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ABSTRACT

   Motivation is a critical variable in educational institutions as it upgrades staff performance and efficiency. The current study aimed to effects of incentives on workers' productivity in Kwara State College of Education, Ilorin. The major objective of the study was to determine the impact of incentives on staff productivity. In order to investigate the impact of incentives on staff productivity descriptive survey design was employed through close-ended questions. The target populations of the present study were staff of Kwara State College of Education, Ilorin. The study sample size was 86. The researchers used the questionnaire as data collection instrument on 4-point Likert type scale. The results validated the research questions and proved statistically significant impact of teachers' motivation on workers' productivity. Based on the finding it is concluded that since incentives is assumes a vital part in an instruction framework. It helps the principals to perceive what things persuade the staff due which they could enhance their performance.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
    Motivation is a critical variable in educational institutions as it upgrades staff performance and efficiency. In truth, it is essential in deciding the effect of education. This is on account of motivated teachers will probably be focused on educational improvement of student and achievement of learning out comes. Therefore, the teachers should be motivated with a specific end goal to enhance their workers' productivity. By and large, pay rates and wages are imperative stimulating components since they go far in fulfilling fundamental needs. In the event that a staff is not motivated, nature of worker's productivity will weaken.
    According to Latt, (2008) motivation and performance are essential elements as far as association achievement and accomplishments. In the event that progressions happen in outside setting then it is essential for an association to embrace that alteration since it might persuades to pick up a focused improvement. In support of this, the primary concern they required is the gifted and capable workers.
   According to Robbins, (2009) motivation plays a vital part in the institution since it expands the efficiency of workers and the objectives may be accomplished in an effective way, Workers' conduct can be transform through inspiration in any association Motivation additionally joins in a vital part for teachers in light of the fact that it accomplishes the objective in a proficient way. While according to Mustafa and Othman, (2010) stated that teacher motivation is critical in light of the fact that it enhances the abilities and information of teachers since it specifically impacts the student's accomplishment. Motivation can be intrinsic (inner) or extrinsic (outside). According to Wigfield, et al., (2004) intrinsic motivation alludes to inspiration determined by a concern or pleasure in the job itself. furthermore, subsists inside of the person instead of concentrating on outside force or a craving for prize. Intrinsically propelled employees are prone to perform their duties enthusiastically. They are likewise prone to investigate method for making strides their aptitudes and abilities. While extrinsic motivation alludes to exercises in environment which impact a person to take part in a sort of conduct. It originates from outside of the person. Rewards as cash or positions and threats of penalty as a consequence of awful conduct are samples of extrinsic motivation. Competition is likewise an outward help since it empowers the performer to succeed as well as to defeat others, not just to value the normal rewards of the movement. An encouraging crowd and the longing to win award are likewise extrinsic motivations.
    According to Bennell & Akyeampong. (2007) motivation might manipulate an employee's performance in the direction of achievement of organizational goal and objectives.

In the event that in tertiary institution, the teachers don't have adequate motivation in that case they are less equipped which specifically impact the learners and the instructional framework. Hence, this study will be carried on effect of incentives on workers' productivity in Kwara State College of Education, Ilorin.




1.2 Statement of the Problem
National development is a principal agenda stated in the national education system. This is due to the fact that good education system will resalt in progress of the nation. There are a lot of quality problems in the education world such as the qualities of graduates, teaching methods, teachers counseling and training, professionalism and teachers' performances. Such qualities are related to the administration of educational leaders, limitation of budget, accessibility, media, school climate, school environment, and support from various responsible parties. All quality limitations of the education components lead to the lower quality of graduates.
Motivation is very important because it explains why the employees do their work. The essential stimulus of work motivation is needs. Needs are the driving factors in developing work motivation while working in an organization. Thus, the objective of a person to work is similar with a teacher who is actually work to earn income and fulfill his/her needs, with hopes, desires and wishes that can be realized in his workplace. There are some factors influencing teacher's work performance in Nigerian contexts and the studies stated by Ayodele and Kehi, (2010), put forward that work motivation is indeed influenced work performance. It was also supported by Tella, (2010), on the aspects influencing worker's productivity. However, high productivity and performance of most organizations could not be realized without employee's support and contribution. This is because employees are partly responsible for the achievement of organization's goals and strategy. This study therefore intends to discover the effect of incentives on workers' productivity in Kwara State College of Education, Ilorin.


1.3 Purpose of the Study
The study intends to discover the effect of incentives on worker's productivity in Kwara State College of Education, Ilorin.
Specific Objectives of the study are as:
· To discover the effects of motivation on workers' productivity.
· To explore the effects of intrinsic motivation on their performance of the job.
· To investigate the effects of extrinsic motivation on workers' productivity.
· To observe the relationship between motivation and workers productivity.
· To discover the motivation and workers' productivity between male and female teachers.

1.4 Research Questions
-  Is there significant effect of motivation on worker's productivity?
- Is there significant effect of intrinsic motivation on worker's productivity?
- Is there significant effects of extrinsic motivation on worker's productivity?
- Is there a significant relationship between motivation and worker's productivity?
- Is there difference between motivation and worker's productivity in male and female staff?



1.5 Research Hypotheses
Research hypothesis are as:
H_{1} There is significant impact of motivation on workers' productivity.
H_{2} There is significant impact of intrinsic motivation on workers' productivity.
H_{k} There is significant impact of extrinsic motivation on workers productivity.
H_{4i} There is significant relationship between motivation and workers' productivity.
H_{2} There is significant difference in motivation between male and female teachers.
H_{6} There is significant difference in workers' productivity between male and female teachers.

1.6 Significance of the Study
The study can be beneficial as it might assist to recognize the significance of motivation that has solid effect on the productivity and performance of workers. This study might enhance the staff performance by motivational elements to upgrade the instructive structure.
The aims of the study is to investigate conceivable methodologies for enhancing school management and organization. The study can be beneficial to the policy makers and administrators as it distinguishes significant methodologies to alter the conduct of teaching personnel on the way to their workers' productivity. It has specifically distinguished systems that will move forward staff assurance and working conditions, in the meantime check the components that bring down the staff motivation. This study might enhance the staff performance by motivational variables keeping in mind the end goal to improve the instructive frame work. The findings might be utilized by academicians and different researchers for further research on the most proficient method to enhance teachers motivation. The Ministry of Education will utilize the findings to enhance different motivational systems. The discoveries of the study will be helpful to serving head of departments and principals in distinguishing components that provoke staff and thus make conformities where essential.

1.7 Scope and Delimitation of the Study
The study is limited to the investigation of motivation on workers' productivity in Kwara State College of Education, Ilorin.
Kwara State College of Education, Ilorin as a case study is focused on personnel motivation and compensation on the efficiency of workers in public section in the same vein, the study also works at the term and theory of motivation and compensation respectively which offer suggestions and recommendations which will improve the efficiency of staff of the College of Education, Ilorin in particular and other educational sectors in general.

