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Chapter One
Introduction
1.1 	Background to the Study
Motivation and productivity are concepts that have captivated the interest of both researchers and practitioners. Several scholars have defined both concepts in various ways. Managers and management researchers have long believed that organisational goals are unattainable without the long-term commitment of organisational members. The workforce is the most important productive asset of any organisation1. The human element is responsible for the organization’s direction and dynamism. In fact, any organisation can only grow to the extent that its workforce's skills and expertise are applied voluntarily and creatively. As a result, since the dawn of industrial civilization, the search for ways and means of motivating employees for optimal organisational performance has remained a central concern of management. Managers today, as in the early days of organisational history, frequently ask fundamental questions such as, "What can we do to motivate our workforce?" What exactly is the goal of motivation? No single technique or gimmick has yet been discovered that answers this question. Many people continue to ignore the fact that no organisation can survive without its employees, and employees cannot be productive if their basic needs are not met. Motivation and productivity are twin concepts in organisational development, motivation work as a means towards attaining productivity as an ends2. Also motivation is the best course to reach productivity as a favorable effect is the stimulus to trigger productivity as a response. 

By motivation, we mean the process by which an individual or group of individuals is inspired to behave in a desired manner in order to receive positive rewards or to meet certain human needs. To be motivated is to do something out of the ordinary; to be inspired to go above and beyond the call of duty. That is, do more than you have to do because you want to, not because you have to. The concept of productivity is one of the most popular and widely used in the field of management today3. It is defined as the most efficient use of resources in the production of goods and provision of services to achieve predetermined goals. Motivation is derived from the Latin word movers, which means "to move." Motivation is defined as providing people with enticements that cause them to behave in a predictable manner4. There are two types of motivation: extrinsic and intrinsic. External motivation refers to behavior that is motivated by the outcomes rather than the behavior itself. These consequences include salaries, profits, and working conditions. External perks include money from the company and recognition from managers and colleagues5. Intrinsic motivation is defined as behavior produced by a person as a result of pleasurable experiences associated with the behavior itself.

Motivation is one of the most important factors that can increase employee commitment to carrying out their responsibilities for maximum output. In the context of performance, motivation takes on factors such as zeal, which encourage employees to pursue and achieve set goals6. Establishing workplace motivation is a critical tool for employees to achieve set goals. Employees' willingness to put forth their best efforts without being forced to do so in order to achieve organisational goals and objectives is the hallmark of motivation7.Employee satisfaction in the workplace encourages them to put forth their best efforts toward the successful completion of a given task, which contributes to the organisation's ongoing growth. Motivation is extremely important in the achievement of any organisation's growth8. 

Motivation is defined as "the force that energizes, directs, and sustains behavior" toward the achievement of stated goals9. Employees who are motivated to improve their performance drive maximum output in an organisation. Management should first identify their employees' needs, because when those needs are met, the employee will naturally perform without being coerced. Employers and decision-makers must make greater efforts to achieve specific goals. Improving productivity necessitates management attending to the needs and concerns of their team members and learning more about what motivates them to be more productive10.
Organisations have worked hard against their competitors to improve their company performance and maintain a competitive advantage. According to the International Organisation for Standardization (ISO), client demands and expectations are constantly changing, so organisations must ensure that they continue to improve. Furthermore, any organisation that wishes to maintain its competitive edge is always given the opportunity to improve11. Performance improvement is a continuous process driven by the difference between the current state and the desired future state12.To encourage efficiency, businesses should establish a strong and positive connection with their employees and direct them to task satisfaction. The goal of increasing efficiency is to increase an organisation's ability to achieve its goals.

Employee performance is typically influenced by motivation and capacity13. That is, organisational efficiency entails staff who are not only willing to conduct, but also skilled in any organisation activity. As a result, for effective organisational performance, both capacity and motivation are required. Motive is derived from the Latin phrase'movre'14,. 15. Motivation is defined as encouraging individuals to behave in desired ways15. Motivation was also defined as the process of inspiring and maintaining purpose-driven behavior 16. Employee motivation can simply be defined as the variables, components, or eagerness that urge employees to follow and achieve work objectives and duties, and that is why employees act and act in a manner that may be affected. Motivation as a powerful tool that strengthens behavior and causes a persistent tendency17. In Tanzania, employees face numerous challenges, particularly in the workplace, wages, and job security. When people are motivated, they believe they can act in their best interests18. This can frequently result in wonderful achievements and excellent humanitarian actions. Most of the time, it results in employees engaging in routine operations, usually with positive outcomes. Employee motivation has been shown in studies to increase productivity and sales, improve customer relations, create a safer working environment, and boost morale.

Motivation benefits both the employee and the organisation. Motivated employees are more likely to have higher self-esteem and self-efficacy and to perform their jobs more effectively. Motivated employees improve morale in an organisation 19. This has the potential to have a company-wide impact. Motivation is built into the workforce. Workers have a strong desire or drive to do something and act accordingly. However, external variables such as rewards, recognition, bonuses, promotion, and praise have an impact on motivation. Extrinsic motivation, such as cash, can greatly motivate employees and thus improve service delivery in both the private and public sectors20. Although money is not a motivator, it is a factor in hygiene 19. Furthermore, there are many different types of things that are done to or for individuals in order to motivate them. As a result, motivation is a critical issue that can boost an organisation's staff morale. Employees cannot produce the required results unless they are motivated 21.
Productivity is an average measure of the efficiency of production. It can be expressed as the ratio of output to input used in the production process. Employee productivity is an assessment of efficiency of worker or group of workers22. Typically, the productivity of a given worker will be assessed relative to an average for employee doing similar work. Productivity is about the effective and efficient use of all resources. Resources include time, people, knowledge, information, space, energy, materials23. Therefore, motivation and productivity are directly related, the higher the motivation level, the higher the productivity potential of staff24. Employee motivation drives the quality of work and boost performance in an organisation25. When organisation keep their employees motivated, production can be done without interruption. Therefore, organisation achieve great harmony in the whole workflow, influencing productivity positively.

Organisation needs to measure productivity to ensure they are not wasting time or resources on tasks. An organisation that are not efficient incur too many costs and lose time and money. All the profitable organisation focus on reducing cost and improving efficiency to increase their profits. This is why it is crucial to understand the different types of productivity. So that organisation can maximize each one. Essentially productivity is the measure of how much output has been generated in several ways, organisation that keep track of these factors, ensure that they do not bring down productivity level.
1. Manpower: It is important that organisation hire the right employees productivity can be greatly affected if employee do not perform their functions effectively. Conversely, the right employees for the right job improve productivity levels. It is also important for an organisation to impact skills to employees through training programs. A skill workforce can help improve the productivity level of an organisation.
2. Right reward: Organisation also need to give the right reward to staff that performs excellently to increase their productivity, irrespective of the cadre or level they are, if staff are not been reward as at when due, having given the right reward also ensures increase employee performance and productivity.
3. Floor Area: If the space covered by multiple department is not well designed intelligently and creatively, it can cause problems in productivity levels. Some organisation plan their structures with utmost precision and sensibly so that organisation that operates more closely together and not too far apart. But when an organisation have a large work area with the random positioning of the department, productivity level can go down drastically. Although productivity is a term used for the overall efficiency levels of an organisation27. There are different types of productivity that an organisation can focus on and out of it are:-
· Labour Productivity: Is the measure of how much financial yield generated in an admission or project supervision of an academic staff. It is also the efficiency with which labour has transformed the input in to a much higher perceived value. So when an organisation endeavor to improve labour productivity, they can do so with innovation in how things are done.
· Capital Productivity: Capital productivity is used to determine the efficiency of fixed assets. It is a measure of amount of output to the amount of physical capital used as input.
· Material Productivity: The need for materials for academic staff are necessary for effective and well trained student. It would also be measured for the number of resources taken to develop or complete project or research work. 
Measuring productivity is necessary as it determine the efficiency level of an organisation in converting inputs to output. When an organisation find the right ways to motivate their employee, turnover become a non-issue and employee productivity soars28. Higher level of innovation leads to increased productivity and an organisation growth29. Productivity means the balance between all factors of productions that will give the greatest output for the smallest effort. Is an expressed or measure as a mathematical division of two important parameter (functions) viz, output and input. Concept of productivity is depicted in the following illustration.
Output ÷ input = productivity
Output/input
Source30

This research focuses on employee motivation and productivity. Managers must prioritize employee motivation in order for effective work performance to thrive in Nigerian organisations. Organisations in Nigeria, both public and private, have goals that can only be met by effectively motivating employees to achieve the desired results. Many workers in Nigeria are dissatisfied and discouraged at work; few are satisfied. Staff in Nigeria face a variety of workplace challenges, including a lack of promotion opportunities, salary delays, and retrenchment.

Employees in the workplace can be motivated in a variety of ways, including timely payment of wages, salaries, and incentives. A lack of these can have a negative impact on staff performance and organisational productivity. These types of financial incentives are referred to as extrinsic motivation. In Nigeria, the average employee views job satisfaction in terms of monetary compensation. When this is lacking, their job morale suffers, negatively impacting the organisation's productivity. Employees ranked monetary compensation first, followed by job security, promotion, and growth. There are other types of employee motivation, known as intrinsic motivation. These types of motivation are unrelated to monetary compensation and instead recognize employees through promotion, recommendation, e.t.c. Employee motivation can be achieved by rewarding them with either financial or non-financial incentives 31. In a country like Nigeria, where various industries are fighting for survival, motivating employees to achieve maximum organisational productivity is critical. This is due to the fact that measuring performance is important for industry management because it highlights development and achievement. If staff recognition is improved, so will their motivation to work, as well as their accomplishments and, as a result, the industry's output. The level of staff productivity that ultimately leads to favorable organisational performance is a key indicator of organisational success that should be given more weight because it measures an organisation's competitive power32.
Academic
Now academic and non-academic staff of higher institution like Federal college of Agriculture moore plantation Ibadan are even more parent life unperformed because of economic hardship. Therefore, the question of motivation and productivity become more important in higher institution of learning. The problem of motivating academic and non-academic staff of higher institution implies shaky on educational foundation, technological development. Academic motivation is an important concept in education because it proceed motivational output. According to the research, the concept of motivation has a large degree of multi-faceted, non-cognitive, psychological structure whereas academic motivation is a more specific concept, which is creative thinking skill and learning skills student’s satisfaction from school and reasons for school attendance and doing homework33. Their performance is related to cognitive, behavioral and effective training factors. 
Workers should not be treated as machines and tools whose only purpose in the organisation is to perform, with the emphasis placed solely on productivity without regard for what motivates the employee to give his or her optimum best 34. Motivation is a human psychological characteristic that includes the factors that cause, channel, and sustain human behavior; motivation is concerned with "what causes people to think" 35. They noted that money is the most important motivator, despite the fact that in Nigeria, money alone does not guarantee productivity. Non-monetary incentives such as price, job promotion, upgrading and advancement, job security, and recognition all help to boost employee morale36. If workers' needs are met, it may lead to an increase in productivity. However, regardless of the size of the organisation, any manager can incorporate motivation into the workplace to stimulate and influence employees. Given the importance of motivation in organisational survival and growth, this study attempts to investigate the employee motivation and staff productivity. An examination of the Federal College of Agriculture Moor Plantation in Ibadan, Nigeria.
1.2	Statement of the Problem
There are numerous factors to consider when addressing the motivation factors on staff productivity. The organisation exists to provide certain services. People are hired to assist the organisation in meeting its goals. Poor and inconsistent staff training is one of the problems encountered in the organisation, which can invariably lead to inefficiency and low productivity in the organisational setting.
Meeting people's needs is part of motivating them to work. The issue of motivating people is highly contentious. Some people believe that extrinsic factors such as money, praise, and the quality of supervision and company policy can motivate people to work, while others believe that extrinsic factors such as advancement, job quality, recognition, and growth alone may not motivate workers to productivity.
The general issue inherent in the organisational structure is low pay, an irregular promotion structure, and lack of recognition of employees' achievements. All of these things have a negative impact on worker morale and, as a result, productivity. To fill the gap in this study, the research seeks to determine the type of incentive package that should be provided to workers; so that worker given the right incentives other than money, can contribute to the productivity and growth of the organizations in order to achieve the corporate objectives.

1.3	Aim and Objectives of the Study
The aim of this study is to assess motivation factors on staff productivity in Federal College of Agriculture, Moor Plantation, Ibadan. 
The specific objectives of the study are to:
i.	assess the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan. 
ii.	investigate the effects of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan. 
iii.	determine the effects of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan. 
iv.	investigate the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.

1.4	Research Questions
The study answers the following research questions:
1. What is the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan?
2. What is the effect of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan? 
3. What is the effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan?
4. What is the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan?

1.5 	Hypotheses
The following hypotheses were determined at 0.05 level of significance:
Ho1: Recognition has no significant effect on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan.
Ho2: Job-enrichment has no significant effect on self-development in Federal College of Agriculture, Moor Plantation, Ibadan.
Ho3: Training has no significant effect on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan.
Ho4: Reward programmes has no significant effect on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.
1.6	Significance of the Study
The overall understanding of this study is a useful guide to the Federal College of Agriculture's management on effective staff productivity. The study's findings help to depict the effect of a lack of motivation on academic and non-academic staff, as well as their responsibility to students in today's society. It also outlined effective strategies for motivating academic and non-academic staff in order to increase productivity in their performances.
The findings of this study helped to highlight areas where there are problems among employees, which was a great benefit to organisational management and policymakers. The findings of this study was significant, that it allows both management and the labor union to better understand how the various incentive packages can be used to inspire employees to increase and sustain productivity.
The findings of this study helps to highlight the likely problems of frustration and how motivation can be used to reduce or eliminate these problems among the organization's staff. The findings of this study aids in bringing the concept of group dynamics and employee behavior to light. Through such understanding, the chief executive officer's administrative scope could be broadened, putting him in a better position to review and overhaul their administration orientation in terms of better motivating staff and thus producing better results by fully utilizing the human resource potentials available.

This research also seeks to enlighten or exonerate the government and college. Board of management on the importance of adequately motivating academic and non-academic staff if investment in research and education is not to be wasted. It also serves as a source of inspiration for academic and non-academic staff in research institutes and educational institutions.
The findings of this study pique  people's interest in conducting additional research on workplace motivation and productivity. The study aims to broaden people's understanding of organisational behavior and human resource management.

Finally, this research is also of paramount importance because it aids government agencies in making and implementing policies that would enhance the stability, growth and development of businesses throughout the region in matters concerning organisational productivity by seeking ways ensure that employees are adequately motivated in their various organizations thereby increasing overall productivity and performance levels. 

1.7	Scope of the Study
The researcher conduct a survey on Motivation factors on Staff Productivity in the Federal College of Agriculture, Ibadan. The study was limited to the College of Agriculture, Moor Plantation, Ibadan, which includes both academic and non-academic staff. For the questionnaires, the researcher used the drop and pick method. However, it was difficult to ensure that only the targeted respondents fill out the questionnaires. Furthermore, the targeted respondents were busy employees who did not have time for filling the questionnaires. A further census study aimed at face-to-face interview of the respondents, perhaps it increase the response rate and results of these findings. The research work assessed how motivation can improve staff efficiency and to investigate the best type of motivation that produces the most efficiency in the College of Agriculture, Moor Plantation, Ibadan.

1.8	Limitation of the Study
The research work conducted a survey that was limited to motivation factors in relation to academic and non-academic staff performance in Federal College of Agriculture, Moor Plantation, Ibadan. The research work was also limited to time constraint and finance. Respondents' demanding work schedules made it extremely difficult for them to participate in the survey, as a result, obtaining copies of the questionnaire in a timely manner was extremely difficult. Furthermore, the researcher is a postgraduate (student) with limited time and resources to cover the extensive literature available in conducting this research.
The researcher's information may not be applicable to all businesses or organizations, but it is limited to the selected organisation used as a study in this research, particularly in Ibadan, the locality where this study was conducted. Finally, the researcher was limited to the evidence provided by the research participants and thus cannot determine the reliability and accuracy of the information provided.

1.9	Operationalization of the Research Variables
This research work presents the Independent and the Dependent variables used in the study. The Independent variable which is recognition, job enrichment, training and reward program is represented by X. The Dependent variable staff employee morale, self-development, confidence in management and staff strike is represented by Y.
Operationalization of Variables
Y= f(X)
Y= Dependent Variable
X= Independent Variable
Where:
Y= Employee morale, self-development, confidence in management and staff strike. 
X= recognition, job enrichment, training and reward programme.
Where:
X1= Recognition(R)
X2= Job Enrichment (JE)
X3= Training (T)
X4=Reward programme (RP)
Y= f(X)
Y= f(x1)………………………………………Equation 1
Y= f(x2)……………………………………… Equation 2
Y= f(x3)……………………………………… Equation 3
Y= f(x4)……………………………………… Equation 4
The variables in Equation 1-4 are the working Equations to be evaluated in this study.
Y=a0 + β1X1+μ…………………………………………………... Equation 1
Y=a0 + β2X2+μ………………………………………………....   Equation 2
Y=a0 + β3X3+μ…………………………………………………... Equation 3
Y=a0 + β4X4+μ…………………………………………………... Equation 4

1.10	Operational Definition of Terms
The following terms were defined as used in this study:
Adequate Motivation: These are factors (familiarity, concern and driving force), which exist or are provided in a work situation either physically or psychologically which determine the input and productivity level of the worker. It could also be described as incentives, which help to energize and direct the behaviors of the workers towards discharging their duties.
Employees: are the workers in an organisation, working for the accomplishment of the organisational goals. In this study, the employees are those staffs of the organisation.
Employee Productivity: is the rate at which employees effectively and efficiently discharge their duties. 
Incentives: is an encouraging factor for efficiency of labour. It also serves as a means of motivation that prompts workers to more actions. (College of Agriculture) is not affected by general state of economy and frustration pervading the Nigeria labor scene.
Job enrichment: is seen as a process where management allocates more responsibilities from the superiors to the employees. 
Morale: Moral refers to staff emotional and mental level of zeal.
Motivation: refers to what stimulates and guides human behaviors and how these behaviors are sustained to attain a specific goal.
Organisational Productivity: A measure of how efficiently and effectively managers use resources to achieve organisational goals.
Productivity: A summary measure of the quantity and quality of work performance, with resource deployment taken into account. It can be measured at individual, group or organisational levels. It is used interchangeably with performance or output. It is a job behavior affected and influenced by several variables. The most important of such factors are ability and motivation.
Promotion: is the act of moving an employee up the organisation hierarchy, usually leading to an increase in responsibility and status and a better remuneration package. 
Recognition: is the acknowledgement, approval and genuine appreciation. This recognition can be set up on a formal basis (e.g., employee of the month) or informally used by a supervisor/team leader in managing individual employee or team behaviour. 
Staff: This can be defined as a worker employed in an organisation.
Strike: refers to organized and intentional stoppage slowdown of work by employees, intending to make the employer comply with the demands of the employees.
Supervision: is the act of guiding a group toward its goals, see that all members of the team are productive, and resolve problems as they arise. 
Training: is teaching, or developing in oneself or others, any skills and knowledge that relate to specific useful competencies. Training has specific goals of improving one's capability, capacity, productivity and performance. Training improves inter-personal and teamwork in an organisation which in turn increases performance.
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Chapter Two
Literature Review
This chapter extensively examine literatures that are associated and significant to the subject of this study. The review covers the concepts, empirical and theoretical explanations required to facilitate a complete examination and comprehension of the research. It provided an insight of other people’s thoughts and opinions on the effects of motivation on employees and how it affects their productivity levels. The following sub-heading are as follow:

2.1	Conceptual Review
The basis of motivating an employee in an organisation is for best productivity. Motivation is an energizer for an employee to perform their duties effectively and for an employee to perform their duties effectively they have to be well motivated both intrinsically and extrinsically. The best tool for productivity is motivation. A well-motivated employee is a productive employee. Motivation leads to the fact that employee of an organisation will seriously perform their duties and responsibilities. Motivated employees are loyally committed, productive and also provide good services to an organisation. 
2.1.1	Concept of Motivation 
Motivation may be defined as the process of stimulating people to action, to accomplish desired goals. Motivation is the act or process of providing a motive that causes a person to take some action. It can be described as the driving force within individuals that propels them to action. This driving force is produced by a state of tension, which exits as the result of an unfilled need. Motivation results from the interface of both conscious and unconscious factors such as passion of desires or need, incentive or reward value of the goal, and expectations of the individual and of his or her peers. Employee motivation is the core of management. Employee motivation is an effective instrument in the hands of the management in inspiring the workforce.

