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Abstract
Motivation plays a crucial role in enhancing employee productivity, which directly influences the success of any organization, whether public or private. However, public servant productivity in Nigeria has faced significant challenges, often criticised for being suboptimal amidst the country's prevailing economic difficulties. This study examines the impact of motivation on the productivity of public servants with a focus on Nnamdi Azikiwe University Teaching Hospital, Nnewi, Anambra State, Nigeria. Grounded in Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory, the research examines how motivational factors influence employee performance and identifies strategies to enhance productivity. A descriptive research design was employed, involving 100 healthcare professionals from the hospital's general outpatient department. Data were collected using a structured questionnaire with a reliability coefficient of r=0.82. The findings reveal that motivation significantly improves employee productivity by encouraging greater effort and commitment. Effective motivational strategies identified include educational sponsorship, employee benefits, fair wages, and recognition through praise and rewards. In conclusion, the study demonstrates that employee motivation is a critical factor influencing organizational productivity at Nnamdi Azikiwe University Teaching Hospital, Nnewi, Anambra State, Nigeria.  The study recommends implementing a combination of intrinsic and extrinsic motivational strategies tailored to the unique needs of employees. These include prompt payment of salary and increment, fair wages, education sponsorship for its employees, career advancement opportunities, suitable working conditions, providing house allowance and other fringe benefits like overtime, uniform allowance, financial incentives, awards and gratuities etc. By adopting these measures, public sector organizations can achieve sustained productivity and service delivery improvements. 
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1.1
Introduction
Every organization, whether public or private, needs employees to carry out its daily operations since the success of the organization depends greatly on the productivity level of the employee. For employees to perform at their highest level, they need to be motivated. Without employees, no organization could continue to exist. Employees have needs, desires, reasons, and expectations, and when those needs are not met in the quantities needed by employees, tension or an imbalance can result. Abraham Maslow (1943) claimed that people are never truly fulfilled. They never stop seeking to satisfy wants, and each accomplishment seems to serve as a launch pad for new endeavors. As stated in the theory of hierarchy of basic human needs, there are seven categories of needs: physiological needs, safety needs, social needs, esteem needs and self-actualization, understanding needs and aesthetic needs. Maslow opined that employees are only motivated when their demands are met at all times. Jordan et al., (2019) defined employee motivation as “a set of energetic forces that are originated both within and beyond an individual’s being, to initiate work-related behavior and to determine its form, direction, intensity, and duration”. Employee motivation is the driving force behind a series of actions that, in turn, result in the accomplishment of particular goals. It impacts the arousal, direction, and maintenance of actions important to the workplace; it is a stimulant desire and willingness to work in one's locomotion (Mulyani et al., 2019). The degree to which a person is willing to work for an organization has a significant impact on his productivity. The productivity of public servants is what propels an organization's expansion and production. Due to the direct impact it has on an organization's earnings, it is so crucial that it can actually predict how much money the company will make and lose. Public employees that work efficiently do more tasks in a given amount of time, which saves their employer money, time, and labor. When an employee's productivity is low, the task they are assigned takes them longer to do, which costs the company more money because of their low productivity. Almaamari and Alaswad, (2021) defined productivity as the joint and shared effort done by both employees and managers for the aim of enhancing the performance of each individual. Being productive is a state of mind. It is a mindset of advancement and continuous enhancement of that which already exists. It is the assurance that one can consistently improve on yesterday's performance. It is constant adaptation of the economic and social life to changing conditions. It is the ongoing effort to use new methods and approaches. It is the faith in human advancement. Every organization wants to improve production or make sure that input equals output; as a result, employers are placing more value on workers’ productivity. People are undoubtedly an organization's most valuable asset, particularly in low-tech, labor-intensive industries like construction; nonetheless, people are sometimes the most challenging asset for firms to ,m manage. People, unlike tangible assets, have unique needs that must be satisfied and behaviors that must be regulated if they are to contribute to the growth and development of a company (Okine et al., 2021). A corporation can have a nice manager, a strong vision, and a good cause; yet, if the employees are neglected, the organization is basically in turmoil. High level of employee productivity provides an organization with various advantages, for instance, it leads to favorable economic growth, large profitability and better social progress. Moreover, increased productivity typically maximizes an organization's competitive edge through cost savings and an increase in high-quality output. When employee in public organization is not positively induced by way of motivation, productivity no doubt is bound to be affected negatively. Insufficient motivational strategies in the public sector might prevent organizations from reaching their objectives. It is believed that employers will provide the required incentives if they want their employee to perform well and produce efficiently. If this is done, the issue of low employee productivity would be greatly reduced. This implies that if employees are motivated, their morale will be high and the level of performance and efficiency will be significantly improved, increasing the overall level of performance of the organization. Furthermore, the first challenging step a manager takes is to motivate employees to assist public sector in achieving its goals and their own personal goals. If employees are not satisfied with their jobs due to poor motivation, they will not function effectively to achieve public service objective. This, however, is usually a very difficult task for managers; thus, they need the skills as well as understand the applicable ways to transfer concepts of motivation to everyday work life and practice (Olugboyega, 2023). 

