation has been studied by social and educational psychologists since the early 1970s. Research has found that it is usually associated with high educational achievement and enjoyment by students. Explanations of intrinsic motivation have been given in the context of Fritz Heider's attribution theory, Bandura's work on self-efficacy, and Deci and Ryan's cognitive evaluation theory (see self-determination theory). Students are likely to be intrinsically motivated if they:
· attribute their educational results to internal factors that they can control e.g. the amount of effort they put in,
· believe they can be effective agents in reaching desired goals i.e. the results are not determined by luck
· are interested in mastering a topic, rather than just rote-learning to achieve good grades.
Advantages: 
Intrinsic motivation can be long-lasting and self-sustaining. Efforts to build this kind of motivation are also typically efforts at promoting student learning. Such efforts often focus on the subject rather than rewards or punishments.
Disadvantages: 
Efforts at fostering intrinsic motivation can be slow to affect behavior and can require special and lengthy preparation. Students are individuals, so a variety of approaches may be needed to motivate different students. It is often helpful to know what interests one's students in order to connect these interests with the subject matter. This requires getting to know one's students. Also, it helps if the instructor is interested in the subject.
Extrinsic motivation 
comes from outside of the individual. Common extrinsic motivations are rewards like money and grades, coercion and threat of punishment. Competition is in general extrinsic because it encourages the performer to win and beat others, not to enjoy the intrinsic rewards of the activity. A crowd cheering on the individual and trophies are also extrinsic incentives. Social psychological research has indicated that extrinsic rewards can lead to over justification and a subsequent reduction in intrinsic motivation. In one study demonstrating this effect, children who expected to be (and were) rewarded with a ribbon and a gold star for drawing pictures spent less time playing with the drawing materials in subsequent observations than children who were assigned to an unexpected reward condition and to children who received no extrinsic reward. Self-determination theory proposes that extrinsic motivation can be internalised by the individual if the task fits with their values and beliefs and therefore helps to fulfill their basic psychological needs.
Advantages: 
Allows individuals to become easily motivated and work towards a goal.
Disadvantages: 
Motivation will only last as long as the external rewards are satisfying
Self-control
The self-control of motivation is increasingly understood as a subset of emotional intelligence; a person may be highly intelligent according to a more conservative definition (as measured by many intelligence tests), yet unmotivated to dedicate this intelligence to certain tasks. Yale School of Management professor Victor Vroom's "expectancy theory" provides an account of when people will decide whether to exert self control to pursue a particular goal. Drives and desires can be described as a deficiency or need that activates behavior that is aimed at a goal or an incentive. These are thought to originate within the individual and may not require external stimuli to encourage the behavior. Basic drives could be sparked by deficiencies such as hunger, which motivates a person to seek food; whereas more subtle drives might be the desire for praise and approval, which motivates a person to behave in a manner pleasing to others. By contrast, the role of extrinsic rewards and stimuli can be seen in the example of training animals by giving them treats when they perform a trick correctly. The treat motivates the animals to perform the trick consistently, even later when the treat is removed from the process.
Practical applications
The control of motivation is only understood to a limited extent. There are many different approaches of motivation training, but many of these are considered pseudoscientific by critics. To understand how to control motivation it is first necessary to understand why many people lack motivation.
Employee motivation
"If one wishes to create a highly valid theory, which is also constructed with the purpose of enhanced usefulness in practice in mind, it would be best to look to motivation theories ... for an appropriate model" (Miner, 2003, p. 29).  Employee motivation, i.e. methods for motivating employees, is an intrinsic and internal drive to put forth the necessary effort and action towards work-related activities. It has been broadly defined as the "psychological forces that determine the direction of a person's behavior in an organisation, a person's level of effort and a person's level of persistence".Motivation is the impulse that an individual has in a job or activity to reaching an end goal. There are multiple theories of how best to motive workers, but all agree that a well-motivated work force means a more productive work force. The design of an employee's job can have a significant effect on their job motivation. Job design includes designing jobs that create both a challenging and interesting task for the employee and is effective and efficient for getting the job done.  The Job Characteristics Model (JCM), as designed by Hackman and Oldham attempts to use job design to improve employee intrinsic motivation. They show that any job can be described in terms of five key job characteristics:
Skill Variety - the degree to which the job requires the use of different skills and talents
Task Identity - the degree to which the job has contributed to a clearly identifiable larger project
