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                                                               ABSTRACT 
The issue of motivation has posed a big challenge on business organizations around the globe especially in the manufacturing industries plays a major role in determining the profitability, growth, development, stability and future success of an organization. This study adopted a descriptive and causal research design as well as the survey method in investigating the effects of motivation on organizational productivity levels. 
This study also recommended that management of organizations should take appropriate measures in figuring out those factors that motivate their employees and seek ways of ensuring that they are adequately motivated in order to improve their performance and productivity levels.
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EFFECT OF STAFF MOTIVATION ON ORGANIZATIONAL PERFORMANCE.
                                      A STUDY OF CADBURY NIGERIA PLC.
                                                          CHAPTER ONE 
                              INTRODUCTION
Many factors like capital, human resource and environmental factors influence performance of organizations. Among these factors, human resource is seen as having the most influence on the performance of organization. It is logical therefore to argue that an organization needs to motivate its employees in order to achieve its stated goals and objectives. An understanding of the factors that motivate employees and their appropriate application would have significant effect on the organization’s performance.
1.1 BACKGROUND	
In all organizations whether profit or non-profit generating organization, motivation is inevitable because it reinforces the productivity of employees. It can be defined as a process of stimulating people to action in order to achieve the desired goal. It is a synthesis of how workers assume and feel regarding their job, their operating condition, their supervisor, their organization and their fellow workers. Motivation varies with the individual, some individuals would be fairly happy with the level of motivation whereas another person is inadequate. The motivation of employees, in essence, increases their morals, thereby leading to the company’s high productivity. Good remuneration has been found over the years to be a part of the policies the organization can adapt to extend their worker's performance and thereby increase the organization's productivity. Also, with the international economic trend, most employers of labor have realized the fact that for their organizations to compete favorably, the performance of their employees goes a long way in determining the success of the organization. On the other hand, the performance of employees in any organization is vital, not only for the growth of the organization but also for the growth of individual employees (Meyer and Peng, 2006). An organization ought to acknowledge who are its outstanding employees, people who want extra coaching and people not contributive to the potency and welfare of the corporate or organization.
Further, performance on the work have been assessed at all levels of employment such as personnel decision about promotion, job rotation, job enrichment, etc. (Aidis, 2005; Meyer and Peng,2006). In Nigeria, interest in the effective use of rewards to influence employee’s performance to encourage them began in the 1970s. So many individuals have administered researches during this location, some of which are Oloko (2003), Kayode (2003), Nwachukwu (2004), Meyer and Nguyen (2005) and Egwurudi (2008). The performance of employees became necessary due to the increasing concern of human resources and personnel specialists concerning the extent of output obtained from staff due to poor remuneration. This perspective is additionally a social concern and is very important to spot issues that are obtained in the industrial setting because of carefree attitudes of managers to manage their employees by satisfying them well to maximize their productivity. In view of this, the study makes an attempt to spot the impact that motivation has on worker performance so as to deal with issues arising from motivational strategies in organizational settings.
Though several techniques of measuring job performance have been developed, in general, the particular technique chosen varies with the kind of work. For achieving prosperity, organization designs different strategies to compete with their rivals and for increasing the performance of the organizations. A very few organizations believe that the human person and employees of any organization are its main assets which might lead them to success or if not centered well, to decline. Unless and until the employees of any organization are satisfied with it, are motivated for the fulfillment and goals of the task accomplishment and inspired, none of the organization can progress or achieve success. All these problems demand analysis and efforts, so as to bring to focus on how an appropriate reward package can jeer up or influence employees to develop a positive perspective towards their job and thereby increase their productivity.
1.2 STATEMENT OF THE PROBLEM 
Presently, our country Nigeria goes through an economic condition, where companies and factories are being closed down, while others are just able to remain afloat. In spite of these economic tumults, it is astonishing to see an organization in our environment waxing from strength to strength, increasing its production capacity and ability from year to year. It is a well-known incontrovertible fact that the productivity or service of any company or cluster is tied to the number of motivation that the staff receives .It is very perplexing that CADBURY NIGERIA PLC is waxing from strength to strength in the same environment where other companies are nearing extinction as a result of the economic crisis. This is the crux of the matter that this study is to crack.  Motivation is about giving my staff the right mixture of guidance, direction, resources, and rewards so that they are inspired and keen to work in the way that i want them to.
1.3 OBJECTIVES OF THE STUDY 
   • To assess the impact of effective employee motivation on organization performance.
    • To examine the relationship between managers and motivation of employee performance                                  in an organization. 
     • To determine the factors that increase motivation of employees in an organization such as compensation, reward, wage and salary.
1.4  	Research question 
The following are the question which this research work seeks to find answers to.
·  What are the effects of employee’s motivation on organization performance?
· What is the relationship between employees motivation and organization performance? 
· To what extent has factors of motivation influenced organizational performance?

1.5 Hypotheses
  Ho1: Effect of employee’s motivation has not significantly influenced organization performance/employees motivation does not have any effect on organization performance.
Ho2: There is no relationship between managers and employees on organizational performance.
Ho3: There is no relationship between increase in motivational tools, managers and employee performance.
1.6 SCOPE OF THE STUDY
The findings of this study would be helpful to the employers in a different sector, as a guide to the formulation of policies relating to workers welfare .It would assist them to formulate ways that improve the welfare of their employees there creating them a lot of productive. The study once completed would even be of importance to allied writers and researchers so they'll understand the importance of motivation in a company and the way it helps to improve the productivity of workers. Why do we need motivated employees? The answer is survival. Motivated workers are required in our speedily dynamic workplaces. As we are still a developing country, for our continuous growth, it is important that our economy is well governed and we can provide our maximum effort in workplaces, so we want recognize wherever are we have a tendency to standing immediately just in case of worker motivation and what else we'd like to try and do to make sure a lot of economic performance from our worker. We also need to compare with others to find out where they are for individual benefits. So, the significance of this study is undeniable. It is additionally needed to understand regarding worker science and expectation, so the highest management will guarantee a lot of facilities.
Finally, it will be of assistance to the government in formulating and periodically reviewing other various policies and plans especially as it affects workers in Nigeria.
1.7 DEFINITION OF TERMS:
1. MOTIVATION: This is to provide someone with a very strong reason or cause   for doing something. 
2. MONEY: Is something which people generally accept a payment. Money is a medium of exchange.
3. LABOUR: All human efforts of any kind, mental or physical, are known collectively as labour.
4. CAPITAL: This is defined as wealth which may be used for producing more wealth.
5. EMPLOYEES: Employees are people who are hired working under a contract.
6. EFFECTIVENESS:  Measure of how well employee’s performance level meet the set goals and objectives of an organization.
                                                        CHAPTER TWO
      Introduction
2.1 Conceptual Literature	
  Motivation is an important part of understanding behavior. Defines motivation as, “a methodology that starts with a physiological deficiency or wishes that activates a behavior or drive that is intermeshed toward a goal incentive”. State that in an exceeding system sense, motivation consists of these 3 interacting and mutually beneficial components, i.e., needs, drives, and incentives. It is a firm belief of management researchers that, structure goals are unachievable while not enduring commitment of the members of the organization. Motivation could be a human psychological characteristic that contributes to an individual's degree of commitment.
Motivation refers to the resolution of achieving a goal, marked by a goal-directed behavior. When we confer with somebody being driven, we have a tendency to imply that the individual is attempting onerous to act an exact task. However, motivation alone can’t suffice what we require to consummate that task with utmost efficiency. Ability – having the ability and data to perform that task is additionally important during this regard. Motivation, according to Bulkus& Green (2009), motivation is derived from the word “motivate”, means a move, push or influence to proceed for fulfilling a want. Bartol and Martin (2008) describe motivation’s a power that strengths behavior, gives route to behavior, and triggers the tendency to continue (Farland et al, 2011). This clarification identifies that so as to achieve assured targets; people should be satisfactory.
2.1.1 Employees	
   Workers performance fundamentally rely on several factors like performance appraisals, worker motivation, employee satisfaction, compensation, coaching and development, job security, company structure, etc., but the area of study is targeted solely on worker motivation as this issue extremely influence the performance of employees. Staff motivation is one among the policies of managers to extend effectual job management amongst employees in organizations (Shadare et al, 2009). A motivational employee is responsive to the definite goals and objectives he/she should succeed, so he/she directs its effort in this direction. Rutherford (1990) reported that motivation formulates an organization more successful because provoked employees are constantly looking for improved practices to do a job.