Statement of the Problem
Public servants in Nigeria face significant challenges, including inadequate remuneration, poor working conditions, and a lack of incentives, leading to low productivity and dissatisfaction (Githinji (2014; Okine et al., 2021). Despite the vital role public servants play in implementing government policies and providing essential services, their motivation levels remain sub optimal. This has resulted in inefficiency, absenteeism, brain drain, and industrial disputes, which affect the overall performance of public sector organizations and their contribution to national development (Olugboyega, 2023). Addressing the motivation-productivity gap is essential to reversing the decline in employee performance and fostering improved service delivery in Nigeria's public sector. Previous studies have explored the influence of motivation on employee performance but have largely focused on private organizations or other countries (e.g., Almaamari & Alaswad, 2021; Mulyani et al., 2019). Many studies focus broadly on public servants without delving into the unique pressures and  motivational needs of healthcare professionals in teaching hospitals. Also, existing studies mentioned general motivational factors, but few evaluate the effectiveness of specific tools like education sponsorship, praise, or non-monetary rewards in healthcare settings. Therefore, the study seeks to fill these gap by examining how motivation specifically impacts public servants in the Nigerian context, focusing on  healthcare professionals.

Based on the above, the following research objectives, questions and hypothesis were proposed for the study: 
Research Objectives:
1. To evaluate the impact of motivation on public servants' productivity in Nnamdi Azikiwe University Teaching Hospital, Nnewi.

2. To propose strategies that can enhance public servants' productivity.
Research Questions

RQ1: How does motivation impact public servants’ productivity in in Nnamdi Azikiwe University 
Teaching Hospital, Nnewi?
RQ2: What strategies can enhance public servants' productivity?
Research Hypothesis 
Ho: Motivation of employee has no significant impact on the organizational productivity. 

Hi: Motivation of employee has significant impact on the organizational productivity 
2.1
Literature Review 
In Nigeria, public or private sectors are concerned with how to achieve a sustainable growth through its workforce. For this to be achieved, it requires paying close attention to how individuals who make up the workforce can best be motivated by means of incentives, benefits, bonuses, appreciations, rewards, leadership among others (Olugboyega, 2023). Ouakouak and  Zaitoun, (2020) indicate that ethical and emotional leadership style significantly enhance employee motivation and job performance in pubic organizations. Rathore and Rana, (2023) and Ouakouak, Zaitouni, & Arya, (2020) also stated that motivation has a positive and significant effect on employee performance, and that leadership and organizational culture have a positive and significant effect on employee performance. Motivation is the internal state that drives someone to act in a way that ensures the achievement of a particular objective. It can also be described as the condition that guides people toward the objective of meeting a felt need. It is also seen as a person's internal process that leads them to act in a specific way is referred to in the literature as motivation (Akshaya, 2022). Motivation is a perk offered to employees to increase output. It is a common issue that affects employee higher productivity across all levels of an organization. For example, in a modern firm, employees typically take appointment with the understanding that pay and additional benefits would be in line with the duties that each employee is expected to do. And if these perks are not adequate for the job, employee morale will suffer, especially among lower-level workers, who make up the majority of the workforce in the business. Low productivity and performance will follow (Ajalie, 2017; Maduka and Okafor, 2014). This was affirmed by Daneshmandi et al., (2023) that job satisfaction positively influences individual motivation. Uka & Prendi, (2021) stated that work motivation is widely recognized as a fundamental determinant of organizational performance, serving as a driving force that enhances workforce output, elevates labor productivity, and fosters overall organizational efficiency and employee satisfaction. Qu et al., (2024) further affirmed that beyond facilitating task completion, motivation embodies a deeper commitment among employees toward both personal and organizational goals. Vo et al., (2022) is of the opinion that motivation plays a critical role in sustaining and improving institutional effectiveness across various sectors by fostering innovation, promoting professional development, and enhancing employee well-being.