Task Significance - the degree to which the job affects the lives or work of other people
Autonomy - the degree to which the employee has independence, freedom and discretion in carrying out the job
Task Feedback - the degree to which the employee is provided with clear, specific, detailed, actionable information about the effectiveness of his or her job performance
The JCM links the core job dimensions listed above to critical psychological states which results in increased employee intrinsic motivation. This forms the basis of this "employee growth-need strength." The core dimensions listed above can be combined into a single predictive index, called the Motivating Potential Score.
 Education
Motivation is of particular interest to educational psychologists because of the crucial role it plays in student learning. However, the specific kind of motivation that is studied in the specialized setting of education differs qualitatively from the more general forms of motivation studied by psychologists in other fields. Motivation in education can have several effects on how students learn and how they behave towards subject matter. It can:
1. Direct behavior toward particular goals
2. Lead to increased effort and energy
3. Increase initiation of, and persistence in, activities
4. Enhance cognitive processing
5. Determine what consequences are reinforcing
6. Lead to improved performance.
Business
At lower levels of Maslow's hierarchy of needs, such as physiological needs, money is a motivator, however it tends to have a motivating effect on staff that lasts only for a short period (in accordance with Herzberg's two-factor model of motivation).
At higher levels of the hierarchy, praise, respect, recognition, empowerment and a sense of belonging are far more powerful motivators than money, as both Abraham Maslow's theory of motivation and Douglas McGregor's theory X and theory Y (pertaining to the theory of leadership) demonstrate. According to Maslow, people are motivated by unsatisfied needs. Maslow has money at the lowest level of the hierarchy and shows other needs are better motivators to staff. In Essentials of Organizational Behavior, Robbins and Judge examine recognition programs as motivators, and identify five principles that contribute to the success of an employee incentive program:
1. Recognition of employees' individual differences, and clear identification of behavior deemed worthy of recognition
2. Allowing employees to participate
3. Linking rewards to performance
4. Rewarding of nominators
5. Visibility of the recognition process
6. Modern organizations adopt non-monetary employee motivation methods rather than tying it with tangible rewards.
7. Provide a positive work environment
8. Encourage team contribution and rewards
9. Feedback
10. Give challenging roles
11. Empowering employees with training and independent thinking
12. This method makes employees feel they're a part of the organization and their reward is seeing it grow through their efforts
Staff Performance
Employee performance is defined as whether a person executes their job duties and responsibilities well. Many companies asses their employee's performance on an annual or quarterly basis in order to define certain areas that need improvement. Performance is a critical factor in organizational success. Job performance relates to the act of doing a job. Job performance is a means to reach a goal or set of goals within a job, role, or organization (Campbell, 1990), but not the actual consequences of the acts performed within a job. Campbell (1990) affirms that job performance is not a single action but rather a “complex activity” (p. 704). Performance in a job is strictly a behaviour and a separate entity from the outcomes of a particular job which relate to success and productivity. It is related to the willingness and openness to try and achieve new aspects of the job which in turn will bring about an increase in the productivity of the individual (Sinha, 2004). However, Howell and Hall-Merenda (1999) has a different point of view regarding this employees’ performance. Howell stated that employees’ performance is all about social standing which also related to the point of view that being stated by Greenberg and Baron (2000).Greenberg and Baron had stated that it gives a positive impact on the relationship in between of the job performance and also the vocation. In the organization, especially for profit orientation organization, employee’s performance is considered as the most important aspect in generating continuous profit. Employee’s performance is determined during job performance reviews with the consideration factors of time management, leadership skills and productivity to assess each employee on an individual basis. According to Rabey (2007), she stated that a supervisor could be a trainer to the employees as the trainer will assist the employees in getting their job done by guiding the employees on the operational process especially when it comes to a new operational procedure.
Factors that Affect staff Performance 
There are many factors that affect employee performance at the workplace. These factors can affect performance of employees individually and collectively. They can also have either positive or negative impact on employee performance. 
 Motivation 