The link between motivation and management practice of management is crucial to managements’ success. People are the greatest single asset available to an enterprise. In fact an organisation is people and people are the only asset that can work against the organizations goals. It is therefore, only by collaborative efforts that people can find a release for their latent energy and creativity in the service of the enterprise. Motivation is a process in which people choose between alternative forms of behaviour in order to achieve personal goals. The goals sought by an individual can be relatively tangible, such as monetary reward or promotion, or intangible, such as self-esteem or job satisfaction. Generally, the rewards available to an individual are classified as intrinsic and extrinsic rewards. Intrinsic rewards are those that derive from the individuals own experience while extrinsic rewards are those conferred on a person from outside. The sense of achievement or a feeling of self-esteem is an intrinsic reward and a pay rise or promotion an extrinsic reward. Whilst motivation as such is essentially a personal experience, managers in particular, are keen to find reliable links between individual motivation and effective performance. They are also concerned to create the conditions under which organisational and personal goals may be harmonized. The key feature of motivation is that it determines the extent to which an individual desires to place his or her knowledge and skills at the disposal of other, and, more than that, to shrug off the effects of obstacles and difficulties in so doing.
Work is an important event, a fact that is inevitable in the life of an individual in whatever forms it is done, it is an activities and source of satisfaction one needs. Employee try to find satisfaction in what they do and as a result the manager should be able to understand the problems faced by his employees and find a way of satisfying their needs and aspiration. The general assumption is that an adequately motivated worker will in turn give in his or her best towards the attainment of a general consensus. Consequently when a worker is motivated the question of poor performance and inefficiency will be a forgotten issue in an organisation. Managers who are successful in motivating employees are made often providing an environment in which appropriate or adequate goals called incentives are made available for the needed satisfaction of the employee. A good number of employees are adequately paid in their jobs so as to work hard and maintain a high standard of productivity while some even work hard but do not receive much material gains to show for it. The issue under consideration is how a worker in an organisation with a particular set of does needs achieve the reward he desires? 
Today managers cannot rely solely on the manipulation of pay, benefit or working conditions to encourage workers to perform effectively and efficiency. It is the duty of the manager to create and develop an effective environment in which employee will be motivated to become productive members of the organisation by striving for what will bring them reward. It was suggested that motivation can be seen as those psychological characteristics of humans that contribute to an individual’s level of commitment towards a goal1. It comprises several elements that causes, directs, and sustains an individual’s behavior in a specific way. He went further to say that motivation is one of a number of elements that affect an organization’s productivity and performance levels respectively. Motivation as a mental force that governs the direction of an individual’s behavior in an organisation, an individual’s level of effort, and an individual’s level of determination when faced with obstacles2. In addition she stated that even with appropriate strategies and administrative structures in place, an organisation can only be productive if its employees are sufficiently motivated to perform at higher levels. 
Motivation as any impact that brings out, guides, or sustains a person’s goal-directed behaviors3. Motivation refers to those set of forces that triggers certain behaviors and regulates its form, course, intensity and duration4. Motivation as the process of guiding an employee’s actions towards a particular end via the manipulation of rewards5. He described motivation as the mental process giving behaviors the will-power, drive, and tendency to act in a certain way in order to attain certain unsatisfied needs. Also, it was suggested that motivation could be defined in relation to forces within employees that justifies the levels, directions, and resolution as regards efforts they expend in the workplace6. Termed work motivation as self- induced forces that control the directions and behavioral patterns of the workforce in an organisation taking into account their levels of commitment and enthusiasm towards the successful accomplishment of set goals7. 

Motivation is an inner state that inspires actions as well as direct and channel behavior towards a goal8. Motivation deals with “the motives underlying behaviors”9. In addition, motivation simply as “those elements that pushes an individual to act or not to act”10. 
Motivation is the individual’s readiness to expend energy so as to accomplish set goals11. He is of the opinion that motivation relates to a person’s enthusiasm for specific patterns or behaviors. Also he further stated that the ambitions, needs and wants of a person may influence, direct and control their attitude. The concept of motivation entails what goes on inside a person that results certain behaviors. As regards organizations, he stresses that an absence of motivation is reason enough for a worker not to attain gratification from the work12. 
Motivation is anything that moves an individual towards a specific goal13. Furthermore motivation as a term is applicable to the drive, yearnings, needs and wishes of a person14. From the above definitions it can be said that motivation as a whole, is more or less fundamentally concerned with those forces or elements that triggers certain human actions or behaviors. It can also be deduced that creating a work place environment in which adequate motivation is sustained has a positive impact on employee performance. This is because employee motivation is the core of the field of an organization’s behavior and a high level of motivation encourages employees to be highly productive and perform better at their jobs. 
However creating such an environment still poses a challenge to managers and organizations as a whole. This problem may be based on the fact that an organization’s productivity levels increase as the level of employee motivation rises. 

Historical Development of Motivation
The study of motivation can be traced back to the writings of the ancient Greek philosophers. More than twenty three centuries ago, they presented Hedonism as an explanation of human motivation. Hedonism says that a person seeks out comfort and pleasure and avoids discomfort and pain. Many centuries later, Hedonism was still a basic assumption in the prevailing economic and social philosophers of such famous men like Adam Smith, Jeremy Bentham and John Stuart Mill. They explained motivation in terms of people trying to maximize pleasure and minimize pain. However, William James in his classic principle of psychology gave recognition to two additional important historical concepts in the study of motivation, instinct and unconscious motivation. There was also the drive theory of motivation formulated by Clerk Hull. William James did not feel that the human is always consciously rational. He though that much of human behaviour is instinctively based.
The key assumption of those who advocated the instinctual approach was that there is an unlearned predisposition to behaviour. However, it was Sigmund Freud who openly recognized the importance of unconscious and made it a vital part of the study of human motivation. The Freudian explanation of motivation has a devastation effect on human pride. People like to picture themselves as being consciously rational and in complete control of their own behaviour. The modern view is that normal behaviour contains some conscious unexplainable motives, but that these are largely based on learning and not on instincts. Currently, not much is known about the unconscious, but it may still prove to be an important element in the better understanding of human behaviour. However, the Clark Hull drive theory is the major historical foundation for the study and understanding of motivation.

Clark Hull, in his scientifically based theory of motivation was a product of drive times habit (Effort = D x H). The drive concept in particular was motivationally based. To Hull, drive was the energizing influence, which determined the intensity of behaviour. The habit reflected the behavouristic (learning) influence on Hull. Later, to counteract the emphasis given to the past by habit, Hull added the futuristic concept of incentives to his equation (Effort = D x H x I). This incentive factor had cognitive properties and serves as a forerunner of expectancy theories of motivation. Drive theory serves as a theoretical basis for the motivational cycle of needs- drives – goals. The key to undemanding motivation it appears lies in the meaning and relationship between needs, drives and goals.

2.1.2 	Types of Motivation 
Motivation can either be intrinsic or extrinsic15. In the workplace as well as other settings, motivation is often classified as being naturally extrinsic or intrinsic16. Several classes of motivation namely; extrinsic and intrinsic motivation. Intrinsic motivation: can be referred to as motivation derived from within the individual or from the activity itself, it can be said to have an affirmative outcome on the conduct, performance and well-being of an individual17. In the workplace, it springs from impulses that are characteristic of the work itself. It is what workers derive because of their success in completing a task. Such Intrinsically motivated reward comprises the chance to showcase expertise and abilities, receive gratitude, good recognition, freedom, responsibility and mutual respect. A worker that is inherently inspired would be devoted to his job for as long as he believes the job is able to satisfy his wants18. Intrinsically driven work conducts are behaviors performed for one’s own sake, that is, the inspiration to work emanates from within the individual. Here the worker is motivated because he derives happiness in doing the job. For instance, a domestic worker in an organisation whose pay is quite low compared to other workers cleans the surroundings every time and even put in extra hours to clean not because of an increase in pay but because of the happiness derived in doing it. Such a motivation originates from rewards that are considered inherent to a job or activity itself such as the pleasure an individual derives from a game of chess or the love of playing soccer. Therefore when an individual engages in activities without any apparent inducements with the exception of the activity itself such an individual is said to be motivated intrinsically. 

On the other hand extrinsic motivated behaviors are those that are external to the activity or the work, such as compensation, conditions of work, welfares, safety, and elevation etc. these motivators are usually determined by the company the individual works for. Extrinsic behaviors require workers to work hard or put in extra hours so as to get the reward that comes with it. Workers may not like the task but are inspired by the additional benefits, awards etc. It is a behavior that is put up to obtain substantial or social rewards and to evade chastisement. For instance, a receiver in a guesthouse is aware that working hard and diligently would bring about additional benefits and even promotion may not be happy putting in extra hours but the incentive forces him/her to work harder. It extrinsically inspired individual will be dedicated for as long as external rewards are available. For example, good pay has been perceived over time to be an effective strategy businesses utilize to motivate their workforce to perform thereby improving organisational performance. Also, most employers of labor have understood the point that for businesses to contend well in a business setting, the performance of their workforce is very essential and crucial in influencing the result in terms of the success of the business. Hence, it can be presumed that the performance of a workforce is not only key to the progress, solidity and enlargement of the business alone but also for personal advancement of the workforce as a whole. 

Motivation that is considered extrinsic stems from outside of the performer. Money can be said to be the greatest example, nevertheless coercion and the fear of punishment are also common extrinsic motivations. In various organisations, competition is seen as extrinsic since it encourages the performers to win and outwit their rivals, rather than appreciate the intrinsic rewards associated with the activity. However it is also imperative to note that extrinsic rewards may result in over justification and a later a decrease in intrinsic motivation. The universal difference between intrinsic and extrinsic motivation is that whereas intrinsic motivation is triggered by internal forces or those within oneself, extrinsic motivation is determined by external forces 19. 

2.1.3 	Intrinsic Motivational Factors 
Although there are various forms of intrinsic motivation, this study focuses on an employee’s wellbeing, employee’s relationship with co-workers as well as their managers as factors that may influence an employee’s productivity levels in an organisation. Intrinsic motivation, derived from within an individual or from the nature of the work itself, positively influences behavior, wellbeing and productivity. These factors are discussed below:

Employee Well-being 
The concept of employee’s well-being in most organisation has become a thing of great interest in recent years. In today’s world, the increasing reliance on overall market forces places a considerable load on salary earners and those of working age as regards delivery of goods and services. Consequently this has adversely affected the health, safety and general wellbeing of the workforce. Therefore the well-being of a workforce cannot be underestimated as workers also have similar needs be it physical or emotional. These needs may vary ranging from welfare, security, health and a sense that they are capable of coping with life. Employees now look to their organizations for assistance in achieving this because a significant amount of their time and lives are expended at work. Most business establishments around the globe understand the necessity for a healthy workforce as they are crucial in enhancing an organization’s productivity levels and fiscal performance. As such, most organizations take giant strides in a bid to improve the welfare of their workforces by implementing several health and productivity programs that is aimed at promoting the well-being of their workforce. Well-being is defined as a concept that encompasses physical, financial and psychological health, as well as a personal connection and a sense of belonging and not just the absence of an ailment or injury. It is an extensive ideology that takes cognizance of the individual as a whole as regards the physical and mental states of a person20. 

Finally, for health and well-being programs to be successful an organisation must be able to relate effectively with their workforce and ensure that matters of great concern that may be termed personal to staff and their relations are catered for. Some of these matters may include their welfare packages, health-related behaviors, present and eventual monetary state of affairs as well as their experiences in the place of work. It is imperative to note that the attitude of a workforce provides several clues on how to obtain the best returns on health and productivity investments. There are proofs showing that the health and wellbeing of an organization’s labor force is inseparably associated with their levels of productivity as well as the health of the nation’s economy21. As such employers of labour are also very much aware of the importance of wellbeing programs and are concerned with seeking out better ways to improve employee wellbeing through various health protection and promotion benefit programs. Most organizations even allow staff to take several days off due to illness without being deprived of their pay. Some even compensate members of their work force for not taking sick leave by giving them additional pay 22. Managers give their workers paid time off, free lunch and relaxation times, vacations, leave etc. This is done with a view to ensure that workers stay healthy and motivated thereby increasing their levels of effectiveness and efficiency in the workplace resulting in high productivity23.

2.1.4 	Concept of Employee Motivation
To motivate people, it’s important to understand how motivation works. Employee motivation is an important concept to every organisation. No organisation is developed without the concept of employee motivation. It indirectly helps both the individual and organisation. The important thing is to understand is that there is difference between different individuals. Every human being will not be motivated in same way. Individuals react in different ways so organisation should adopt different ways of motivation. On the other hand, employees who feel motivated to work likely to be persistent, innovative and productive, turning out high quality work that they willingly undertake. “Motivation is the willingness to exert high levels of effort towards organisational goals, conditioned by the effort and ability to satisfy some individual need”.  “A motive is an inner state that energizes, activates, or moves and directs or channels behavior goals”. Employees are motivated through financial factors like bonus, hike in salary etc. and non-financial factors like appreciation, recognition, rewards, securities etc.

2.1.5 	Productivity 
The manufacturing sector is an ever changing beast and every year, the industry is faced with fresh challenges24. The author stated that virtually all media houses constantly report the closure of industrial units, labour disputes between employers and their employees or reductions in the labour force due to recession and other economic dynamics. As a result, the image of manufacturing industries have been marred by low wages, high labour turnover, inadequate working conditions, poor performance and productivity 25. Productivity can be referred to as the quantity of work that is attained in a unit of time by means of the factors of production26. These factors include technology, capital, entrepreneurship, land and labour. It is the link between inputs and outputs and increases when an increase in output occurs with a lesser than comparative increase in input. It also occurs when equal amount of output is generated using fewer inputs. 
The perspective that productivity can be seen as a measure of performance that encompasses both efficiency and effectiveness27. It can also be referred to as the ratio of output or production capacity of the workers in an organisation. It is the correlation that exists between the quantity of inputs and outputs from a clearly defined process. The performance of a business which determines its continued existence and development is largely dependent on the degree of productivity of its workers. The prosperity of a nation as well as social and economic welfare of its citizens is determined by the level of effectiveness and efficiency of its various sub components28. Productivity is a total measure of the efficiency or capacity to transform inputs that is raw materials into finished products or services. More precisely, productivity is a measure that indicates how well essential resources are used to accomplish specified objectives in terms of quantity and quality within a given time frame. It is suitable when measuring the actual output produced compared to the input of resources, taking time into consideration. Hence, productivity ratios indicate the extent at which organisational resources are effectively and efficiently used to produce desired outputs. Efficiency takes into account the time and resources required to execute a given task. Therefore, it can be concluded that effectiveness and efficiency are significant predictors of productivity.

Motivator for productivity
· Employee morale
· Self-development
· Confidence in management 
· Staff strike 
Employee morale- Employee morale is defined as the attitude, satisfaction and overall outlook of employee during their association with an organisation or a business29. The word morale is originated from the latin word mores which means the ethnics, attitude or behavior it is, therefore, absolutely essential that the group as a whole is charged with enthusiasm about the work entrusted to them. Such zeal or enthusiasm is usually referred to as morale.30
Employee morale means the cooperative attitude or mental health of a number of people who are related to each other on some basis31. Morale can also be describe as a readiness to cooperate warmly in the task and purpose of a given group or organisation 32.
Employee morale or workspace morale is the morale of employee in workspace environment. It is proven to have a direct effect on productivity. Employee morale with high morale are more productive, deliver better results and stay in an organisation longer. If an organisation is going through a crisis, they will work harder to help it survive and achieve its goals33.

Causes of poor employee morale are:
i. Lack of effective communication
ii. Not providing good materials or clear processes to the job well.
iii. Not being clear about or constantly changing expectations or priorities.
iv. Having unrealistic expectation or unreasonable workloads.
There are best ways to boost employee morale out of it are:
i. Measure employees morale regularly and mare positive change
ii. Understand what employees consider meaningful.
iii. Provide proper tools/stay up to date with new tools
iv. Create a growth plan with employee
v. Fund the balance between employee independence and accountability.



Morale and Motivation
Morale and motivation are inter-related but differ from each other. Morale refers to the attitude of a person towards his work and environment while motivation is a process to inspire people34. Motivation is an inner feeling which energizes a person to work more for satisfying his unsatisfied demands35. Motivation revolves round needs and incentives while morale will determine the willingness to cooperate. Morale is a group phenomenon while motivation is an individual's readiness to work more36. Moral is related to the combination of various factors operating at work but motivation concerns to the job only37. Motivation helps in mobilizing energy while morale is concerned with the mobilization of sentiments38. 

Morale and Productivity
Morale reflects the attitude of employees towards their work; it will be of interest to know if it has any bearing on productivity39. A number of research studies reveal that there is no direct
relationship between morale and productivity. High morale may lead to higher productivity but in some cases production may go down even. It is generally felt that there is a positive relation between morale and productivity but the degree may not be the same. For example, 10 per cent increase in morale may lead to higher productivity but production may not necessarily increase by 10 percent.
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The first situation occurs when the individual is satisfied from the job and prevailing environment. He will try to achieve his standards of performance which will lead to higher
productivity. In the second situation (low productivity and high morale) the employee may be
satisfied from his work and situations, prevailing and showing high morale. Lack of proper
teaching of the employee, lack of administrative skill of supervisor, defective materials, out-dated technology may lead to low productivity inspite of high morale. In the third situation,
management may use strict supervision, prescribe punishments for low productivity and use
better technology for raising productivity, inspite of low morale40. The fourth situation occurs where factors obtained in combination of high productivity and high morale are lacking. There is a complexity of relationship between morale and productivity. This relationship cannot always be predicted. It may differ from organisation to organisation and from one time to another time. It is quite possible to increase morale with either favourable or unfavorable shifts in productivity as shown in above.
Recognition- Employees do not only want attractive pay and benefits, but also expect that their efforts are valued, appreciated and treated fairly41. Recognition is the timely, informal or formal acknowledgement of a person’s or team’s behaviour, effort or business result that supports the organization’s goals and values, and which usually is beyond normal expectations 42. It is the acknowledgement, appreciation, or approval of the positive accomplishments or behaviour of an individual or team. It also encompasses praise or a personal note of acknowledging achievements including small gestures that are important to employees. This recognition could be in forms of personal recognition, achievement recognition, work performance recognition; and recognition of dedication on the part of the workers43. 
Employee recognition is regarded as important tool in promoting workers’ motivation and organisational success 44. This is because workers are likely to be motivated to improve their performance based on recognition, and are likely to be less motivated if organisation neglects their contributions 45.
Job Enrichment- Job enrichment is a job-design strategy for enhancing job content by building into it more motivating potential 46. It is an attempt to motivate employees by giving them the opportunity to use their abilities. Job enrichment is the systematic technique of “harnessing works processes and procedures for stimulating employees’ performance and satisfaction” 47. The essence is to help employees to build the sense of self management and self-sufficiency. It is a qualitative change to a job that increases the extent of autonomy, feedback, and significance of the job, allowing workers to have better control and feedback in their work setting. An addition in job related tasks with a view to increase employee control and responsibility is called job enrichment 48. Job enrichment can be define as changing job content in order to make tasks challenging and to increase productivity49. They asserted that job enrichment is an attempt to build into jobs a sense of challenge, achievement and variety, giving workers more freedom in deciding about such things as work methods, sequence and pace of the acceptance or rejection of materials, encouraging participation and interaction between workers, giving feelings of personal responsibility for their task, combination to the finish products, feedback on job performance before their supervisors get it and workers involving workers in any change in the organisation 50.
Self-Development- self-development is a process consciously improving oneself in various aspects of his/her life. It is the conscious pursuit of personal growth by improving personal skill, competencies, talents and knowledge51.
Examples of self-development goals for work:
i. Improve your time management
ii. Develop emotional intelligence 
iii. Cultivate resilience 
iv. Listen actively
v. Develop a growth mindset
vi. Develop reading habit
vii. Learn new things
viii. Improve your public speaking skill
Self-development helps enhance strength, improve mental health and even heal relationships. Some ways of self-development also include simple tasks, like, reading books, trying something new, mediating, or even waking up early51.
Self-development is the activities that develop a person’s capabilities and potential, build human capital facilitate employee ability, and enhance quality of life and the realization of dream and aspirations52.
There are ways self-development can lead to success out of it are: when an employee continually improve in knowledge, skill, experience and efficiency, the result is continuous career growth, also be reading about what you want to improve, stay honest with yourself, reflect at the end of each day51.
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Confidence in Management - Confident in management in an organisation help in dealing with the conflicts, improves communication skills, it can also help to be happier at work, it enables an employee to take feedback better and it makes the employer a better manager or leader53.
Confidence inspires confidence. One of the most important aspects of being a good manager is inspiring those that you support. A confident team isn’t just happier but they are more productive, more creative and more successful.
Confidence in management allows employer to accomplish tasks, make decisions and assume responsibility when something goes wrong or is simply heading in the wrong direction, they step up and give guidance, focusing on results and clear goals to grow their employee skills.
When a leader lacks confidence, the consequences affect the entire team or organisation54. Ongoing stressful life event such as relationship breakdown or financial trouble, poor treatment from a partner, parent or career for example, being in an abusive relationship work environment can be stressful, micromanaging bosses, uncooperative teammate, organisational changes and new responsibilities can all causes stress and loss of confidence55.
Stress is directly related to loss of confidence and this may lead the employee stay in a stressful situation56.
There are ways to build an employee confidence in management.
i. Be realistic about employees strength and weakness
ii. Recognize the whole person
iii. Assign stress assignment
iv. Acknowledge improvement
v. Help through mistake and celebrate success.