Weiner, (1972) cited in Boadi, Amoako, Adu-Yeborh, & Asare, (2025) understood motivation to be  the internal process that drives an individual’s effort, focus, and determination toward achieving a specific objective and also viewed it as the force that shapes and guides behavior in a particular direction. Motivation as described by Weldeyohannes (2015) is an inspirational process which demands the member of the team to pull their weight effectively, to give their loyalty to the group, to carry out properly the tasks that they have accepted and generally to plan an effective part in the job that the group has undertaken in order to achieve the organizational objective. It has also been defined as those psychological processes that cause the arousal, direction, and persistence of voluntary action that is goal directed, thus, employees who are motivated are moved towards a desire action, which in turn makes them to be more productive and satisfied. Okine et al. (2021) and Zakaria et al. (2020) corroborate that motivation can be seen as the psychological characteristics of a person that contribute to the determination to achieve a goal and it contains several elements that cause, control and maintain specific human behavior. Thus, motivation is one of many components that influence the level of efficiency and effectiveness of the organization, which enhances high productivity. Productivity is the total output/total amount of input, which shows the link between the unit of labor input and output. It is viewed in terms of individual industries or firms and the extent to which employees apply the productivity concept to their jobs. Some see the concept as a measure of the efficiency level achieved in production. An organization can utilize its employees to attain competitive advantage by increasing their level of productivity. When an organization does well in business environment, it is an indication of progress in sales or market growth. Employees can either build a firm or bring it to its downfall. This implies that employee productivity is very crucial for the attainment of an organization’s goals, especially in today’s globally competitive market. Employee productivity helps firms to grow faster in the market. Their productivity determines the incomes and gains of the organization as profits are the outcome of employees’ efficiency and effectiveness in organization policies and processes (Olasanmi et al., 2021; Chebet, 2015). A study conducted at the Federal Polytechnic, Ado-Ekiti, examined the link between Public Service Motivation (PSM) mechanisms and employee performance. The research found that motivational factors such as recognition, opportunities for professionals development, and a supportive work environment significantly improved staff performance. The study emphasized the importance of aligning institutional goals with employee aspirations to foster a motivated workforce (Folayan and Alabi, 2023). Compensation packages, job design and environment, and performance management system were equally identified as significant motivators influencing job performance (Forson et al., 2021). Research focusing on Nigerian commercial banks investigated the impact of various motivational strategies on employee performance. The study identified that salary satisfaction, a conducive working environment, bonuses, fringe benefits, and training and development programs positively influenced employee performance. Notably, the research highlighted that formal recognition of employees' efforts served as a significant mediator between these motivational strategies and enhanced performance (Akinsola, Saidu, Muritala & Bakare, 2023). Revd. Cannon Peter Garang Thieel Lual, (2024) in his study in South Sudan's public sector explored effective motivational techniques aimed at improving personal performance within ministries, departments, and agencies. The research identified challenges such as inadequate compensation and lack of recognition. It recommended interventions like performance-based incentives, professionals development opportunities, and improved working conditions to boost motivation and performance among public servants. In the Amathole East Education District of South Africa, a study investigated motivation strategies for enhancing teacher performance and wellness in post-COVID-19 rural settings. Applying Herzberg's Two-Factor Theory, the research found that factors such as job security, recognition, and opportunities for professional growth were crucial in improving teacher motivation and performance (Mutesasira & Marongwe, 2024).