Dessler (2001) defines motivation as the intensity of a person’s desire to engage in some activity. Motivation can be intrinsic or extrinsic. Extrinsic motivation refers to the external factors which can be measured in monetary terms e.g. salary and benefits, promotion and  disciplinary. Extrinsic motivation has immediate and powerful effect but does not last long. Intrinsic motivation refers to external factors e.g. responsibility, freedom to act, scope to use and develop skills and abilities and challenging work and opportunities for development. Intrinsic motivation lasts longer since they are concerned with quality of working life. Nel et al. (2001) assert that a motivated person has the awareness of specific goals that must be achieved in specific ways; therefore his efforts are directed at achieving such goals. According to Mullins (2006) motivation is a key ingredient in employee performance and productivity. Though people might have clear work objectives, the right skills and supportive work environment, they will not get the work done without sufficient motivation to achieve those work objectives. He added that motivated employees are willing to exert a particular level of effort, for a certain amount of time, toward a particular goal. Motivation represents the complex forces and needs which provide the energy for an individual to perform a particular task. A motivated employee is always conscious of the goal to be achieved and directs his efforts towards attaining it.  Organizational Culture Organizational culture is a system of shared beliefs about what is important, what behaviors are important and about feeling and relationships internally and externally (Purcell et al., 2003). It can enhance employees’ performance if what sustains it can be understood. Thus, the culture of an organization acquaints employees with the firm’s history as well as current methods of operation that guide employees on expected and accepted future organizational behaviors and norms. Bullach et al. (2012) posit that the effects of organizational culture can be summarized as; knowing the culture of an organization allows employees to understand both the organization’s history and current methods of operations. Secondly, organization culture can foster commitment to the organization’s philosophy and values. Thirdly, organizational culture, through its norms, serves as a control mechanism to channel behaviors towards desired behaviors and lastly, certain types of organizational cultures may be related directly to greater effectiveness and performance than others. 
 Organizational Commitment
 Organizational commitment is a situation whereby an employee is in line with a specific organization as well as with the goals and wishes to maintain membership in the organization 12 (Robbins and Judge, 2001). Studies have shown relationship between organizational commitment was significantly associated with productivity in Auto Component Industry. Riketta (2002) pointed out that the organizational commitment has a great impact on almost all behaviors related to the organization like; staying with organization, attendance and performance. Organization commitment corresponds with important factors such as improvement of working efficacy, job movement reduction, and more satisfaction both in organizational and professional levels (Elias, 2005). Related studies have shown that higher levels of commitment in employees result in more satisfaction and motivation and decrease the probability of leaving the organization (Huang, 2006). Furthermore organization commitment probably affects working behaviors of employees such as their observable attitudes, the judgments of ending, and their involvement in professional groups. Organizational commitment corresponds with positive behaviors which are useful for the organization. A committed employee tends to keep on his membership and shows tremendous effort not because of his own advantage but for the belief that he must act in this manner because that is what is expected of him.
Workplace Environment and Staff Performance
Various studies have been carried out on workplace environment as a factor that determines employee performance. In his study, Tamessek (2009) analyzed the extent to which employees perceive their workplace environment as fulfilling their intrinsic, extrinsic, and social needs and their need to stay in the organization. He also analyzed the impact of perception of workplace environments on employee commitment and turnover in the organization, he concluded that if the employees are provided with enabling workplace environmental support, they will be highly satisfied and show high level of commitment towards their organization and hence low turnover rate. A research by Roelofsen (2002) indicates that improving the working environment reduces complains and absenteeism while increasing productivity. Better physical workplace environment will boost the employee and ultimately their performance. A study done by Chevalier (2004) revealed that when environmental supports are sound, employees are better equipped to do what is expected of them. Chandrasekar (2003) in her study found out that workplace environment plays a big role in increasing employees’ performance. Findings by Ajala (2012) indicated that workplace environmental elements such as sufficient light, absence of noise, proper ventilation and layout arrangement substantially increase employees’ 13 productivity. Khan et al. (2011) investigated the impact of workplace environment and infrastructure on employees’ performance from the education in Pakistan and concluded that incentives at workplace had a positive impact on employees’ performance. Hameed and Amjad (2009) in a survey of 31 bank branches showed that comfortable and ergonomic office design motivates the employees and increased their performance substantially. Aisha et al. (2013) in their study “Effects of Working Ability, Working Condition, Motivation and Incentive on Employees Multi-Dimensional Performance” found that the variables incentives, motivation and working conditions have a significant effect on employee performance in an Indonesian university. It is evident from these studies that a good workplace environment plays a very vital towards increasing performance of employees in general.