Definition of Key Terms
· Motivation: Practical steps that can be taken to make teacher perform better in their teaching job (especially by the government) such steps include attractive condition of service and decent living.
· Satisfactory wages: Good salary and allowance, regular promotion and regular upward salary review.
· Professional Body: An organization with members of the same profession e.g. Nigeria Union of Teacher (N.U.T).
· Official Quarters: Living accommodation usually built and provided by the government within the school environment for the school teachers.
· School Plants: Physical structure and facilities in the school such as libraries, classroom, workshops, laboratories, toilets, sports facilities and the staff office (rooms).
· Study Leave with Pay: Opportunity to leave ones jobs for some months or few years for the purpose of attaining higher professional qualifications through further studies without any reduction in rank, salary and promotion etc. However, the staff spend part of his normal wages to offset the cost of study, feeding. accommodation, transport etc. while in school.
· In Service Training: - This is quite similar to study leave-with-pay but the difference which is that it has more advantage over the study-leave-with pay since the employers are also responsible for the full payment of the course fees, cost of books, handout etc.
· Transfer of Teachers: - Leaving one's regular job for some month or few years usually to take up a political appointment with the hope of returning to continue their regular job at the expiration of the term of the political job.
· School Environment: This is the place where learning takes place.
· Official Quarters: Living accommodation usually built and provide by the government within the school environment for the school teachers.



CHAPTER TWO
LITERATURE REVIEW

The literature related to the topic of this study was reviewed under the following subheading:

2.1 Theoretical Framework

2.2 Conceptual Review

2.2.1 Concept of Motivation

2.2.2 Concept of Personnel Management Practices

2.2.3 The Relationship between Motivation and Employee Performance

2.3 Empirical framework

2.4 Appraisal of the Literature Reviewed

2.1 Theoretical Framework
The well-known theories which set the basis of motivation and job satisfaction are described here. Herzberg's, (2006) two-factor theory is comprehensively utilized to work environment motivation and worker's satisfaction. There are two areas that awaken a representative, the elements that make certifiable fulfillment and those "hygiene" or "maintenance" variables whose nonappearance will create disappointment. According to the theory, the insignificant nearness of "hygiene" elements (c.g. compensation/compensation, working conditions/environment, status, and boss security) themselves won't make fulfillment.
   Herzberg fought that superfluous components in one's occupation, for instance, character of supervision, the working conditions, and remuneration don't, truth be told, goad delegates, while nonappearance of such outward variables may provoke negative perspective towards work. He pronounced that agents must be roused through emphasizing the inherent components associated with one's work. The center of Herzberg's two-factor theory is that employment satisfaction originates from natural elements, while, disappointment happens because of extraneous variables. There are some studies which deal with the concept of satisfaction and motivation and the most apparent motivation scholar is Maslow, (2003). Не arranged and positioned human needs in a progressive request starting with physiological needs as the premise and the requirement for self-actualization at the top.
   Physiological necessities allude to the most vital requirements for survival, for example food, clothing, shelter, rest and water. The requirement for security is opportunity from apprehension. torment, disappointment, discipline, and dangers. The requirement for love includes both giving and accepting, and a feeling of belongingness among individuals. Self- regard is identified with mental self-portrait like fearlessness, autonomy, individual accomplishment, and appreciation. Self-realization, which dwells at the highest point of the need chain of importance, is one's craving for self-satisfaction and the expansion of one's potential.
   Vroom's, (2014) Valency Instrumental Expectancy Theory clarifies why individuals, for example, instructors work and act in the mode they perform as far as endeavors and heading they take. It additionally portrays what organizations do to empower individuals/educators to apply their endeavors and capacities to accomplish wanted objectives and in addition fulfilling singular wants.
   According to Kopelman and Hompson, (2006) Expectancy Theory forecasts of work inspiration and work performance are inspected. As conjectured, forecasts were physically reinforced by considering the impacts of five limit conditions, period and introductory level of the standard, level of prizes, undertaking particular capacity and authoritative responsiveness.

Theory of Instincts Motivation:
    Intrinsic motivation According to (Adair, 2019) motivation covers every one of the motives which grounds a man to do something as well as the negative ones like apprehension alongside the more affirmative thought processes, for example, money, promotion or acknowledgment. The foundation of motivation is both intrinsic and extrinsic. Intrinsic motivation occurs when individuals take part in an action without outer impetuses. They get inspired when they can control the measure of exertion they put in an action since they know the outcomes they will get, won't be by good fortune. Intrinsic is a motivation that is active by individual gratification. curiosity, or happiness.
    This theory explains that for optimal level of stimulation MC Micker, (2019) believed that certain standard are necessary to attain optimization respondents. These are information standard and action standard.
1. Information standard: Situation whereby a child strives to attain his comfort standard.
2. Action standard: this means a child has a relevant experience of understanding the operation to arrive at his congruity.
      MC Micker (2019), concluded by saying that, instinct motivation of a child depends on his states of mind and body, this explains the principles of change of activities in relation to general consequences of differences in the magnitude of a whole family of instigating forces. This was influence by the way individuals reach a situation and distribute his item among different kind of activities.

Theory of Extinct Motivation
     Extrinsic motivation needs to do with incentives. Experts frequently balance intrinsic inspiration with extraneous inspiration, which is inspiration administered by support possibilities. Customarily, teachers regard intrinsic inspiration to be more attractive and to bring about preferable learning results over extrinsic inspiration (Deci, 1999). Adelabu, (2005), stated that teacher's motivation is exceptionally poor and teacher is likewise disappointed with their executive situation and compensation setting. The purpose for reduced motivation of teachers is that they having short compensations
   Mukheree, (2020), pointed it out that Thorndike, (1969) believes that learning will be stamped in if the child concerned is rewarded.
   Thorndike, (2019) in his law of readiness states that "Any stimulus followed response (S-R) bound in the behaviour repertoire of organism". Thorndike fails to explain among other things why individual differs among themselves in the manifestation of motivation behaviour when the same amount of incentive are involved but Hull, (2011), tries to explain this theory of "need reduction". He gave example of a child who earlier got praises from his teacher for correct response prepares to perform better. though in most cases, rewards could be remote as the task may be long and protracted.
   Hull's model like other models also failed to explain why success would bring more success to the individual and why there should be individual differences actions and reactions to situation as they occur in relation to their motivated behaviour. B.F Skinner, (2014), a psychologist on his part also believes in extinct motivation theory having performed experiment with animals explains that reinforcement increases the probability of an operant (Skinner Operant condition). Mukheree, (2020), based on Skinner's experience stated that it gives us the hope of motivating our children in education with effects that may last even for a life time of the individual concemed