[bookmark: improve]How can managers improve their confidence?
Every person is unique so you need to find what works for you, but some of the most effective techniques are:
1.	Play to your strengths
Identify what your superpowers are.
· What have you excelled in or really enjoyed doing in the past?
· How can you do more of these things in your day to day life?
· How can you share these skills with others?
If you cannot do this inside your current role, are there projects or teams that you could add value to in other parts of the organisation or perhaps on a voluntary basis? Doing things we are good at and/or enjoy gives us a natural confidence boost and shows our brains that we are capable of doing more of the same.
2. 	Let go of perfectionism
It is necessary to have weaknesses as a manager. Being honest and open about them will not only build trust with your team but will also help you grow into a better manager for them. Identify the areas where you feel least at ease (or perhaps try to avoid altogether) and work on getting tools, training or support to plug these gaps. This will inspire your team to do the same. It’s a win-win.
3. 	Reflect on achievements
When self-doubt kicks in or you feel out of your depth, stop and look at everything you have achieved so far rather than the list of tasks in front of you. If you are questioning your ability to get a job done, look for evidence where you have achieved something that felt out of reach before. Keep a note of this evidence in a folder (physical or digital) that you can add to and refer back to whenever fear or self-doubt kicks in.
4. 	Get support
The more senior you get the more isolated the workplace can sometimes feel. It’s very important that you find people that can lend an ear, give you advice and help you navigate everything that being a good manager entails.
Looking for a mentor or coach can be a great way to do this. Be vulnerable with them, let them know that you sometimes struggle with confidence and explain that is in part why you are looking for their support.
5. 	Improve your communication skills
Communication is key to confidence and something all managers can receive training with. It’s important to understand how to communicate to a range of people, in a way that’s appropriate for their knowledge and experience57. It’s not just about the words you say, but your body language and how well you listen, too.
It is also important that they know how to communicate with you. These things combined will make your communication more effective, your job easier and help your confidence grow.
6. 	Track progress
It is easy to forget how far you have come when there is a constant stream of to-dos and deadlines. Pay attention when you tick things off your list – it will give you a little dopamine hit that will spike your confidence. Regularly acknowledge and reward your successes, no matter how small. This will help to train your brain to appreciate your efforts, letting it know that it’s progressing and helping you feel secure in your abilities58. 
Staff strike- Staff strike means an organized and intentional stoppage slowdown of work by employees, intending to make the employer comply with the demands of the employees. It is an action, also called labour strike or simply strike, is a work stoppage, cause by the mass refusal of employee to work59. Staff strike usually takes place in response to employee grievances. The term strike is a common phenomenon that cut across all tiers of the globe. Strike is a period of time when an organized group of employees of a company stops working because of a disagreement over pay or conditions. It can be seen as an action/attitude exhibited by a group of people (that is, employees or students) to express their level of disagreement with a view to attracting favourable responses from those concerned. Strike actions over time have been used as a tool by union leaders in registering their grievances concerning pay and conditions60. 
The intensity of strike actions often varies from one sector to another; and from one country to another. Strike actions have been a recurring phenomenon in Nigerian’s education subsector and as such, strike actions have led to several grievous consequences in the programme offerings in the nation and especially Technical education programme. Though strike is recognized in the Nigerian legal system, but its use is acceptable to the extent that it is properly used for the furtherance of legitimate union objectives. Strike becomes illegal in the following circumstances:
i. 	When it deviates from its proper objective of settling a trade dispute between employers and workers;
ii. 	When the method adopted for the strike is contrary to public order, such as arson or assault. Those involved could be charged under criminal code; and
iii. 	When the means for the peaceful settlement of the disputes have been established by agreement or legislation, and the union fails to use these or embarks on a strike action without first exhausting those procedures.  Strike, despite being used as a tool by of trade or labour unions in compelling their employers to accept or not to accept terms of employment and physical conditions of work; there are still some employees or sectors that are not allowed to embark on strike because they are considered to be providing essential or sensitive services to the nation. Example of such include: members of all armed forces and the police.
Strike and its impact on Education in Nigeria
There are several forms of strike as documented in different literatures. In this context, the following types of strike are examined:
Jurisdictional Strike: this occurs when two unions argue about which one has jurisdiction to over a type of work and attempt to exert pressure upon the employer to allocate it to one or the other 61. This strike is a ‘fall out’ from the multiplicity of unions in a given profession or discipline. This strike is described as illegal as their employer is caught in the middle between the two warring unions. 
Sympathy Strike: it is a form of strike that is embarked upon as solidarity for other union. It is described as sympathy strike because other unions who are not party to the original strike consent to strike in sympathy with the original union. It is an attempt to exert an indirect pressure upon the employer. This type of strike is common in tertiary institutions in the country where Non-Academic Staff Union of Universities (NASUU) embarked on sympathy strike because of ASUU and vice versa.
Recognition Strike: this is a form of strike that is primarily geared at forcing the employer to recognize and deal with the union 61. In a country, there are several unions. Some of the unions are more recognized than the others. The perceived less recognized union will result to embarking on strike as a way of drawing the attention of their employers and the general public to recognize and deal with them. The strike actions sometimes embarked upon by the Non Academic Staff Union of Universities (NASUU) may be described as recognition strike as this has a way of drawing the attention of the government to recognize and deal with them, and not ASUU alone.
Economic Strike: this is one of the most popular forms of strike in Nigeria. It is the typical strike based on a demand for better wags, hour and working conditions than the employer is willing to grant 56. It is sometimes called ‘bread and better strike’. The first strike embarked upon by ASUU in 1994 was on this ground and the recent strike actions embarked upon by ASUU, ASUP and COEASU was also based on economic considerations (that is, better wages/salaries and working conditions).
Wildcat Strike: it is described as a quick, sudden and unauthorized type of work stoppage. It is not approved by union leadership. It is often masterminded by a subgroup of employees who have not achieved satisfaction though regular collective bargaining procedures62. For example, a strike may seek higher pay, better benefits, or safer working conditions. We have different types of strike:
i. Sympathetic strike
ii. General strike
iii. Sit down strike
iv. Hunger strike
v. All out strike
Strike may consist of workers refusing to attend work or picketing outside the workplace to prevent or dissuade people from working in their place or conducting business with their employer63. Less frequently workers may occupy the workplace, but refuse either to do their jobs or to leave.
Motivation Factors Influencing the Productivity
Intrinsic versus Extrinsic: It is a kind of motivation that comes from within. It comes from personal enjoyment and educational achievement that we derive from doing that particular thing is an intrinsic motivation. It is a kind of motivation that comes from things or factors that are outside the individual. Example, social recognition, competition, money or fame are all the examples of extrinsic motivation.
Cognition: Cognition of motivation, on the other hand, suggests that our experiences generate internal cognitions (such as desires and beliefs). These cognitions, in turn, current performance. However, the question arises: where do cognitions comes from? They are the results of past interactions with our environment. For these cognitions to be useful, they must relate to the persons environment. Cognitions are nothing more than our ability to describe particular reinforcement contingencies of our own behavior based on our own past experiences.
Environment: Recent models of work motivation are addressing the role of the environment as one determinant of behavior. The environment provides the backdrop against which motivational mechanisms and processes determine appropriate courses of action. When behavior or performance does not need societal or work standards, we tend to assume that something is wrong with the person, rather than looking for deficits in the person’s environment.
Factors Affecting Motivation at Work
The factors that affect the workplace environment or enlarge the motivational levels of workers are:
1. 	Relationship between co-workers: Workplace is all about people working together to achieve a standardized goal, so it is important that all the co-workers respect each other and never show disrespect towards each other. 
2. 	Leadership role at workplace: Leader plays a key role in maintaining a favorable work environment. The leader should understand how to deal different employees. 
3. 	Managing conflict at workplace: Whenever people from different background then there are chances that a conflict will arise. So it’s important to manage the conflict in a way that it will not have an effect on the environment of the workplace.
4.	Workplace culture: The organisational culture dictates the norms and behaviour that people depict while at work.
5.	Workplace education or learning: Learning at business is valuable to both the person and the organisation. It just that to motivate the employee businesses should provided enough opportunities where staff can learn more and more about skills.
6.	Workplace incentives: Incentive where are on achieving financial results for the company are important. Someone who promotes the opinion of one association adds calmness and shows respect, performance characteristics that are not material.
7.	Individual Differences: are particular needs, beliefs, behaviors, interests and expertise that workers bring to the job. This is due to the fact that workers are naturally different as such what may appeal to one worker may not appeal to another. While some workers may be driven by financial benefits (pay) as such pursue jobs with high financial benefits other workers may pursue jobs that give them safety rather than more money. 
8. 	Job Characteristics: describes the kind of task a worker is supposed to perform. It involves the limit, content and challenges associated with the task like the required skills to perform the task, the importance of the job and the kind of response that workers as regards the tasks they accomplish. For example workers who see no worth in the job they do may find it degrading as opposed to those who get pleasure from carrying out their job. Such workers tend to be motivated and more productive than workers who do not. 
9. 	Organisational Practices: are the guidelines and principles known as code of conducts, management practices, HRM procedures and reward systems organizations use to guide behavior of worker both inside and outside the firm. This means that how organizations choose to handle their workers play a huge role in the way workers see the organisation which affects their commitment levels. Establishments that provide the right policies and reward systems its workers find appealing has a great chance of improving workers’ productivity levels thereby enhancing performance of the firm.
                                  Role of Motivation on Employee Job Performance
Motivation plays a very critical role in employee’s job performance. Without motivation workers may not put in their or her best on the job. Hence, the manager’s job is to ensure the work done through employees is possible.

2.1.6	Effects of Motivation on Productivity 
Productivity in general has been defined in the Cambridge International and Oxford Advance Learner’s dictionaries as the rate at which goods are produced with reference to number of people and amount of materials necessary to produced it. On the other hand, productivity has been defined as the utilization of resources in producing a product or services64. It has further been defined as the ratio of the output (good and services) and input (Labour, capital or management). The definition of productivity is utilized by economists at the industrial level to determine the economy’s health, trends and growth rate whiles at the project level, it applies to areas of planning, cost estimating, accounting and cost control. Several factors affect labour productivity and prominent among them is the basic education for any effective labour force65. In addition to the above is the diet of the labour force and social overhead such as transportation and sanitation. Furthermore, motivation, team building, training and job security have a significant bearing on the labour productivity. Coupled with the afore-stated factors, labour productivity cannot be achieved without maintaining and enhancing the skills of labour and human resource strategies. Better utilized labour with stronger commitment and working on safe jobs also contribute to affect labour productivity64.





Effects of Motivation on Performance 
The performance of employees will make or break a company; this is why it is important to find a variety of methods of motivating employees. "Motivation is the willingness to do something," wrote Stephen Robbins and David A. DeCenzo in their book "Supervision Today." "It is conditioned by this action's ability to satisfy some need for the individual." The most obvious form of motivation for an employee is money; however, there are other motivating factors that must be considered. Every employee within a company is different and, therefore, is motivated to perform well for different reasons. Due to the differences within an organisation, it is important for a manager to get to know her employees and understand what motivates their performance. "If you're going to be successful in motivating people, you have to begin by accepting and trying to understand individual differences," Robbins and DeCenzo report in their book "Supervision Today." 
Money is the most important motivator for employee performance but it is important for companies to find other ways to motivate. This involves getting to know their employees and what drives them, then making sure managers utilize appropriate motivational techniques with each employee. When appropriate motivation techniques are used, employee performance will improve.

Influence of Incentives on Employee Motivation and Productivity
Meeting the basic necessities for him and the family in a regular and long-term basis is the primary aim of any individual working in an organisation. Incentives in the form of wages, allowances, health insurance etc. are offered at the beginning of employment66. It has been proven in research, that these factors have a pivotal role in affecting the employee attitude  towards his work. Secondly, a good working culture and environment, job retention can be achieved through financial rewards. But the main issue is that which monetary factors influence the most and if any would do, which are those? Bonus and increment can be given to employee as per the performance although salary can be decided at the point of appointment. It has been found by various researchers that employees rank ‘money’ as the highest motivator for an individual but there is a lack of research in regards to which monetary incentive ranks high as a monetary factor64. An employee takes it as a challenge when performance is linked to bonuses. But in contrary, there has been some research, which has found that bonuses are definite expectation and is connected to be a vital monetary incentive in motivating an employee and whereby increasing the performance65. The highest ranking monetary motivating factor is salary and it has highest impact on employee productivity66. 

Influence of non-incentives on employee motivation and productivity
When rewards are connected to non-financially, we group them into the category of non-financial motivators. For example, incentives such as working condition, employee engagement, performance appraisal, job security and training. The following section will critically analyze on the research objective, whether non-incentives have a direct impact on employee motivation and productivity. 
Human ability is determined by his physical and cognitive abilities. In addition to these opportunities, working conditions and readiness to work also ensure efficiency. Willingness to work is determined by a person's interest and satisfaction in work, needs, motivation in accordance with the results of work. Incentives for work - active work that allows you to achieve certain, predetermined results, to meet the essential social needs of the employee, to create the necessary conditions for the formation of interest in work. The system of incentives and incentives should be based on a certain level - the normative level of employment. The very fact that an employee is involved in an employment relationship means that he or she performs certain duties at a pre-arranged, fixed salary. There is no need to encourage this relationship. Achieving the goal of the company - to ensure high efficiency in production depends on the diligence and initiative of the staff. To do this, employees need to be genuinely interested in their work. Motivation is a French term derived from the Latin word “move”. These are the internal and external driving forces that motivate a person to a certain activity. Curiosity determines what a person needs to do and how to do it to meet his or her needs. Incentives are offered to a person as a reward for his or her work. Incentives are the ability of employees to act in accordance with the tasks assigned to them in accordance with the overall plan for achieving the goals of the organisation. Incentives are offered to a person as a worthy assessment of the results of his work. Many stimuli are received involuntarily without realizing their essence. Different people have different attitudes to incentives. In many studies, incentives are defined as external stimuli for activity and motivation as internal stimuli. Therefore, motivation and interest are combined, first of all, by their motivation to act. However, if the motivation is to act through interest, then interest is based on both interest (reward, promotion) and personal motives (duty, fear, sense of responsibility, etc.). Therefore, motives have a broader meaning than motivation. If the system of incentives stems from the administrative-legal style of management, this method is not a substitute. Incentives will only be effective if the authorities can achieve the level of work they are paid for and keep it at that level. The purpose of incentives is to make people work rather than encouraging him to do it, but to encourage him to work more productively than is prescribed in the employment relationship.

In turn, incentives are financial and non financial (Figure 3). Incentives are a complex process. There are certain requirements for the organisation of this work. They mainly consist of:
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Effective reward ensures effective engagement
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There are several functions of incentives:
Economic function. It is manifested, first of all, in the promotion of labor, in helping to increase productivity. This is reflected in increased labor productivity and improved product quality.
Ethical function. It stimulates work, creates an active life position, creates a healthy moral and social environment in society. It is important to create a system of incentives that takes into account traditions and historical experience.
Social function. It ensures that the social system of a society is shaped by different levels of income. These incomes depend in many ways on the impact of incentives on different people. It is well known that the formation of needs in general depends ultimately on the development of the individual, the organisation and promotion of labor in society.
Comprehensiveness means a combination of moral and material, community and personal incentives. Approaches to personnel management depend on the experience and traditions of the company or firm. The kit also requires the presence of anti-stimuli.
Working Conditions 
Every organisation strives to achieve some internal objectives such low sick leave, reduction in employee turnover, improved employee productivity and performance and these elements can only be achieved through a good and healthy working condition 65. Interestingly, there is a lack of consensus into the argument whether working condition could possibly improve employee motivation and eventually their performance. Every employee expects to have a safe and secured working condition however, there is a lack of research which states that whether non-financial incentives would enhance their motivational and performance levels. Employee is motivated and their performance improves when they find organisational environment which suits their needs and abilities66. Eventually, they become part of the organisation and the level of satisfaction increases leading to more concentration at work and meeting their goals and objectives. However, this can only be a stimulator for short time satisfaction which can diminish over time. Terrible working condition can have a negative impact on employee performance and productivity thereby detrimental on employee wellbeing64. Employees might feel more stressed depressed and high level of anxiety in such working environment. Therefore, it can be argued that majority of the employee prefer to work in organisations which having good working culture rather than unhealthy environment. Henceforth, various researches have concluded that good working condition has direct impact on employee performance and productivity. 

2.1.7	Employee Engagement 
Management who are involved in employee engagement is considered to be very interested in employee suggestions and reviews. Employee engagement helps in increasing employee motivation and commitment by inducing employees with a sense of accountability, loyalty and respect from the management side. An organisation’s performance and development is directly related to employee engagement activities. An organisation which has more interest in employee engagement will have low rate of employee turnover, fewer job related accidents, high customer satisfaction, absenteeism and improvement in organisation productivity64. 

There are various researches that have found employee engagement as an important non-financial motivator. However, there is a lack of research in regards to how and why employee engagement is having a positive correlation to employee motivation and performance65. Interesting it has also been found as an influential tool for increasing employee commitment since; it gives them a feeling that their opinions are ideas are valued by the management. Employee engagement leads to waste of time other resources since it might just give a wrong intimation that employee with minimal effort is happy for his output in comparison to that employee who has made his best effort to increase his performance and productivity67. 
Google is one of those organisation who have successfully collaborated employee engagement in its employee motivations strategies for their organisation success like many other leading firms. In Google, they have set up a “people analytics team” who will conduct study on regular basis to understand what employee needs today as against tomorrow/future. It is conducted through a survey among the employees in which they can list their need and the necessity and  benefit of these needs if it’s provided. Once the data is collected, the analytics team will create a program which will be equipped with these needs that they can thrive for. Google has organized a working environment where there is a sense of transparency and trust among the employees, and it was also found that the success of Google was mainly because their employees love their job. As per the People Analytics and compensation Vice-president of Google states that ‘One of the tenets we strongly believe in is, if you give people the freedom, they will amaze you’68. Henceforth, it can also be argued that in the case of Google, employee engagement has played an important role as a non-financial motivator for employee performance and motivation. 

There are several other organisations who have given immense importance for employee engagement just like Google. For example, Virgin Atlantic, Royal Bank of Scotland and Standard Chartered Bank. But it is to be noted that not all organisation incorporate employee engagement in a straightforward. But firms like Allgemeine Elektricitäts-Gesellschaft (AEG) consider employee engagement surveys are too complicated therefore, modifications in welfare and training programs will be more beneficial for employees.

2.1.8	Performance Appraisal 
Every management will set up goals and objectives for their employees. Hence, employees should be able to assess how well they have been performing their jobs and meeting their assigned goals and objectives. Alongside of self-assessment employees should also receive constructive feedback from their managers or supervisors to improve their skills and also to develop. Employee performance is usually measured in organizations through performance appraisals which are conducted in a regular basis67. However, there is a lack of research conducted to the hypothesis whether performance appraisal has a direct impact on employee engagement and performance? There are three types of performance appraisal.
a)	Appraisal based on employee’s output deliverable. In which the productivity of an employee over a period of time is assessed by his manager. 
b) 	Appraisal by the supervisor’s by comparing to their peer or subordinates in case if it was a group project with common goals and objectives. 
c) 	Self-appraisal, in which employee set up own goals and objectives and measure against them. 
An employer usually reaches at an agreement with the employee in which he states each of the expected employee’s goals, objectives and task targets and it is made aware to them on a regular basis. However, it is to be noted the abovementioned agreement is a usual organisation procedure conducted on a regular basis rather than as a non-financial motivator for employee motivation and performance. In one of the research it was found that most of the managers and employees found appraisal process as a big issue68. They also mentioned that they use to dislike the process and it is also a dreadful task in their work calendar. 

In most of the cases, it concludes as a usual organisation procedure whereby the employer and employee involve in shallow discussion and reiterate the same goals and objectives, whereby the main objective of the procedure is left out i.e., employee performance improvement69. There are major issues even at the basic set up of planning and objective setting. He pointed that the appraiser should be qualified enough to conduct the appraisal procedure and the appraisal system should be designed in such a way that could bring clarity, equality and able to identify productivity through rewards70. Henceforth, it can be concluded that further research is required to find out whether performance appraisal is a non-financial motivator for employee motivation and performance but it is definitely a good tool for measuring performance.
2.1.9	Job Security 
Job security is a sense of safety in retaining their current job in the organisation and also a sense of feeling that they will be able to retain this job for a long term. There are several factors which lead to job security sense for an employee. For example, salary, employee developmental activities and also for providing good living condition for themselves and for his/her family. However, due to recent economic downturn there has been a regular staff reduction which can also be part of mergers, cost-cutting and reducing overheads. Job security is also having a psychological effect on employee, when an employee is having a job insecurity it has a negative impact on his performance and also on his lifestyle. Job security motivates an employee to work towards attaining goals and objectives since he has a guaranteed income which will have a positive impact on his lifestyle and thereby improving the productivity71. However, there is still lack of research in regards to whether job security is a non-financial motivator. However, as per when employees have a feeling security in his job he is interested in investing more time and effort in the organisation and also tend to have long term commitment to the management which can also be termed as employee motivation and performance72.

Job Design
Goals are an important contextual influence on motivation, but how employees’ jobs are structured also has a substantial impact on their motivation 73,74. Classic research on job design has focused on the principle of job enrichment, which refers to altering the structural characteristics of employee’s tasks to increase their motivating potential. The dominant approach to job enrichment is based on the job characteristics model, which proposes that motivation, satisfaction performance quality, and withdrawal behavior. Such as absenteeism and turnover are functions of three critical psychological states: experienced meaningfulness, responsibility for outcomes, and knowledge of results. Experienced meaningfulness is thought to be determined by three cored job characteristics: skill variety (being challenged to use a variety of one’s capabilities), task identity (completing a whole, identifiable pieced of work from start to finish), and task significance (having an impact on other people inside or outside the organisation). Thus, from a motivational statement, well designed jobs are high at least one of the dimension of skill variety, task identity, and task significance, as well as in autonomy and feedback. These effects are moderated by individual differences in growth need strength, such that employees who value learning and development should be more responsive to both the enrichment job characteristics and the critical psychological states, as well as by knowledge skill, and satisfaction with the work context.

Recent research has examined the motivational effects of redesigning jobs to connect employees to their impact on the beneficiaries of their work-the clients, customers, patients, and other end users who are affected by their efforts 75. Studies have shown, for example, that when employees even have a short interaction with an end use of their work, they come to perceive their actions as having a greater impact and as more socially valued, and feel more committed to their end users in general, which motivate them to work harder and achieve higher performance and productivity 76. Recent research has revealed how employees take initiative to craft their jobs in pursuit of “unanswered callings”, craft their jobs not only in isolation, but motivation and employee productivity also in collaboration with experience and respond to challenges encountered in job crafting77. Has also explored how manager and employees work together to negotiate “idiosyncratic deals” about the motivational characteristic of jobs 78.

Employee Well-being 
The concept of employee’s well-being in most organizations has become a thing of great interest in recent years. In today’s world, the increasing reliance on overall market forces places a considerable load on salary earners and those of working age as regards delivery of goods and services. Consequently this has adversely affected the health, safety and general wellbeing of the workforce. Therefore the well-being of a workforce cannot be underestimated as workers also have similar needs be it physical or emotional. These needs may vary ranging from welfare, security, health and a sense that they are capable of coping with life. Employees now look to their organizations for assistance in achieving this because a significant amount of their time and lives are expended at work. Most business establishments around the globe understand the necessity for a healthy workforce as they are crucial in enhancing an organization’s productivity levels and fiscal performance. As such, most organizations take giant strides in a bid to improve the welfare of their workforces by implementing several health and productivity programs that is aimed at promoting the well-being of their workforce. 
Well-being is defined as a concept that encompasses physical, financial and psychological health, as well as a personal connection and a sense of belonging and not just the absence of an ailment or injury79. It is an extensive ideology that takes cognizance of the individual as a whole as regards the physical and mental states of a person. 