Public sector
In general terms, the public sector consists of governments and all publicly controlled or publicly funded agencies, enterprises, and other entities that deliver public programs, goods, or services. It is not, however, always clear whether any particular organization should be included under that umbrella. Therefore, it is necessary to identify specific criteria to help define the boundaries. The concept of public sector is broader than simply that of core government and may overlap with the not-for-profit or private sectors. For the purposes of this guidance, the public sector consists of an expanding ring of organizations, with core government at the center, followed by agencies and public enterprises. Around this ring is a gray zone consisting of publicly funded contractors and publicly owned businesses, which may be, but for the most part are not, part of the public sector.
Types of public sector
Public sector organizations may exist at any of four levels: 
1. International (multistate entities or partnerships). 
2. National (an independent state). 
3. Regional (a province/state within a national state). 
4. Local (a municipal-level body such as a city or county).
At any of these levels, the public sector generally consists of at least three types of organizations. 
Core government 
consists of a governing body with a defined territorial authority. Core governments include all departments, ministries, or branches of the government that are integral parts of the structure, and are accountable to and report directly to the central authority  the legislature, council, cabinet, or executive head. 
Agencies 
These consist of public organizations that are clearly a part of the government and deliver public programs, goods, or services, but that exist as separate organizations in their own right  possibly as legal entities  and operate with a partial degree of operational independence. They often, but not necessarily, are headed by a board of directors, commission, or other appointed body. 
Public enterprises 
These are agencies that deliver public programs, goods, or services, but operate independently of government and often have their own sources of revenue in addition to direct public funding. They also may compete in private markets and may make profits. However, in most cases the government is the major shareholder, and these enterprises partly follow the acts and regulations that govern the core government.
2.2	THEORETICAL FRAMEWORK
Mars model theory
Singular behaviour is an outcome of any interior and exterior elements, and it is clarified by MARS model (Devito et al., 2016 ) There are four central points affecting the performance of the employees in an organisation, and the acronym of those points used to build the name of the model namely Motivation, Abilities, Role Discernment and Situational Factors (MARS) (Devito et al., 2016). The factors like individual values, identity, recognition, states of mind and stretch shape a premise where the elements are associated (Lăzăroiu, 2015) In any organisation, these factors are exceptionally interrelated. The behaviour of the employees will be influenced and affected unless the majority of the needs pointed out by MARS model (Devito et al., 2016) is not fulfilled. For example, in the absence of satisfactory and adequate as-sets, even the highly energetic and highly motivated employee who is highly skilled and can comprehend the employment obligation well, won’t have the capacity to perform their job well (Hackman & Oldham, 1976).
Maslow’s hierarchy of needs theory:
Inside each person, there are five needs in the pecking order and before any individual seeks the next larger level of needs there exists a pecking order of five needs to be fulfilled inside each person (Maslow, 2001). The five exclusive needs which motivate an individual as pointed out by Maslow (Maslow, 2001) are as follows:
Physiological Needs:
These are related to basic needs of a person. It comprises the driving force. This need causes a physiological tension that is shown by any behaviour of the body. Maslow stated that when an individual fulfils physiological needs, it moves up towards next level (Maslow, 2001).
Safety Needs:
These are the needs for protection and shelter. Here, an individual needs focus on stability, de-pendency, and security. This need is also known as security needs. Nowadays, the organization provides a plan of health and safety, emergency fund, as well as benefits of accident cover.
Belonging Needs:
It is also called social needs. It encompasses belongings and love. Such needs could be fulfilled through interaction with colleagues and co-workers to illustrate, friendship, feelings, caring of relative and family, etc.
Esteem Needs:
It is called as egoistic needs. Here, a person needs self-respect. An individual needs prestige, reputation, fame, status, glory, etc. The needs of esteem are hard to satisfy in a certain organisation.