2.2 Conceptual Framework.

2.2.1 Concept of Motivation
    According to Webster's dictionary (2012) motivation as the act or procedure of affecting or force, or an spur. Okumbe, (2018) defined motivation as a process that begins with a physiological scarcity or need that motivates conduct or a force that is designed at an objective or enticement. According to Guay, et al., (2010) motivation refers to "the reasons underlying behavior" According to Gredler. (2014) motivation is characterized as a main impetus that forces a person to take a few activities keeping in mind the end goal to accomplish certain objectives. The level of motivation of everybody is different like recognition, mentality of everybody is distinctive. For instance a man experience hunger and as a response that specific person consume consequently the sentiments of yearning get lessened.
Intrinsic Motivation
   According to (Adair, 2019) motivation covers every one of the motives which grounds a man to do something as well as the negative ones like apprehension alongside the more affirmative thought processes, for example, money, promotion or acknowledgment. The foundation of motivation is both intrinsic and extrinsic. Intrinsic motivation occurs when individuals take part in an action without outer impetuses. They get inspired when they can control the measure of exertion they put in an action since they know the outcomes they will get, won't be by good fortune. Intrinsic is motivation that is active by individual gratification, curiosity, or happiness.

Extrinsic Motivation
   Extrinsic motivation needs to do with incentives. Experts frequently balance intrinsic inspiration with extraneous inspiration, which is inspiration administered by support possibilities. Customarily, teachers regard intrinsic inspiration to be more attractive and to bring about preferable learning results over extrinsic inspiration (Deci, et al., 2019). Adelabu, (2015) stated that teacher's motivation is exceptionally poor and teacher is likewise disappointed with their executive situation and compensation setting. The purpose for reduced motivation of teachers is that they having short compensations.

Idea of Performance
   According to Olaniyan, (2019) performance of teachers might be depicted as the responsibilities executed by an instructor at a particular time in the educational structure in attaining administrative objectives. Performance is somewhat, a singular individual does. Execution of the instructors in educational institutions is exceedingly impacted by motivation. Instructors are when moved their execution thus come to towards unusual state. In the same vein, a few researchers trust that performance is conduct shown or something done by the representative (Campbell, 2010).
Idea of workers' productivity
   Job Performance of employees remains an issue of incredible concern to numerous organizations counting the university. According to Doneely, (2012) that workers' productivity is concerned with the general adequacy and effectiveness of completing things. It gives an indication of how an organization is fairing. The idea workers' productivity can be seen from numerous points of view like financial. industry and administration. According to Nwachukwu, (2016) workers' productivity is the output, resulting from a given resources input at a given time. Mali (2015) described workers' productivity as achieving the top of performance with minimal use on assets. Workers' productivity in this manner is a basic element in financial advancement as it legitimizes immense use by the association and has numerous other helpful impacts. Since it can be concluded that workers' productivity involve accomplishing more with less assets, making more from what you have preferably more smart than harder, it is basic to look at the different method for empowering workers' productivity in our prompt society.

2.2.2 Concept of Personnel Management Practices
    Breech. (2014) stressed that although all formal organizations are created and maintained to meet a societal need, they vary considerably in their ability to operate very well, in the gratuity of services they produce and harmony their members enjoy. The arrangement of the basic organizational elements and emphasis placed on each undoubtedly has an effect, management with its attention to innovation and planning, also has an impact.
   He expressed further that every bureaucratic organization must be viewed as a unique association with its own set of goals, personnel, structures and environment. However, all organizations share the need to function effectively. Thus, in formulating their approach to administration, managers often focus three major issues, such as what holds organization together? Why some organizations effectiveness are be increased? Answers to the second question likewise have included such responses are corrective measure, human relations, scientific methods and team work. Finally, answers to the third question have run the gamut from "tightening the shop" through strike authority, application of assembly line practices, increase motivation, job satisfaction and analysis of small ground productivity.
     Ilesanmi, (2017) described management as a social process entailing responsibility for the affective and economic planning and regulating of the operations of an exercises in achievement of a given purpose, such responsibility involving.
a) The guidance, integration, motivation and supervision of the personnel, composing the enterprises and carry out its operations.
b) Judgment and decision in determining plans, and development of data procedure to assist control of performance and progress against plans.
    This definition can be analyzed to allow for the examination of the elements in the function of management. Hence, social process recognizes that successful management is wholly dependent upon the skillful handling of people. Every aspect of management entails human cooperation and the eliciting of the necessary of the necessary responses is essentials.
    Responsibility refers to the structures in all forms of management whereby there are defined areas of responsibility for the "Planning" and prime purpose of management is to ensure economic methods.
   Judgment and decision related to the demand for the use of a high standard of managerial skills control of performance and progress against plans are essential in any management scheme is a system of constant checking of actual performance against the pattern of the plan. Guidance of the personnel relate to administration in action in organizing the personnel to carry out the operations necessary to achieve the objective.
    Nwachukwu, (2018) explained that the modern trend has been to give the practice of management the status of a specialist function, recognizing it is a separate skill. This has led to the development of techniques, an increase in theories and a vast literature. The advantages must also be recognized. Any extreme form of specialization involves the risk of isolation in that the practitioner may become too separated from the main stream of human activity. Because fundamental of management is in complete dependence upon co-operation by other people, any failure to give adequate recognition to that principle will be particularly dangerous.
    However, while admitting the particular skill required by people as managers, it is nevertheless obvious that any activity, which is not wholly automatic, must involve even unconsciously, a degree of management. A shopping expedition, for example, requires firstly some planning what to buy and where to buy it the route to be followed. Financial budgeting etc. like all forms of management, there must be a system of check to determine what is skill to be purchased and what is not available for purchase, etc. The plan and the check must contain an element of flexibility. It may be found necessary or advisable to buy something other than that planned, an adjustment to the budget may be required.
    At all areas in a business, there will be "incidental management such as this, by those who are not described as "managers" and who are not expected to have managerial expertise." The simplest clerical operation will require a certain amount of planning and control.
William, (2013) explained the functions of management as follows:
i.  Control: refers to the checking of performance against the plan and must be carried out continuously. Any divergence from the target may affect the functions to be performed at the next stage and may affect the functions to be performed at the next stage and may result in the final target not being reached. Control must therefore include a system of efficient communication so that action may be taken to allow for or to correct any discrepancies. Control also allows for the recording of the performance to provide a guide for future similar operations.
ii. Planning: This is largely concerned with the determination of policy. That is the overall objectives and principles. Below that level will be the establishment of arms of the various divisions coordinated and subject to the overall plan. In support of the plan will be the setting up of the organization structure, defining the duties and responsibilities of persons and departments and their inter-relationship. The whole must be designed to operate in fulfillment of the major policy and will therefore require a structure of delegation and a system of communication. Relative to this pattern of human relations will be the management 'tools". These include such techniques as market research budgeting. procedures etc.
iii. Coordination: refers to efficient organization of work within a team as a contribution to the total efficiency. The manager responsible may not be required to use special techniques of management but must have the quality generally known as "leadership".
    In terms of motivation; all managerial activities depend upon human reactions. To be efficient the concern must have a staff willing to make the required contribution. As of the function of coordination, there must be the ability to manage, supervise to inspire and lead the subordinated. In general, it may be said that the degree to which this is achieved will largely depend on the motivation policy of top management. This is not only because attitudes of top management are usually repeated throughout lower levels. But also because lay the down personnel policies decided at the top, will determine the extent to which lower level managers may improve relations with their staff members.