Finally, for health and well-being programs to be successful an organisation must be able to relate effectively with their workforce and ensure that matters of great concern that may be termed personal to staff and their relations are catered for. Some of these matters may include their welfare packages, health-related behaviors, present and eventual monetary state of affairs as well as their experiences in the place of work. It is imperative to note that the                                                                                                                                                                                    attitude of a workforce provides several clues on how to obtain the best returns on health and productivity investments. There are proofs showing that the health and wellbeing of an organization’s labor force is inseparably associated with their levels of productivity as well as the health of the nation’s economy80. As such paid time off, free lunch and relaxation times, vacations leave etc. This is done with a view to ensure that workers stay healthy and motivated thereby increasing their employers of labour are also very much aware of the importance of wellbeing programs and are concerned with seeking out better ways to improve employee wellbeing through various health protection and promotion benefit programs. Most organizations even allow staff to take several days off due to illness without being deprived of their pay81. Some even compensate members of their work force for not taking sick leave by giving them additional pay. Managers give their workers levels of effectiveness and efficiency in the workplace resulting in high productivity82. 

2.1.10	Relationship with Co-workers 
An employee’s relationship with co-workers describes the associations that exist between workers of equal levels on the hierarchy in an organisation without any form of authority over one another. Workers who enjoy great support from their co-workers are highly industrious and find their workplace friendly. Employees who have a decent affiliation with their fellow workers are usually prosperous and very productive in the workplace even when their jobs are very stressful83. This means that a co-worker’s support is very essential in minimizing stress. He agreed that co-worker support is vital in aiding productivity in the workplace. Although, the relationship that exists among co-workers as well as managers in relation to support has seldom been considered, the kind of relationships a worker has in terms of support from his co-workers has a very strong influence on his performance and productivity levels 84. 

A rational explanation of relations that exist amongst workers be it friendly or strictly professional has an impression on the level of effectiveness and efficiency of a worker which are elements of productivity. For instance workers who enjoy support from fellow workers also have personal relationships outside of work and bond more with their co-workers tend to appreciate the workplace and hence perform exceedingly well and are highly productive in their work as opposed to those with lesser support. Employees have a sense of belonging when they can comfortably request assistance from colleagues in the completion of certain jobs, which promotes unity 85. 

Good relationships with co-workers is very effective in minimizing job stress and promoting harmony amongst the staff of an organisation. This can be achieved through organized social functions aimed at promoting the bond between members of the workforce. Existence of effective relationships between employees and colleagues also ensures job satisfaction 86. Such relationships with co-workers create room for flexibility in work scheduling, division of workload among others. Co-worker interactions play a huge part in determining the conduct of workers as regards productivity levels on the job. When workers are pleased, it is generally due to the fact that they are contented with their jobs. This is also reflected in the quality of their work. Workers who derive pleasure in working with fellow workers are motivated beyond personal factors and are often engaged with their jobs 87. 

Consequently workers who relate well and enjoy working with their colleagues particularly when engaged in team work are highly productive88. Such workers tend to be more devoted and motivated as opposed to their equals who lack such relationships with their co-workers. That is to say they operate more effectively and efficiently with the success of the organisation in mind. 

2.1.11	Relationship with Managers 
A worker’s relationship with his/her manager describes the level of relations that exist between workers and their superiors i.e. managers, supervisors or bosses at the various levels on the hierarchical structure in an organisation even when managers have the capacity or possess a certain level of power over them. Workers who enjoy great support from their managers are diligent and find their workplace friendly. As employees are the pillars of the organisation, managers must ensure that they have a cordial relationship with their workers based on trust and mutual respect if they are to achieve high productivity levels from them. Therefore managers are to ensure that a deliberate and well-structured initiatives are utilized by their organizations to build foundations for solid relationships with their workforce. 
Businesses and managers have a duty to cater for the needs of their workforce and this can be achieved by ensuring that employees are involved in decision making processes, receive feedback in terms of criticism as well as credit for their conduct and performances as well as enjoy personal or friendly relationships rather than strictly professional relationships with their managers 89. Sustaining decent relationships with members of an organization’s workforce is paramount and an effective way to closely monitor, evaluate and control the productivity gaps of the workforce. It also boosts the individual effectiveness, efficiency and productivity levels of workers because when managers take the time to build and improve relations as well as guide workers in their various roles, they will in turn produce more quality work. Only via such decent relations as well as a strong sensitivity in management can a unified entity be built. 

Certainly, in large establishments, staying connected with a huge amount of workers can prove to be an intimidating task. It may be true that members of a workforce have personal relations with their immediate bosses, however that doesn’t always give the workers an assurance that their organizations care for them as individuals, therefore the kind of relationships employees share with their managers really matters as having a faithful and dedicated workforce can be very vital to an organisation as having a loyal customer base 90. Furthermore, it is appropriate for all organizations to have a suitable and effective employee relationship management as this promotes the personal employee interactions with fellow workers and their managers. Mutually respectable relations amongst staff has a positive effect on the success of the organisation. Stated that good relationships with managers helps in promoting commitment, high morale and confidence in the organisation. It lays emphasis on performance, stability, growth and advancement of employees for improving an organisation’s competitive edge. It instills a sense of belonging and harmony amongst employees while creating room for the development of shared responsibilities which increases the confidence, determination, performance, productivity of workers. This in turn enables as well as encourages them to improve organisational productivity. In addition, it reduces organisational conflict, promotes trust and understanding amongst workers. It is significant as it supports and fosters good manager-employee relations, it lessens organisational conflict at both individual levels and group levels and helps to build trust amongst coworkers and mangers. 
Also in present-day circumstances where the value of respect and trust are gradually diminishing, healthy relationships with managers or supervisors helps in securing the highest possible form of mutual respect and understanding amongst staff. It offers motivational inducements and aids to workers while improving the quality of work-life balance and minimizing stress. It does not only inspire higher levels of performance on the part of the members of the workforce but also on the organisational productivity levels as a whole. Other recognized favorable effects in most organisations comprises: increased productivity, inspires innovation, cuts employment and training expenses and helps in managing resources creatively91. Workers ought to know what is required of them, not only in terms of their obligations and duties but also in standards of performance. An employee’s relationship with his manager is also a basis for satisfaction Employees value relationship with their managers as the most important aspect of relationship with management92. When relationship with managers are cordial, with the manager being understanding, communicating effectively and providing frequent feedback when necessary, giving much attention to staff, wellbeing and personal issues, the employee’s productivity levels is likely to be higher 93. 

In conclusion, good employee-manager relations contribute meaningfully to the progress of the organisation and aids in creating a world class organisation. Failure to build such relationships in any organisation will have an adverse effect on members of the workforce which may lead to productivity gaps. Extrinsic motivation derived from outside the person or from those things that are external to the work or activity itself, positively influences behavior, performance and productivity. The above mentioned factors are discussed below:

2.1.12	Work Environment 
Most businesses limit the rate at which they enhance the productivity levels of their workforce to skill acquisition. The kind of work place or environs where a worker operates also affects the level at which such an organisation may flourish94. About 80% of productivity concerns are as a result of the nature of a worker’s environment in most organisations. A favorable work setting guarantees the well-being of workers which invariably will encourage them to apply themselves to their responsibilities with a high level of morale which may transform into higher productivity 95. Businesses are prone to risks and uncertainties as such the capacity of an organisation to react effectively to the challenges posed by present-day dynamic nature of economic conditions will to a large extent be determined by how well an organisation can effectively and efficiently use the human capital at its disposal. 

He affirmed that the capability of an organisation’s workforce to share information throughout the system is subject to the state of their work environment. Workers are likely to be more productive in a well-structured work environment. Furthermore, the quality of comfort which varies in terms of the work environment also predicts the degree of contentment as well as productivity level of workforces. This is because the productivity levels of the workforce would not be optimal, if the state of their work environments is not conducive. Better work environments augment worker’s productivity. An organisation’s work environment as an entirety. That is, it encompasses all forces, activities including other significant elements that are presently or potentially challenging the worker’s productivity and performance levels96. It is the summation of the interrelationship existing between workers and the surroundings in which they operate. However, in toxic environments, responsible and talented workers can be transformed into irrational and unreliable workers as a coping strategy. He cited several elements that constitute a toxic work environment therefore causing a decrease in productivity of employees and the organisation as a whole. 

These elements are lack of transparency in management, biased managers, administrative policies, work conditions, interpersonal affiliations and compensation. The kind of conditions workers are subjected to physically in the work place is significant to output. Managing and sustaining a work environment effectively demands making sure the surroundings are conducive, attractive, acceptable, resourceful, and motivating to the workforce thereby giving workers a sense of pride and purpose in the jobs they perform97.

Staff Compensation 
Compensation refers to the amount of money and benefits that an employee receives from his organisation in return for his or her contributions to the organisation98. This practically satisfies material, social and psychological needs of the individual. Compensation or pay is linked with general satisfaction and more closely linked with pay satisfaction. Employees receive different kinds of benefits in the form of wages, salaries and pay. Mostly individuals with good education, relevant skills and experience are unsatisfied with their job and salary packages resulting in high rates of turnover and low productivity. As such organisations make compensation plans for them in a bid to minimize the turnover and to motivate them. In other words you can say that compensation motivates employee for better performance and higher productivity levels. Compensation may also come in the form of Fringe benefits which focuses on maintaining the quality in terms of lifestyle as workers, provide them with a certain level of safety and financial security taking into consideration their family relations. Some common examples are; retirement or pension plans, medical insurance, education reimbursement and time off. Fringe benefits are forms of indirect compensation provided for a worker or group of workers as a result of their status as members of the organisation99. 

Also overtime is the payment over and above the normal salary and wage rates where the workers are paid extra for working additional hours 100. Furthermore, Company housing or house rent allowances is offered by organisations who feel obliged to help an individual meet one of the basic needs a roof over one’s head in order to enable them have access to reasonable accommodation while on official duty. Senior employees are provided with accommodation which may be owned by the organisation while other organisations reimburse rent payments. In order to avoid a decline in employee productivity levels, workers also require health and safety packages, job security and adequate working conditions101. 

The cost of compensating workers that is in form of payments, wages, and other benefits - are a huge and increasing part of operational expenditures; yet, productivity may decrease amongst employees if such payments and benefits are not made available to them. Simply put employees are more industrious and productive when reasonable pay is attached to performance102. Although compensating workers may have an effect on productivity, other factors can also increase output with little or no costs to the organisation. While pay can be seen as an example, workers also appreciate being validated if they are to be productive in the workplace. The need to feel that their jobs are of value and contributes significantly to the success of the organisation is important to the workers. While adequately compensating them may help, validation does not necessarily have to be financial. This is because simply thanking them can also make an employee feel appreciated. As regards validation, workers may also be extremely productive when they can envision where they fit in the big picture. Workers want to be seen as an integral part of the organisation as such strives to be indispensable. They want to have a grip on every aspect of operations, which could also be favorable to their hopes and aspirations as this may present them with the opportunity to showcase their capabilities and skills in other areas excluding their areas of specialization. They also need to know that they have a voice and that their managers are willing to give listening ears to their opinions as well as involve them in decision making processes103. 

2.1.13 	Training and Career Development 
In the aspect of management, training and career development is the area responsible for structural activities intended at enhancing the performance as well as productivity levels of members of the workforce in an organisation. It can also be viewed as the act of acquiring knowledge including the relevant skills and qualifications by members of a workforce necessary for organisational growth and success 104. He implied clearly that for a worker or group of workers to effectively carry out their responsibilities, there is a need to constantly train and develop workers. This is vital because workers who have been adequately trained and developed with the right educational qualifications and skills are capable of providing huge payoffs for their companies evident in their loyalty to the organisation, sound knowledge and understanding of operations, improved productivity levels and their contributions to overall stability and future success of the firm. 
The goal of engaging workers in training is to create the kind of effect that persists and can be sustained far beyond the period or duration of the training activity or program itself. The emphasis is on taking precise actions, decisions, steps as well as commitments that focuses employee attention on integrating freshly acquired skills and concepts in the workplace. It refers to the organisations formal relentless effort and commitment in constantly improving the performance level as well as contentment of its workforce through various means of skill acquisition and educational programs. Presently, these efforts in most companies have assumed an extensive and diverse form of applications ranging from trainings associated with specific highly skilled jobs to long term career growth. Today, training and career development has materialized as an official corporate function, a fundamental strategic tool used in enacting policies that aid in the achievement of an organisation’s vision, mission, goals and objectives. Furthermore, firms of different sizes have recognized the importance of training and have incorporated continuous learning and other features associated with training and career development as a way of supporting the progress of their workers and also as a means of securing highly skilled workers. 

The value of workers and the continuous upgrade of their skills and qualifications through training is now widely accepted and viewed as a requirement in gaining employment opportunities and guaranteeing the profitability and future success of most organisations and businesses alike while promoting the right kind of workplace culture that sustains constant learning. Training and career development aids businesses in attracting a pool of competent potential replacements for workers who may wish to leave or retire from active duty or be asked to assume a position with greater responsibilities105. It also aids an organisation in ensuring that it has the human capital required to sustain commercial growth and expansion. In addition, training can facilitate the utilization of progressive technologies even in smaller businesses thereby making it readily adaptable to a rapidly changing and constantly evolving competitive global environment. Training can also aid in boosting morale, effectiveness, efficiency, as well as improve the level of a worker’s productivity on the job. All of which are profitable, beneficial and is more likely than not to contribute positively and significantly to an organisation’s fiscal strength and vitality. 

Furthermore most employers have found that educational and tuition aid assistance benefits are highly desired by employees. These programs have been found to aid employee retention and recruitment. The program normally covers part or all expenses related to formal educational courses as well as degree curriculums, including the expenses associated with books and laboratory supplies. An organisation can also minimize the rate of unwanted worker turnover cut costs associated with staffing and training by utilizing the funds planned for the development of fresh inexperienced workers in retaining skilled and more experienced workers. Workers can be motivated to increase their level of productivity when opportunities are provided for career advancement whether through formal education or skill acquisition programs. This creates an avenue to improve the skills and talents of the workforce while showing appreciation for their ambitions and the quality they bring to the firm. Therefore it is important to note that sometimes a well-tailored training program can mean as much to a worker as an increase in pay. Such benefits are considered to be practical since it gratifies the workers and leads to an increase in productivity and is probably not expensive when compared to a possible increase in pay. 

Finally, via adequate training workers are able to assess and benefit from those opportunities available for advancement in the hierarchy of the organisation. This dimension is one that satisfies the psychological needs of the employee. These are opportunities for individual growth, greater and advanced roles and responsibilities as well as higher societal status. Promotion opportunities, when perceived as fair is more likely to result in job satisfaction.

2.1.14 	Dilemma Managers face in motivating Employees 
Managers are conscious of the fact that their job entails achieving organisational objectives through the aid of their workforce. Therefore, they have a duty to ensure that members of the workforce are and stay adequately motivated if they are to achieve higher levels of productivity. Regrettably, most organisations and their management are often faced with the task of figuring out the right kind of rewards and suitable programs that would aid in keeping their workers motivated. This problem stems from common misconceptions surrounding the concept of motivation and the fulfillment of workers. It has been noted that most managers may not be great judges of employee motivation as they believe they are. As a matter of fact, people generally appear to constantly misjudge those elements driving employee motivation 85. A few of these misconceptions have been outlined and discoursed below. 
1.	One-size-fits all reward and recognition: A lot of managers utilize this concept as a means of recognizing, rewarding and inspiring members of their workforce. However, the challenges associated with this type of program are that it fails to recognize those differences that are peculiar to members of the workforce. It is imperative to understand that employees may differ in terms of motives which may cause them to behave in diverse ways as they are motivated by different things. Similarly, a worker’s cultural values, level of education, religious background, and even sexual orientations may have an effect on what motivates them. It is therefore crucial that an organisation tailor rewards and recognition in a manner that creates room to understand workers and their distinctive qualities 106. 
2. 	Money is the ultimate Motivator: The notion that money is the most important or only motivating factor was originally suggested107. This misconception has misled managers in the sense that some of them either view money as the sole motivator of workers or tend to have a preference for financial rewards. Also, it should be noted that financial rewards can inspire workers to a certain limit; this is because when compensation is either low or considered unfair, it is demoralizing to workers. When it is high, it can also be seen as a de-motivator resulting in individual performance and levels of productivity being altered in a bid to sustain high levels of compensation. He further suggested that once monetary rewards can be predicted by workers it becomes a right instead of a motivator. 
3. 	Not everyone can be motivated: Managers with this point of view tend to disregard the idea of motivation in general. The fact is that every worker is motivated by one thing or the other, the challenge for managers is that whatever it is may not be job related that is in line with what the work entails. Therefore the task of a manager is to ascertain those exact motivational elements that appeal to the workforce and seek ways of channeling them towards work associated behaviors 108. 
4. 	All motivation is either extrinsic or intrinsic: Some managers are of the opinion that motivation is either extrinsic or intrinsic and therefore concentrate on only one of them while disregarding the other. In most organisations, managers as well as members of the workforce appear to have a preference for extrinsic rewards however it is crucial for managers to recollect that naturally, various elements motivate workers and not necessarily one kind of extrinsic or intrinsic reward. Thus it is essential that managers try as much as possible to deliver a mix of both types of reward so as to attain effective motivational tools and packages for the workforce. Putting aside the common misconceptions frequently affecting adequate motivational practices, packages and programs, managers are confronted with the predicament of figuring out those factors that actually motivate workers109. They also mentioned that the absence of a suitable means of recognizing those elements are even more complicated as managers lack understanding in effecting excellent motivational programs aimed at increasing productivity and creating the right work environment. They warned that managers should refrain from assuming that workers feel appreciated simply because they remain productive, or the idea that whatever appeals to them in terms of recognition and reward, will also appeal to others. 

In conclusion, most managers in an effort to motivate their workers fail repeatedly because as soon as they figure out a way of motivating them, they stick to such methods without any attempt to vary them. Such repetitive actions usually end up losing its value thus becoming an ineffective means of motivating workers. Therefore managers should be flexible in their approach to motivation.


Effectiveness 
In general, effectiveness is referred to as the degree to which set objectives are accomplished and policies achieve what they were designed to achieve. It focuses on affecting the purpose that is achieving the required or projected results. A program or service is said to be effective if such a program is able to accomplish set objectives or estimated outcomes. As regards workers, it is a measure of how well workers’ productivity levels meet set goals and objectives of the organisation. Therefore an employee is said to be effective when he/she is able to achieve desired results in line with organisational goals and objectives. 

2.1.15	Efficiency 
Efficiency on the other hand is productivity of estimated effects; specifically productivity without any form of waste. This has to do with workers abilities to work productively with minimum waste in terms of energy, time and cost. Efficiency is more or less a contrast between the use of inputs in a clearly defined process and generated outputs. For instance, given a specified number of input or resources, a decision making entity be it individual, corporate, administrative institution, or a state realizes a level of output considered to be the maximum achievable based on the present conditions, and then such an entity is assumed to be efficient. However if it generates lesser than what it is estimated to generate it is said to be inefficient. As such efficiency stems from the correlation between inputs and outputs, and is referred to basically as the degree to which outputs are produced while minimizing manufacturing costs. 

The Nexus between Motivation and Productivity 
Generally studies conducted on the impact of motivation as it relates to workplace productivity has drawn significant attention in the aspect of management110. However it has been basically disregarded by most establishments. This may be due to the fact that the concept of motivation is complex and relative in the sense that what may appeal to an individual may not appeal to another.  Generally, most organisations through the use of incentives seek out ways to motivate their work force. These incentives could be in form of good working conditions, work environment and compensation amongst others. Incentives are regarded as variable payments (monetary and non-monetary) made to workers or a team of workers based on the quantity of output or results attained. On the other hand, it can be seen as payments made with the purpose of stimulating workers’ performance and productivity levels toward s achieving greater objectives 111. 

Incentives can also be described as any compensation with the exception of basic wages or salaries that varies based on the capacity of the workforce to attain certain standards, such as pre-determined procedures and stated organisational goals and objectives. Therefore one can conclude that there is a link between motivation and productivity this is due to the fact that a lack of motivation leads to a decrease in productivity and vice versa112. Also, previous studies has revealed that at various points in time, low productivity levels have been documented in virtually all establishments be it government or private sectors in Nigeria, also conclusions from further studies show that low levels of productivity can be elevated if workers are provided with adequate motivation which may or may not be financial 113. 
In terms of productivity, members of a workforce may vary in terms of how much value they bring to the organisation, which is certainly not limited to the activities they perform but also how well they perform such activities; generally organisational performance is largely dependent on the level of productivity of the workers and various departments that make up the organisation. Therefore it is imperative that organisations fairly reward their workforce based on relative productivity and performance levels. 

Finally, for workers to perform at higher levels, the organisation has a crucial part to play in ensuring that it highly motivates the members of its workforce in order to attract, retain, and improve productivity levels of both workers and the organisation as a whole.

Objective Setting and Appraisal
We do not consider an elaborate system necessary. What is important is an approach whereby within a framework he can be able to ascertain within that framework what is required of him. In this way he can determine to what extent he has succeeded during a given period. The old idea of calling an employee up in December and telling him that this work during the year has not been satisfactory must be abandoned. That approach is too subjective and lends itself to distrust and arguments. Rather, the individual within the framework of the department should set targets/objectives. This agreed with him throughout the year. During the period the individual is guided and encouraged towards the achievements of the objectives of the job. A well-structured appraisal system makes room for fairness and encourages mutual trust and confidence, thus creating a congenial atmosphere where the employee can do his work without fear or inhibition.