Self-actualisation Needs:
This is regarded as the highest need. An individual wants a state of self-development along with self-realisation, and he/she also desires to be capable of doing something individually. Fact acceptance, creativity, morality, lack of prejudice, spontaneity, etc. are examples of the self-actualisation needs.
The ERG model
In Maslow’s model, individuals remain at a fixed level of need until they have satisfied it. This would mean that individuals at work should work towards satisfying their current stage of need, and that leaders and managers should focus on helping the members of their teams achieve one specific level of needs at a time. Alderfer’s ERG Theory of Motivation, though, upends this thinking. Under Alderfer’s model individuals can be motivated by different levels at the same time, and have their motivational priorities change in relation to their sense of progress. Given this, individuals should not focus on one level of need at a time. Instead, they may wish to balance their motivations across levels. Similarly, leaders should not focus on helping the members of their team satisfy one level of need at a time. Instead, they should be aware of the blend of needs that humans can have and help their team members progress in relation to a blend of needs, which will change over time.
Herzberg Two Factor Theory 
The Two Factor Theory was advanced by Frederick Herzberg in 1959. This study is grounded on this theory that has been explored by various scholars to explain the relation between workplace environment and employee performance. Herzberg defined two sets of factors in deciding employees’ working attitudes and levels of performance, named motivation and hygiene factors (Robbins and Judge, 2007). He stated that motivation factors are intrinsic factors that will increase employees’ job satisfaction; wile hygiene factors are extrinsic factors to prevent any employees’ dissatisfaction. The theory pointed out that improving the environment in which the job is performed motivates employees to perform better.
 Herzberg’s theory concentrates on the importance of internal job factors as motivating forces for employees. He wanted to create the opportunity for employees to take part in planning, performing and evaluating their work (Schultz et al., 2010). The content of the theory has been widely accepted as relevant in motivating employees to give their best in organizations. Further research has proved that the employee is more motivated by intrinsic factors as captured by Herzberg’s motivator needs than anything else. There are however other schools of thought that share a different opinion from Herzberg’s. One such scholar is King (2005) who sought to eradicate and evaluate five distinct versions of the Two Factor theory. He concluded that two versions are invalid as they are not supported by any empirical studies. However, the two factor theory can be said to be a truly outstanding specimen 7 for it to last a long period of time without disapproval. It has been a great influence on the body knowledge about workplace motivation and performance. It has generated a great amount of further research by many scholars. It draws its thought from Maslow’s famous hierarchy of needs theory and human behaviour. However due to changes in organizational environment and the advancement in technology, it is necessary to develop new methods of analysis. This will provide new ways of conducting research and revaluating the results of existing findings. 2.2.2 Affective Events Theory The theory was advanced by Howard M. Weiss and Russel Cropanzano in 1996 (Phua, 2012). 
The Affective Events Theory 
explains the link between employees’ internal influences and their reactions to incidents that occur in their work environment that affect their performance, organizational commitment and job satisfaction. It proposes that positive-inducing as well as negative emotional incidents at work have significant psychological impact on employees’ job satisfaction. The impact results into lasting reactions exhibited through job satisfaction, organizational commitment and job performance. According to Ashton-James and Ashkanasy (2005) research to date has supported the central tenets of AET that workplace events trigger affective responses in employees and that these affective responses influence workplace cognition and behavior. They assert that AET is both empirically and theoretically, restricted to events that are internal to the organization. The theory also considers how specific events at work other than job characteristics lead to specific emotional and behavioral responses (Briner, 2000). He posits that these events or things that actually happen at work affect the well-being of employees thus affecting their performance.
McGregor’s Theories X and Y