An organization can increase its employee productivity by enabling suitable changes in its business processes and policies and the success of a business can be traced to its hardworking employees for their outstanding productivity. When employees are enthusiastic and put in extra strengths into the organization activities, the difference in the profits and productivity is always distinct. Firms that recognize and encourage employee productivity are more likely to be successful than their counterparts that do not. The firm with the most productive employees will have zero effect of adverse market conditions because they are proactive (Shane, 2017). These show the importance of motivating employees in an organization to ensure they bring out their best for the optimum growth of the organization. Several scholars, like Smith (1976), Maslow (1943) and others, have provided different theories explaining human behavior at work place from a variety of angles - economic, psychological, behavioral, etc. - to understand what drives individuals to do the things they do. They created a number of motivational ideas in the process. In general, there are two types of motivation theories: content theories and process theories. The former focuses on understanding human motivation and is concerned with identifying people's wants, as well as their relative strengths and the objectives they seek to meet those needs. The three primary content theories are McClelland's achievement motivation theory, Maslow's hierarchy of needs and Herzberg (1974, 1966) two factor theory which holds that employees have a variety of needs that drive them to put in extra effort and boost productivity and companies must go beyond monetary incentives to motivate employees. It then means that if employees are not motivated to fulfill these needs progressively, the unmet needs result in diminished productivity. On the other hand, process theories emphasize the actual method by which motivation occurs (Ivancevich et al., 1994). These theories focus on how behavior is originated, directed, and sustained as well as the links between the dynamic factors that make up motivation (Uzonna, 2013). Organizations still place a lot of importance on the Herzberg two-factor theory. It means that in order to prevent employee unhappiness, employers and their organizations must constantly ensure the appropriateness of the hygiene parameters. This is so because low morale among employees lowers production levels, which itself is a result of low employee satisfaction. According to EssayCompany (2015), Maslow's Hierarchy of Needs has faced criticism for its limited applicability across diverse cultures. In a collectivist society, such as China, social belonging often takes precedence over individualistic pursuits like self-actualization. For instance, Chinese employees may prioritize group harmony and familial responsibilities over personal achievement, challenging the universality of Maslow's model. In a similar vein, as stated by Alrawahi, Sellgren Altouby, Alwahaibi & Brommels, (2020), Herzberg's Two-Factor Theory, which distinguishes between hygiene factors and motivators, may not fully capture motivational dynamics in different cultural settings. In some cultures, factors considered as motivators in Herzberg's model might be perceived differently, necessitating a more nuanced application of the theory.

Motivation is essential in an organization, as well as an important factor in determining the performance and satisfaction of employee. Motivation affects the employee; and can have a negative impact on the employee or a positive impact depending on the employer's needs. When an employee is positively and effectively motivated, the productivity will be increased. It is important that managers assess the needs of the employees before choosing the best form of motivation to put to use. This is due to the fact that everyone has different needs and wants, thus what one person may consider being a source of motivation may not be to another. Any organization that intends to succeed in attainment of public service objectives must be able to combine the individual needs of employees with the overall goals of the organization in order to reach their full potential and maximize their level of productivity. Generally, employee motivation leads to increase in employee productivity, so long as the motivation technique adopted meets the needs of the employees. When employees do not believe that they are listened to, they are less likely to become active partners in restructuring their jobs for higher productivity. Organizations that always motivate their employees will enjoy greater productivity (Okine et al., 2021). Therefore, managers must continuously consider best strategies to ensure that their employees continue to achieve high levels of productivity and also to improve the efficiency or productivity of the organization (Okine et al., 2021). 

2.2
Theoretical Frameworks of Motivation 
A number of literature have been documented that several thinkers from Adam Smith to Abraham Maslow and others have studied human behaviour from different perspectives - economic, psychological, behavioural, etc., to understand what motivate people to do the things they do. In the process, they developed several theories of motivation. Broadly speaking the theories of motivation can be classified into content theories and process theories. The former deals with what motivates and are concerned with identifying people’s needs and their relative strengths, and the goals they pursue in order to satisfy these needs. The main content theories include Maslow’s hierarchy needs; Herzberg’s two factor theory and McClelland’s achievement motivation theory. Process theories on the other hand, place emphasis on the actual process of motivation. These theories are concerned with the relationships among the dynamic variables which make up motivation and with how behaviour is initiated, directed and sustained. Examples are expectancy-based models, equity theory goal theory and attribution theory (Uzonna, 2013). 