2.2.3 The Relationship between Motivation and Employee Performance
    Motivation and performance are essential components as far as association achievement and accomplishments. Motivation assumes a vital part in the association since it expands the profitability of workers and the objectives can be accomplished in a productive means. The conduct of workers can be alter through inspiration and motivation in any association (Latt. 2008)
   Motivation likewise joins in an imperative part for teachers since it accomplishes the objective in a proficient way. According to Mustafa and Othman, (2010) teacher motivation is vital in light of the fact that it enhances the aptitudes and learning of teacher since it specifically impacts the student's accomplishment. In the event of that in educational institutions. the educators don't have adequate motivation then they are less able with straight forwardly impact the students and the teaching learning procedure.
    Urdziková & Kiss, (2019) conducted a study based on worker motivation. They portray the significance and embodiment of motivation and focus out the human variable as the most profitable asset of associations and provide information about the application of motivation in Slovak associations.
   Akanbi. (2011) conducted the study that examined the impact of intrinsic and extrinsic motivation on workers performance. The outcome gotten from the examination demonstrated that there existed relationship between extraneous inspiration and the performance of workers, while no relationship existed between inherent inspiration and workers execution.
    Adeyemi, (2010) researched leadership styles of principals and workers' productivity of teachers at high school level in Nigeria. It was suggested that school principals ought to assimilate a blend of imperious and majority rule styles of authority in their school organization keeping in mind the end goal to improve better occupation execution among educators.
    According to Tumilaar, (2015) discipline is one of the principle considers that could influence the employee performance, on the grounds that the nonappearance of discipline then all exercises to be done will align unsuitable results and not with desires. Tumilaar, (2015) investigation result exhibits that discipline, administration, and motivation at the same time influence towards worker performance, control and initiative somewhat influences worker execution.
     The organization is required to pay consideration on what the necessities and wishes of the representatives as far as supporting the accomplishment of good execution.
     Mawoli, and Babandako, (2011) conducted a study in which tried to find out scholastic personnel's motivation, disappointment and work performance. The research study uncovers that scholastic staffs are exceptionally energetic at work furthermore profoundly placated with the workplace and personnel performance as it identifies with educating is high whereas their performance in the zones of research and different productions is moderate. Abdulsalam and Mawoli, (2012) explored the relationship in the middle of motivation and performance of teachers and research performance. It demonstrated that motivation applies critical impact on teaching execution yet does not apply any huge impact on research execution. The study also prescribed that institution of higher education must capture the matter of scholastic personnel motivation truly to encourage powerful instructing and conveyance of information.
    According to Fasasi, (2015) managers spur and impel subordinates to act in attractive courses by doing things which could fulfill their requirements. This study analyzed the components impacting motivation of lecturers for most extreme employment performance in advanced instructional organizations in Nigeria. The study appeared that occupation satisfaction, acknowledgment, work condition, administration and association of staff in decision making were the most exceptional elements which could propel teachers. Moreover, age of lecturers and experience were found to impact their motivation.
    Davidson, (2015) concentrated on part of educators in giving great class instruction in primary schools through motivation where it recommended a few activities to build the educator's level of inspiration that will enhance the training framework. His study established that the awful functioning and livelihood situations adversely affect the teachers" performance. According to Mustafa and Othman, (2010) inspected the impression of high school teachers about the impacts of motivation on their performance at work. They established that there is a positive connection in the middle of motivation and workers' productivity of teachers. While Alam and Farid, (2011) found that for the most part, teachers encountered that they were paid less compensation as indicated by their learning. aptitudes and abilities for doing their occupation. In this manner, regard should be given to educators, give them preparing to surpass their execution level and pay rates ought to be composed by their abilities, experience and aptitudes with respect to work.
    Geofrey, (2010) stated that motivational elements fundamentally influenced teachers educating and explore exercises at Makerere College. It likewise discovered that motivational variables did not have huge impact on teachers' group administration exercises. It was presumed that, motivational variables do significantly affect speakers' instructing what's more, research exercises.
   The current study was supported by Vroom's, (2014) Valency Instrumental Expectancy theory and Hertzberg's. (2016) two factor theory. These theories were took on to direct an evaluation of the impacts of motivation on the performance of university teachers in D.G Khan Division.