Douglas McGregor, one of Maslow’s students, influenced the study of motivation with his formulation of two contrasting sets of assumptions about human nature—Theory X and Theory Y.
The Theory X management style is based on a pessimistic view of human nature and assumes the following:
The average person dislikes work and will avoid it if possible.
Because people don’t like to work, they must be controlled, directed, or threatened with punishment to get them to make an effort.
The average person prefers to be directed, avoids responsibility, is relatively unambitious, and wants security above all else.
This view of people suggests that managers must constantly prod workers to perform and must closely control their on-the-job behavior. Theory X managers tell people what to do, are very directive, like to be in control, and show little confidence in employees. They often foster dependent, passive, and resentful subordinates.
In contrast, a Theory Y management style is based on a more optimistic view of human nature and assumes the following:
Work is as natural as play or rest. People want to and can be self-directed and self-controlled and will try to achieve organizational goals they believe in.
Workers can be motivated using positive incentives and will try hard to accomplish organizational goals if they believe they will be rewarded for doing so.
Under proper conditions, the average person not only accepts responsibility but seeks it out. Most workers have a relatively high degree of imagination and creativity and are willing to help solve problems.
Managers who operate on Theory Y assumptions recognize individual differences and encourage workers to learn and develop their skills. An administrative assistant might be given the responsibility for generating a monthly report. The reward for doing so might be recognition at a meeting, a special training class to enhance computer skills, or a pay increase. In short, the Theory Y approach builds on the idea that worker and organizational interests are the same. It is not difficult to find companies that have created successful corporate cultures based on Theory Y assumptions. In fact, Fortune’s list of “100 Best Companies to Work For” and the Society for Human Resource Management’s list of “Great Places to Work” are full of companies that operate using a Theory Y management style. Starbucks, J. M. Smucker, SAS Institute, Whole Foods Market, and Wegmans are all examples of companies that encourage and support their workers. Genencor, a biotechnology firm listed on America’s Best Places to Work five times, has a culture that celebrates success in all aspects of its business. Employees can reward colleagues with on-the-spot awards for extraordinary effort. According to the company’s former CEO, Robert Mayer, “Genencor is truly unique among U.S. companies of any size. It is a model for innovation, teamwork, and productivity—and a direct result of our ‘work hard, play hard, change the world’ philosophy. Investing in our employees has always been good business 
Theory Z
William Ouchi (pronounced O Chee), a management scholar at the University of California, Los Angeles, has proposed a theory that combines U.S. and Japanese business practices. He calls it Theory Z. compares the traditional U.S. and Japanese management styles with the Theory Z approach. Theory Z emphasizes long-term employment, slow career development, moderate specialization, group decision-making, individual responsibility, relatively informal control over the employee, and concern for workers. Theory Z has many Japanese elements. But it reflects U.S. cultural values. In the past decade, admiration for Japanese management philosophy that centers on creating long-term relationships has declined. The cultural beliefs of group think, not taking risks, and employees not thinking for themselves are passé. Such conformity has limited Japanese competitiveness in the global marketplace. Today there is a realization that Japanese firms need to be more proactive and nimble in order to prosper. It was that realization that led Japanese icon Sony to name a foreigner as the CEO of Japan’s most famous company. Over the years, Sony’s performance has declined, until in April 2005, the company posted its biggest loss ever. Nobuki Idei, the former CEO who inherited Sony’s massive debts and stagnant product lines, realized his strategy wasn’t working, so he became determined to appoint a successor who would be able to transform Sony from the lumbering giant it had become back into the forward-thinking company it had been. Idei tapped Sir Howard Stringer, a Welsh-born American who had been running Sony’s U.S. operations. In doing so, Idei hoped to shock company insiders and industry analysts alike. “It’s funny, 100 percent of the people around here agree we need to change, but 90 percent of them don’t really want to change themselves,” he says. “So I finally concluded that we needed our top management to quite literally speak another language.” After seven years as CEO, Stringer assumed the position of Chairman and appointed Kazuro Hirai as President and Chief Executive Officer