The most popular theory of motivation in the classical literature is perhaps that of a United States psychologist, Abraham Maslow’s Hierarchy of Needs Theory. Maslow (1943) discussed five levels of employee needs: physiological, safety and security, social, esteem or ego and self- actualization. According to this theory, people have many needs which motivate them to work, that those needs are arranged in a hierarchical manner in such a way that lower level needs (physiological and safety) had to be satisfied before the next higher level social need would motivate employees to work hard and increase productivity. The second theory of motivation is the two factor theory or motivator and hygiene theory developed by Frederick Herzberg (Herzberg, 1966). Motivators or intrinsic factors such as drive for achievement and advancement, being treated in a caring and considerate manner and receiving positive recognition are inherent in the job itself and which the individual enjoys as a result of successfully completing the task, produce job satisfaction and motivate employees to work harder. Hygiene or extrinsic factors, such as salary, benefits and job security are external to the task and often determined at the organizational level can lead to dissatisfaction and lack of motivation if not present in positive degrees (Boadi et al., 2025). According to Uzonna, (2013) one important element of Herzberg’s theory is that knowing employee needs can help us motivate today’s young, ambitious and knowledge and technology-based workers. Given the fact that these workers already command high paying jobs, we can infer that money or cash rewards alone does not provide enough of an incentive as a motivator for performance. This implies that to motivate workers, organizations need to look beyond monetary rewards. 
Relevance of the theory to this Work
This study is grounded in Maslow's Hierarchy of Needs Theory, which categorizes human needs into physiological, safety, social, esteem, and self-actualization levels (Maslow, 1943). The theory posits that individual are motivated to fulfill these needs progressively, and unmet needs result in diminished productivity.
Additionally, Herzberg's Two-Factor theory is utilized to distinguish between hygiene factors (e.g., salary, working conditions) and motivators (e.g., recognition, career growth) (Herzberg, 1974). Herzberg's theory provides a framework for understanding how intrinsic and extrinsic factors influence employee motivation and productivity in the public sector. Herzberg's Two-Factor Theory remains very important to organizations. It implies that employers and their organizations must constantly guarantee the adequacy of the hygiene factors to avoid dissatisfaction among 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, employers 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, employers 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.
3.1
Methodology 
This study adopts a positivist philosophy, as it aims to objectively measure the relationship between employee motivation and public servants' productivity using quantitative data. The research follows a descriptive cross-sectional design, examining the phenomenon at a single point in time (Saunders et al., 2007 and Creswell, 2014). The study population comprised 100 healthcare professionals (nurses, doctors, pharmacists, health information managers, administrators, accountants, and medical laboratory scientists) working in the General Outpatient Department (GOPD) of Nnamdi Azikiwe University Teaching Hospital, Nnewi, Anambra State. Due to the relatively small population size, a census sampling approach was employed, ensuring that all members of the population were included to minimize sampling error and enhance representativeness. A structured questionnaire was the primary data collection tool, comprising both open-ended and closed-ended questions. The questionnaire underwent content and face validation by experts in healthcare management and survey research, ensuring it was suitable for the study objectives (Nunnally, 1978). 

The reliability of the research instrument was evaluated using a test-retest method. A preliminary version of the questionnaire was administered to 10 respondents. After a two-week interval, the same respondents were given the questionnaire again. Pearson's correlation coefficient was used to measure consistency between the two responses, resulting in a reliability index of r=0.82, which indicates a high level of internal consistency. This approach ensures objective measurement and statistical analysis, since the study seeks to assess the relationship between employee motivation and productivity using quantifiable data. Out of the 100 questionnaires distributed, 51 were completed and returned, representing a 51% response rate. The reduced response rate was attributed to disruptions caused by the state's ongoing sit-at-home campaign during the study period. Data analysis was conducted using descriptive statistics and the Pearson correlation coefficient to test the hypothesis.  The Statistical Package for Social Sciences (SPSS) version 20.0 facilitated the analysis. Supporting secondary data included peer-reviewed journals and relevant documents to provide additional context and strengthen the study's conclusions.

4.1
Results
The primary objective of this research was to assess the impact of employee motivation on public servants' productivity in Nnamdi Azikiwe University Teaching Hospital, Nnewi, Anambra State.  Out of the 100 questionnaires distributed, 51 valid responses were received, yielding a response rate of 51%.
Demographic Characteristics of Respondents
Among the respondents, 23 were male, representing (45.1%), and 28 were female (54.9%). The age distribution showed that 5 respondents (9.8%) were under 30 years, 28 respondents (54.9%) were aged between 31 and 40 years, 17 respondents (33.3%) were aged between 41 to 50 years, and 1 respondent (2.0%) was over 50 years. Regarding work experience, 13 respondents (26.0%) had 0-5 years of experience, 22 respondents (43.0%) had 6-10 years , 6 respondents (12.0%) had 11-15 years, another 6 respondents (12.0%) had 16-20 years, and 4 respondents (7.0%) had over 20 years of experience. The academic qualifications of respondents were distributed as follows: 7 respondents (14.0%) held OLD, RN, or PGD certificates, while 30 respondents (58.0%) held HND, Bachelors, or MBBS degrees. However, a notable observation was that some employees were engaged in roles that did not align with their qualifications, reportedly due to limited vacancies in their desired positions or unemployment constraints. In terms of work areas, respondents were distributed as follows: 5 (10.0%) in nursing, 6 (12.0%) in medicine, 15 (29.0%) in health information management, 10 (20.0%) in pharmacy, 3 (6.0%) in administration, 11 (21.0%) in accounts, and 1 (2.0%) in medical laboratory science.