2.3 Empirical Studies on Motivation
   Motivation and performance are essential components as far as association achievement and accomplishments. Motivation assumes a vital part in the association since it expands on the profitability of workers and the objectives can be accomplished in a productive means. The conduct of workers can be alter through inspiration and motivation in any association (Latt, 2018)
   Motivation likewise joins in an imperative part for teachers since it accomplishes the objective in a proficient way. According to Mustafa, and Othman. (2010) teacher motivation is vital in light of the fact that it enhances the aptitudes and learning of teacher since it specifically impacts the student's accomplishment. In the event that in educational institutions.
    The educators don't have adequate motivation then they are less able with straight forwardly impact on the students and the teaching learning procedure.
    Urdziková & Kiss, (2019) conducted a study based on worker motivation. They portray the significance and embodiment of motivation and focus on the human variable as the most profitable asset of associations and provide information about the application of motivation in Slovak associations.
   Akanbi, (2011) conducted the study that examined the impact of intrinsic and extrinsic motivation on workers performance. The outcome gotten from the examination demonstrated that there existed relationship between extraneous inspiration and the performance of workers, while no relationship existed between inherent inspiration and workers execution.
    Adeyemi, (2020) researched leadership styles of principals and workers' productivity of teachers at high school level in Nigeria. It was suggested that school principals ought to assimilate a blend of imperious and majority rule styles of authority in their school organization keeping in mind the end goal to improve better occupation execution among educators.
  According to Tumilaar. (2015) discipline is one of the principle considers that could influence the employee performance, on the grounds that the nonappearance of discipline, then all exercises to be done will align unsuitable results and not with desires. Tumilaar, (2015) investigation result exhibits that discipline, administration, and motivation at the same time influence towards worker performance, control and initiative somewhat influences worker execution. The organization is required to pay consideration on what the necessities and wishes of the representatives as far as supporting the accomplishment of good execution.
    Mawoli and Babandako, (2011) conducted a study in which tried to find out scholastic personnel's motivation, disappointment and work performance. The research study uncovers that scholastic staffs are exceptionally energetic at work furthermore profoundly placated with the workplace. and personnel performance as it identifies with educating is high whereas their performance in the zones of research and different productions is moderate.
   Abdulsalam and Mawoli, (2012) explored the relationship in the middle of motivation and performance of teachers and research performance. It demonstrated that motivation applies critical impact on teaching execution yet does not apply any huge impact on research execution. The study also prescribed that institution of higher education must capture the matter of scholastic personnel motivation truly to encourage powerful instructing and conveyance of information.
    According to Fasasi, et al., (2015) managers spur and impel subordinates to act in attractive courses by doing things which could fulfill their requirements. This study analyzed the components impacting motivation of lecturers for most extreme employment performance in advanced instructional organizations in Nigeria. The study appeared that occupation satisfaction, acknowledgment, work condition, administration and association of staff in decision making were the most exceptional elements which could propel teachers. Moreover, age of lecturers andexperience were found to impact their motivation.
    Davidson, (2015) concentrated on part of educators in giving great class instruction in primary schools through motivation where it recommended a few activities to build the educator's level of inspiration that will enhance the training framework. His study established that the awful functioning and livelihood situations adversely affect the teachers" performance.
   According to Mustafa and Othman, (2010) inspected the impression of high school teachers about the impacts of motivation on their performance at work. They established that there is a positive connection in the middle of motivation and workers' productivity of teachers.
   While Alam and Farid, (2011) found that for the most part teachers encountered that they were paid less compensation as indicated by their learning, aptitudes and abilities for doing their occupation. In this manner, regard should be given to educators, give them preparing to surpass their execution level and pay rates ought to be composed by their abilities, experience and aptitudes with respect to work.
[bookmark: _GoBack]   Geofrey. (2010) stated that motivational elements fundamentally influenced teachers educating and explore exercises at Makerere College. It likewise discovered that motivational variables did not have huge impact on teachers' group administration exercises. It was presumed that, motivational variables do significantly affect speakers' instructing what's more, research exercises.

2.4 Appraisal of the Literature Reviewed
   Human resources are the most crucial factors in achieving efficiency in an organization by resources we do not mean the numbers of people who are physically working in the organization but we really mean the quality of the work input. The level of the quality will depend on the morale built upon in the organization; the extent to which workers are motivated, the higher the level of morale and motivation the higher the quality of workers contribution to the achievement of the organizational goal Jeremiah, 2020).
  According to (Adair, 2019) motivation covers every one of the motives which grounds a man to do something as well as the negative ones like apprehension alongside the more affirmative thought processes, for example, money, promotion or acknowledgment. The foundation of motivation is both intrinsic and extrinsic. Intrinsic motivation occurs when individuals take part in an action without outer impetuses. They get inspired when they can control the measure of exertion they put in an action since they know the outcomes they will get, won't be by good fortune. Intrinsic is motivation that is active by individual gratification, curiosity, or happiness.
   Moore, (2018), explain how motivation in the students can be increased. He says that to increase motivation in the students, Aikinson model of achievement should be considered, the model says that "the probability of the success and the incentive are inversely related to each other." Before motivation can be increased, the probability of the success should firstly be considered. If the probability to achieve success in particular activity is high there won't be need for much incentive or much motivation, but if the probability to achieve success is low, motivation in that case needs to be increased.









CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Research Design
   The current study was designed to explore effects of incentives on workers' productivity in Kwara State College of Education, Ilorin. The study employed descriptive survey method by incorporating quantitative approach through close-ended questions.
3.2 Population
The targeted population consisted of all the male and female staff of Kwara State College of Education, Ilorin.

3.3 Sample and Sampling Technique
   The sample for the current study was comprised of 100 male and female staff of Kwara State College of Education, Ilorin. Thus the study sample size was consisted of 100 staff were randomly chosen from every department in the college to shape the study sample. According to Peretomade, (2016) a sample size that is at least 10% of the study population is a decent illustrative of the population. The sample was selected through simple random sampling technique.

3.4 Instrumentation
   The tool was produced to measure the two independent variables i.e. intrinsic motivation, extrinsic motivation and one dependent variable worker's productivity. The researcher used the questionnaire as data collection tool. The questionnaire was divided into two parts according to variables. The demographic description of the respondents such as gender, age and academic qualification experience has been integrated in first part of the questionnaire. The second part of questionnaire consisted of three facets, i.e Intrinsic Motivation Questionnaire-IMQ Extrinsic Motivation Questionnaire-EMQ and workers' Productivity Questionnaire-WPQ. Intrinsic, extrinsic motivation and workers' Productivity scale consisted of 10 items. The questions were rated on four point Likert scale which ranges from "Strongly Disagree, Disagree, Strongly Agree and Agree".

3.5 Validity of the Instrument
   Validity of an instrument refers to the extent to which such an instrument measures what it claims to measure (Ali 2016). The items for this instrument (WPQ) were written in draft form and the instrument was submitted to two lecturers who are regarded to be very well skilled in educational research techniques in the department of Ekiti State University (COED, Ilorin). The experts pointed out all the necessary corrections and amendments as well as gives useful suggestions for improving the items quality.
   The researcher follows their suggestion and corrects the items; the final adjustment was also presented to the project supervisor for approval.
Thus the instrument (WPQ) achieved face and content validity.

3.6 Reliability of the Instrument
   Reliability of an instrument according to Ali, (2016), refers to the extent to which it measures consistently under varying conditions and at different times. It deals with how accurately an instrument measures whatever it measures and the precision on consistency of the resulting scores.
   In this research work, in order to ensure the reliability of the items a pilot study was undertaken thus: A group of respondents totaling 10 were given copies of the instrument to respond to. These 10 individuals were different from the actual 100 respondents chosen. After responding to the items, their responses were scored. A few days later, the same type of instrument was given to the 10 pilot study respondents to fill and their responses were scored again.
    Therefore, the two set of scores were corrected in order to determine the degree of relationship between them. The formular used for that purpose was the Pearson Product Moment Correlation Co-Efficient and the result obtained was 0.82 co-efficient (corrected to two decimal places) which signifies very high test-retest reliability.

3.7 Administration of the Instrument
   After the validity and reliability of the instrument had been assured, copies of the instrument were personally distributed to the 100 randomly selected research subjects in the college. The researcher however achieved 84% success in the aspects of distribution and retrieval of the copies of the instrument, since some of copies were not properly filled unreturned to him.
   The returned questionnaire to be analyze are 86 copies since 100 copies were distributed out and 14% were not achieved due to some misplacement by the individual's selected and also improperly filled.