Increased Responsibilities
A number of managers fear delegation of responsibilities because they believe, very erroneously too that, their subordinates will not be able to do the jobs114. In other cases, the managers are afraid of the subordinates taking over their jobs and so try to down play their abilities. Any manager who finds himself finds that position should know that it is time for him to retire. One cannot tell in very many cases whether the subordinate will be able to do the job or not until he has been tried out in the interest of the company and the individual. It is better to remove a subordinate if there are good grounds to show that he has reached the height of his competence, rather than deny him the means of growth and development. In any event one of the managers’ duties is to train and develop his subordinate to take over. He cannot be that effectively unless he increases his responsibilities gradually as a part of planned development.

Authority and Accountability
The major factor in motivating a job holder is to give him increased authority and hold him accountable for results115. This situation will pose a challenge to which the employee will react.

2.1.16 	Motivation through management by objectives and participation
The issue of employee participation has been perceived with some sceptiscism, yet some organisation like IBM, which embraced it continuously, extols its merits. Management by objectives (MBO) is a motivational told that encourages sales person in making stronger commitment to their job through participation. Today’s social and educational trends have become more dynamic and people’s expectations have risen above basic monetary requirements. A lot more people are demanding for more interesting work and opportunities to have a say in decision-making. Decisions made through group participation will be more informed and therefore become more acceptable to the employees with little or no resistance to the change(s) occasioned by the education. However, participation requires extreme caution so as not to generalize its application. It is probably true that participating raises employees’ morale, its effect on productivity is uncertain116.

Also the degree of participation will depend on the nature of decision taken. In the study of 15 senior managers in successful US companies, it was revealed that the degree of participation depended on four factors117.Participation is more likely for decisions below the participating subordinate. General and personnel managers use participation more successfully due to the nature of decisions taken. Participation is more where subordinate are few. Senior managers allow greater participation.

Sales Contest
Sales contest have proven to be an effective motivational tool. Contests should be carefully planned and conducted in order not to destroy the incentive of the participants. A well-planned contest should be clear as its duration, and the pre-requisites needed to enter or win the contest. Most of all, it should be fair, and company should benefit from it. The publicity arising from contest is yet another way of recognition. Sales practitioners for some reasons favour sales contests as an additional compensational device in achieving limited and specific objectives. The view that sales contest is an important motivator118. They contend, “A well organized and implemented sales contest with appropriate awards and recognition provides an excellent method for increasing job satisfaction”. They contend that the success of participation will depend on the character of individual involved, the technology of the industry and the work environment.

Effective Communication
The antidote to low morale, distrust and low productivity is an effective two-way communication through the entire sales structure. Interpersonal contacts is an important way of communicating thereby motivating the sales people. It affords the sales executive an opportunity to discuss both personal and job related issues with their subordinates such as problems, inability to meet up with overdue bills–sickness etc. The sales executive could be of assistance in proffering genuine suggestions. Where personal contact is not practical especially in bigger organisations, the alternative is to arrange periodic meetings and conferences, which will afford the sales personnel closer contact with their executives. The opportunity will have a strong motivational impact. Effective communication is more than mere face-to-face contact, but involves some sort of understanding. He also suggested communication through written correspondence; phone calls. Bulletin, personnel letters and announcements could be of immense help.

Pragmatic Leadership
An effective leader is one that commands voluntary cooperation of his subordinates, motivating individually or as a group to attain the organisation’s objectives. Good leadership can turn around a dying company into a viable one by observing some basic elements of human relations. The extent of his dedication should reflect on the same diligence he/she expects of sales personnel. Effective leaders when drawing a salespersons attention privately to a substandard performance should emphasis and commend him more on his strong points. This will increase the trust within the sale structure and thereby stimulate the sales personnel to greater efforts.

2.1.17	The Problems of Inefficiency in an Organisation
The public services in Nigeria, have often been described by the press and by members of the public generally as inefficient, what precisely do people understand by the notion of efficiency? How can efficiency in the public service be measured? It is fashionable to draw unfavourable comparison between efficiency in the public service? If the public service is indeed inefficient, what is the root causes and factors responsible for this situation? The Oxford English Dictionary defines “efficiency” as fitness or power to accomplish or success in accomplishing the purpose intended, adequate power effectiveness, efficiency119. Turning to the Encyclopedia of the social science, “efficiency” is described as follows:

Efficiency in the sense of a ratio between input and output, effort and results, expenditure and income, cost and the resulting pleasure. From the Oxford English Dictionary’s definition and from popular usage efficiency is often regarded as synonymous with effectiveness. Effectiveness is generally used to refer to the achievement of some policy goal at minimum input of energy or resources. It is a notion of optimization whereby maximum satisfaction is obtained for a given outlay of resources.

In considering the factors responsible for inefficiency in the Nigerian Public Service, there are some reasons as identified120. These reasons can be grouped broadly under institutional, political, psychological, attitudinal and sociological.
Institutional: Faulty Recruitment of Employees one of the blames of the Nigeria Public Services is the recruitment of mediocre or totally unsuitable candidates in preference to candidates of high merit. The reason for this ugly situation can be traced to nepotism corruption and tribalism.
Faulty Posting: A man’s capability can be best demonstrated in fields most familiar to him by training and experience. When a man is given a job for which he has no previous experience or background training then the end result can never tally with the target goals.
Inadequate Training: Admitted, much progress has been made in the various public services of Nigeria towards training and staff development during g the past decade, and particularly since the introduction of a result-oriented approach to public service following the report of the Public Service Review Commission. But the tempo and scale of training still falls far short of normal requirement for an efficient public service. A great number of bosses in the public services do not appear to appreciate the purpose and value of staff training and development.

Deterioration in Health
Perhaps because of domestic commitments and responsibilities, most Nigerian public officers whose health has deteriorated to the point of permanent impairment of efficiency never learn to retire gratefully from public services. They hold on and drag themselves to work. Mental concentration on work is difficult for someone afflicted with a physical ailment usually aggregated by the psychological fear of the possible outcome of the illness.


Lack of Clear Objectives: One of the great maladies that afflict most work in the public service is the complete absence of goals or objective forming g target for public officers to pursue.

Sociological False Declaration of Age: This is another allied cause of deterioration in efficiency in the Nigerian public service. This is the chronic habit of false declaration of age by some public officers. It is remarkable that out of every ten public officers in Nigeria it is difficult to find four of them who declared their true age on joining the public service. This, perhaps, is another factor of socio economic culture in Nigeria. Shortfalls in labour productivity in Nigeria’s public service had variously been explained in terms of the combined debilitating effects of three broad categories of factors, via: the culture, the job-related and the managerial. One of the fundamental causes of low productivity is the cultural121. By the cultural we refer to those job related attitude and emergent behavioural patterns derived from prevalent societal values acquired or transmitted from one generation to another with respect to the worth of work and how it should be addressed, when and where these values and derivable attitudes are supportive of optimum exertion of human energy, they are consider as “good” and “bad” resulting in the interminable vicious cycle of poverty, theorerised122.

The management factor in low productivity is essentially a leadership problem, the reluctance or inability of our public sector managers to engage in the rigours associated with corporate goal-setting and, by extension party, in a corresponding lack of the capacity to fruitfully undertake the related management engineering functions of work and job designs; process design, work and job allocation, resource determination, acquisition, allocation, development and preservation; performance monitoring and evaluation123. The problem with organisational objectives was confusion, low morale and low productivity not so much with their stability and consistency, rather the problems is with the largely generalized, non-measurable manner in which successive governments have specified their objectives124. Without specifying objectives in measurable terms, it is difficult to establish what is expected of the civil service, let alone have rationale bases for criticizing it for non-performance; “The absence of both clearly defined and communicated objectives and of an organisational structure designed to meet the objectives is enough to keep an organisational in confusion, low morale and low productivity”125.

2.1.18	Solutions to the Problems of Inefficiency in an Organisation
- 	Goal setting – setting of verifiable objectives
- 	Man fit job-placing the rightful man in the rightful position.
- 	Motivational strategies – incentives to encourage workers.
- 	Management by Objectives (MBO) – as specified by Peter
Drucker in his book Management by objectives. He said objectives must be set in all areas where performance affects the health of the enterprises.
- 	Training and development to improve knowledge, skills and attitude needed for the performance of both the present and future jobs.
- 	Good salaries and wages administration – knowing the worth of each job and the payment of salary. Commensurate with the job performed.
- 	Effective leadership – participating leadership
- 	Management engineering functions like job design, process design and sound organisational designs and policy design.
- 	Performance monitoring and evaluation technique
- 	Installing effective control
- 	Planning adequate operating facilities.

2.2 	Theoretical Review
Many models and theories have been developed and put forward so that research into organisational productivity can grow. Such models and theories can be argued to form the framework to many studies as they support the development of hypothesis and optimally give rise to new findings which assist in boosting the research work. Such theories as considered in this study are theories of motivation, Maslow’s hierarchy of needs theory, Two factor theory or motivator and hygiene theory and Expectancy theory.
2.2.1 	Theories of Motivation 
It is adequately documented in the literature that several thinkers from Adam Smith to Abraham 
Maslow and others have studied human behaviour from different perspectives-economic, psychological, behavioural, etc., to understand what motivate people to do the things they do. In the process, they developed several theories of motivation126. This section presents a brief review of some of the theories and empirical evidences on the relationship between motivation and productivity. Broadly speaking the theories of motivation can be classified in to content theories and process theories. The former deals with what motivates and are concerned with identifying people’s needs and their relative strengths, and the goals they pursue in order to satisfy these needs. The main content theories include Maslow’s hierarchy needs; Herzberg’s two factor theory and McClelland’s achievement motivation theory. Process theories on the other hand, place emphasis on the actual process of motivation. These theories are concerned with the relationships among the dynamic variables which make up motivation and with how behaviour is initiated, directed and sustained. Examples are expectancy-based models, equity theory goal theory and attribution theory. 

2.2.2 	Maslow’s Hierarchy of Needs Theory
The most popular theory of motivation in the classical literature is perhaps that of a United States psychologist, Abraham Maslow’s Hierarchy of Needs Theory. Five levels of employee needs: physiological, safety and security, social, esteem or ego and self-actualization127. According to this theory, people have many needs which motivate them to work, that those needs are arranged in a hierarchical manner in such a way that lower level needs (physiological and safety) had to be satisfied before the next higher level social need would motivate employees to work hard and increase productivity128. 
The hierarchy of needs theory was proposed by psychologist Abraham Maslow in his 1943 paper “A Theory of Motivation”. Here, he proposed this theory in 5 levels which are as follows.
Physiological needs: represents those needs at the lower end of the pyramid which is also referred to as basic human needs. They involve the necessity to ensure satisfaction of the basic natural drives like food, air, water and shelter. Maslow is of the notion that organisations must provide workers with salaries or payments that assists them in meeting expenses associated with suitable living standards. He also suggested that managers can aid in satisfying these needs by ensuring that workers pay are enough to assist them in catering for their needs sufficiently129. 
Safety needs: this is the need for security constituting the need for safety, freedom from any form of injury be it physical, mental or fiscal terms. Such needs are stimulated after basic survival needs have been achieved. They refer to a worker’s desire for safer and favorable work settings without any prospective fears or injuries. Businesses try to gratify such desires by providing their workforce with safety kits like helmets, health and well-being initiatives, safety equipment, safety wears and boots etc130. The logic is to make sure workers are inspired to perform well and discharge their duties successfully devoid of tension or injury in a setting they assume to be secured. Executives can aid in catering for these needs by providing adequate job security, health aids and safer work surroundings. 
Belongingness needs: describes the desire of the workforce for a sense of belonging, approval, rapport and love. They are initiated after security requirements are fulfilled. These needs create room for members of a workforce to be associated and bond with themselves. Workers are moved to perform well in their jobs when there is a feeling of acceptance. By stimulating interactive relations among workers, organizing collective gatherings like holiday get-togethers’ management can aid in satisfying those needs131. 
Esteem needs: focuses on the needs of workers to be cherished and appreciated. It involves a worker’s longing to be acknowledged and to have self-respect. When workers are elevated and recognized in their numerous work achievements, these kind of needs are fulfilled. Maslow stated that this type of needs are triggered after belongingness needs are gratified. Workers for example are moved to perform well if they are given awards for notable attainments in their jobs. 
Self-actualization needs: is a worker’s desire to attain self-satisfaction and individual growth. It is the desire of workers to evolve and make the most of their potentials. The idea is for workers to be driven to put in their best performances for the organisation as long it provides room for them to attain self-satisfaction in their areas of expertise giving them the chance to be all they can be. Self-actualized workers represent prized resources to an organisation and management can aid in satisfying this need by providing prospects for workers to utilize their skill set and talents to the maximum133. 
The aforementioned needs comprise Abraham Maslow’s hierarchy of needs from the lower levels to the higher levels. He stated that people would attempt to placate those needs that are of utmost priority to them first. Employers in a bid to maximize workers performance have to seek ways to gratify their needs. This is because workers are only interested in performing well if their wants are well catered for.
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The theory criticize that Maslow’s theory has not received a great deal of support with respect to specific notion it proposes. To them this model is theorised to be especially effective in describing the behaviour of individuals who are high in growth need strength because employees who are different to the idea of increasing their growth will not realise any physiological reaction to their jobs. Maslow proposed that if people grew up in an environment in which their needs are not meet, they would be unlikely to function healthy, well-adjusted individuals. Research testing Maslow’s theory has supported the distinction between the deficiencies and growth needs but showed that not all people are able to satisfy their higher-order needs on the job. According the results of the research managers from higher echelons of organisations are able to satisfy both their growth and deficiency needs lower level managers are able to satisfy only their deficiency needs on the job. Maslow’s theory has not received a great deal of support with respect to specific notion it proposes. To them this model is theorised to be especially effective in describing the behaviour of individuals who are high in growth need strength because employees who are different to the idea of increasing their growth will not realise any physiological reaction to their jobs.
The importance of the Maslow’s theory Nonetheless and regardless of the heavy criticism levied at the hierarchy of need theory, I believe that this theory has a made a significant contribution in the field of organisational behaviour and management especially in the area of employee motivation and remains attractive to both researchers and managers alike. The incorporation of the need theory into the work environment today could be as a result of the contributions made so far by Maslows Hierarchy of need theory. Nonetheless and regardless of the heavy criticism levied at the hierarchy of need theory, I believe that this theory has a made a significant contribution in the field of organisational behaviour and management especially in the area of employee motivation and remains attractive to both researchers and managers alike. The incorporation of the need theory into the work environment today could be as a result of the contributions made so far by Maslows Hierarchy of need theory. 


Two Factor Theory or Motivator and Hygiene Theory
The second theory of motivation is the two factor theory or motivator and hygiene theory developed134. Motivators or intrinsic factors such as drive for achievement and advancement, being treated in a caring and considerate manner and receiving positive recognition are inherent in the job itself and which the individual enjoys as a result of successfully completing the task, produce job satisfaction and motivate employees to work harder. Hygiene or extrinsic factors, such as salary, benefits and job security are external to the task and often determined at the organisational level can lead to dissatisfaction and lack of motivation if not present in positive degrees.  One important element of Herzberg’s theory is that knowing employee needs can help us motivate today’s young, ambitious and knowledge and technology-based workers135. Given the fact that these workers already command high paying jobs, we can infer that money or cash rewards alone does not provide enough of an incentive as a motivator for performance. This implies that to motivate workers, organisations need to look beyond monetary rewards. 
For this purpose he conducted a study and interviewed some 200 engineers by knowing their positives and negatives about their work. After knowing the opinion, he proposed two factors which are very much influenced in motivating the employees.
1.	Motivational Factors: In this theory, the employees are only motivated and given appreciation for their performance in an organisation. Here employees are given a free environment so that employees are motivated and shown interest towards their work. The factors include recognition, responsibility and sense of achievement.
2.	Hygiene Factors: Hygiene factors are those job factors which are essential for existence of motivation at workplace. In this factor employees are not given any kind of appreciation and motivation. Regarding their compensation and work etc.
The theory criticize that pay satisfaction is a part of job satisfaction, which could lead to higher worker productivity. Workers are inspired to achieve more and to give full effort only if they are satisfied with their pay. Absenteeism can result when pay dissatisfaction is present. Workers who were absent from their works frequently were not satisfied with their pay, whereas 69% who were absent once or more in six months were not satisfied with their pay. Finally, the multiplicative nature of expectancy theory has been criticized 136. They explain how expectancy has adapted throughout the years as it has been tested by scholars137. They also note that problems still remain in regard to the multiplicative description of the original theory, and many researchers acknowledge this deficiency and rather utilize an additive process instead138. The multiplicative nature of expectancy theory has been criticized. Expectancy has adapted throughout the years as it has been tested by scholars139. They also note that problems still remain in regard to the multiplicative description of the original theory, and many researchers acknowledge this deficiency and rather utilize an additive process instead140.
The relevance of the theory helps in preparing a reward scheme which may need to consider the four motivational factors of working conditions, recognition, company policy, and money and emphasize them over other motivational factors. Those four factors can be used to help improve job satisfaction, productivity and performance of employees.

2.2.3 	  Expectancy Theory
Victor Vroom developed the expectancy theory based on the belief that employee effort will lead to performance and performance will lead to rewards. Rewards may be either positive or negative. The more positive the reward the more likely the employee will be highly motivated. Conversely, the more negative the reward the less likely the employee will be motivated to work harder 141.
The theory criticize that there are practical work-related implications associated with this theory, mainly that managers can consider these different motivational facets (or mechanisms of force) when attempting to develop employees or structure the work environment. One initial step is to collect systematic information from employees about their valences of the work and rewards associated with the work (i.e., valence), employees’ perceived likelihood of obtaining rewards or out comes if effort is expended (i.e., instrumentality), and make an effort to clearly tie positive outcomes to performance and how they can best direct efforts to obtain them. In addition, leaders could identify where weaker links (e.g., E P; P O) exist within the team or organisation and take steps to improve these weaknesses. For instance, if a deficiency in expectancy exists (the link between effort and performance; E P) that is due to lower ability or self-efficacy; this could possibly be strengthened by training.
For the application of the theory, there are practical work-related applications associated with this theory, mainly that managers can consider these different motivational facets (or mechanisms of force) when attempting to develop employees or structure the work environment. One initial step is to collect systematic information from employees about their valences of the work and rewards associated with the work (i.e., valence), employees’ perceived likelihood of obtaining rewards or outcomes if effort is expended (i.e., instrumentality), and make an effort to clearly tie positive outcomes to performance and how they can best direct efforts to obtain them.
The relevance of the expectancy theory has been argued that studying a single facet of motivation is insufficient because workers have shown to experience some types of motivation and not others, and this could have differential effects on behavior. It is possible for a worker to feel unable to perform a task (expectancy), but they still find the outcomes associated with performing the task to be desirable (valence), resulting in inaction. In this circumstance if valence was measured as a singular type of motivation, it would not successfully predict behavior.

2.3 	Review of Empirical Studies
The study indicates the aftermath of recognition on employee morale in situation of learning, recognition schemes and the effect they have on each other 142. The study indicates that individual morale is a single person attitude towards work, environment, and organisation, whereas group morale reflects the general attitude of a group of person. Group morale is everybody’s concern and may go on changing with the passage of time. The study was conducted to determine the effects of recognition on employee morale in between other factors that are affecting performance (working recognition) which has a positive effect of subsequent person, 2004 (unpublished) broadly confirmed this analysis. 
The study also show, the academics especially those engaged mainly in research, there wanted opportunities to achieve (and the support and facilities that enable them to do so) and to grow and develop their expertise. Recognition and morale are inter-related but not necessarily identical. They wanted recognition, within the university and in academic circles; this might include the approval of more senior members of the university and of their peers, and promotion to positions as research team leaders or higher academic posts143.
Studies also came up that recognition has a positive effect on subsequent performance and morale of workers, when all employee in a work group receive thank you card, subsequent performance increase by about 5.2% (or 0.27 standard deviations) as compare to the untreated control while public recognition is more exclusive, such that the best three out of eight employees in a work group receive a thank you card, the estimate effect is even bigger and amount to a 7.3% (or standard deviations) performance increase 144. Remarkably research indicates that, employees who do not receive a 10% (0.52 standard deviations) relate standard deviations). This recognition is even scarce; they find out that unannounced recognition can be a powerful tool to raise morale, particularly those employees who are not active 145.
The above empirical studies reveal the underlying mechanisms that explain the researcher results, best are that workers have a preference for conformity and are reciprocal at the same time146. In the treatments with scarce recognition, non-recipients learn that their performance belongs to the bottom of the distribution, implying that it is more likely that do not conform to the apparent work norm in the group, consequently, that feel a need to increase 147.
The finding also reveal that the positive response to the treatment with recognition for all workers suggest that reciprocity also play a role. Reciprocity further explains why we do not observe that recipients of recognition in treatment with scarce reduce their morale, which we would expect if conformity preferences would be the sole mechanism 148. 
Several studies came up on job enrichment as regard self-development of the practices of human resources economy, flexibility, personal growth and satisfactory the work place 149. About 90 percent of empirical evidence has demonstrated the job enrichment influence self-development that self-development is an overall attitude which can apply to various parts of an individual’s job that believe to be important 150. Studies have also indicated that when tasks are routine, monotonous, respective and unrewarding tend to be highly dissatisfied, bored and demon making and control over their task in order power workplace. The findings also reveal that when employee jobs are enriched, job dissatisfaction and lower commitment tends to disappear 151.
The study also shows that the relationship between participative management and job satisfaction reported that more inclusive end participatory styles of management foster increase job satisfaction 152.
A study on the impact of job enrichment on self-development motivation and organisational commitment, in which the result showed that job enrichment, is strongly correlated with self-development. Job enrichment was found as strong predictor of self-development, motivation and commitment. The result of the study showed that several form of enrichment, specifically suggested programs, information sharing, team work, quality of circles, and feedback from work, autonomy, and training, raise satisfaction. Job enrichment satisfies employees’ psychological and social needs and will therefore increase satisfaction. Therefore, job enrichment practices are positively related to self-development 153.