RQ1: How does motivation impact public servants’ productivity in Nnamdi Azikiwe University Teaching Hospital, Nnewi? 
To address the first research question, respondents were asked whether organizational motivation impacts their productivity. The majority of respondents affirmed that motivation positively influences their performance.

When asked about specific motivational mechanism utilized by the organization, 19 respondents (37.0%) highlighted fair wages as a significant factor. However, 32 respondents (63.0%) indicated they did not perceive any active motivational strategies in the organization. Despite this, all respondents unanimously agreed that motivation encourages them to put in greater effort at work. The impacts of motivation on productivity were categorized as follows: 21 respondents (41.2%) believed motivation enhances the quality of work. 25 respondents (49.0%) reported that motivation improves overall performance. 5 respondents (9.8%) indicated that motivation aids in attracting high-talent employees (Table 1 provides a summary of these findings). 

RQ2: What strategies can enhance public servants' productivity?
The second research question explored strategies to enhance productivity. Respondents proposed several approaches: 5 respondents (9.8%) suggested that clearly defining organizational goals for employees upon employment would improve productivity. 7 respondents (13.7%) recommended redesigning jobs to engage employees as problem-solvers. 14 respondents (27.5%) believed that promotions and benefits, such as overtime allowances and training sponsorship, could boost productivity. 25 respondents (49.0%) identified prompt salary payments as the most critical factor for improving public servants' productivity. (Table 2 provides detailed statistics on these responses).
4.1.1
Discussion
This study explored the impact of employee motivation on the productivity of healthcare professionals at Nnamdi Azikiwe University teaching Hospital, Nnewi, Anambra State. Two research questions guided the investigation, focusing on the role of motivation in influencing productivity and strategies to enhance productivity. The findings revealed that the majority of employees acknowledged the importance of organizational motivation in improving productivity. While 37% of respondents identified fair wages as a motivating factor, 63% reported a lack of organizational motivation. Despite this, all respondents agreed that motivation positively influenced their effort and performance. Regarding the impact of motivation, 41.2% indicated it enhances work quality, 49% believed it boosts performance, and 9.8% felt it aids in recruiting high-talent employees. These results align with Weldeyohannes (2015), who emphasized that motivated employees are significantly more productive than their unmotivated counterparts.

Table 1:  The impacts of motivation on public servants’ productivity (N=51). 

	Questions
	Frequency
	Percentage

	Do you feel that motivation from your organization can increase productivity?
Yes  

No 

Somehow

What mechanism does your organization use in motivating the employees? 

Further education sponsorship 

Benefits (transportation, overtime, house allowance etc.) 

Fair wages 

Praise and reward from their superiors 

No motivation

Do you think motivation influences you to put in more effort in the organization? 

Yes 

No 

Somehow 

How do you think motivation influences you to put in more effort in the organization? 

It drives the quality of work

It boosts performance in an organization  

It helps recruit more high-talent employees 

It reduces turn-over disputes 
	51

0

0

0

0

19

0

32

51

0

0

21

25

5

0
	100

0

0

0

0

37

0

63

100

0

0

41.2

49

9.8

0


Table 2:  Strategies to enhance public servants' productivity(N=51) 

	Questions
	Frequency
	Percentage

	What do you think is the strategies to enhance public servants’ productivity? 
Clarity of organizational goals 

Job redesign to engage employees 

Promotion and benefits (overtime and special duties allowance, training sponsorship) 