3.8 Data Analysis
    Data was analyzed by computer programs SPSS (statistically package for social sciences, version 22). Data was examined by means of inferential statistics and descriptive statistics. Standard Deviation and mean were calculated. Independent sample t. test was applied to test the alternative hypothesis and Co-relational test were used in order to see the relationship between intrinsic and extrinsic motivation. Leaner Regression analyses were used to find out the impact of motivation on workers' productivity.






CHAPTER FOUR
RESULTS AND DISCUSSION

4.0 Introduction
This part supplies analysis of demographic characteristics of the respondents (ie. gender, age, education, marital status and experience of respondents). Proceeding table show the review of descriptive results of demographic variable.
4.1 Results presentation
Table 4.1: Analysis of demographic characteristics of the respondents
	Variables
	Responses
	Freq
	Percentages %

	Gender
	Male
	60
	69.8%

	
	Female
	26
	30.2%

	
	Total
	86
	100%

	Age
	20 to 30 years
	26
	30.2%

	
	31 To 40 years
	33
	38.4%

	
	41 To 50 Years
	22
	25.6%

	
	51 To 60 years
	5
	5.8%

	
	Total
	86
	100%

	Academic Qualification
	M.A/ M.Sc
	35
	40.7%

	
	M.Phil
	33
	38.4%

	
	Ph.D
	18
	20.9%

	
	Total
	86
	100%

	Marital status
	Single
	35
	38.4%

	
	Married
	49
	57.0%

	
	Widowed/Orphaned
	2
	2.3%

	
	Total
	86
	100%

	Experience
	Less Than 5 Years
	29
	33.7%

	
	6 To 10 Years
	42
	48.8%

	
	11 To 15 Years
	9
	10.5%

	
	More Than 15 Years
	6
	7.0%

	
	Total
	86
	100%


	Source: field survey, 2023
Gender: 86 complete questionnaires were included in the stady which is filled by respondents. Out of these 100 respondents, 60 (69.8%) espondents were males and remaining 26 (30.2%) were females. The mean and standard deviation for gender are 1.29 and 0.45respectively.
Age: On the basis of age, respondents were categorized in 4 parts af Sti respondents 26(30.2%) were 20-30 years, 33 (38.4%) were lies between 31-40 years category, 22 (25.6%) respondents were from 41-50 years, 5/5.8%) respondents were 51-60 years.
  Academic qualification: Respondents were also inquired about their academic qualification. 35 (40.7%) respondents hold M.A/M.SC degree. 33 (38.4%) respondents hold M. Phil degree. 18 (20.9%) respondents were Ph. D degree holders. The mean and standard deviation for academic qualification are 1.80 and 0.76 respectively.
  Marital status: Respondents were inquired about their marital status.35 (40.7%) respondents were single 33 (38.4%) respondents were married.2 (2.3%) respondents were widowed / orphaned. The mean and standard deviation for marital status are 1.60 and 51 respectively.
  Teaching experience: On the basis of experience, respondents were categorized in 4 parts. Out of 86 respondents 29 (33.7%) were less than 5 years" experience, 42 (48.8%) were lying between 6 to 10 years category, 9 (10.5%) respondents were from 11 to 15 years, 6 (7%) respondents were more than 15 years. The mean and standard deviation for age are 1.90 and 0.87 respectively.
Testing of Hypotheses
H. There is significant impact of teachers" intrinsic motivation on their workers' productivity.

Table 4.5: Regression Analysis between intrinsic motivation and workers' productivity
	
	Dependent variable
	Workers Productivity

	Independent Variable
	
	

	Intrinsic motivation
	R-Square
	0.829

	
	R
	0.910a

	
	Adjusted R-square
	0.827

	
	B
	0.827

	
	Standardized Beta
	0.910

	
	F-Test
	20.164

	
	P
	0.000


        Source: field surbey, 2025
   The above table explains the coefficients of the study model that predicts the impact of intrinsic motivation on workers' productivity. Thus, the standardized beta value of the intrinsic motivation is 0.910 with standardized error 0.41. And the level of significance of constant model is as per confidence level 0.095%. So, the intrinsic motivation is found significant because p value is 0(p < 0.05) Table indicates that there is a positive correlation between intrinsic motivation and perfornsance of staff ({R} = 0.91a).  The relationship is statistically significant (p = 0) at 0.05 level of significance. However, the hypothesis of the study is accepted that there is positive significant impact of intrinsic motivation on workers productivity. It means that workers' productivity of staff working in kwara State College of Education, lorin increased under intrinsic motivation.
H_{3} There is significant impact of teachers" extrinsic motivation on workers' productivity.
Table 4.6 Regression Analysis between extrinsic and workers productivity
	
	Dependent Variable
	Job Performance

	Independent Varaible
	
	

	Extrinisic motivation
	R-Square
	0.439

	
	R
	0.66a

	
	Adjusted R-Square
	0.432

	
	B
	0.911

	
	Standardized Beta
	0.663

	
	F-Test
	8.109

	
	P
	0.000


          Source: field survey, 2025
  The above table explains the linear regression result of the extrinsic motivation and the workers productivity. Thus, the heta value of standardized beta of extrinsic motivation is.911 and the standardized beta is 633 and the significance matter is 0.000 (p<0.05). So, the extrinsic motivation is found statistically significant with workers' productivity Hence the hypothesis H, that there is positive significant impact of extrinsic motivation on workers' productivity is accepted.
   For testing forth hypothesis, the independent t-test of significance was tested to decide if significant distinctions exist in teacher motivation among male and female teachers. The subsequent table illustrated the differentiation of motivation in male and female teachers.
Motivation Based on male and female teachers
   The mean scores difference of male and female teachers and motivation was assessed and subsequent null hypothesis was tested using independent t test.
H. There is significant difference of motivation between male and female teachers.
Table 4.7 Teachers motivation on gender basis
	Gender
	No Mean Std
	
	T-test for Equality of means
	

	
	
	
	(α= 0.05)
	

	
	
	T
	df
	Sig(2-tailed)

	Total
	86
	
	
	
	
	

	
	60
	2.5492
	.63493
	-599
	84
	.551

	
	26
	2.6365
	.59086
	
	
	


    Source: field survey, 2025
Table 4.7 indicates that significant difference was found between the male and female staff about motivation. Mean score of female staff ( M = 2.6365 . SD = 0.59086 ) was greater than male CM = 2.5492 SD = 0.63403 ) and t = (- 0.65) DF = 84 and significant value (p = 0.551) was greater than ( a = 0.05). Thus, forth hypothesis is accepted that there is significant difference of motivation between male and female staff. It supposed that there was a significant difference found in the mean score of motivation between male eachers and female teaches. It was established that female teachers had high level of motivation.
Comparison of male and female staff about workers' productivity
  The mean scores difference of gender regarding workers productivity was assessed and subsequent null hypothesis was tested using independent t-test.
H. There is significant difference of workers' productivity between male and female teachers.
Table 4.8 comparison of male and female teachers regarding teachers workers productivity
	
	
	
	
	
	t-test for Equality of means
	

	Gender
	N
	Mean
	Std.
	T
	(α=0.05)
DF
	Sig.(2-tailed)

	Total
	86
	
	
	
	
	

	Male
	60
	2.4717
	.76315
	1.525
	84
	.601

	Female
	26
	2.5615
	.64379
	
	
	


   Source: field survey, 2025
   Table 8 shows that significant difference was found between the male and female teachers about their performance, Mean scores of male M-2.4717, SD = 76315) and female (M=2.5615, SD 64379) 1 (1.525) 84,601. Therefore, the hypothesis stating that there is significant difference in workers' productivity between male and female teachers was accepted. Table indicates that significant difference was found between the male and female staff about workers' productivity.