2.1.2 Decision making
 Decision making autonomously motivates the workers to bear in mind of his rights in a company. It favors the worker to keep up a better degree of constancy between their concepts and works. By relating the motivational process and career exploration.
i)    Career exploration varies within the means that an individual develops and sustains motivation,
 Autonomy and management orientations were completely associated with self-exploration and within the utility of career decision making exploration.
ii)     Internal locus of control was the highest predictor of career exploration as one of the most important prediction, decision making allows the employees to realize their own identity and actions. Employees are influenced by both internal and external forces, but the impact of these forces depends a great deal on their own levels of internal and external focus of control.
 2.1.3 Productivity
    Productivity is the quantitative relation of output or production capability of the employees in a company. The ultimate essence of motivating workers is to meliorate productivity. An effective work could be a combination of a decent talent set and a productive work atmosphere. Companies have faith in staff to provide and deliver high-quality merchandise and services. Employees are compact by a range of forces each internal and external as they decide to perform their job duties. 
 2.1.4    Organizational effectiveness.
   Composition of individuals that formulate freelance business identity for a few specific purposes is commonly referred to as the organization and obtaining the desired outcome inside outlined resource is treated as effectiveness. Organizational effectiveness is that the notion of however effectual a company is in accomplishing the results the organization aims to come up with (Muhammad, et al, 2011). It plays an important role in accelerating organizational development (Bulent et al, 2009). It is cyber web satisfaction of all constituents within the method of gathering and transforming inputs into output in an efficient manner (Mattew et al, 2005). Organizational effectiveness is outlined because the extent to that a company, by the utilization of sure resources, fulfills its objectives without depleting its resources and without placing undue strain on its members and/ or society (Mayet al, 1996).
2.1.5 Organizational goals, organizational performance, and job satisfaction.
For any organization, the most reason behind running activities is to attain structural goals, the grade of performance created in terms of various factors. Organizational performance plays the principal role to achieve such goals. Some believe it's merely; however, content a person is together with his or her job, in other words, whether they like the job or individual aspects or facets of jobs, such as the nature of work or supervision. Meeting personal goals aid a worker keep driven and feel regarding them to still manufacturing. By rising proficiency and worker, link motivation helps to boost performance and so achieving company goals. As a psychological catalyst motivation turns the spirit to embodied object. Organizational effectiveness is an extent up to that, the organization fulfills its goals exploiting sure resources and with inserting strain on its members. It additionally helps to confirm the operative use of a human resource, the gratification of workers, mutual consistency, the sturdiness of manpower that are vital factors for attaining the structure goals, smoothing organizational performance and thus bringing about job satisfaction.
2.1.6    Factors hindering workers’ motivation
  Employees need to earn affordable earnings and payment and need their employees to feel that's what they're obtaining (Houran, 2010). Cash is basic inducement; no alternative incentive or psychological feature technique comes even near to it with relevance its prestigious worth (Sara et al, 2004). It’s the ascendency to magnetize, maintain and inspire people towards higher performance. Frederick Taylor and his scientific management associate delineate Monet because the most basic characteristics motivating the commercial employees to realize larger productivity (Adeyinka et al, 2007). Analysis has prompt that reward currently causes satisfactory hindering workers’ motivation Employees need to earn affordable earnings and payment and need their employees to feel that's what they're obtaining (Houran, 2010). Cash is basic inducement; no alternative incentive or psychological feature technique comes even near to it with relevance its prestigious worth (Sara et al, 2004). It’s the ascendency to magnetize, maintain and inspire people towards higher performance. Frederick Taylor and his scientific management associate delineate Monet because the most basic characteristics motivating the commercial employees to realize larger productivity (Adeyinka et al, 2007). Analysis has prompt that reward currently causes satisfaction of the worker that directly influences the performance of the worker (Kalimullah et al 2010). Rewards are a management tool that hopefully contributes to firms’ performance by influencing individual or cluster behavior. All businesses use to pay, promotion, bonuses or alternative sorts of rewards to inspire and encourage high-level performances of workers (Reena et al, 2009). To use salaries as a rational motive effectively, managers should take into account remuneration structures that ought to embody importance organization attaches to every job, payment consistent with performance, personal or special allowances, fringe rewards, pensions and then on (Adeyinka et al, (2007). Leadership is all regarding obtaining things done the proper approach, to try and do that you simply would like to wish to follow you, you wish to own them trust you. The faction of the worker that directly influences the performance of the worker (Kalimullah et al 2010). Rewards are a management tool that hopefully contributes to firms’ performance by influencing individual or cluster behavior. All businesses use to pay, promotion, bonuses or alternative sorts of rewards to inspire and encourage high-level performances of workers (Reena et al, 2009). To use salaries as a rational motive effectively, managers should take into account remuneration structures that ought to embody importance organization attaches to every job, payment consistent with performance, personal or special allowances, fringe rewards, pensions and then on (Adeyinka et al, (2007). Leadership is all regarding obtaining things done the proper approach, to try and do that you simply would like to wish to follow you, you wish to own them trust you. Theories imply that leader and followers raise each other to higher levels of morality and motivation (Rukhmani, 2010). Motivation is solely and easily leadership behavior. It stems from needing to do what's right for folks additionally as for the organization. Leadership and motivation are active processes (Baldoni, 2005). Management provides rewards to organizations and is smart of happiness and pride within the manpower. In fact, it builds a win-win link among organizations and workers; that is taken into account a perfect atmosphere in different organizations and their employees. Empowering will flourish virtual human capacities. Authorized workers focus their job and work-life with further importance and this ends up in constant progress in coordination and work procedures. Workers execute their finest novelties and thought with the sense of happiness, enthusiasm, and delight, in authorized organizations. Adding up, they work with a way of responsibility and like rewards of the organization to theirs (Yazdani, 2011). Trust is outlined because of the perception of 1 regarding others, conclusion to act supported speech, behavior and their call (Hassan et al, 2010).