Prompt payment of salary 
	5

7

14

25
	9.8

13.7

27.5

49.0


The findings of this study underscore the critical role that employee motivation plays in achieving organizational success. Motivated employees not only demonstrate optimal use of resources and reduced absenteeism, but also bring creativity and innovation to problem-solving tasks, which are vital in resources-constrained environments like healthcare institutions. The significant correlation found between motivation and organizational productivity (r=0.78, p<0.05) emphasizes the necessity of prioritizing employee motivation in strategic planning. In the case of  Nnamdi Azikiwe University Teaching Hospital, Nnewi, clarifying organizational goals emerged as a pivotal strategy for improving productivity. When employees understand their roles within the larger framework of organizational objectives, it fosters a sense of purpose and alignment with the institution's mission. This clarity is particularly important in high-pressure sectors such as healthcare, where ambiguity can result in inefficiencies and decreased morale. Moreover, job redesign to engage employees as problem solvers addresses the dual need for motivation and skill utilization. Employees who feel underutilized often experience a sense of frustration, which can lead to disengagement and reduced productivity. But involving employees in decision-making processes and encouraging them to contribute innovative solutions, organizations can create a culture of empowerment. This approach not only increases job satisfaction but also ensures that employees' skills are effectively aligned with organizational needs.

The mismatch between employee skills and job requirements, as highlighted, remains a significant challenge. This is particularly evident in developing economies like Nigeria, where high unemployment rates often force individuals into roles that do not match their qualifications. Addressing this issue requires a two-pronged approach: organization must invest in targeted training programs to bridge skill gaps while also aligning recruitment strategies with the specific competencies required for each role.

The study by Olasanmi et al., (2021) further reinforces the importance of training and development as a cornerstone of employee motivation. Programs such as seminars, action-learning initiatives, and on-the-job training not only equip employees with the skills necessary for their roles but also signal the organization's commitment to their growth and development. When coupled with consistent and constructive performance feedback, these initiatives can significantly enhance employee morale and productivity.

In conclusion, this discussion reiterates that motivation is not a one-size fits-all solution but rather a dynamic process that must be tailored to meet the unique needs of employees. Organizations that invest in understanding and addressing these needs are more likely to foster a motivated workforce, leading to sustained productivity and growth. Future research should explore sector-specific motivational strategies and the long-term impact of job redesign on employee engagement and organizational performance.

5.1
Implications of the study 
This study adds to the growing body of evidence on the relationship between motivation and employee productivity or performance. A significant issue identified in the study is the lack of motivation among employees in the healthcare organization under investigation. This poses a critical challenge for medical directors and hospital administrators, as it directly impacts employee performance and organizational effectiveness. The findings underscore the importance of adopting comprehensive motivational strategies beyond the standard monthly salaries. These strategies could include travel allowances, educational sponsorship for career development, holiday bonuses, recognition and rewards systems, promotions based on service duration, special duty allowances, and overtime compensation. Implementing these positive reinforcements is likely to encourage higher productivity by addressing employees' intrinsic and extrinsic motivational needs (Boadi et al., 2025).
5.2
Conclusion 
Motivation is a pivotal determinant of employee productivity, influencing performance, organizational success, and the effective utilization of resources. Motivation plays a dual role - it can positively or negatively influence employees based on how well it aligns with their needs and expectations. Positively and effectively motivated employees demonstrate higher productivity levels, leading to better performance and organizational success. The study revealed that while most respondents acknowledged that motivation could significantly enhance their productivity, they also indicated a lack of motivational initiatives within their organization. A few respondents highlighted the importance of fair wages as a key motivational factor. The findings emphasize that motivation directly affects employees' quality of work, performance levels, and overall organizational talent retention. In conclusion, the analysis confirmed that employee motivation significantly influences organizational productivity, as demonstrated in the case of Nnamdi Azikiwe University Teaching Hospital, Nnewi, Anambra State.  The study validates Herzberg's assertion that the absence of hygiene factors, such as adequate working conditions and fair remuneration, can lead to dissatisfaction, negatively impacting productivity. Simultaneously, the findings underscore the importance of motivator, such as skill utilization and goal clarity, in driving intrinsic satisfaction and productivity. For example, the study revealed that redesigning jobs to align with employees' skills and providing autonomy in their roles significantly enhance productivity, a core premise of Herzberg's motivators. Furthermore, the findings complement Maslow's Hierarchy of Needs by suggesting meeting basic needs, such as financial security (physiological and safety needs), is a prerequisite for achieving higher-level engagement and productivity (esteem and self-actualization). The tested hypothesis further corroborates these theories by demonstrating that motivational strategies directly influence organizational productivity (r=0.78, p<0.05). These findings reaffirm that organizations must holistically address both extrinsic and intrinsic motivators to achieve sustainable employee engagement and productivity.
5.2.1
Practical Implications
The study provides actionable insights for organizations seeking to improve productivity. The following points provide a foundation for future research and practical application in similar organizational contexts:

1. It highlights the critical role of government policies in creating a conducive environment for public servants yo thrive and deliver high-quality services.