4.2 Discussion of findings
  The study uncovered that there was a positive relationship between teacher's intrinsic motivation and extrinsic motivation and workers productivity. As motivation enhance, the level of performance too raises. The results supported the past investigations that there is significant effects f motivation on workers' productivity. Finding of the study discovered that there is a positive relationship between intrinsic motivation and Borkers' productivity in Kwara State College of Education. Ilorin cording to Sansone, and Harackiewicz, (2020) intrinsic motivation is and to exist when conduct is executed for its own purpose instead of to quire material or social rein forcers it is the most excellent type of otivation that positively influence performance.
   Study discoveries uncovered that the extrinsic helpers accessible to dicators in Kwara State College of Education, Ilorin. Ghazi brief compensation, installments, advance installment from the institution in the event that instructors had money related issues, additional instructing compenses to educators. Respondents" uncovered the accompanying extraneous motivators like satisfactory pay, accommodation, medicinal ansideration and convenience. This suggests not all extraneous motivators sere accessible to staff working in Kwara State College of Education. llarin. Subsequently, most of the respondents shown that outward inspirations minutely affected educator's confidence to perform; inferring hat deficiency of extraneous helpers did not altogether influence the solve of educators to perform. In spite of this, statistically significant and Positive correlation found a mid extrinsic motivation and job.
   The results of study supported the findings of Mustafa and Othman 2010, which discovered significant relationship between nativation and workers productivity. These findings correspond with the results of Geofrey, (2010) who examined that motivational characteristic have a nificant influence on lecturers" teaching learning and research pefonnances.
   The results demonstrate that teachers are well motivated in iversity in Kwara State College of Education, Ilorin as the majority of the saff have the same opinion that factors which effect motivation are offered a private institution, as high-quality job atmosphere, work satisfaction, fine bachers, less stress of work gracious and compassionate personnel. It also scovered that most of the staff concurred that they are motivated by muneration and reimbursement which they obtain. It implied that muneration and incentives are vital elements for developing the staff, nativation that might build up their performance efficiently. These findings supported by Ahiauzu, (2011) that inspiration through motivating force wips the teachers to recover their execution of job. Teachers its ormara versities are not very much persuaded that might impact their performance. There might be inadequacies of deficient motivation and great execution that would be awful atmosphere and job state of affairs, work dsappointment, terrible administration of principals and so forth. The study watched that respondents are for the most part concurred that their head instructors perceive their endeavors. The present studies also concluded that fine leadership is very significant to motivate and increase the workers productivity. The results supported the past investigations that there is significant influence of leadership style on job satisfaction. The results of ady supported the findings of (Bhatti, et al., 2012; & Wang, et al., 2015). The study of Enueme and Egwunyenga, (2008) also established that principals can get better the outlook and behaviors of teachers by the aid of cellent leadership that reproduce their performance. 











CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
This is a concluding chapter, it provides the summary, conclusion and recommendation including suggestions for further studies.
This chapter present a summary of the major findings gathered from analysis of the data. Conclusion have been drawn from the study and recommendation put forward that may help to deal with the challenges of the effect of incentives on workers productivity in Kwara State College of Education, Ilorin.

5.2 Summary
    The study was aimed on evaluating the effects of motivation on workers productivity in kwara State College of Education, Ilorin. The study was quantitative in nature. A total of 86 staff participants in the study. To gather necessary information on the issue questionnaires were distributed to staff were properly filled and returned. The data collected from staff through closed ended items of the questionnaire was analyzed and interpreted by means of different statistical techniques like Independent ttest, correlation and simple linear regression. The analysis of the quantitative data is performed with the help of computer program SPSS version 20. The conclusion of this research exposed that there is a positive relationship between motivation and workers' productivity. On the bases of gender, the motivation in female teachers was high as match up to male teachers in university and in the same way the performance of female teachers was superior to male teachers. Moreover it is concluded that the performance of female teachers are better than male teachers. The study found that there was a significant difference in motivation and performance with regard to gender.
    This study also find that the main objective were to assess the employee's or workers perception towards the incentives schemes in order to examine the relationship between incentives schemes and worker's productivity and to determine the effect of incentives system on worker's productivity in Kwara State College of Education, Ilorin.
    Generally, descriptive, correlation and linear regression analysis were performed in order to conduct the research analysis, Al-Nsour and Jordan, (2012) explained monetary incentives as the amount paid to employees either in lump sum or monthly payment which makes individuals perceive as an immediate feedback of their efforts contributed. The reason behind for employee's to have great emphasis on monetary incentives might be due to the impact that monetary incentives brings in terms of better standard of living and stronger sense of security.

5.3 Conclusion
    The study concluded that majority of the teachers were not contented with their remunerations and low earnings of the teachers have an effect on their performance. Yet, they are contented with other issues such as unwind job atmosphere, fewer pressure of job, positive reception from their superior. 
It was concluded that the workers productivity was fine in spite of the reality that their motivation was insufficient. Therefore, many staff supported for enhancement in remuneration and other settlement. Despite of this fact, the most of the respondents executed their work and other extracurricular activities with elevated spirits. A significant positive relationship found between intrinsic motivation and workers' productivity of staff. The current study inferred that the most of the staff had intrinsic motivation prove by expanded acknowledgment, vocation advancement, the aggressive nature of the educational occupation, job satisfaction and understood their objective in life. A significant positive relationship between intrinsic motivation and performance of staff was also found.
    Research conclusions uncovered that the extrinsic motivators accessible to teachers in university timely remuneration payments, extra teaching allowances to teachers advance installment from the institution and leave of absence. On the contrary, teachers exposed lack of the subsequent extrinsic motivators like satisfactory pay, monthly obligation recompenses to instructors, settlement and medical consideration.
    Remuneration was remarkably serious motivator that was accounted to be deficient. As a result, the most of the teachers showed that extrinsic motivators had a minute impact on teacher to perform. Regardless of this, a positive relationship existed between extrinsic motivation and performance of teachers. The results also revealed the statistically significant relationship between motivation and workers productivity. Findings of the current study concluded that there is positive significant effects of intrinsic motivation and extrinsic motivation on workers productivity in Kwara State College Of Education, Ilorin. While, the current study established that there was a significant difference in motivation and performance with regard to gender female staff were greatly motivated as measure up to male and performance was also better than male staff. On the other hand, the results of the study showed that there was a strong correlation between motivation and workers' productivity. The study findings are coherent with previous investigations. 