2.2 Theoretical literature
The psychological feature theories enclosed during this analysis are connected to motivation to search out what their attainable influence might be on those 2 constructs. The psychological feature theories that are relevant for this analysis work are the Equity theory (Adams, 1963; in tougher, 1991; in Jerome Robbins, 2003; in Kinicki and Kreitner, 2003), Expectancy theory (Vroom, 1964 in tougher, 1991; in Isaac et al., 2001; in Robbins, 2003), Goal-setting theory (Locke, 1968 in Austin and Bobko, 1995; in Locke and Latham, 2002; in Robbins, 2003; in Kinicki et al., 2003) One thing that is common for humans is to compare themselves to others. One theory that comes forth from this evaluating of ones-self and every alternative is Equity theory. Carrel and Dittrich (2008) depict that almost all intellect discussing the equity theory posit 3 primary points. First, workers understand a good come for what they contribute to their job. Second, workers then run some quite social comparison what their compensation ought to be with their colleagues. Last every worker that perceives himself to be in an inequitable state of affairs can try and decrease this inequity. Robbins (2003) and Adams (1963; 1965, in Harder,
1991) justify that the equity theory could be a theory that center’s on the perceived fairness of a personal. An employee reflects on how much effort he has expanded and compares this to what he has got from it. After this individual analysis of his input-output quantitative relation, he can compare his magnitude relation to the input-output ratios of others, particularly direct peers.
The employee can have a sense that he's treated fairly. In this scenario of equity, the person is ostensibly content and cannot act to imbalance the condition (Cosier and Dalton, 1983). Naturally, when an employee perceives unequal ratios between him and his counterparts, there will be a state of inequity. There are 3 styles of equity particularly external, internal, employee equity (Konopaske and Werner, 2002). External equity arises once worker use comparisons to others who have a similar job, however, add completely different organizations. Internal equity happens once workers compare themselves to others who have a completely different job however add a similar organization. Employee equity exists once a worker compares himself to alternative workers who occupy a similar job inside a similar organization. The equity theory is all over for the study as a result of it's attention-grabbing to check however workers compare themselves to every alternative. These comparisons can lead to job turnover when some employees perceive not to be treated fairly. Important is that equity theory shows that beliefs, perceptions, and attitudes influence motivation. Employees are driven powerfully to current scenario once there's a perception of inequity gift. On the opposite hand, Expectancy theory refers to a collection of call theories of labor of motivation and performance (Vroom, 1964; in Ferris, 2007). Perception plays a central role in expectancy theory as a result of it emphasizes the psychological feature ability to anticipate probably consequences of behavior (Kinicki et al., 2003). The first assumption is that individual persons have perception regarding the implications that result from their behavioral actions, and the causal relationship among those outcomes. These perceptions, or beliefs, are referred to as either expectancies or instrumentalities. The second assumption is that the individual person has effective reactions to bound outcomes. Affective reactions replicate the Valence (positive or negative price individual place or results) of outcomes (Kinicki et al., 2003). According to the expectation theory, individuals are driven to perform by 2 expectations (Ferris, 2007; Isaac et al. , 2001). Expectancy is the probability that the effort put forth will lead to the desired performance. The second expectancy (also referred to as instrumentality) is the probability that a particular performance will lead to certain preferred outcomes. When the likelihood of some effort won't be rewarded, the worker won't be extremely driven to perform a definite task. Expectancy theory primarily depends upon motivators to clarify causes for behaviors exhibited at work (Leonard, Beauvais, and Scholl, 1999). External rewards are viewed as effort psychological feature states that fuels behaviors, as opposed to intrinsic motivators, when behaviors are derived from internal forces such as the enjoyment of the work itself as a result of its difficult, attention-grabbing so on (Isaac et al, 2011). On the other hand, in Goal setting theory, Locke, Shaw, Sarri, and Latham (2008) defined a goal as what an individual attempts to accomplish; it is the object or aims at certain actions. The basic assumption of goal-setting is that goals are immediate regulators of human actions (Locke et al., 2008). Evidence from the goal setting analysis indicates that specific goals result in an increased performance which tough goals, once people have accepted them, ends up in higher performance than straightforward goals (Locke 1968 in Austin and Bobko, 1985; in Locke, 2004).
2.2.1 Abraham Maslow’s hierarchy of needs theory	
Human behaviour is goal-directed. Motivation cause goal-directed behaviour. It is through motivation that needs can be handled and tackled purposely. According to Maslow’s Hierarchy, needs were categorized into 5 types/ levels from lower to higher order of needs. Individuals must satisfy lower order of needs before they approach higher order. Satisfied needs will no longer motivate. Motivating a person depends on knowing at what level the person is at of hierarchy. Jennifer and George (2006) agreed that individuals from all walks of life strive to gratify five elementary needs: physiological needs, safety needs, belongingness needs, esteem needs and self-actualization needs. They claimed that these needs form a hierarchy with the most fundamental need that is physiological and safety needs situated at the lowest part of the hierarchy (Jennifer & George, 2006). They were of the notion that needs at the lowest-level should be satisfied before greater needs can be satisfied. 
This theory focuses on the notion that individuals are driven by unfulfilled needs, and that the fulfilment of needs at the bottom end of the pyramid only leads to the pursuit for the fulfilment of those at the higher end (Maslow, 1954). This theory suggested that for an individual to behave in an unselfish manner, every need has to be fulfilled that is both deficiency and growth needs. Therefore, in as much as individuals are interested in satisfying their desires, they are advancing towards growth, which is self-actualization. 
In the business setting, this implies that if workers are unable to satisfy their desires, there would be a loss of morale to work and perform excellently in the discharge of their jobs to the organization. Maslow believed that needs can’t be fully satisfied citing that needs that are more or less achieved stops to be a motivator. Therefore, managers in a bid to improve productivity need to recognize the position of members of its workforce in relation to the hierarchy so as to be able to motivate them accordingly bearing in mind that motivational tools should be tailored to meeting their desires (Robbins, 2001). The theory posited that individuals have diverse needs that are active at different times and that only unfulfilled needs can affect behaviour (Obikeze, 2005). Therefore, in order to adequately motivate employees at their place of work, managers are obligated to ascertain and understand the present needs of their workforce. Maslow's model specified basically that needs at the lower end such as physiological and security requirements must be fulfilled before the pursuit of those top level motivators such as esteem and self-fulfilment
2.2.2Different theories of motivation
Motivation is such a scheme which is applied to inspire, increase stamina and work ability by mentally conciliating the employees or workers to their work or job in a organization. In brief, Motivation is something which inspires one to work self-intentionally. Many contemporary authors have defined the concept of motivation. Motivation has been defined as: the psychological process that gives behavior purpose and direction; a predisposition to behave in a purposive manner to achieve specific, unmet needs; an internal drive to satisfy an unsatisfied need and the will to achieve. For this paper, motivation is operationally defined as the inner force that drives individuals to accomplish personal and organizational goals. Motivation is the inner state that energizes channels and sustains human behavior. In Encyclopedia of Management “Motivation refers to the degree of readiness of an organism to pursue some designed goal and implies the determination of the nature and locus of forces inducing the degree of readiness. Motivation is a process whereby needs instigate behavior directed towards the goals that can satisfy those needs.
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  Different theories of motivation.

2.2.2.1 Physical 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 organizations must provide workers with salaries or payments that assists them in meeting expenses associated with suitable living standards. James and Stoner (2009) 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 sufficiently.
2.2.2.2 Safety and security needs: Need to be free from physical danger and the fear. 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 etc
2.2.2.3 Social needs: Need for love and affection, acceptance by fellows and the like. 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 needs.
2.2.2.4 Ego-need:  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.  
2.2.2.5 Self-actualization need: Desire to become what one is capable of becoming-to maximize one’s potential and to accomplish something’s. The idea is for workers to be driven to put in their best performances for the organization 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 organization and management can aid in satisfying this need by providing prospects for workers to utilize their skillset and talents to the maximum.

Ref:(www.omicsonline.org/open-access/impact-of-motivation-on-employee-performances-a-case-study-of-karmasangsthan-bank-limited-bangladesh)

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. 
2.2.1 Critique of the Theory
Investigations challenging Maslow’s theory has backed the distinctiveness existing amongst the basic or deficiency needs and the growth needs but show that not everyone has the ability to gratify their growth desires on the job. Based on findings from previous studies, managers at strategic levels or higher echelons of an organization are capable of satisfying both their growth and deficiency needs while those at operational or functional levels have the ability to gratify mainly their basic needs on the job. Maslow’s theory is yet to receive tremendous backing with regards to the precise concept it suggests (Greenberg & Baron 2003). To them his ideology seems to address the attitude of employees towards their job. They are of the opinion that his proposed theory is particularly ideal in defining the behaviour of personnel whose growth needs are respectively high. Also workers who do not fancy the ideology of an increase in growth needs may not appreciate any functional response to their work.
Centers and Bugental (2007) in one of their studies postulated that a worker’s upbringing, altitudes and ambitions has an influence on a worker’s needs, hopes as well as approach in evaluating situations. Also they identified three main reproaches associated with the need theory. (1) Inadequate experimental data to sustain their deductions (2) the assumption that personnel are identical, and (3) the said theory is not associated with the concept of motivation but are relatively principles of job fulfilment. This opinion was also shared by (Lawler, 2003)
Lawler (2003) in criticizing the theory of needs stated that his argument was that the concept made certain impractical assumptions concerning personnel such as (1) workers are identical (2) circumstances are similar and (3) there is an ultimate way of meeting needs. Basset-Jones and Lloyd (2004) also shared a common opinion.
Basset-Jones and Lloyd (2004) opined that most detractors of Abraham Maslow’s theory believe that it is common and also a consequence of the nature and emotions of workers to take recognition for meeting their needs and to express frustration on those not fulfilled. Although Maslow’s theory was able to establish the fact that individuals have needs, it has failed to provide an acceptable linkage amongst specific need fulfilment and the realization of an establishment’s goals and objectives. Also it doesn’t really provide solutions associated with the complications of personnel differences in motivation. This can only be done when process or mechanical theories are considered (Assam, 2002).
Abraham Maslow was commonly criticized because of his methodology. His selection and study of a small number of individuals that he himself acknowledged to be self-actualized leading him to draw conclusions or make generalizations about the concept of self-actualization did not sit well with his critics and called his methods into question. This is because such methods did not seem scientific in any way as it lacked systematic approach of carrying out a valid research.
Noe (2006) argued that Maslow provided a logical explanation for the self-centred individualism witnessed in the past two decades. He believes that the theory with respect to self-actualization needs encourages individuals to seek after self-gain without considering the welfare of others who probably still haven’t satisfied their physiological needs. However he failed to realize that Maslow’s ideology for individuals in pursuit of self-actualization comprised of individuals who were not in any way threatened by deficiency needs and were capable of helping others. 
It is possible that Abraham Maslow was too positive in judging human nature and character. His notion of an inborn positivity is difficult to receive today with all the happenings of crime and violence all over the globe. Definitively humans are more than capable of exhibiting some form of goodness as Maslow envisioned but history has proven time and again that being reliable, devoted and supportive, sociable, polite and kind amongst other attributes is not the prevailing human propensity.