The study also shows the indispensable role job enrichment played, self-development, part of these roles are, employees retention, job satisfaction, distinctive and cooperate success statistically. The study also added that the level of job enrichment goes a long way in determining how effective and committed a worker will contribute to the organisation who seek for greater performance and distinctive advantages must give better chances autonomy, control skill varieties and responsibility which invariably helps to reduce rigidity main dissatisfaction 154.

Study conducted on training has been proved to generate confidence improvement related benefits for the employee as well as for the organisation by positively influencing employee performance through the development of employee knowledge, skills ability, competencies and behavior. Studies also elaborate on training as a means of dealing with skill deficits and performance gaps as a way of improving employee performance 155. The study thus focuses extensively on effect of training on confidence in management on institution of learning. A review of the previous studies reveals that most of the previous studies provide the evidence that there is a strong positive relationship between training practices and confidence in management. Training and confidence in management is one of the vital human resources management practices, positively affects the quality of the workers knowledge skill and capability and thus results in higher employee performance of job 156.

A similar study determined the positive correlation between training practices and confidence in management as r = .233, thus, we can predict from finding that it is not possible for the firm to gain higher returns without best utilization of human resources, and it can only happen when an organisation or firm is able to meet its employees job related needs in timely fashion. Although study reveal that training is the only way of identifying the deprived need of employees and then building their required competences level so that they may perform well to achieve organisational goals 157. Studies also investigate the extent that regardless of individual differences whether a trainee is learning a new skill of acquiring knowledge of a given topic, the person should be given opportunity to practice what is being taught 158. Practices are also essential after the individual has been successfully trained. There are two aspects of practices – active practice and over learning 157, 158. Study also shows that active learning allows the trainees to performs the tasks repeatedly or use knowledge being learned. While over learning occurs when trainees are given the opportunity to learn far beyond the point where the task becomes “second nature and said to be over learning 157, 158, 159.

Similar study also determine the result of the study conducted in corn sector of Pakistan states, the R2 as .501 which means that 50.1% variation in employee performance is brought by training program 160. It further state that, the T. value was 8.58 that explains training is good predictor of employee performance. As depicted, learning through training influence, the organisation performance by great employee performance and is said to be a key factor in the achievement of corporate they concluded that, as mentioned in this study employee superior performance occur because of good quality training programs that leads to employee motivation and their needs fulfillment on confidence in management 161.

A study on the reward programmes and staff strikes shows that they are affected by the characteristics of the organisation with regard to its purpose, product and services, processes, sector (private, public voluntary or roof-for-profit) and importantly, culture, which is influenced by all the other characteristics. Researcher also found that one effect of strike action is that, it leads to poor employment relationship and ineffective reward, especially between the employers and employee 162.
The study found that each time an employees and their unions embark on strike action, there are possibility of unhealthy relationships in the organisation. Study also found that each time employees embark on strike action, the trust in the organisation is said to be broken and this eventually affect the employment relations 163. 
A similar study conducted on staff strike in Nigeria has discovered that strikes have negative implications on employee’s relations in an organisation 164. Study conducted by the author, shows that action can bring about division between the parties in the workplace which can have lasting effects on the kind of relationship that exists between them. They contend that due to strike action, parties might view each other as enemies and this may have a major implication on the employment relations that exist within the working environment and without yielding positive reward in an organisation. Study also shows that strike action can imp[act negatively on the employment relationship 165. Study shows that during strike action there is hostility between employees and the employer because the employer may perceive the employees as opposing their authority 162, 163, 164.
Findings also affirm the previous assertion made, that strike action may contribute to unhealthy relationships in an organisation. Study shows that bad reward system results into loss of ownership or loyalty of employees, it also result in the incidences of late coming absentees at work while good reward system reduce the incidence of late coming in an organisation 166.    Finding also make references to the fact that striking employees may forfeit their salaries for the period of strike action, the employer has the prerogative not to remunerate employees taking part in strike action irrespective of whether the strike is legal or unprotected the principle of no pay applies in this situation. Empirically, rewards have both positive and negative effects on employee’s performance 167.However, it was suggested that employees may not deny the striking employees any reward or any payment in kind, such as accommodation, or other basic incentives 163, 164, 165, 166.
















2.4 	Conceptual Framework 
Conceptual framework of this study explains relationship between independent variables and dependent variable. Independent variable in this study is motivation factors (recognition, job enrichment, training and reward programmes). Dependent variable of this study is staff productivity (employee morale, self-development, confidence in management and staff strike).
		Dependent Variables

Independent Variables

             Motivation Factors
Staff Productivity


Employee Morale (EM)
Self-Development (SD)
Confidence in Management (CM)
Staff Strike (SS)

H01

H02

H03

H04


Recognition (R)
Job Enrichment (JE)
Training (T)
Reward Programme (RP)

Figure 2.4 
Source: [Researcher’s Compilation 2023]


2.5	Summary of Gap in Literature Reviewed
In actual fact several researchers have examined factors that motivate employees and staff productively. A review of some recent empirical studies and theoretical framework in the study such as Maslow’s hierarchy of need theory, Herzberg two factors theory and hygiene theory. Also, a well-structured reward at employee receives is very much a part of the understanding of motivation.

Research has suggested that rewards now causes direct influences on the performance of the employee. The study basically adopted the same method as Herzberg two factors theories. And it was discovered that at higher occupational level, hygiene factors were more valued. From this research work, it is concluded that an organisation should be satisfied with both intrinsic and extrinsic factors for workers.	

In brief, most of these studies discussed above showed there was a myriad of motivating factors which can be put into good wages, good working condition, job relationship and friendly social gestures leadership.
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Chapter 3
Methodology
This chapter focuses on the systematic approach in solving the research problem in the study and highlights the instruments and techniques used to seek solutions to the research problem. It consists of the research design, population of the study, sample and sampling techniques, description of instruments, pilot study, validation of research instrument, reliability of research instruments, administration of instrument and methods of data analysis. The purpose of this research is to examine the motivation factors on staff productivity. The Federal College of Agriculture Moore Plantation, Ibadan, was the only selected organisation used as a study in this research.  
3.1	Research Design
Research design is the overall framework of a research that explains the direction and the method  used in the study to collect the information needed1. The design adopted for this study is a descriptive survey design, which was employed to empirically investigate the relationships among variables of the research. Descriptive design involve collection of data in order to test hypothesis and provide answers to questions concerning the current status of subjects (s) in a study2. This design was preferred because of largely focuses on vital facts, beliefs, opinions, demographic information, attitudes, motives and behaviour of correspondent giving responses to the research instrument3. The research was based on primary source of data (questionnaire). It is an appropriate method because of its uniqueness and relevance as it concentrates on descriptiveness of the event. For the study, quantitative approach was used in analyzing the data collected. Quantitative approach was adopted because it permits measurement of objectives facts using variables, statistical analysis and reliability testing4. In addition, researcher also utilized the survey strategy for this study because it creates room for gathering large amounts of data from a sizeable population in a cost-effective way5.
3.2	Population of the Study
Thus, the targeted population for this gathered from staff of Federal College of Agriculture Moor plantation, Ibadan. The target respondent for the study consists of Academic senior staff, non-academic senior staff, academic junior staff, non-academic junior staff, middle level staff and the total estimated figure for the population arrived at, based on survey of staff of Federal College of Agriculture was one thousand four hundred and twenty three (1,423) personnel.

Table 3.2			 Researcher’s Model
	Category
	Academic Senior Staff
	Non-Academic Senior Staff	

	Academic Junior Staff



	Non-Academic Junior Staff
	Middle Level Staff
	Total 

	No. of Staff
	133
	182
	117
	541
	450
	1423


Staff Strength 
Figure 3.2
Source4:



3.3	Sampling and Sampling Techniques
In order to determine the sample size for the study, formular for calculating sample size for finite population was adopted. One of the assumption of this formular is that, it assumes the population from which the sample will be derived from is a finite one and not infinite. Secondly, it assumes that the acceptable error margin for any sample must be greater than zero and never equal to or less than zero. Taro Yamane is a simplified fomular to calculate sample sizes. Where “n” is the sample size, “N” is the finite population size, and “e” is the level of precision6.
Formular 1:
n = 2
The reason for adopting this formular, it is simple and less complicated and can also provide accurate result of the necessary sample size that was adequate for the research study since the population for this study is a finite one. Also adopting this formula increase the level of precision and the confidence level of making lesser risk in determining the actual sample size necessary for the study. Applying the formular above, sample size determination
Where n = sample size
N = finite population size which is 1423 i.e total number personnel within the population
e = maximum acceptable error margin which is 5% 
we have
n = 2
n = 
n = 
n = 
n = 
The sample size derived for this study, using the sampling element is three hundred and twelve (312) elements. However, the three hundred and twelve was chosen using random sampling technique so as to increase the sampling precision for the study


Sampling Techniques
Sample is the subset of a population. Sampling is a proportion or a segment of the whole population. Since management personnel as well supporting personnel working at the top and idle management level across various firms used in this study, the study  employ random sampling technique to determine the sample of the study. The justification for choosing this sampling techniques is that it increase the sampling precision during the process of dividing the population into strata7.
3.4	Pilot Study
	A pretest of the questionnaire was conducted in order to evaluate the relevance and proper understanding of the research questions. The questionnaire was checked by researcher’s supervisor as well as experts in the field of business administration. Furthermore, 10% of other respondents who correspond to our sample were accessed and interviewed to see if the questionnaire has to be modified. The pilot study was considered necessary in order to determine the willingness of the respondents, to have a foreknowledge of the reactions of the respondents and to ascertain the reliability of the questionnaire used in the population of the study.
3.5 	Validity of the Research Instrument
The validity of test reveals the degree to which a measuring instrument measures, what it is intended to measure. Hence the accuracy and significance of inferences are based on research results. The validity of the research instrument determined by the amount of build in error in measurement8. Copies of the survey were made accessible to experts in this study such as my supervisor for comments and opinions so as to create validity in terms of contrast, content, criterion and readability in order for it to be suitable for the objectives of the study9. Areas that are not needed was removed and other areas were collected and added to the research. Content and face validity was used in determining the validity of the research. Content validity is the extent to which a measuring instrument provides suitable coverage for current study, that is research items measure the variables of the study while face validity is face to face check10. The validity of the research instrument was gotten from the various questions posed to the respondents. 

3.6 	Reliability of the Research Instrument
Reliability is the degree to which a measurement is consistent with similar results over time. Measurements can be reliable and yet not useful but if measurements are useful or valid, it is certainly reliable. Also measurements that lack reliability also lacks validity. Reliable measurements show stability when tests are repeated with similar outcomes11. 
Reliability of the research instrument involves the consistency of the result obtained with the instrument and if the instrument gives similar, close or the same result if the study is repeated under the same assumptions. For Cronbach’s alpha test; this is relating each measurement item with the other measurement item so as to obtain the average inter relationship for all the paired associations. To determine the reliability of the questionnaire, twenty (20) copies were administered to the respondents in selected department for the standardization of the instrument. Statistical Package for Social Sciences (SPSS) was used to compute Cronbach Alpha for reliability test. 
Cronbach’s alpha method of reliability is for measuring the reliability of this research work. The reliability score of the construct yielded a Cronbach’s alpha of r=0.86.

3.7 	Administration of the Research Instrument 
The researcher obtained permission from the appropriate authority of the institution before the research could be carried among the staffs. The participants were informed about the main purpose of the research and those who are willing and ready to participate were attended to. The researcher visited each department on different days to administer the questionnaire to the participants. Moreover, the period of gathering data spread over two weeks to allow for the intelligent answering of questions posed to the respondents. It should be noted that personal gathering of data will affords the researcher the opportunity of personal contact with the participants, as well as the opportunity of asking questions in form of unstructured interview.  The researcher gave assurance and confidentiality on their responses.  The completed questionnaires were considered adequate for data analysis. Every participant were given word of appreciation for their participation. 

3.8 	Method of Data Analysis
For the analysis of data, the statistical package for social sciences (SPSS) was used. The statistical tools that was used to analyze the data include the following: descriptive analysis using frequency tables and percentages. Also, simple linear and multiple regression analysis in respect to the study hypothesis was used to measure the degree of the effects of independent variables on the dependent or outcome variables. Another statistic called R-square was calculated based on the percentage of variations in the dependent variable that can be explained by the independent variable12. 

After distributing the questionnaires, data was collected, coded and analyzed through the use of the Statistical Package for Social Science (SPSS). Regression analysis and descriptive statistics was used to validate the data. Furthermore, distribution tables, frequency and percentages were used for data interpretation. Also a master data sheet was prepared with the use of the SPSS. Finally, findings associated with the study also discussed in chapter four. 






3.9	Ethical Considerations 
i. 	Management of the school and department were informed through a letter of introduction to the respondents.
ii. 	Oral consent was sought officially by the researcher from the human resource manager of the organisation.
iii. 	Researcher ensued confidentiality and privacy of participants information.
iv. 	The researcher avoid the use of deceptive statement and questions during the course of the research.
v. 	The researcher ensured that participants were not coerced but participated willingly. 
vi. 	The researcher also ensured that no form of injury physical or mental affected the participants 
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				                 Chapter Four
Results and Discussion of Findings
This chapter presents results and discussions of findings. Section 1 is a presentation of the descriptive analysis using frequency counts, percentage and mean. Section II presents inferential statistics using regression and discussion of findings comes at the end of the chapter. The results presented were based on the research questions and hypotheses, which the study set out to answer and examine.
Table 4.1: Response Rate
	
	Category
	Frequency
	Percentage 

	Federal College of
 Agriculture, Moor Plantation, Ibadan
	Competed usable copies of questionnaire
	302
	47.0%

	
	Total
	302
	100.0%


Source: [Researcher’s Field Survey 2023]
The target respondents in the study were employees in Federal College of Agriculture, Moor Plantation, Ibadan. A total of 312 questionnaires were administered, out of which 302 were 
filled and returned, which represent 96.8% response. The 302 questionnaires were duly filled and analysed.









4.1     Democratic Data Analysis
This section is descriptive and it presents the results of demographic characteristics using frequency distribution tables. The table for presentation follows:
Table 4.2: Demographic Information of the Respondents 
	Demographic Characteristics
	Frequency
	Percentage

	Gender
	Male
Female
	142
160
	47.0
53.0

	Age 
	Below 30 years
31-40 years
41-50 years
51 years and above
	21
107
122
52
	7.0
35.4
40.4
17.2

	Marital Status
	Single
Married
Divorced
	91
205
6
	30.1
67.8
2.0

	Job Status 
	Senior staff
Junior staff 
Middle level staff
	117
108
77
	38.7
35.7
25.5

	Years of service 
	1-10 years
11 years and above
	115
187
	38.1
61.9


Source:[Researcher’s Field Survey, 2023]

Table 4.2 reveals that 142 (47.0%) were males and the rest 160 (53.0%) were females. This shows that there are more working males than females working in Federal College of Agriculture, Moor Plantation, Ibadan. However, the difference between those respondents was not that much. It also shows that 21 (7.0%) of the respondents were below 30 years of age, 107 (7.0%) were between 31-40 years, 122 (40.4%) were between 41-50 years while 52 (17.2%) were between 51years and above. It could be inferred that the respondents whose age fell between 41-50 years were the majority. However, 25.0% of the respondents were 40 years and below which shows that younger employees are being absorbed into the system.  
91 (30.1%) were single, 205 (67.8%) were married while 6 (2.0%) were divorced. It could be inferred that respondents who were married were more represented in the study. Also, 117 (38.7%) were senior staff, 108 (35.7%) were junior staff while 77 (25.5%) were middle level staff. It could be seen that majority of the employees working in Federal College of Agriculture, Moor Plantation, Ibadan who participated in the study were junior staff. Also, more than half of 38.7% of the senior staff were also represented in the study.   Furthermore, it could be revealed that 115 (38.1%) had 1-10 years work experience, and the rest 187 (61.9%) had 11 years and above work experience. It could be inferred that respondents who had 11 years wand above work experience were the majority (61.9%).  In general, employee working in Federal College of Agriculture, Moor Plantation, Ibadan were well experienced in their job.  However, there are new entrants to the profession shown by 38.1% who have 1-10 years of experience.
Research Question One: What is the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan?
Table 4.3.1: Descriptive Statistics of Responses on Recognition 
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	I feel I receive enough recognition.
	65
21.5%
	147 
48.7%
	81 26.8%
	9
3.0%
	  -
	4.18
	0.708

	The recognition I receive is meaningful.
	100
33.1%
	106
35.1%
	63
20.9%
	32 
10.6%
	1
0.3%
	4.21
	0.636

	I often have a recognition.
	102
33.8%
	145
48.0%
	34
11.3%
	21
7.0%
	-
	3.16
	0.651

	I feel value and appreciate by my organisation.
	79
26.2%
	122
40.4%
	70
23.2%
	30
9.9%
	1
0.3%
	4.19
	0.650

	The recognition of my organisation is being followed genuinely.
	65
21.5%
	136
45.0%
	99
32.8%
	2
0.7%
	-
	4.20
	0.639

	Average of Mean/ Standard Deviation = 3.98
	
	


Source:  [Researcher's Field Survey, 2023]
Table 4.3.1 reveals the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring recognition were: strongly agree, agree, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 212 (70.2%) agreed that they feel they received enough recognition, 81 (26.8%) were undecided while 9 (3.0%) disagreed. 206 (68.2%) agreed that the recognition they received is meaningful, 63 (20.9%) were undecided while 33 (10.9%) disagreed. 247 (81.98%) agreed that they often had a recognition, 34 (11.3%) were undecided while 21 (7.0%) disagreed. 102 (66.6%) agreed that they feel value and appreciate by their organisation, 79 (23.2%) were undecided while 31 (10.2%) disagreed. Lastly, 201 (66.5%) agreed that the recognition of their organisation is being followed genuinely, 99 (32.8%) were undecided while 2 (0.7%) disagreed. 
With a mean score of 3.98, this shows that on the average, respondents agreed that they are well-recognised, appreciated and valued in their organisation.
Table 4.3.2: Descriptive Statistics of Responses on Employee Morale 
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	The stress in my workplace affects my life in the firms.
	71
23.5%
	159
52.6%
	71
23.5%
	15
5.0%
	-
	4.20
	0.650

	I am able to manage my work load effectively.
	108
35.8%
	128
42.4%
	65
21.5%
	1
0.3%
	-
	3.27
	0.575

	My firm care about the staff.
	71
23.5%
	153
50.7%
	69
22.8%
	9
3.0%
	-
	4.21
	0.578

	I can do my work without fear.
	89
29.5%
	127
42.1%
	65
21.5%
	20
6.6%
	10
3.3%
	4.30
	0.546

	I am given sufficient responsibility in my job.
	72
23.8%
	153
50.7%
	69
22.8%
	7
2.3%
	1
0.3%
	4.29
	0.562

	I feel supported, valued and appreciated in the firm.
	87
28.8%
	163
54.0%
	33
10.9%
	10
3.3%
	9
3.0%
	3.20
	0.650

	Average of Mean/ Standard Deviation = 3.91
	
	


Source: [Researcher’s Field Survey, 2023]
Table 4.3.2 reveals the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring employee morale were: strongly agree, agree, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 230 (76.1%) agreed that the stress in their workplace affects their life in the firms, 71 (23.5%) were undecided while 15 (5.0%) disagreed. 236 (78.2%) agreed that they were able to manage their work load effectively, 65 (21.5%) were undecided while 1 (0.3%) disagreed.  224 (74.2%) agreed that their firm care about the staff, 69 (22.8%) were undecided while 9 (3.0%) disagreed. Also, 216 (71.6%) agreed that they could do their work without fear, 65 (21.5%) were undecided while 30 (9.9%) disagreed.  225 (74.5%) agreed that they were given sufficient responsibility in their job, 69 (22.8%) were undecided while 8 (2.6%). Lastly, 250 (82.8%) agreed that they felt supported, valued and appreciated in the firm, 33 (10.9%) were undecided while 19 (6.3%) disagreed. 
With a mean score of 3.91, this shows that on the average, respondents agreed that they are well managed in the organisation as their level of employee morale was moderate.
Research Question Two: What is the effect of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan?
4.4.1: Descriptive Statistics of Responses on Job Enrichment
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	I have the skills and abilities to do more jobs.
	75
24.8%
	143
47.4%
	63
20.8%
	20
6.6%
	7
2.3%
	4.21
	0.733

	Opportunity is given in the organisation to use my variety of skills.
	81
26.8%
	131
43.3%
	56
18.5%
	30
9.9%
	4
1.3%
	3.17
	0.675

	The kind of work I am expected to do on my job is reasonable for me and to the organisation.
	66
21.9%
	105
34.8%
	67
22.2%
	51
16.9%
	13
4.3%
	3.02
	0.647

	My organisation has a good job priorities and direction for employees.
	94
31.1%
	116
38.4%
	60
19.9%
	28
9.3%
	4
1.3%
	4.05
	0.764

	Average of Mean/ Standard Deviation = 3.61
	
	


Source:[Researcher’s Field Survey, 2023]

Table 4.4.1 reveals the effect of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring job enrichment were: strongly agree, agree, undecided, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 218 (72.2%) agreed that they have the skills and abilities to do more jobs, 63 (20.8%) were undecided while 27 (8.9%) disagreed. 212 (70.1%) agreed that opportunity is given in the organisation to use their variety of skills, 56 (18.5%) were undecided while 34 (11.2%) disagreed.  171 (56.7%) agreed that the kind of work they were expected to do on their job is reasonable for them and to the organisation, 67 (22.2%) were undecided while 64 (21.2%) disagreed. Lastly, 210 (69.5%) agreed that their organisation has a good job priorities and direction for employees, 60 (19.9%) were undecided while 31 (10.6%) disagreed. 
With a mean score of 3.61, this shows that on the average, respondents agreed that they possess variety of skills and abilities as this has helped in meeting the goals of the organisation. It could be inferred that the level of job enrichment was moderate.