2. Skill alignment and training such as redesigning jobs to match employees' skills and providing continuous development opportunities can boost morale and productivity.

3. The study offers actionable insights for Managers into designing and implementing effective motivational strategies tailored to public sector employees, such as equitable wages, prompt payment of salaries, career development opportunities, better infrastructure, and improved work conditions. These address the hygiene factors, that can reduce dissatisfaction among employees.

By grounding its findings within Herzberg's Two-Factor Theory and Maslow's Hierarchy of Needs, this study underscores the theoretical and practical importance of motivation as a strategic tool for enhancing productivity. 

5.3
Limitations of the study
While this research contributes to valuable insights, it is not without limitations. Time constraints posed a challenge, limiting the extent of data collection and analysis. Furthermore, the ongoing sit-at-home sage in the region significantly impacted data collection, as it restricted mobility and limited participants' availability, potentially affecting the diversity of responses. The study's focus on a single institution within Nigeria further limits the generalizability of the findings to other sectors or regions. The data collection relied on self-reported questionnaires, which might include bias due to social desirability or incomplete responses. To address these limitations, future studies should adopt a mixed-methods approach to integrate quantitative and qualitative insights. Expanding the scope to include multiple institutions, sectors, and regions - both within and beyond Nigeria - will enhance the generalizability and applicability of findings. Additionally, longitudinal studies can investigate the long-term effects of motivational strategies on productivity. Exploring how contemporary trends, such as remote work and technological' advancements, intersect with employee motivation could also yield fresh insights.
5.4
Recommendations 

Based on the study's findings, the following recommendations are proposed to enhance employee productivity through effective motivation:

1) The government should ensure the timely payment of salaries and implement regular salary increments to enhance employee satisfaction and commitment.

2) The management should broaden its motivational strategies, including but not limited to:


(a)
Sponsoring employees for further education and career advancement.


(b)
Providing fringe benefits such as house allowances, overtime pay, uniform allowances, 


and gratuities.


(c)
Recognizing and rewarding exceptional performance through financial incentives, 


awards, and promotions.

3) The management should prioritize creating a conducive work environment by ensuring:


(a)
Availability of necessary infrastructure and resources.


(b)
Provision of suitable working conditions to enable employees to perform their duties 


effectively.
4) Restructuring  job roles to engage employees as problem solvers can enhance motivation and productivity. This approach should be complemented by regular training programs, seminars, and action-learning initiatives to equip employees with the skills needed for optimal performance.
5) The management should adopt participatory leadership styles and regularly assess employee satisfaction to align motivational strategies with organizational objectives.
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APPENDIX 1 - RELIABILITY TEST
The Reliability test of the instrument used for the study, using a test re-tests method. 

The table below shows 2 sets of scores obtained from the 10 questionnaires.

	X
	Y
	X2
	Y2
	XY

	26

30

31

26

24
	32

27

25

31

29
	676

900

961

670

576
	1024

729

625

961

841
	832

810

750

806

696

	137
	144
	3783
	4180
	3894


r
=
N
    XY
-
[X] [Y]




[N X2
- (X) 2]  [N Y2 - (Y) 2]


Where:

N
=
Number of pairs of scores



XY
=
Sum f the products of paired scores

X
=
Sum of X scores

Y
=
Sum of Y scores

X2
=
Sum of square X scores

Y2
=
Sum of Square Y scores

r
=

        10  x  3894 – (137) (144)





[10 x 3783 – (137)2]  [10 x 41802 - (144) 2]


r
=

               38940





 3597 x 2106

r
=

                38940





        
    75711

r
=


0.71

To estimate the reliability of the whole scores or test, Spear-man Brown Step up formula is applied thus:

rw
=
    nr



  1 t r

Where: 
rw
=
reliability coefficient of the whole test



r
=
reliability coefficient of the 2 slit-half



n
=
number of the test (which is usually 2)

rw
=
2 x 0.71


1 + 0.71

=
1.4
1.71

=
0.82.