2.2.2 Relevance of the theory 
Maslow’s theory although one of the earliest propounded theory of motivation is still very much relevant and applicable in present day organizational settings. Despite its shortcomings, it has been able to identify those needs that are peculiar to an individual and the effects it may have on an individual’s performance or productivity levels in an organization. Hence, it is vital that managers try to understand those needs affecting members of its workforce and provide adequate motivation tailored to suit or gratify those needs. In order to get high performance l from members of the workforce, the organization must consider employees the backbone of the organization as such an asset to the organization. Therefore to ensure that workers remain highly effective and in a bid to achieve continuous growth, stability and success of the organization, Maslow’s theory posits that the needs of the workforce must first be given due consideration.

2.3Frederick Herzberg Two-Factor Theory
Frederick Herzberg maintained that two completely distinct set of factors determine employee behaviour in organizations. These include Hygiene factors and Motivators. These factors are termed hygiene factors because their presence ensures a reasonable level of satisfaction and their absence can cause dissatisfaction. Hence, it is imperative that managers make available hygiene elements in order to minimize bases of employee dissatisfaction, however to it is much more important to ensure that motivators are present since these are the factors that motivate employees and eventually result in satisfaction. These factors are termed hygiene factors because their presence ensures a reasonable level of satisfaction and their absence can cause dissatisfaction. it is imperative that managers make available hygiene elements in order to minimize bases of employee dissatisfaction, however to it is much more important to ensure that motivators are present since these are the factors that motivate employees and eventually result in satisfaction. Motivators include job associated aspects including thought-provoking tasks, work achievements, acknowledgment and responsibility, chances for advancement and growth, recognition for achievement (Lumley, Coetzee Tladinyane & Ferreira, 2011). Motivated and contented workers are better positioned to be more committed as such productive than those who are merely not dissatisfied. The motivation-hygiene theory is therefore relevant for this research as it reveals that hygiene factors including supervision, pay and benefits, company policies, work environment are vital to avoid job dissatisfaction and motivators, which include, learning and development opportunities, challenging tasks, rewards and recognition for performance, advancement and growth opportunities, ensuring fit between employee competencies and tasks are important to higher productivity levels from employees. Therefore examining the relationship between motivation and productivity also anchors on this theory.
Motivators include job associated aspects including achievement, recognition, work itself, responsibility, advancement, growth etc. (Lumley, Coetzee Tladinyane & Ferreira, 2011). Motivated and contented workers are better positioned to be more committed as such productive than those who are merely not dissatisfied.  Hygiene factors are factors that will eliminate dissatisfaction when present;   Supervision, Company policy, Relation with supervisors, working condition Salary status, Security, Relation with peers, Subordinate etc. while motivators are those factors that will result in demonization and lack of interest in the job when not fulfilled and this could result in employees looking outside the organization for employment. Hygiene elements are described as upkeep elements considered important in evading dissatisfaction. On the other hand, these elements single-handedly do not ensure employee job fulfillment and high levels of motivation. These are factors not directly concerned with the job but concerned with the job context (Smerek & Peterson, 2007)
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Figure 2: Herzberg Two Factor Theory   

2.3.1 Hygiene Factors
Herzberg claimed that the lack of certain elements capable of causing dissatisfaction amongst members of a workforce are referred to as hygiene elements. These elements focus mainly on the characteristics of the job as well as other external concerns. The presence of these elements may not guarantee employee motivation but a lack of it might result in dissatisfaction. These elements consists of: 
a. Salaries 
b. Operational Conditions 
c. Job Security 
d. Level and quality of supervision 
e. Business policies and managerial processes 
f. Personal relations at work.

2.3.2Motivation Factors
These factors refer to elements capable of provoking workers to improve their work-related performance. Herzberg (1974), characterized these elements as intrinsic stating that they are largely concerned with the job design, and how it is integrated in achieving set goals.
These elements comprise:
a. Interest in the work 
b. Recognition 
c. Growth / development 
d. Achievement
Higher levels of motivation will certainly boost the morale of workers while lower levels of motivation will significantly decrease the general level of motivation. This will however not cause total discontentment but instead a sense of non-fulfilment.
2.3.3 Critique of the theory
Lin (2007) claimed that job contentment is multivariate in nature and the theory tends to over-simplify a complicated system of emotions and responses with inter-relationships amongst numerous factors. Shipley and Kiely (1986) supported the claim that the theory was a decent starting point for managers but should not be endorsed for strict applications owing to the over- simplicity of the concept. Stello (2011) also maintained that the theory tends to over-simplify job satisfaction and therefore should not be utilized as an ideal prototype. Also an examination of departmental workers of higher education in Uganda concluded that any given factor is capable of evoking job satisfaction or inducing dissatisfaction pending on situational variables in the work environment (Sesanga & Garrett, 2005). Criticism levied at Herzberg’s methods described the inclination for respondents to provide generally acceptable responses in their surveys, causing those factors that may influence dissatisfaction to be credited to extrinsic factors as opposed to intrinsic. Wargborn examined the pre-existing literatures citing this disapproval as a point of reference. Findings showed that Herzberg’s data was the result of such tendencies and should not be certified as a valid explanation of work-related behaviours (Wargborn, 2008).
2.3.4 Relevance of the theory 
Despite criticisms levied at the Two-Factor theory, it remains very important to organizations. It implies that managers and their organizations must constant guarantee the adequacy of the hygiene factors to avoid dissatisfaction amongst members of the workforce. This is because employee dissatisfaction leads to loss of morale which in turn leads to a decrease in employee productivity levels. Also, managers must make sure that the kind of work or responsibilities assigned to employees is challenging, exciting and fulfilling so as to ensure workers are inspired to improve work related performance levels. This theory lays emphasis on job-enrichment so as to encourage workers to be highly productive. Finally to ensure that employees are highly productive, managers must ensure that the kind of task being assigned to the workers should maximally utilize their abilities and experiences. Focusing on the motivational factors can improve work-quality and productivity levels of both the employees and the organization as a whole.
2.4 Victor Vroom’s Expectancy Theory 
The expectancy theory, as opposed to the need theory, is a process theory. It relates to the diversity existing in the workplace as regards the opinions, thoughts and concerns of workers including their attitude and behaviour’s towards the job (Purvis, Zagenczyk & McCray, 2015; George & Jones, 2012). This theory specifically focuses on the personal evaluations of a workforce and their work place. It assesses the activities of workers based on their hopes and aspirations (Purvis, Zagenczyk & McCray, 2015). The theory identifies two major concerns; the first concern is that irrespective of various possible outcomes, workers are motivated to commit their efforts to an organization only if they are certain that the end result or outcome will realize a specific level of performance (George & Jones, 2012). This means that, if the members of a workforce lack faith in their ability to perform at a particular level, the inspiration to perform the job effectively will be low or lost (George & Jones, 2012).
Schedlitzki & Edwards (2014) linked the path-goal theory to the assumptions of the expectancy theory stating that workers have a tendency to perform effectively if they believe that they have the capability of fulfilling the assignment, achieving the expected outcome and that this expected outcome is of utmost value to them. The theory implies that workers will only be willing to put their energy to work if the outcome of both concerns are positive (George & Jones, 2012). This means that the positivity of an outcome is assumed to be associated with a specific action, as such the willingness of a workforce to perform is largely dependent on how positively inclined they view the outcome (Vroom, 1964; Lin, 2007).
The other concern is that workers would only be encouraged to perform at a particular level, if their performance at this level would bring about preferred outcomes (George & Jones, 2012).
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(Vroom, 1964) described valence as a function of the desires, principles, goals, and sources of inspiration guiding workers. (Purvis, Zagenczyk & McCray, 2015) defined it as the level of individual attractions of the kind of benefits that accompany the attainment of set organizational objectives. The degree of valence refers to how attractive or unattractive an outcome is to a worker. Furthermore, as described in the need theory, workers have a preference hence they tend to consider valet outcomes that gratify their needs (George & Jones, 2012). The theory suggested that if one amongst the three conditions is not fulfilled, there will be a lack of motivation (George & Jones, 2012). As such, workers must be convinced that performing assigned tasks at higher levels will lead to the achievement of desired outcomes, as regards the positivity of instrumentality, workers must believe that expected outcomes will be obtained, also for positive valet outcomes, workers must believe they can truly perform at a very high level if they commit their effort, leading to high expectancy (George & Jones, 2012).
2.4.1 Critique of the Theory
This theory of motivation has specifically been targeted by a lot of critics, (Lawler, 2003; Porter & Lawler, 1968). It was initially proposed by Victor Vroom (Vroom, 1964). The criticisms levied against the theory are more of extensions to the original conceptions rather than deviations from them. In fact, Vroom made a self-declaration that the theory of motivation should subsequently be improved or upgraded with discoveries from the most recent studies. According to Stone & Henry (2003) the value of this theory from a manager’s viewpoint is dependent on the manager’s ability to make an assumption on the motivational strength of the reward in terms of how appealing and valuable it is for the workers. Therefore, it is imperative that use of rewards comply with the law of Effect where: 
i. Positively rewarded performances will tend to increase in frequency. 
ii. Negatively rewarded performances will tend to reduce in frequency. 
iii. The nature of the reinforcements as well as its timing will influence the frequency of the performance. 
2.4.2 Relevance of the theory 
Vroom's theoretical model finds application in driving worker productivity via motivation. The board of an organization can relate positive valence of workers to higher performances, and make sure that the relationship is properly communicated to workers. 
Managers, in numerous ways including mental tests or counseling, can comprehend the sort of rewards workers find appealing which may be intrinsic rewards or extrinsic rewards, and can make appropriate changes in compensating them. To protect expectations, managers can ascertain the resources, kinds of training and level of supervision required. Also, managers need to make sure that the organization fulfills its promises concerning rewards and create that consciousness that the organization constantly fulfils its promises. This may call for a change in the organization’s culture to improve communication and transparency.
2.5 Three needs theory
 McClelland’s three needs theory refers that; every person has one of three driving motivators. Those are the need for achievement, affiliation or power. They aren’t inherent; we develop them through culture and life experience.
2.6 Goal setting theory
The basic assumption of goal-setting is that goals are immediate regulators of human actions. This theory refers to effects of setting goals on subsequent performance. Individuals who set specific, difficult goals performed better than those who set easy and simple goals. Some of the important features of this theory are: The willingness to work for attainment of goals, Specific and clear goals, Specific and challenging goals, Better and appropriate feedback of the results etc.