Table 4.4.2: Descriptive Statistics of Responses on Self-Development
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	I have ability to work under little supervision.
	38
12.6%
	158
52.3%
	68
22.5%
	33
10.9%
	5
1.7%
	4.30
	0.561

	My contribution to the firm is as important as anyone else.
	117
38.7%
	125
41.4%
	58
19.2%
	1
0.3%
	1
0.3%
	3.24
	0.611

	I trust my feelings and emotions.
	92
6.6%
	158
52.3%
	32
10.6%
	20
6.6%
	-
	4.06
	0.627

	I keep trying to learn even if I am nervous.
	54
17.9%
	131
43.4%
	77
25.5%
	31
10.3%
	9
3.0%
	3.28
	0.625

	On the whole I am satisfied with my employers.
	69
22.8
	117
38.7%
	61
20.2%
	42
13.9%
	13
4.3%
	3.21
	0.608

	I can effectively lead a team to designate a hands-on project.
	62
20.5%
	129
42.7%
	54
17.9%
	50
16.6%
	7
2.3%
	4.30
	0.561

	Average of Mean/ Standard Deviation = 3.73
	
	


Source:[Researcher’s Field Survey, 2023] 
Table 4.4.2 reveals the effect of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring self-development were: strongly agree, agree, undecided, disagree and strongly disagree, but for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 196 (64.9%) agreed that they have the ability to work under little supervision, 68 (22.5%) were undecided while 38 (12.6%) disagreed. 242 (80.1%) agreed that their contribution to the firm is as important as anyone else, 58 (19.2%) were undecided while 2 (0.6%) disagreed.  Also, 250 (58.9%) agreed that they trust their feelings and emotions, 32 (10.6%) were undecided while 20 (6.6%) disagreed. 185 (61.3%) agreed that they keep trying to learn even if they were nervous 77 (25.5%) were undecided while 40 (13.0%) disagreed. 186 (61.5%) agreed that on the whole they were satisfied with their employers, 61 (20.2%) were undecided while 55 (18.2%) disagreed. Lastly, 191 (63.2%) agreed that they could effectively lead a team to designate a hands-on project, 54 (17.9%) were undecided while 7 (2.3%) disagreed. 
With a mean score of 3.73, this shows that on the average, respondents agreed that they have good feeling and emotions and under little supervision.  It could be inferred that the level of job enrichment was moderate.
Research Question Three: What is the effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan?
Table 4.5.1: Descriptive Statistics of Responses on Training
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	My organisation consider training as a part of organisational strategy.
	65 
21.5%
	124
41.1%
	77
25.5%
	30
9.9%
	6
2.0%
	4.33
	0.57

	The training sessions conducted in my organisation used to be stressful.
	76
25.2%
	109
36.1%
	85
28.1%
	28
9.3%
	4
1.3%
	4.28
	0.74

	Enough practice is given to us during training session.
	88
29.1%
	117
38.7%
	69
22.8%
	20
6.6%
	8
2.6%
	3.24
	0.82

	Employees are given appraisal in order to motivate them to attend training in my organisation.
	81
26.8%
	131
43.4%
	71
23.5%
	16
5.3%
	3
1.0%
	3.25
	0.92

	 The training programme of my firm is not applicable to any need.
	16
5.3%
	21
7.0%
	64
21.2%
	129
42.7%
	72
23.8%
	4.27
	0.79

	Average of Mean/ Standard Deviation =  3.87
	
	


Source:[Researcher’s Field Survey,2023]

Table 4.5.1 reveals the effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan The scales used in measuring training were: strongly agree, agree, undecided, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 189 (62.6%) agreed that their organisation consider training as a part of organisational strategy, 77 (25.5%) were undecided while 36 (11.9%) disagreed. 185 (61.3%) agreed that the training sessions conducted in their organisation used to be stressful, 85 (28.3%) were undecided while 32 (10.6%) disagreed.  Also, 205 (67.8%) agreed that enough practice is given to them during training session, 69 (22.8%) were undecided while 28 (9.5%) disagreed. 212 (70.2%) agreed that employees are given appraisal in order to motivate them to attend training in their organisation, 71 (23.5%) were undecided while 19 (6.3%) disagreed. 37 (12.3%) agreed that  the training programme of their organisation is not applicable to any need, 64 (21.2%) were undecided while  (66.5%) disagreed. Lastly, 191 (63.2%) agreed that they could effectively lead a team to designate a hands-on project, 54 (17.9%) were undecided while 7 (2.3%) disagreed. 
With a mean score of 3.87, this shows that on the average, respondents agreed that respondents were given adequate training at their place of work as this would enhance their performance.  It could be inferred that the level of training was moderate.













Table 4.5.2 Descriptive Statistics of Responses on Confidence in Management 
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	Management meet with the staff and assess their performance regularly in my organisation.
	65
21.5%
	151
50.0%
	76
25.2%
	10
3.3%
	-
	3.29
	0.77

	Management has a clear link with their staff.
	64
21.2%
	129
42.7%
	107
35.4%
	1
0.3%
	1
0.3%
	4.94
	0.76

	Does management wide-communication effective.
	61 
20.2%
	144
47.7%
	76
25.2%
	11
3.6%
	10
3.3%
	3.27
	0.82

	Management keep you informed about the progress of this organisation news and development.
	67
22.2%
	130
43.0%
	103
34.1%
	2
0.7%
	-
	3.18
	0.78

	You feel secured, valued & comfortable, providing information/feedback to the management.
	63
20.9%
	150
49.7%
	78
25.8%
	10
3.3%
	1
0.3%
	4.26
	0.83

	Management are aware of my skill & abilities.
	81
26.8%
	112
37.1%
	87
28.8%
	20
6.6%
	2
0.7%
	3.49
	0.81

	Average of Mean/ Standard Deviation = 3.74


Source:[Researcher’s Field Survey,2023] 
Table 4.5.2 reveals the effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring confidence in management were: strongly agree, agree, undecided, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 216 (71.5%) agreed management meet with the staff and assess their performance regularly in their organisation, 76 (25.2%) were undecided while 10 (3.3%) disagreed. 193 (63.9.3%,) agreed that management has a clear link with their staff, 107 (35.4%) were undecided while 2 (0.6%) disagreed.  Also, 205 (67.9%) agreed that management wide-communication was effective, 76 (25.2%) were undecided while 21 (6.9%) disagreed. 197 (65.2%) agreed that management keep them informed about the progress of this organisation news and development, 103 (34.1%) were undecided while 2 (0.7%) disagreed. Also, 213 (70.6%) agreed that they feel secured, valued and comfortable, providing information/feedback to the management, 78 (25.8%) were undecided while 11 (3.6%) disagreed. Lastly, 193 (63.9%) agreed that management are aware of their skill & abilities, 87 (28.8%) were undecided while 22 (7.3%) disagreed. 
With a mean score of 3.74, this shows that on the average, respondents agreed that they have confidence in management as they inform them about the progress of the organsiation.  It could be inferred that the level of confidence in management was moderate.

















Research Question Four: What is the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.
Table 4.6.1: Descriptive Statistics of Responses on Reward Programmes
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	I am fairly rewarded for the work I do.
	51
16.9%
	139
46.0%
	87
28.8%
	20
6.6%
	5
1.7%
	3.29
	0.85

	My organisation offers benefits that make working easier or more valuable.
	76
25.2%
	122
40.4%
	81
26.8%
	21
7.0%
	2
0.7%
	3.94
	1.22

	My organisation uses the following rewards types effectively.
(i) Monetary rewards
(ii) Edible gifts (lunch, chocolate, snacks etc )
(iii) Additional annual leave  
	62
20.5%
	121
41.1%
	95
31.5%
	20
6.6%
	4
1.3%
	3.47
	0.97

	Rewards are tied towards employee efforts in my organisation.
	81
26.8%
	141
46.7%
	67
22.2%
	13
4.3%
	-
	3.38
	0.84

	In my firm, employee are considered for reward monthly for:
(i) Innovative and creative idea
(ii) Average productivity 
(iii) Customer satisfaction 
(iv) All of the above 
	44
14.6%
	132
43.7%
	89
29.5%
	30
9.9%
	7
22.3%
	4.26
	0.95

	Average of Mean/ Standard Deviation = 3.58
	
	


Source: Researcher's Field Survey Result (2023)

Table 4.6.1 reveals the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring reward programees were: strongly agree, agree, undecided, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 190 (62.9%) agreed that they were fairly rewarded for the work they do, 87 (28.8%) were undecided while 25 (8.3%) disagreed. 198 (65.6%) agreed that their organisation offers benefits that make working easier or more valuable, 81 (26.8%) were undecided while 23 (7.7%) disagreed.  Also, 18 (.9%) agreed that their organisation uses monetary reward, edible gifts (lunch, chocolate, snacks etc ) and additional annual leave, 95 (31.5%) were undecided while 24 (7.9%) disagreed. 222 (73.5%) agreed that  rewards are tied towards employee efforts in their organisation, 67 (22.2%) were undecided while 13 (4.3%) disagreed. Also, 176 (58.3%) agreed that in their organsiation, employee are considered for reward monthly for innovative and creative idea, average productivity and customer satisfaction, 89 (29.5%) were undecided while 37 (32.2%) disagreed. 
With a mean score of 3.58, this shows that on the average, respondents agreed that they get reward packages from their organisation, however, these packages are not enough. It could be inferred that the level of reward packages given to employees in Federal College of Agriculture, Moor Plantation, Ibadan was moderate.










Table 4.6.2 Descriptive Statistics of Responses on Staff Strike
	Item 
	SA
	A
	U
	D
	SD
	Mean
	Std. dev

	Protest and demonstration affect my firm.
	51
16.9%
	72
23.8%
	166
55.0%
	10
3.3%
	3
1.0%
	3.90
	0.94

	Strike action influence employee performance and productivity in my organisation.
	45
14.9%
	98
32.5%
	134
44.3%
	20
6.6%
	5
1.7%
	3.84
	0.67

	Delay on the payment of workers’ salaries cause strike in my organisation.
	66
21.9%
	118
39.1%
	97
32.1%
	19
6.3%
	2
0.7%
	3.87
	0.83

	Responds of management to strike action is impressive
	72
23.8%
	152
50.3%
	69
22.8%
	20
6.6%
	9
3.0%
	3.89
	0.92

	In my organisation strike action prolong employee incentives and student programme.
	84
27.8%
	134
44.3%
	67
22.2%
	16
5.3%
	1
0.3%
	4.12
	0.72

	Average of Mean/ Standard Deviation = 3.92


Source: Researcher's Field Survey Result (2023)

Table 4.6.2 reveals the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan. The scales used in measuring staff strike were: strongly agree, agree, undecided, disagree and strongly disagree.  But for the purpose of reporting, strongly agree and agree were merged to become agree (A) while agree and strongly disagree were to become disagree (D).  Result reveals that 123 (40.7%) agreed that they protest and demonstration affect their organisation., 166 (55.0%) were undecided while 13 (4.3%) disagreed. 143 (47.4%) agreed that strike action influence employee performance and productivity in their organisation, 134 (44.3%) were undecided while 25 (8.3%) disagreed. Also, 184 (61.0%) agreed that delay on the payment of workers’ salaries cause strike in their organisation, 97 (31.5%) were undecided while 21 (7.0%) disagreed.  224 (74.1%) agreed that responds of management to strike action is impressive, 69 (22.8%) were undecided while 29 (9.6%) disagreed. Also, 218 (72.1%) agreed that in their organisation strike action prolong employee incentives and student programme, 67 (22.2%) were undecided while 17 (5.6%) disagreed. 
With a mean score of 3.92, this shows that on the average, respondents agreed that they go on a strike when their salaries and their packages are not met. It could be inferred that the level of staff strike in Federal College of Agriculture, Moor Plantation, Ibadan was moderate.
4.2 Test of Hypothesis 
The following hypotheses were tested at 0.05 level of significance

Ho1: There is no significant effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan.
Table 4.7.1 (a) Model Summary of the Linear Regression Test of Hypothesis One
	Model Summary

	Model
	R
	    R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.441a
	.194
	.190
	4.03271

	a. Predictors: (Constant), recognition


Source: Field Survey, 2023



Table 4.7.2 (b) ANOVA of the linear Regression Test of Hypothesis One
	ANOVA 

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	710.514
	1
	710.514
	72.420
	.000b

	
	Residual
	2943.552
	300
	9.811
	
	

	
	Total
	3654.066
	301
	
	
	

	a. Dependent Variable: Employee morale

	b. Predictors: (Constant), Recognition


Source: Field Survey, 2023



Table 4.7.3 (c) Coefficients of the linear Regression Test of Hypothesis One
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	21.508
	2.557
	
	8.411
	.000

	
	Recognition
	.616
	.093
	.441
	6.610
	.000

	a. Dependent Variable: Employee Morale on


Source: [Researcher’s Field Survey, 2023]

Interpretation 
From Table 4.7.1 (a), the model summary, presented the R, R Square and Adjusted R Square values.  The table shows that recognition had significant effect on employee morale, and it produced a correlation coefficient (R) = 0.441 and a coefficient of determination (R2) =0.149. The correlation coefficient showed that there is a weak positive relationship between the independent variable and the dependent variable (R=.441). The coefficient of determination (R2) of 0.149 showed that recognition explained only 14% of the variation in employee morale. This implies that 86% of employee morale is explained by other variables not included in this model. 
From Table 4.7.2 (b) The F-value was 72.420 with a p-value of 0.000 indicated that the overall regression model was significant; hence, recognition was significant in predicting employee morale. Furthermore, the reported probability of (0.000) is less than 0.05. Therefore, recognition has statistically significant effect on employee morale.
From Table 4.7.3 (c) the regression model showing the effect of recognition on employee morale is expressed as: 
	EM = 21.508 + .616 R ……………………………………………….. eq. i
Where:
	EM = Employee morale          and              R = Recognition
In the regression equation above, when the value of recognition is constant at zero, employee morale was 21.508. The regression coefficient of recognition was 0.616, which imply that when an employee is well recognized in the organisation for effective performance by one unit leads to an increase in employee morale level by 0.616 units. Results further indicated that recognition and employee morale had a positive and significant relationship (β = 0.616, p<0.05). Therefore, the null hypothesis one (Ho1) which states that There is no significant effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan is hereby rejected.

Ho2: There is no significant effect of job-enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan.
Table 4.8.1 (a) Model Summary of the Linear Regression Test of Hypothesis Two
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.353a
	.125
	.120
	3.09014

	a. Predictors: (Constant), Job enrichment


Source: Field Survey, 2023



Table 4.8.2 (b) ANOVA of the Linear Regression Test of Hypothesis Two
	ANOVA 

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	246.635
	1
	246.635
	42.811
	.000b

	
	Residual
	1728.359
	300
	5.761
	
	

	
	Total
	1974.995
	301
	
	
	

	a. Dependent Variable: Self-development

	b. Predictors: (Constant), Job enrichment


Source: [Researcher’s Field Survey, 2023]

Table 4.8.3 (c) Coefficients of the Linear Regression Test of Hypothesis Two
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.869
	1.682
	
	1.111
	.268

	
	Job enrichment
	.292
	.057
	.353
	5.082
	.000

	a. Dependent Variable: self-development


Source:[Researcher’s Field Survey, 2023]

Interpretation 
From Table 4.8.1 (a), the model summary, presented the R, R Square and Adjusted R Square values. The table shows that the influence of job-enrichment on self-development, produced a correlation coefficient (R) = 0.353 and a coefficient of determination (R2) =0.125. The correlation coefficient showed that there is a weak positive relationship between the independent variable and the dependent variable (R=.353). The coefficient of determination (R2) of 0.125 showed that job enrichment explained only 12% of self-development. This implies that 88% of self-development is explained by other variables not included in this model. 
From Table 4.8.2 (b) The F-value was 42.811 with a p-value of 0.000 indicated that the overall regression model was significant; hence, job enrichment was significant in predicting self-development. Furthermore, the reported job enrichment of (0.000) is less than 0.05. Therefore, job enrichment has statistically significant effect on self-development.
From Table 4.8.3 (c) the regression model showing the effect of job enrichment on self-development is expressed as: 
	SD = 1.869 + .292 JE ……………………………………………….. eq. ii
Where:
	SD = Self-Development        and       JE = Job Enrichment 
In the regression equation above, when the value of job enrichment is constant at zero, self-development was 1.869. The regression coefficient of job enrichment was 0.292, which imply that an increase in job enrichment by one unit leads to an increase in self-development level by 0.292 units. Results further indicate that job enrichment and self-development had a positive and significant relationship (β = 0.292, p<0.05). Therefore, the null hypothesis two (H02) which states that there is no significant effect of job-enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan is hereby rejected.

Ho3: There is no significant effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan.
Table 4.9.1 (a) Model Summary of the linear Regression Test of Hypothesis Three
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.360a
	.126
	.121
	3.28762

	a. Predictors: (Constant), Training


Source: Field Survey, 2023





Table 4.9.2 (b) ANOVA of the Linear Regression Test of Hypothesis Three
	ANOVA 

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	51.405
	1
	51.405
	7.882
	.030b

	
	Residual
	1956.333
	300
	6.521
	
	

	
	Total
	2007.738
	301
	
	
	

	a. Dependent Variable: Confidence in Management

	b. Predictors: (Constant), Training


Source:[Researcher’s Field Survey, 2023]


Table 4.9.3 (c) Coefficients of the linear Regression Test of Hypothesis Three
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	23.882
	1.228
	
	19.442
	.000

	
	Training
	.097
	.045
	.160
	2.181
	.010

	a. Dependent Variable: Confidence in management


Source: Field Survey, 2023

Interpretation 
From Table 4.9.1 (a), the model summary, presented the R, R Square and Adjusted R Square values.  The table shows that the effect of training on confidence in management, produced a correlation coefficient (R) = 0.360 and a coefficient of determination (R2) =0.126. The correlation coefficient showed that there is a weak positive relationship between the independent variable and the dependent variable (R=.360). The coefficient of determination (R2) of 0.126 showed that training explained only 12% of the variation in confidence in management. This implies that 88% of confidence in management is explained by other variables not included in this model. 
From Table 4.9.2 (b) The F-value was 7.882 with a p-value of 0.000 indicated that the overall regression model was significant; hence, training was significant in predicting confidence in management. Furthermore, the reported probability of (0.000) is less than 0.05. Therefore, training has statistically significant effect on confidence in management.
From Table 4.9.3 (c) the regression model showing the effect of training on confidence in management is expressed as: 
	CiM = 23.882 + .097 T ……………………………………………….. eq. iii
Where:		CiM = Confidence in Management
		T = Training
In the regression equation above, when the value of training is constant at zero, confidence in management was 23.882. The regression coefficient of training was 0.097, which imply that an increase in training by one unit leads to an increase in confidence in management level by 0.097 units. Results further indicate that training and confidence in management had a positive and significant relationship (β = 0.097, p<0.05). Therefore, the null hypothesis three (H03) which states that there is no significant effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan is hereby rejected.