2.3 EMPERICAL REVIEW
In 2014, Quaratul-Ain Manzoor conducted a study titled „Impact of Employees motivation on organization effectiveness‟. The aim was to identify key effects of a motivated employee on the organization. He found out that there is a positive relationship between employee motivation and organizational effectiveness. However, he concluded that organizations should endeavor to recognizes, empower and allow employees‟ participation in decision making and implementation process in the organization. Similarly, Mensah, and Tawiah (2015) embarked on a study in Ghana titled „Employee motivation and work performance: A comparative study of mining company in Ghana‟. The paper empirically compared the impact a motivated employee makes in mining companies in Ghana. The study found that due to high risk associated with mining, and the huge contribution of mining to Ghanaian GDP, the management placed high premium on staff motivation both intrinsically and extrinsically, with special interest in health and safety of the workforce. However, in 2015, Joseph conducted a study titled “The effect of employees‟ motivation on organizational performance”, with the aim of ascertaining whether a motivated worker can yield better energy for the growth of the organization. After examining many related theories, the study recommended the provision of work atmosphere that is supportive of high productivity. This includes both extrinsic and intrinsic issues, especially the adoption of participative management technique. A similar study conducted in 2014 by Zafar, „titled “Determinants of employee motivation and its impact on knowledge transfer and job satisfaction” aimed at examining the impact of variables like extrinsic reward (pay) and intrinsic reward (appreciation). The study concluded the combination of extrinsic and intrinsic motivation is vital for effective employees‟ motivation leading to job satisfaction and greater productivity. The study by Akhtar, Hassain and Salmon (2014) titled “Factors affecting employees motivation in banking sector of Pakistan”, was an empirical study aimed at locating the relationship between different factors that motivate employees. Using multiple regressions, it was observed that all variable inherent in extrinsic and intrinsic factor have positive impact on employees‟ motivation. Seeing leadership role as important variable in employee motivation, Nail (2014) in the empirical study “The role of leadership in employee motivation”, examined the effect of autocratic and transformational leadership styles in motivation of workers. With the aid of descriptive statistics, the study revealed that there is strong relationship between transformative leadership behaviors and high productivity among employees. However, commitment of teachers in the high school studied raised job satisfaction which ultimately improved the academic performance of the school. Corroborating the previous study, Ganta (2014), in the study titled “Motivation in the workplace to improve the employees‟ performance”, it was found out that most problems of staff motivation is being created by employers management style. The study therefore urged employers to understand their workers and try to adopt different motivational tactics to handle different workers based on their needs, both extrinsic and intrinsic. In an effort to know how best staff of hotel industry could be treated to give the best effort at work, Sturman and Ford (2011), in their study with the topic “Motivating your staff to provide outstanding service” found that besides financial rewards, recognition and feedback prove effective non-financial rewards to staff motivation in hospitality industries in Florida and Cornell. Underscoring the criticality of financial reward in employee motivation, Ali and Akram conducted a study in 2012 on “Impact of financial rewards on employee‟s motivation and satisfaction in pharmaceutical industry in Pakistan”. A survey of a pharmaceutical industry was carried out in Pakistan to determine the relationship between financial rewards and employee‟s motivation and satisfaction. It was found that financial reward is the leading source of motivation and job satisfaction among employees of pharmaceutical industries in Pakistan. In a related study titles “Employee motivation: the key to effective organizational management in Nigeria”, Abba (2014) opined the indispensability of employee motivation in effective organizational management. Identifying the need for employee‟s motivation, particularly by integration and recognition, the study highlighted that once it is applied correctly and sustained by management, employees will respond appropriately in Nigeria.






CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
Lafia is a town in North Central Nigeria. It is the capital city of Nasarawa State and has a population of 330,712 inhabitants according to the 2006 census results. It is the largest town in Nasarawa state
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.
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. 
This study was carried out to examine the impact of motivation on staff performance in the public sector , Lafia , Nassarawa state. Selected Civil servant from ministry of social development  Laffia, Nassarawa  State form the population of the study.
The population size is the entire civil servant in  ministry of social development Laffia  , Nassarawa  State
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 civil servant in ministry of social and development Laffia. the researcher conveniently selected 100 out of the overall population as the sample size which comprise of 10 selected civil servant each from each department in social and development ministry  making a total of 100 civil servant  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 enquired about the responses demographic or personal data while the second sections were in line with the study objectives,  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 analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the Chi-Square statistical tool, SPSS v.23
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
he 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
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 one hundred (100) questionnaires were administered to respondents of which only seventy (70) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 70 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	40
	60%

	Female
	30
	40%

	Age
	
	

	15-25
	0
	0%

	25-30
	30
	60%

	30-35
	20
	30%

	35-40
	10
	5%

	40+
	10
	5%

	Qualification 
	
	

	WAEC
	10
	10%

	HND|BSC
	40
	60%

	MSC
	20
	30%

	PHD
	0
	0%

	INCOME LEVEL
	
	

	50000-100000
	40
	60%

	101000-120000
	20
	30%

	121000-150000
	10
	10%


Source: Field Survey, 2021

4.2	TEST OF HYPOTHESES
Ho: Monetary incentive is not a good personal management strategies for increase of performance and productivity.
Hi: Monitary incentive is a good personnel management strategies for increase of performance and productivity
Ho: effective application of motivational tools cannot lead to an increase in the growth and development of an organization.
Hi: effective application of motivational tools can lead to an increase in the growth and development of an organization.
Hypothesis One
Monetary incentive is not a good personal management strategies for increase of performance and productivity.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	70
0
0

	23.33
23.33
23.33

	47.67
-23.33
-23.33
	2,272.428
-544.288
-544.288
	97.40
-23.33
-23.33
50.74




Degree of freedom =	(row-1) (column-1) 
= (3-1) (2-1)
= 3*1
=2
At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.991) < X2cal (50.74), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that Monetary incentive is a good personal management strategies for increase of performance and productivity.
Hypothesis two
 effective application of motivational tools cannot lead to an increase in the growth and development of an organization.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	70
0
0

	23.33
23.33
23.33

	47.67
-23.33
-23.33
	2,272.428
-544.288
-544.288
	97.40
-23.33
-23.33
50.74




Degree of freedom =	(row-1) (column-1) 
= (3-1) (2-1)
= 3*1
=2
At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.991) < X2cal (50.74), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that  effective application of motivational tools  lead to an increase in the growth and development of an organization.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was to examine the impact of motivation on staff performance in the public sector using  civil servant in ministry of social and development Laffia  as a case study. The study specifically was aimed at highlighting  To help employees rediscover their true passion in their work which results in doing the best job they possibly can,  raise their level of employees engagement and performance, achieve more enthusiastic, satisfied and fulfilled by their rank,  reduce frustration, stress and increased tolerance and acceptance,  improve customer and staff relationships.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 70 responses were validated from the enrolled participants where all respondent are drawn from civil servants in Lafia
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1. employees rediscover their true passion in their work which results in doing the best job they possibly can.
2. The level of employees engagement and performance is due to motivation
3. Motivation helps to achieve more enthusiastic, satisfied and fulfilled by their rank.
4. Motivation reduce frustration, stress and increased tolerance and acceptance.
5. improve customer and staff relationships.
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1. As revealed by the findings of the study, there is need for motivational incentive  care facilities accessible at all times to help meet with urgent needs of staff of ministry for social development
2. There should be systems for recognition and appreciation of quality efforts in order to motivate the staff to work effectively. 
3. The ministry should ensure that there is an adequate provision and availability of motivational incentives  to help boost workers’ performance.
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QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	
Female [  ]
Age
15-25  [  ]
25-30  [  ]
30-35  [  ]
35-40  [  ]
40+  [  ]
Qualification 
WAEC  [  ]
HND|BSC    [  ]
MSC   [  ]
PHD   [  ]
INCOME LEVEL
50-100    [  ]
100-120   [  ]
120-150   [  ]
SECTION B
Is it possible to help employee rediscover their true passion in their work
Yes  ( )
No ( )
Undecided ( )
Can the performance and engagement of employees be raised to a certain level
Yes ( )
No ( )
Undecided ( )
Can employees achieve more enthusiastic, satisfied and fulfilled by their rank
Yes ( )
No ( )
Undecided ( )
Can motivation reduce frustration, stress and increased tolerance and acceptance.
Yes ( )
No ( )
Undecided ( )
Can there be  improvement in  customer and staff relationships.
Yes ( )
No ( )
Undecided ( )