2.7 Reinforcement theory
This theory refers that we can change anyone’s behaviour by using reinforcement, punishment and extinction. Rewards are used to reinforce behaviours we want and punishment to prevent behaviours we don’t want. Extinction is to stop someone from practicing learned behaviour at all .
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2.8 Equity theory
 Equity theory is a theory that centers on perceived fairness of an individual. An employee reflects on how much effort he has expended and compares this to what he has got from it. Based on the idea that, individuals are motivated by fairness and if the find/ identify inequity in the input or output ratio of themselves and their referent groups then they will seek to adjust their input or output to reach their perceived equity. External equity arises when employee use comparisons to others who have the same job but work in different organizations. Internal equity occurs when employees compare themselves to others who have different job but work in the same organization.
2.9 Empirical literature 
According to Maurer (2001), rewards and recognition are essential factors in enhancing employee job satisfaction and work motivation that's directly associated with structure accomplishment June et al., 2006). Kallimullah Khan conducted a study in which he examined the relationship between rewards and employees motivation in commercial banks in Pakistan. The study centered on four kinds of rewards of that one was a recognition that he tested through the Pearson correlation. The results showed that recognition correlates considerably (0.65) with worker work motivation (Kallimullah et al., 2010). An empirical study was conducted in an Asian country to know the impact of reward and recognition on job satisfaction and motivation. 220 questionnaires were distributed and filled by employees of different sectors al., 2001). An empirical study was conducted by Reena Ali to examine the impact of reward and recognition programs on employee motivation and satisfaction. Bergum and Lehr’s (2004) study that investigated the influence of financial incentives and its removal on performance showed that the topics within the experimental cluster who receives individual incentives performed better than those in the control group. Daniel and Caryh (1995) study were designed to explore the ability of the investment model to predict job satisfaction and job commitment. The result showed that the job satisfaction was best expected by the rewards worth} value of the duty and job commitment on the opposite hand, was best expected by a mix of rewards, price values, and investment size. Akerele (2001) observes that poor remuneration is related to profits made by an organization. The study reveals that extremely concerned staffs who were among as such directed towards their jobs failed to manifest satisfaction in proportion to with company analysis of performance. They depended more on intrinsic rewards as compared to people who were a lot of unessential in orientation. The above literature, studies, and discussion absolutely support the 1st hypothesis that recognizing workers work will increase their motivation to accomplish tasks and execute responsibilities towards them by the organization. Jibowo (|2007) in the study; motivation and workplace productivity amongst workers basically assumed the similar methods as (Herzberg, 2000). The study shows some supports for the impact of motivation on performance. However more value was placed on extrinsic factors than intrinsic. Another research by Centres and Bugental (2007), also based their inquiry on Herzberg’s two-factor theory of motivation, which divided job variables into several groups: hygiene factors and motivators. Also Taylor and Vest (1992) investigated the effect of financial incentives and its removal on workers performance and productivity; it revealed that participants in the experimental group who received personal inducements performed better than those in the control group. Assam (2002) also examined the role of extrinsic and intrinsic motivation on productivity among Nigerian workers; it showed that using a sample of employees of high and low professional levels. This research, is that carried out by (Lake, 2000). He studied the relationship between motivation and job effectiveness of various workers taking into account their attitudes to the job in question. The study concluded that most workers placed more importance on extrinsic factors than intrinsic factors citing the need to satisfy other needs as major criteria for their choice. (Akerele, 2001) equated the comparative position of ten motivational tools such as pay, training, security, etc. considered external to the job, and other internal factors like employee well-being, good relationships with managers, responsibility etc. among 80 employees of an organization.
Also Nwachukwu (2004) attributed the decline in productivity levels of employees on some elements, amongst them is a company’s failure to cater for the well-being of their staff, provide adequate compensation, training and career development, adequate working conditions, suitable working environment and failure to promote cordial relationships amongst co-workers, managers and their organizations which is very demoralizing to the workforce leading to reduced their levels of productivity. (Baase, 2009) perceived that poor compensation is linked to the profitability of an organization. Wage differences amongst high and low salary recipients was linked to the loss of morale, lack of commitment and low productivity.
(Smerek & Peterson, 2007) stated that testing a theory may not always be the best approach to determining its worth. This is because theories that endure the test of time, incorporates itself into basic perceptions about managing humans, and continues to generate ideas for potential researchers and intellectuals are theories that have proven their worth. The hierarchy of needs, two-factor and expectancy theories all belong in this category. Finally, this review of empirical studies will be concluded with the position of (Davies, 2000), which suggests that motivation both intrinsic and extrinsic have a significant effect on workers’ productivity and performance levels as such vital to the growth, stability, development and success of any organization.
 