5.4 Implication of the Study
   Motivation on teachers or workers have shown to have influence on student's academic achievement, since teacher effectiveness has influence on academic performance, it is therefore argue that a teacher who is not motivated cannot motivate his or her student to learn and deficient in good teaching strategy will always produce poor students.
   The findings of this study implies that in order for the children to achieve positive academic success in their academic pursuits, government, policies makers and other stakeholders in the educations system should pay raft attention to the teachers by paying them as at when due and Also setting up some professional bodies like NUT (Nigeria Union of Teachers). And also, study leave with pay whereby the teacher have the opportunity to leave job for some months for the purpose of attaining higher professional qualification through further studies.
5.5 Recommendations
   The current study demonstrates significance of inspiration of teachers in the field of teaching learning. Associations should enhance the motivation level of teachers to have a decent performance with a specific end goal to upgrade the instructive framework.
  The study might be valuable for teachers, head instructors or principals and their performance assumes a vital part in an instruction framework. It might help the principals to perceive what things persuade the teachers due which they could enhance their performance.
   Moreover the Government should provide facilities like attracting remuneration and salary packages. Accommodation requirements to be offered to the teachers and awards could be instituted for better performance by the government.
   Higher education commission must provide training, refresher course, seminar and workshop to both principals and teachers so as to be well equipped with new skills and knowledge needed to increase motivation, performance and satisfaction level.
5.6 Limitation of the Study
  The following factors acted as constraint to this study
1.  Time factor: filling the questionnaire was a very difficult task because teachers in the study area were busy with their primary assignments, hence a lot of time was taken.
2.  Finance: a lot of money was spent on typing and transportation during the course of data collection.
5.7 Suggestion for Further Studies
The following areas are recommended for further research; More studies should be done in the following areas;
1. The impact of involved governments policies on teacher performance.
2. The effect of School Management Committee structure on provision of quality education in secondary schools.
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APPENDIX
EKSITI STATE UNIVERSITY, ADO-EKITI
EFFECTS OF INCENTIVES ON WORKERS PRODUCTIVITY IN KWARA STATE COLLEGE OF EDUCATION, ILORIN

Dear Respondent,
REQUEST TO RESPOND TO QUESTIONNAIRE
   I am a Student of the above named Institution, I am carrying out a research on the named topic, and this is a questionnaire designed to elicit information/data for my study. You are one of those persons selected to be part of the investigation because your opinions are considered relevant. All response given will be used only for purpose of research. You are not at any risk because all information gathered will only be used the purpose of my research. The questionnaire is in two parts, the A part which contains information pertaining you and The B part. Please respond to all the questions items by providing answers as they apply to you. Your name is not required but your co-operation shall be appreciated in a highly confidential manner.

SECTION A: Demographical Survey:
Gender: Male (), Female ()
Age of Respondent: 15yrs - 25yrs (), 26yrs-35yrs(), 36yrs - 45yrs ( ), 46yrs-Above ()
Qualification Of Worker: NCE (), PDE(), PGDE (), B.Sc/HND(). B.Sc.Ed(), M.Sc (), M.Sc.Ed (), Ph.D ()
Marital Status: Single (), Married (), Widowed ()

SECTION B: This section is made up of questions with four likely scale
of response as follows: Strongly Agree (SA), Agree (A), Disagree (D), Strongly Disagree (SD). Please read the items carefully and tick (✔) the items you believe to be suitable to your preference perception on the subject matter.
	S/N
	Items
	SA
	A
	D
	SD

	
	Motivation on workers’ productivity
	
	
	
	

	1
	Do you feel motivated to do your best at work?
	
	
	
	

	2
	Do you believe that being motivated affects your productivity?
	
	
	
	

	3
	Do you find yourself more productive when youre motivated?
	
	
	
	

	4
	Do you think that motivation is more important than ability when it comes to productivity?
	
	
	
	

	5
	Do you think that a lack motivation can affect work performance?
	
	
	
	

	6
	Do you feel like you have control over your own motivation levels?
	
	
	
	

	7
	Do you find yourself more productive when you're motivated by external factors (like rewards or recognition)
	
	
	
	

	
	Intrinsic motivation on workers' productivity
	
	
	
	

	1
	Do you find yourself more productive when you're intrinsically motivated (by internal factors like enjoyment or interest in the task)?
	
	
	
	

	2
	Do you find yourself less productive when you're working just to get a reward or recognition?
	
	
	
	

	3
	Do you feel like you do your best work when you're motivated by a desire to do a good job for its own sake?
	
	
	
	

	4
	Do you find yourself more productive when you're working on something that interests you, rather than something that's boring or uninspiring?
	
	
	
	

	
	Extrinsic motivation on workers' productivity
	
	
	
	

	1
	Do you find yourself more productive when you're working towards a tangible reward like money or recognition)?
	
	
	
	

	2
	Do you feel like external rewards are a more powerful motivator than internal ones?
	
	
	
	

	3
	Do you feel like you're more likely to work harder when there's a financial incentive involved?
	
	
	
	

	4
	Do you feel like your work is more meaningful when you're working towards a tangible reward?
	
	
	
	

	5
	Do you find yourself less motivated to do your best work when there are no external rewards involved?
	
	
	
	

	6
	Do you think that the promise of a reward is enough to motivate you, or do
	
	
	
	

	
	Relationship between motivation and workers productivity.
	
	
	
	

	1
	Do you believe that motivation is related to productivity?
	
	
	
	

	2
	Do you think that people who are highly motivated are more productive than those who are less motivated?
	
	
	
	

	3
	Do you think that productivity is always related to motivation?
	
	
	
	

	4
	Do you think that people can be productive without being motivated?
	
	
	
	

	5
	Do you think that some people are more motivated than others, even if they're working on the same task?
	
	
	
	

	6
	Do you think that motivation is something that can be learned or developed?
	
	
	
	

	7
	Do you think that there are some tasks that are more likely to
	
	
	
	

	
	Differentiate between male and female productivity
	
	
	
	

	1
	Do you believe that men and women have different levels of motivation at work?
	
	
	
	

	2
	Do you think that men and women approach their work differently?
	
	
	
	

	3
	Do you think that men and women have different levels of productivity at work?
	
	
	
	

	4
	Do you think that there are differences in how men and women are motivated at work?
	
	
	
	

	5
	Do you think that there are gender differences in how people respond to rewards and recognition at work?
	
	
	
	

	6
	Do you think that gender differences in mo
	
	
	
	