Ho4: There is no significant effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.
Table 4.10.1 (a) Model Summary of the linear Regression Test of Hypothesis Four
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.420a
	.214
	.209
	7.74668

	a. Predictors: (Constant), Reward programmes


Source: Field Survey, 2023


Table 4.10.2 (b) ANOVA of the linear Regression Test of Hypothesis Four
	ANOVA 

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	159.622
	1
	159.622
	4.409
	.005b

	
	Residual
	10861.996
	300
	36.207
	
	

	
	Total
	11021.617
	301
	
	
	

	a. Dependent Variable: Staff strike

	b. Predictors: (Constant), Reward programmes


Source: [Researcher’s Field Survey, 2023]



Table 4.10.3 (c) Coefficients of the linear Regression Test of Hypothesis Four
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.638
	3.529
	
	1.881
	.062

	
	Reward programmes
	.196
	.120
	.120
	1.631
	.013

	a. Dependent Variable: Staff Strike 


Source:[Researcher’s Field Survey, 2023]

Interpretation 
From Table 4.10.1 (a), the model summary, presented the R, R Square and Adjusted R Square values.  The table shows that the influence of reward programmes on staff strike, produced a correlation coefficient (R) = 0.420 and a coefficient of determination (R2) =0.214. The correlation coefficient showed that there is a weak and no significant relationship between the independent variable and the dependent variable (R=.420). The coefficient of determination (R2) of 0.214 showed that reward programmes explained only 21% of the variation in staff strike. This implies that 79% of staff strike is explained by other variables not included in this model. 
From Table 4.10.2 (b) The F-value was 4.409 with a p-value of 0.000 indicated that the overall regression model was not significant; hence, reward programmes was significant in predicting staff strike. Furthermore, the reported probability of (0.000) is greater than 0.05. Therefore, reward programmes has statistically significant effect on staff strike.
From Table 4.10.3 (c) the regression model showing the effect of  reward programmes on staff strike is expressed as: 
	SS = 6.638 + .196 RP ……………………………………………….. eq. iv
Where:               SS = Staff strike                 and               RP = Reward Programmes
In the regression equation above, when the value of reward programmes is constant at zero, staff strike was 6.638. The regression coefficient of reward programmes was 0.196, which imply that an increase in reward programmes by one unit leads to a decrease in staff strike level by 0.196 units. Results further indicate that reward programmes and staff strike had significant relationship (β = 0.196, p<0.05). Therefore, the null hypothesis four (H04) which states that here is no significant effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan is hereby rejected.
4.3	Discussion of Findings
This study adopted a quantitative approach to the understanding of employee motivation, which includes: recognition, job enrichment, training and reward programmes. This is in line with some authors' opinion that staff productivity can be understood from a quantitative perspective which includes: employee morale, self-development, confidence in management and staff strike.
In response to research question one that states that what is the effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan? The findings of this study revealed that there was significant effect of recognition on employee morale. This means that when employees are recognized in their organisation it tends to enhance their morale. This coincides with the findings of a study which reported that individual morale is a single person attitude towards work, environment, and organisation, whereas group morale reflects the general attitude of a group of person. Group morale is everybody’s concern and may go on changing with the passage of time. The study was conducted to determine the effects of recognition on employee morale in between other factors that are affecting performance (working recognition) which has a positive effect of subsequent person, 2004 (unpublished) broadly confirmed this analysis1.  The finding also goes in line with a study that revealed that in the treatments with scarce recognition, non-recipients learn that their performance belongs to the bottom of the distribution, implying that it is more likely that do not conform to the apparent work norm in the group, consequently, that feel a need to increase2. The finding also reveal that the positive response to the treatment with recognition for all workers suggest that reciprocity also play a role. Reciprocity further explains why we do not observe that recipients of recognition in treatment with scarce reduce their morale, which we would expect if conformity preferences would be the sole mechanism3. 
In response to research question two that states what is the effect of job enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan? The findings of this study revealed that there was job enrichment had effect on self-development. This means that having variety of skills as a result if being enriched in one’s job could enhance self-development. The finding validates a study that revealed that about 90 percent of empirical evidence has demonstrated the job enrichment influence self-development that self-development is an overall attitude which can apply to various parts of an individual’s job that believe to be important 4. The finding also supports studies that have also indicated that when tasks are routine, monotonous, respective and unrewarding tend to be highly dissatisfied, bored and demon making and control over their task in order power workplace. The findings also reveal that when employee jobs are enriched, job dissatisfaction and lower commitment tends to disappear5. The finding also validates a study that showed the indispensable role job enrichment played, self-development, part of these roles are, employees retention, job satisfaction, distinctive and cooperate success statistically. The study also added that the level of job enrichment goes a long way in determining how effective and committed a worker will contribute to the organisation who seek for greater performance and distinctive advantages must give better chances autonomy, control skill varieties and responsibility which invariably helps to reduce rigidity main dissatisfaction6.
In response to research question three that states what is the effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan? Result showed that training had effect on confidence in management. This means that when employees are given good training, they tend to have more confidence in the management of the organisation as employees believe that the management care about them. The finding supports a study conducted on training has been proved to generate confidence improvement related benefits for the employee as well as for the organisation by positively influencing employee performance through the development of employee knowledge, skills ability, competencies and behavior. Studies also elaborate on training as a means of dealing with skill deficits and performance gaps as a way of improving employee performance7. The study thus focuses extensively on effect of training on confidence in management on institution of learning. A review of the previous studies reveals that most of the previous studies provide the evidence that there is a strong positive relationship between training practices and confidence in management. Training and confidence in management is one of the vital human resources management practices, positively affects the quality of the workers knowledge skill and capability and thus results in higher employee performance of job8.
In response to research question four that states what is the effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan. Result showed that reward programmes had effect on staff strike. This means that when staff are handsomely rewarded they tend to shelf any form of strike they propose. The finding corroborates a study on the reward programmes and staff strikes shows that they are affected by the characteristics of the organisation with regard to its purpose, product and services, processes, sector (private, public voluntary or roof-for-profit) and importantly, culture, which is influenced by all the other characteristics. Researcher also found that one effect of strike action is that, it leads to poor employment relationship and ineffective reward, especially between the employers and employee9. The study found that each time an employees and their unions embark on strike action, there are possibility of unhealthy relationships in the organisation. Study also found that each time employees embark on strike action, the trust in the organisation is said to be broken and this eventually affect the employment relations10. 
A similar study conducted on staff strike in Nigeria has discovered that strikes have negative implications on employee’s relations in an organisation 11. Study conducted by the author, shows that action can bring about division between the parties in the workplace which can have lasting effects on the kind of relationship that exists between them. They contend that due to strike action, parties might view each other as enemies and this may have a major implication on the employment relations that exist within the working environment and without yielding positive reward in an organisation. Study also shows that strike action can impact negatively on the employment relationship12. Study shows that during strike action there is hostility between employees and the employer because the employer may perceive the employees as opposing their authority12.

In response to hypothesis one that states there is no significant effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan. Result showed that there was significant effect of recognition on employee morale. The study also supports a study that came up that recognition has a positive effect on subsequent performance and morale of workers, when all employee in a work group receive thank you card, subsequent performance increase by about 5.2% as compare to the untreated control while public recognition is more exclusive, such that the best three out of eight employees in a work group receive a thank you card, the estimate effect is even bigger and amount to a 7.3% (or standard deviations) performance increase13.
In response to hypothesis two that states there is no significant effect of job-enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan. Result shows that there was significant effect of job-enrichment on self-development.  The finding also supports a study that was conducted on the impact of job enrichment on self -development motivation and organisational commitment, in which the result showed that job enrichment, is strongly correlated with self-development. Job enrichment was found as strong predictor of self-development, motivation and commitment. The result of the study showed that several form of enrichment, specifically suggested programs, information sharing, team work, quality of circles, feedback from work, autonomy, and training, raise satisfaction. Job enrichment satisfies employees’ psychological and social needs and will therefore increase satisfaction. Therefore, job enrichment practices are positively related to self-development14.

In response to hypothesis three that states that there is no significant effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan.  Result revealed that there was significant effect of training on confidence in management.  The finding lends credence to a similar study that also determine the result of the study conducted in corn sector of Pakistan states, the R2 as .501 which means that 50.1% variation in employee performance is brought by training program15. It further state that, the T. value was 8.58 that explains training is good predictor of employee performance. As depicted, learning through training influence, the organisation performance by great employee performance and is said to be a key factor in the achievement of corporate they concluded that, as mentioned in this study employee superior performance occur because of good quality training programs that leads to employee motivation and their needs fulfillment on confidence in management16.
In response to hypothesis four that states that there is no significant effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan. Result showed that there is no significant effect of reward programmes on staff strike. The finding supports a study that affirmed the previous assertion made, that strike action may contribute to unhealthy relationships in an organisation. Study shows that bad reward system results into loss of ownership or loyalty of employees, it also result in the incidences of late coming absentees at work while good reward system reduce the incidence of late coming in an organisation17. The finding also support a study that made references to the fact that striking employees may forfeit their salaries for the period of strike action, the employer has the prerogative not to remunerate employees taking part in strike action irrespective of whether the strike is legal or unprotected the principle of no pay applies in this situation. Empirically, rewards have both positive and negative effects on employee’s performance18.However, it was suggested that employees may not deny the striking employees any reward or any payment in kind, such as accommodation, or other basic incentives18.
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                                                                 Chapter Five 
Conclusion
This chapter presents the summary of findings, conclusion and recommendations drawn from the analysis of the research data. It also captures recommendations, limitations and suggestion for future research.
5.1 Summary of Findings
This study assessed the employee motivation and staff productivity in Federal College of Agriculture, Moor Plantation, Ibadan. The study used a sample of 312 employees in Federal College of Agriculture, Moor Plantation, Ibadan but only 302 of them returned their questionnaires dully filled. The independent variable was employee motivation (recognition, job enrichment, training and reward programmes) while staff productivity (employee morale, self-development, confidence in management and staff strike) was the dependent variables. The data was analysed, and the research questions and hypotheses formulated were answered and tested respectively. The findings revealed that:
i. Recognition had effect on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan
ii. Job enrichment had effect on self-development in Federal College of Agriculture, Moor Plantation, Ibadan
iii. Training had effect on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan
iv. Reward programmes had effect on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.



Hypotheses
i. Recognition had significant effect on employee morale.
ii. Job enrichment had significant influence on self-development.
iii. Training had significant effect on confidence in management
iv. Reward programmes had significant influence on staff strike 
5.2	Conclusion
This study examined employee motivation and staff productivity in Federal College of Agriculture, Moor Plantation, Ibadan, Nigeria. Literature has been reviewed to understand employee motivation strategies and its influence on staff productivity. Motivation affects the employee, motivation can have a negative impact on the employee or a positive impact depending on the employer's needs. From the literature, motivation is an important factor in determining employee satisfaction and performance. Employee motivation goes beyond financial rewards, which include both internal and external rewards. Organisations need to motivate employees individually, not as a group, because needs vary from employee to employee. This study showed that employee motivation have positive influence on staff productivity in Federal College of Agriculture, Moor Plantation, Ibadan. This study also advanced some inputs to the literature by confirming a significant influence of employee motivation (recognition, job enrichment, training, and reward programmes) on employee morale, self-development, confidence in management and staff strike on Federal College of Agriculture, Moor Plantation, Ibadan. It was also found that there is no significant effect of recognition on employee morale in Federal College of Agriculture, Moor Plantation, Ibadan. There is no significant effect of job-enrichment on self-development in Federal College of Agriculture, Moor Plantation, Ibadan. There is no significant effect of training on confidence in management in Federal College of Agriculture, Moor Plantation, Ibadan. There is no significant effect of reward programmes on staff strike in Federal College of Agriculture, Moor Plantation, Ibadan.
In conclusion, employee motivation tends to increase employee performance, as long as the motivation strategy adopted meets the needs of the employees. Organisations that always motivate their employees will enjoy greater productivity. 
5.3	Recommendations
On the basis of the findings and conclusion drawn from the study, the following recommendations were made for management, employees and policy makers. 
i. To motivate employees for better productivity, management of Federal College of Agriculture, Moor Plantation, Ibadan, Nigeria need to improve the salaries of its workers, and the company should diversify its motivational mechanisms like educational fee for its employees who learn in nongovernmental institutions, providing house allowance and other fringe benefits rather than depending on specific types of motivational systems there is different individual perception in an organisation.
ii. Management of Federal College of Agriculture, Moor Plantation, Ibadan, Nigeria have to further improve its training method is, and the concerned body of the company should solve why the employees are dissatisfied with their boss and with their jobs by collecting feed backs from the employees and solve the problem through discussion as well as tolerating themselves.
iii.  There should be more consultation between the board and the managers on one hand, and the managers and the workers on the other. The use of the internal memo as the channel of resolving crisis or communicating grievances with the staff by the line managers should be discontinued.
iv. Staff development to enhance productivity and promote self-fulfillment should be encouraged as a matter of deliberate policy.
v. The management of Federal College of Agriculture, Moor Plantation, Ibadan should establish an adequate motivational unit in the organisation whose main function will be to monitor and promote morale boosting activities in the organisation. Such a unit should carry out studies on the welfare of the workers compare to similar organisation, and make available their findings a data for planning and implementation of reward system in Federal College of Agriculture, Moor Plantation, Ibadan.
vi. In deploying workers or assigning responsibilities to them, cognizance should be taken of their expertise, strengths or weaknesses so as to make the job meaningful for the staff and at the same time same enable them achieve greater productivity.
vii. Efforts should also be geared at work enrichment for the staff in the various cadres, and more opportunity for decision-making should be given to supervisors.
viii. Management of Federal College of Agriculture, Moor Plantation, Ibadan should engage their staff in constant training, seminar, symposium, colloquium as this would in turn enhance their productivity. 
ix.  Management of Federal College of Agriculture, Moor Plantation, Ibadan should try as much as possible to meet the needs of their staff as this would avert consistent strike which could inhibit the productivity of staff.
x. Excellent reward programmes should be implemented by management of Federal College of Agriculture, Moor Plantation, Ibadan and they should be awarded to employees as and when due.





5.4	Contribution to Knowledge
This study has contributed immensely to knowledge on how staff productivity could be enhanced. Furthermore, it serves as background upon which further study could be built on while considering staff productivity in Federal College of Agriculture, Moor Plantation, Ibadan, Nigeria. This study has further contributed to knowledge on how to motivate employees for effective productivity in order to meet the goals of the organisation. Besides, this study has filled a major gap in providing inputs that can serve as reference in employee motivation that could enhance the productivity of employees. It also expatiated on those motivation packages such as fringe benefit, prompt payment of salaries, promotion among others that could promote productivity.
Concepts of all the variables that were used in this study were reviewed extensively and are up to date. All the concept that were used in the study were explained independently and their inter-relationship with one and another on dependent variables which were used to form conceptual model. All the theories that were used were related to the body of the work (Maslow’s hierarchy of needs theory, two factor theory, hygiene theory and expectancy theory) and the study is anchored on motivation theory. The empirical literature happened to be past studies related to the works and was reviewed holistically and extensively.
5.5      Suggested Area of Further Study
In the light of the findings it is hereby suggested that researches should be carried out across other states in the country in order to expand the generalization of the findings of this study. More samples should be used so that the result would be a true representation of the populace. Future studies should consider investigating influence of employee motivation on staff productivity among employees in tertiary institutions in Oyo State. A comparative study of selected similar organisation employees in terms of determining the implication of adequate motivation on workers’ productivity in selected organisations in Southwest Nigeria could also be investigated. Further studies could also investigate other motivation packages and how they impact staff productivity indicators (such as efficiency, effectiveness, decision making, consistency) among employees in Federal College of Agriculture, Moor Plantation, Ibadan, Nigeria as they can serve as leading indicators of future employee productivity.
Though, the research tool employed in this study was questionnaire; for further studies the use of interview for managers, employers of labour and employees should be considered also the use of close observation could be used to elicit more information that would assist the course of gathering more information that will meet the set objectives of such a study.
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Appendix
QUESTIONNAIRE
LEADCITY UNIVERSITY,
OYO STATE
The aim of this questionnaire is to examine the employee motivation and staffs’ productivity. Your participation is voluntary to answer the following questionnaire. Your answers will be confidential. This is strictly for academic research. Please answer every question in the questionnaire by ticking “√” the answer you choose.
SECTION A: PERSONAL INFORMATION 
Instruction: Please answer the statement below by ticking (√) the option which best describes your agreement.
Gender: Male (   ) Female (   )
Age: Below 30 years (  ) 31 – 40 years (  ) 41 – 50 years (  ) above 50 years (  )
Educational Qualification: O’ Level ( ) NCE/OND ( ) HND/BSC ( ) Postgraduate Degrees ()
Marital Status: Single (  ) Married (  ) Divorced 
Job Status: Senior Staff (  ) Junior Staff (  ) Middle Level Staff (  )
Years of Experience: 1-10 years (  ) 11 years and above (  )  
SECTION B: EMPLOYEE MOTIVATION
Please indicate the degree to which you agree with the following statements as they apply to you by ticking the options most related to your opinion.  Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD).
	S/N
	Recognition
	SA
	A
	U
	D
	SD

	1.
	Do you feel you received enough recognition.
	
	
	
	
	

	2.
	Is the recognition you received meaningful.
	
	
	
	
	

	3.
	Do you receive recognition often.
	
	
	
	
	

	4.
	Do you feel valued and appreciated by your organisation.
	
	
	
	
	

	5.
	Is the recognition of your organisation being followed genuinely.
	
	
	
	
	

	S/N
	 Job Enrichment
	SA
	A
	U
	D
	SD

	6.
	I have the skills and abilities to do more jobs.
	
	
	
	
	

	7.
	Opportunity is given in the organisation to use my variety of skills.
	
	
	
	
	

	8.
	The kind of work I am expected to do on my job is reasonable for me and to the organisation.
	
	
	
	
	

	9.
	My organisation has a good job priorities and direction for employees.
	
	
	
	
	

	S/N
	Training
	SA
	A
	U
	D
	SD

	10
	My organisation consider training as a part of organisational strategy.
	
	
	
	
	

	11.
	The training sessions conducted in my organisation used to be stressful.
	
	
	
	
	

	12.
	Enough practice is given to us during training session.
	
	
	
	
	

	13.
	Employee are given appraisal in order to motivate them to attend training in my organisation.
	
	
	
	
	

	14.
	 The training programme of my firm is not applicable to any need.
	
	
	
	
	

	S/N
	Reward Programme
	SA
	A
	U
	D
	SD

	15.
	 I am fairly rewarded for the work I do.
	
	
	
	
	

	16.
	My organisation offers benefits that make working easier or more valuable.
	
	
	
	
	

	17.
	My organisation uses the following rewards types effectively.
(iv) Monetary rewards
(v) Edible gifts (lunch, chocolate, snacks etc )
(vi) Additional annual leave  
	
	
	
	
	

	18.
	Rewards are tied towards employee efforts in my firms.
	
	
	
	
	

	19.
	In my firm, employee are considered for reward monthly for:
(v) Innovative and creative idea
(vi) Average productivity 
(vii) Customer satisfaction 
(viii) All of the above 
	
	
	
	
	

	
	SECTION C: STAFF PRODUCTIVITY
	
	
	
	
	

	S/N
	Employee Morale
	SA
	A
	U
	D
	SD

	20.
	The stress in my workplace affects my life in the firms.
	
	
	
	
	

	21.
	I am able to manage my work load effectively.
	
	
	
	
	

	22.
	My firm care about the staff.
	
	
	
	
	

	23.
	I can do my work without fear.
	
	
	
	
	

	24.
	I am given sufficient responsibility in my job.
	
	
	
	
	

	25.
	I feel supported, valued and appreciated in the firm.
	
	
	
	
	

	S/N
	Self Development
	SA
	A
	U
	D
	SD

	26.
	I have ability to work under little supervision.
	
	
	
	
	

	27.
	My contribution to the firm is as important as anyone else.
	
	
	
	
	

	28.
	I trust my feelings and emotions.
	
	
	
	
	

	29.
	I keep trying to learn even if I am nervous.
	
	
	
	
	

	30.
	On the whole I am satisfied with my employers.
	
	
	
	
	

	31.
	I can effectively lead a team to designate a hands-on project.
	
	
	
	
	

	S/N
	Confidence in Management
	SA
	A
	U
	D
	SD

	32.
	Management meet with the staff and assess their performance regularly in my organisation.
	
	
	
	
	

	33.
	Management has a clear link with their staff.
	
	
	
	
	

	34.
	Does management wide-communication effective.
	
	
	
	
	

	35.
	Management keep you informed about the progress of this organisation news and development.
	
	
	
	
	

	36.
	You feel secured, valued & comfortable, providing information/feedback to the management.
	
	
	
	
	

	37.
	Management are aware of my skill & abilities.
	
	
	
	
	

	S/N
	Staff Strike
	SA
	A
	U
	D
	SD

	38.
	Protest and demonstration affect my firm.
	
	
	
	
	

	39.
	Strike action influence employee performance and productivity in my organisation.
	
	
	
	
	

	40.
	Delay on the payment of workers’ salaries cause strike in my organisation.
	
	
	
	
	

	41.
	Responds of management to strike action is impressive
	
	
	
	
	

	42.
	In my organisation strike action prolong employee incentives and student programme.
	
	
	
	
	






                                                                    Bio-data
A. Personal Data
Name:       				     Olubunmi  Janet, OLATUNJI
Address:                            	 House 2, Transformer, Alade owo Omi Adio,           Abeokuta  Road Ibadan, Oyo State.
E-mail:                                 		     olatunjiolubunmi5@gmail.com
Phone no:                   	                 +2348186847171
Date and Place of  Birth:  		     1st October 1976, Ibadan, Oyo State
Nationality:    			     Nigeria
Religion:   				     Christianity
Name of Next of Kin and Address:  Olatunji Samson Olajide, House 2 Tranformer, Alade 					    owo Omi Adio, Abeokuta Rd, Ibadan, Oyo State.

B. Educational Background
Educational Institutions Attended with Dates and Qualification 
i. Sacred Heart Primary School, Oke – Ayo. Ibadan                            1983 – 1987
ii. Iludun Oro Comprehensive High School Oro, Kwara/ State            1988 – 1993
iii. General Certificate of Education(G.C.E)                                          Nov/Dec 2012
iv. Federal Polytechnic Offa, Kwara State(ND)                                     1995 – 1997
v. Ogun State Institute of Technology, Igbesa(HND)                            2013 – 2015
C. Working Experience with dates
Federal College of Annual Health and Production Technology.             2012 Till date
D. Award and Fellowship 
Nil


E. Membership of Academic Professional Bodies
Institute of Corporate Administration of Nigeria 2019
F. Publications
O.J Olatunji, Employee motivation and staff productivity in Federal College of Agriculture Moor Plantation Ibadan, Oyo State, 2023.
G. Notable Scholarly or Professionals Accomplishments 
Nil
H. Major Conference / Workshop Attended with Dates
i. Applied Research Conference in Africa (ARCA), August 27th- 29th, 2015, Ibadan, Nigeria
ii. Staff Training and Development Programme (Workshop), September 14th-17th  2016, Conference center, Obafemi Awolowo ile-ife, Nigeria
iii. Manpower Development and Job Enhancement Workshop Programme November 20th-22nd 2018, Federal College of Animal Health and Technology Moor-Plantation Ibadan, Nigeria
iv. Effective Communication and Interpersonal Skills Development for Admin Officers and Allied Cadre March 14th-15th  2018, Conference center, Obafemi Awolowo ile-ife, Nigeria
v. Personnel Productivity Enhancement Workshop with focus on “Result Oriented Management” November 27th-29th 2019, Jollyet Consult Training,Seminars & Resouurce Management, Osogbo, Osun State.
vi. Personnel Rejuvenation for Present Economic Realities Workshop with Focus on “Benefits of multiple Income Generation” December 17th-18th 2020, , Jollyet Consult Training,Seminars & Resouurce Management, Osogbo, Osun State.
vii. Enhancing Administrators Interpersonal Skills and Communication Course September 7th-10th 2021, Toplink-Epire multipurpose Concepts, Ijebu-Ode, Ogun State.
viii. Academic and Industry Edge Workshop with focus on “widening Skill Gap and the Future of work” April 7, 2022, Leadcity University Ibadan.
I. Reference 
	Dr. Omoniyi Joseph Ejalonibu
	(Omoniyi Hospital), 08033956164

            	Pastor Samson Olajide Olatunji
	(Floodgate Church Alade owo, Omi Adio, Ibadan), 08055156037
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