                                                  CHAPTER THREE
                                         RESEARCH METHODOLOGY
3.1   Research design	
The research design for this study was a descriptive survey through questionnaire. The purpose of exploitation descriptive surveys was to gather knowledge that describes an existing development. From a review of literature, a survey questionnaire was developed to collect data for the study; primary data was collected through this form of questionnaire and was hand delivered to the target employees. The questions were filled by the participating employees and were returned. After that, the results were more analyzed exploitation descriptive applied mathematics analysis methodology to seek out how the psychological feature factors have an effect on their performance. Descriptive research design was used to describe some phenomena because it aids a researcher in gathering, summarizing, presenting and interpreting information for the purpose of clarification while the causal research design was used to describe the effect of one variable on another that is establish cause and effect relationship (Mugenda & Mugenda, 2003).
   3.2 Population of study 
The population covers 475 employees in CADBURY NIGERIA PLC. The research instrument would be surveyed on the workforce of the company considering the fact that they all fall under the category of employees within an organization (Osuagwu, 2006; Ngechu, 2006).
3.3 Sample frame
This is the list of all the workers used as a representative of the population in a study. It refers to a collection of all the items that constitute a population from which a sample is drawn (Mugenda & Mugenda, 2003). Sample frame is the list of employees of CADBURY NIG PLC.
  3.4    Sample size
The sample size was calculated using the “sample size determining for research activity table” by (Krejcie and Morgan, 1970). In estimating the sample size, a 5 percent margin of error (confidence interval) and 95 percent confidence level was used. The sample size for the study is two hundred and ninety (290) for a sample population of four hundred and seventy five (475).
  3.5 Sampling techniques
Random sampling was utilized in this study. Cluster sampling was accustomed collect equal range of producing corporations from every sample cluster within the study. This was done by segmenting the workers based on their job status ranging from senior staff, junior staff, contract and casual workers. This technique is appropriate in order to ensure that every element in the sampling frame has an equal opportunity of being selected (Eshiteti, Okaka, Maragia, Odera & Akerele, 2013, Oladipo & AbdulKadir, 2011; Singh & Masuku, 2014).
3.6 Sources of data collection
This is the collection of important data and information used for preparing a certain research. Primary source of data and questionnaires.
It is the data collected for the purpose of the research, these are the responses generated or obtained from administered questionnaires (Mugenda & Mugenda, 2003).
  3.7   Instrument for data collection 
The instrument used for data collection for in this study is the questionnaire, the questionnaires were self-administered. The researcher tends to use the following instruments for extracting all the relevant information from the respondents. The questionnaire was adopted and modified based on the study of Adeniji, (2011); Kibui, Gachunga, & Namusonge, (2014) and McAllister (1995). (A) Questionnaire (B) interview. The questionnaires were divided into sections. Section A collected basic demographic data concerning the respondents like gender, age, tutorial qualification, dealing experience; section B wanted to see the extent to that motivation is practiced by producing firms; section C captured data on kinds of motivation and motivational tools; Section D captured data on the link between extrinsic motivation and employees performance; Section E assessed on the link between adoption of intrinsic motivation and structure performance. Section A consists of closed-ended queries. Section B to E use a structured five points changed Likert scale battery of Strongly Agree (5) Agree (4) Undecided (3) Disagree (2) and powerfully Disagree (1) in line with Atiku, Genty, and Akinlabi (2011). The respondents were asked to point the extent to that they agree/disagree with various statements.
 
 3.8 Validation of research instruments.
The pre-test was aimed in improving the quality of research instrument (questionnaire). Research instrument has benefit immensely from extensive literature review. The validity of the research instrument is to be gotten from the various questions posed to the respondents (Ojo, 2003).
3.9 Reliability of research instruments
 Reliable measurements show stability when tests are repeated with similar outcomes (Ojo, 2003). Reliability should fall between 0.70 and above, however 0.60 may be acceptable. A high value of Cronbach’s alpha test means that the stability, reliability and certainty of the instrument used in measurement is very assured (Singh & Masuku, 2014). The reliability score of the construct yielded a Cronbach’s alpha of r=0.868 as shown below in the table below.

                                                 Reliability Statistics 
	Cronbach’s Alpha
	                           No of items

	                                   .868
	                                  45



  3.10 Method of data analysis
Methods to be used by researchers in analyzing and presenting information (data) obtained through questionnaires and interviews, some of the basis data analysis methods are:
i. Tables

ii. Frequencies and iii. Percentages 
After distributing the questionnaires, data would be collected, coded and analyzed through the use of the Statistical Package for Social Science (SPSS). Regression analysis and descriptive statistics would be used to validate the data.
3.11 Limitation of the research method
Research is limited by its small sample, size cross section and descriptive nature, research method used had set back from the following limitation. 
i. The questionnaire was given to all respondents, some of the copies were not returned, which reduce the total number in the quantity of result.
ii. Time constant due to comprehensive research study.
























                                          CHAPTER FOUR

PRESENTATION, ANALYSIS, AND INTERPRETATION OF RESULTS 
4.0   Introduction 
This chapter contains an analysis of data received from field surveys from the administration of the questionnaire. The questionnaire comprises three sections; i, ii, iii. Section (i) includes 5 questions on demographics of respondents such as age, gender, job, marital, educational status. Section (ii) questions on motivation and section (iii) contain questions on performance. 350 questionnaires were distributed to employees of CADBURY NIG PLC. 290 was retrieved representing about 82.8% were returned properly.
4.1:   Demographic Profile of the Respondents
Shows the demographic profile of the sample, showing the distribution in terms of age, gender, job, marital and educational status.
	Gender
	No of respondents
	Percentage%

	Male 

Female

Total 
	200

90

290
	68.9

31.0

100%



Age
	Below 30 years
	120
	41.3


	31-40 years
	90
	31.0


	41-50 years
	50
	17.2


	Above 50 years
	30
	10.3


	Total 
	290
	100%




Marital status
	Single

	110
	37.9

	Married

	160
	55.1

	Divorced

	20
	6.8

	Total

	290
	100%




Educational status 
	O’level

	30
	10.3

	NCE/OND

	100
	34.4

	HND/B.SC

	90
	31.0

	Postgraduate degree

	70
	24.1

	Total

	290
	100%




Job status
	Senior staff

	70
	24.1

	Junior staff

	130
	44.8

	Contract staff

	40
	13.7

	Casual staff

	50
	17.2

	
Total

	290
	100%



  The table above shows the gender, age, marital, educational and job status distribution, of the sample population. It shows that 200 out of the total questionnaires returned were male representing 68.9% of the total sample size while 90 were female representing 31.0% of the total sample size. Also, a large number of the respondents are below 30 years of age, specifically 120, and this represents 41.3% of the total sample followed by 90 respondents in the age bracket of 31-40 which represents 31.0% of the total sample. 50 respondents are in the age bracket of 41-50 making up 17.2
 of the total sample while 30 respondents are above 50 years of age representing just 10.3% of the total sample size. The table also shows information on the educational status of the respondents. It shows that 100 respondents have an NCE/OND degree making up 34.4% of the total respondents. 90 respondents have a Bachelor’s degree representing 31.0% of the total respondents. 70 respondents have a postgraduate degree representing 24.1% of the total respondents. 30 respondents have an O’ Level certificate making up 10.3% of the total respondents. It is vivid that the majority of the respondents have a Bachelor’s degree as their highest academic qualification.  The marital status of the sample population. It shows that 160 respondents are married, representing 55.1% of the sample population which is the largest. 110 respondents are single and this represents 37.9% of the total respondents. 20 respondents are divorced and this represents 6.8% of the total sample size. The majority of the respondents are married; the greatest numbers of respondents are junior staff 130 representing 44.8% of the total respondents. 70 respondents are senior staff making up 24.1% while casual staff 50 making up 17.2% and contract staffs 40 makes up 13.7%.
    
4.2: Descriptive Analysis of Data on Relevant Variables
This section focuses on the responses of the respondents to statements concerning organizational motivation and employee performance. They indicated whether they “strongly agree”, “agree”, “Undecided”, “disagree”, or “strongly disagree” with the statements provided.
4.2.1: Employee salary, reward and Compensation
	S/NO 
	Salaries, reward and compensation
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	x 

	σ² 


	Q1
	I receive allowances for special duties and tasks
	11.9
	19.5
	38.4
	30.3
	0
	2.13
	.980

	Q2
	My current pay is not satisfying

	13.0
	39.5
	37.3
	8.1
	2.2
	3.53
	.897

	Q3
	My organization pays me well 

	2.2
	27.6
	29.2
	32.4
	8.6
	2.82
	1.003

	Q4
	I believe more incentives should be included in my total reward package 
	75.1
	20.5
	2.2
	2.2
	0
	4.69
	.625

	Q5
	I prefer in-kind rewards to cash rewards 
	33.0
	3.8
	2.2
	18.9
	42.2
	2.66
	1.771


  Q1:   38.4% are neutral, 30.3% disagree, 19.5% agree while 11.9% strongly agree with the statement. None of the respondents strongly disagree with the statement. Mean at 3.12 indicate that most of the respondents disagree.
Q2:  39.5% agree, 37.3% are neutral, 13.0% strongly agree, 8.1% disagree while 2.2% strongly disagree with the statement. Mean at 3.53 indicate that most of the respondent agrees.
Q3:  32.4% disagree, 29.2% are neutral, 27.6% agree, 8.6% strongly disagree, 2.2% strongly agree with the statement. Mean at 2.82 indicates that most of the respondents disagree.
Q4:   75.1% strongly agree, 20.5% agree, 2.2% are neutral, 2.2% disagree with the statement, and none of the respondents strongly disagree. Mean at 4.69 indicates that most of the respondents agree. 
Q5:   42.2% strongly disagree, 33.0% strongly agree, 18.9% disagree while 3.8% agree with the statement, 2.2% are neutral. Mean at 2.66 indicates that most of the respondents disagree.
4.2.2:  Relationship with managers and employees
	S/NO 

	RELATIONSHIP WITH MANAGERS 
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	-
x 
	σ² 


	Q1
	My manager involves me in decision making processes 
	8.1
	34.6
	40.5
	10.3
	6.5
	3.28
	.981

	Q2
	friendly relationship with my manager outside of work 
	1.6
	23.2
	40.0
	20.0
	15.1
	2.76
	1.026

	Q3
	My relationship with my managers is strictly professional 
	21.1
	30.3
	44.9
	3.8
	0
	3.69
	.846

	Q4
	I receive credit or praise from my manager when I meet or exceed target 
	16.2
	63.8
	20.0
	0
	0
	3.96
	.602

	Q5
	My manager criticizes me when I fail to meet target
	27.6
	63.4
	7.0
	0
	0
	4.21
	.553


 Q1:  40.5% are neutral, 34.6% agree, 10.3% disagree, 8.1% strongly agree, 6.5% strongly disagree. The mean at 3.28 indicates that most of the respondents agree.
Q2:  40% are neutral, 23.2% agree, 20% disagree, 15.1% strongly disagree, 1.6% strongly agrees with the statement. The mean at 2.76 indicates that most respondents disagree.
Q3:  44.9% are neutral, 30.3% agree, 21.1% strongly agree, 3.8% disagree, none of the respondents strongly disagree with the statement. Mean at 3.69 indicates that most of the respondents agree. 
Q4:  63.8% agree, 20% were neutral, 16.2% strongly agree, none of the respondents disagree or strongly disagree with the statement. Mean at 3.96 indicates that most of the respondents agree.
Q5:  65.4% agree, 27.6% strongly agree, 7% are neutral, none of the respondents disagree or strongly disagree with the statement. Mean at 4.21 indicates that most of the respondents agree.
4.2.3:  Workers Effectiveness	
	S/NO 
	EFFECTIVENESS 
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	-
x 
	σ² 


	Q1
	My supervisor is always impressed with the results I get when he assigns work to me 
	15.7
	48.1
	31.9
	0
	4.3
	3.71
	.885

	Q2
	I have the tools and resources to do my job well 
	5.9
	16.2
	55.1
	20.5
	2.2
	3.03
	.833

	Q3
	Senior managers visibly demonstrate their commitment to quality by providing feedback 
	28.6
	50.8
	14.1
	4.3
	2.2
	3.99
	.894

	Q4
	My organization does a lot to ensure that workload is fair 
	3.8
	25.4
	56.2
	12.4
	2.2
	3.16
	.770

	Q5
	My organization provides realistic and clearly defined
 quality goals 
	20.5
	50.8
	14.1
	4.3
	2.2
	3.99
	.894


Q1:  48.1% agree, 31.9% were neutral, 15.7% strongly agree, 4.3% strongly disagree, none of the respondents disagree with the statement. Mean at 3.71 indicates that most of the respondents agree.
Q2:  55.1 are neutral, 27% disagree, 16.2% agree, 5.95 strongly agree, 2,2% strongly disagree with the respondents. Mean at 3,03 indicate that most of the respondents agree.
Q3:  50.8% agree, 28.6% strongly agree, 14.1% are neutral, 4.3% disagree, 2.2% strongly agree with the statement. Mean at 3.99 indicates that most of the respondents agree.
Q4:  56.2% were neutral, 25.4% agree, 12.4% disagree, 3.8% strongly agree, 2.2% strongly disagree with the statement. Mean at 3.16 indicates that most of the respondents agree.
Q5:  47.6% agree, 27.6% are neutral, 20.5% strongly agree, 2.2% disagree, 2.2% strongly disagree with the statement. Mean at 3.82 indicates that most of the respondents agree.
4.3 Test of Hypothesis    
Two (2) hypotheses were mentioned and tested using regression analysis in the course of this study. when the significant value is less than 0.05 for 95% confidence level or less than 0.01 for 99% confidence level we use the alternative hypothesis and reject the null hypothesis and vice versa.
HO1.    The effect of employee motivation has not significantly influenced organization performance.
4.3.1a: Model
	Model 
	            R
	    R Square 
	Adjusted R Square 
	Std. Error of the Estimate 

	1
	      .598
	     .358
	          .351
	                   .32026


Source: Author’s Computation, 2017
a. Predictors: (Constant), Extrinsic Motivational Factors, Intrinsic Motivational Factors
Strong relationship at R= .598 between employee motivation and the level of performance of the employees. R square = .358 which includes that employee motivation accounts for only 35.8% of variations having a significant effect on the level of performance of the staff.





4.3.1b: ANOVA
	Model 

	Sum of Squares 
	     df
	Mean Square 

	    F
	     Sig.

	


1








	Regression 
	        10.392
	           2
	        5.196
	 50.658
	          
          .000b 

	
	Residual 
	         18.667
	        182
	           .103
	
	

	
	Total 
	          29.059
	         184
	
	.

	


F-value is the Mean Square Regression (5.196) divided by the Mean Square Residual (0.103), yielding F=50.658. From the results, the model in this table is statistically significant (Sig =.000).Therefore, employee motivation that is both intrinsic and extrinsic factors combined are significant predictors of performance at F (3,184) = 50.658.

4.3.1c: Coefficients
	Model 

	Unstandardized Coefficients 
	Standardized Coefficients 
	       t
	      Sig

	

  
   1
	 
	     B
	Std. Error 
	Beta 
	
	

	
	(Constant 
	   
1.910 
	    .206
	
	   9.283
	      .000

	
	IMF
	     
        .204 
	     .075
	    .215
	    2.714
	      .007

	
	EMF
	  
.425 
	    .078
	     
.433 
	   5.465
	     .000


	a. Dependent Variable: Performance 



Motivational factors on the level of productivity of the workers and their levels of significance. The statistical results are as follows; (Intrinsic Motivational Factors; β = .204 t=2.714; p<0.01, Extrinsic Motivational Factors; β =.425; t=5.465; p<0.01). The results that both employee intrinsic motivational factors and extrinsic motivational factors are significant predictors of performance.
Multiple Regression Model is given as Y = a + β1X1 + β2X2 + β3X3
Where Y = Performance.
             a = constant
        βx = Coefficient of X
 Performance= 1.910 + 0.204IMF + 0.425EMF
HO2: There is no relationship between motivational tools, manager and employee performance.
	       4.3.2a


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

	1
	                  .250a 
	   .063 

	.047 

	                         .45468 



a. Predictors: (Constant), worker Relationship with Managers
There is a relationship at R = .250 between employee relationship with managers, R square = .063 shows that worker relationship with managers accounts for only 6.3% of variations having a significant effect on the level of efficiency of the empolyee.
4.3.2b: ANOVA
	             Model 
	Sum of Squares 
	      df
	Mean Square 
	      F
	Sig. 


	    

      1
	Regression 
	   2.503 

	     3
	.834
	4.035
	    .008b 


	
	Residual 
	37.418 

	    181
	    .207
	
	

	
	    Total 

	39.921 

	     184
	
	
	


a. Dependent Variable: EFFICIENCY 
b. Predictors: (Constant), worker Relationship with Managers
F-value is the Mean Square Regression (0.834) divided by the Mean Square Residual (0.207), yielding F=4.035. (Sig =.008) and is a significant predictor of efficiency at F (3,184) = 4.035.







4.3.2c: Coefficients
	     Model 

	
	Unstandardized Coefficients 
	
	          t
	Sig. 

	
	
	       B     
                            Std. Error 
	
	
	

	

     1
	Constant 
	   3.638 

	.286 
	
	12.735 
	       .000 


	
	RWM
	.229 

	      .093 

	       .259 

	    2.459 
	        .015 




The statistical results is given as; (Employee Relationship with Managers β =.019; t=.171; p>0.05). Result shows that relationship with managers is a significant predictor of efficiency.
Regression Model is given as Y = a + Βx
  Where Y = Efficiency
           a = constant
   βx = Coefficient of X
   Therefore Efficiency = 3.638 + 0.019RWM
Level for employee relationship with managers is less than 0.01 therefore we accept the alternative hypothesis and reject the null hypothesis.
Regression Model is given as Y = a + Βx
  Where Y = Efficiency
           a = constant
   βx = Coefficient of X
   Therefore Efficiency = 3.638 + 0.019RWM
Level for employee relationship with managers is less than 0.01 therefore we accept the alternative hypothesis and reject the null hypothesis.









                                                 CHAPTER FIVE
                       SUMMARY, CONCLUSIONS, AND RECOMMENDATION
5.0 Introduction
This chapter discusses the findings that have been done in the previous chapters on the study: summary of my work, limitation to the research empirical and theoretical findings. 
5.1 Summary
This research is to identify the effect of motivation on worker's performance using CADBURY NIGERIA PLC as a study.
Chapter one contains the background, research questions, hypotheses, objectives, statement problem, the definition of terms as well as the significance of the study.
Chapter two, literature review, different theories on motivation such as Frederick Herzberg’s two-factor theory and Abraham Maslow’s, it was discussed concerning performance measures. 
Chapter three contains the research design, research instruments for data collection, sampling techniques, and methods. Questionnaires were shared with 217 workers of CADBURY NIG PLC, 290 were retrieved and analyzed.
Chapter four, analysis of data gotten from the questionnaires, analysis of data made us of descriptive statistics and also linear regression analysis to test the hypotheses.
Chapter five contains the summary, conclusion, and recommendation. 

5.2 Conclusion
Employees are the most vital above other factors of production; it is the most valuable resource accessible to a company. They ensure that the maintenance and satisfaction of their staff are made a priority, it is logical therefore to argue that an organization needs to motivate its employees to achieve its stated goals and objectives. On the other hand, the performance of employees in any organization is vital, not only for the growth of the organization but also for the growth of individual employees (Meyer and Peng, 2006). A very few organizations believe that the human person and employees of any organization are its main assets which might lead them to success or if not centered well, to decline. Unless and until the employees of any organization are satisfied with it, are motivated for the fulfillment and goals of the task accomplishment and inspired, none of the organization can progress or achieve success. Motivation is about giving my staff the right mixture of guidance, direction, resources, and rewards so that they are inspired and keen to work in the way that I want them to. 
5.3 Recommendations     
The following recommendations are based on the findings of the study;
1.    Encourage interpersonal relations among employees and their managers to build unity among the staff. Employees should be allowed to involve in decision making.
2.    Compensation in the form of monetary reward and non- monetary is essential to ensure that staff remains productive. Rewards and compensation should be fairly shared.
3.    Adequate working conditions as well as providing the right tools and resources to ensure worker effectiveness in discharging their respective duties. 
I would recommend that an organization should set up a well- structured motivation scheme/program as this will improve organizational performance. I will also, recommend that further research is carried out on work-life balance as it is a concept that boosts the motivation of employees in an organization. 
5.4 Discussion of findings
Theoretical findings, empirical findings, and findings on objectives.
5.4.1 Theoretical findings
I.    Abrahams Maslow’s Hierarchy, needs were categorized into 5 types/ levels from lower to a higher order of needs.
II.     Maslow’s theory suggested that for an individual to behave freely, every need has to be fulfilled that is both deficiency and growth needs.
III.    It is vital that managers try to understand those needs affecting members of its workforce and provide adequate motivation tailored to suit or gratify those needs.
IV.    Herzberg’s theory is imperative that managers make available hygiene elements to minimize the bases of employee dissatisfaction.
V.    The theory identifies two major concerns; the first concern is that irrespective of various possible outcomes, workers are motivated to commit their efforts to an organization only if they are certain that the result or outcome will realize a specific level of performance. Workers must believe that expected outcomes will be obtained, also for positive valet outcomes, workers must believe they can truly perform at a very high level if they commit their effort, leading to high expectancy.
5.4.2    Empirical Findings 
I.    A great number of respondents also tend to agree that they enjoy good relationships with their managers. Whereby respondents are allowed to make certain decisions and receive feedback from the manager. 
II.    Employees tend to agree that they have and enjoy a good relationship with their colleagues both within and outside the workplace. Many social activities are conducted by the company to bring all workers closer to their managers.
5.4.3 Discussion of findings based on objectives of the study
Objectives of the study are presented below:
Objective 1: To examine the relationship between managers and the motivation of employee performance in an organization. Their relationship affects the level of efficiency of the worker, maybe the workers were rated below their abilities. These factors could be extrinsic such as compensation, training, and career development, etc. also it could be due to other intrinsic factors like organizational policies that may not have been included in this study.
 These findings agree with Centres and Bugental (2007) in their study of the relationship between motivational factors and workers performance using the two-factor theory where effectiveness and efficiency were used as measures of performance. Taylor (1992) further supported in his statement that extrinsic factors tend to be rated more highly than intrinsic factors especially for those at lower levels of the organization.
Objective 2: To determine the factors that increase the motivation of employees in an organization such as compensation, reward, wage, and salary. It can be used as an important predictor for a worker's effectiveness.
These findings correspond with the findings of Taylor & Vest (1992) in his research, which investigated the influence of monetary incentives and its removal on workers' performance and productivity; it was observed that subjects in the experimental group who received monetary incentives performed better than those who did not. Also (Assam, 2002) further pointed out in his study that extrinsic factors like adequate compensation tend to positively influence the level of a worker’s effectiveness much more than intrinsic factors.
Objective 3: To assess the impact of effective employee motivation on organization performance. It helps to influence workers' motivation on organizational performance. (Akerele, 2001) compared the relative importance of ten motivational factors such as pay, training, security, etc. Which are extrinsic to the job, and other intrinsic factors like employee well-being, good relationships with managers, responsibility, etc.? Lake (2004) posits that motivational factors regardless of nature i.e. intrinsic or extrinsic cannot be underestimated when productivity is concerned.
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                                  APPENDIX           
                                                                                        College of Humanities and Social Science
                                                                                         Mountain Top University, 
                                                                                         12km Lagos Ibadan express road, 
                                                                                          Ogun State.
Dear sir/ma
QUESTIONNAIRE ON THE EFFECTS OF EMPLOYEE MOTIVATION ON ORGANIZATIONAL PERFORMANCE.
I am a student of Business Administration in Mountain Top University. This questionnaire is part of my research project, I will be grateful if I can be kindly assisted in the completion of the research questions. The information retrieved on this questionnaire will only be use for academic purposes on my research and confidential. 
Thanks for participating, 
Solomon Adewale  

SECTION A:  (CIRCLE) 
1. Sex: 
(a) Male (b) Female 
2. AGE: 
(a) Below 30 years (b) 31 – 40 years (c) 41 – 50 years (d) Above 50 years 
3. EDUCATIONAL STATUS: 
(a) O’ Level (b) NCE/OND (c) HND/BSC (d) Postgraduate Degree 

4. MARITAL STATUS 
(a) Single (b) Married (c) Divorced 
5. JOB STATUS 
(a) Senior Staff (b) Junior Staff (c) Contract Staff (d) Casual Staff




 Employee salary, reward and Compensation
	S/NO 
	Salaries, reward and compensation
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	x 

	σ² 


	Q1
	I receive allowances for special duties and tasks
	
	
	
	
	
	
	

	Q2
	My current pay is not satisfying

	
	
	
	
	
	
	

	Q3
	My organization pays me well 

	
	
	
	
	
	
	

	Q4
	I believe more incentives should be included in my total reward package 
	
	
	
	
	
	
	

	Q5
	I prefer in-kind rewards to cash rewards 
	
	
	
	
	
	
	


  
  Relationship with managers and employees
	S/NO 

	RELATIONSHIP WITH MANAGERS 
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	-
x 
	σ² 


	Q1
	My manager involves me in decision making processes 
	
	
	
	
	
	
	

	Q2
	friendly relationship with my manager outside of work 
	
	
	
	
	
	
	

	Q3
	My relationship with my managers is strictly professional 
	
	
	
	
	
	
	

	Q4
	I receive credit or praise from my manager when I meet or exceed target 
	
	
	
	
	
	
	


	Q5
	My manager criticizes me when I fail to meet target
	
	
	
	
	
	
	



Workers Effectiveness	
	S/NO 
	EFFECTIVENESS 
	SA 
% 
	A 
% 
	N 
% 
	D 
% 
	SD 
% 
	-
x 
	σ² 


	Q1
	My supervisor is always impressed with the results I get when he assigns work to me 
	
	
	
	
	
	
	

	Q2
	I have the tools and resources to do my job well 
	
	
	
	
	
	
	

	Q3
	Senior managers visibly demonstrate their commitment to quality by providing feedback 
	
	
	
	
	
	
	

	Q4
	My organization does a lot to ensure that workload is fair 
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	Q5
	My organization provides realistic and clearly defined
 quality goals 
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