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ABSTRACT
The study was designed to provide information to organisations and establishments in either the Private or Public Sector in appreciating the impact of incentive plans on the performance of employees. The population of this study consisted of 50 respondents (38 males and 12 females) in age range of 21‑60 years with a mean of 33years who have been working in their respective offices. The sample of the study consistent of 40 Junior State and 10 Senior Staff that were randomly selected using the random sampling technique. The study was in two phases, the first phase was on standardization of the test instrument while the second phase was on assessment. The result of findings revealed a positive significant reliability of co‑relation co‑efficient of the instrument used. It was also recommended that a periodic review of both monetary and non‑monetary incentives should be done in order to monitor the changing nature of the work force towards improving employee performance.


CHAPTER ONE
INTRODUCTION
1.1   BACK GROUND OF STUDY
Developing the compensation package of an organization is a complex and continuous assignment of the personnel department. This possibly accounts for the reason why all personnel department structures, whether for a small or big organization, each has a section a signed with the function of ensuring that people are fairly and adequately remunerated.
Compensation therefore refers to the payment of fair and adequate remuneration to employees.
Direct compensation refers to money paid to a worker for his performance of his job assignment Le salaries and wages, while.
Indirect compensation includes incentives, fringes benefits and other kinds of benefit paid to workers.
Incentive are there fore rewards (outside salary or wages) which are given to an employee with the aim of motivating or stimulating him to work harder.
However salary/wages are used to attract employee and they are money paid for work done (Burack and Smith) stress that an incentive scheme is a plan or programme to motivate individual or group performance. An incentive programme is most frequently built on monetary rewards e.g. bonus or incentives pay but it may also include a variety of non‑monetary rewards or prize. It includes many kinds of inducements offered to employees to make work even beyond acceptable standards and time.
This research work will look at the development of incentive schemes which is a sub‑function of the personnel department. However it must be discusses that incentives are paid of a motivation system this great emphasis will be laid on motivation with incentive being a contribution to motivation.
1.2   STATEMENT OF PROBLEM
The use of incentives in organization or industries today has become increasingly essential considering the dynamic nature of the business world. There are a number of reasons. The first is an economic. Economic theories of Benefit and Compensation. Administration, Wages are strictly on the down side when the company faces, hard times it is hard or impossible to lower the wages of current employees. In this way wages become a fixed. Cost. The only way, the employer has to lower this cost is to layoff workers for the past twenty years, this has been a way of life for American business. Incentive pay can soften this necessity to lay off members of workers by lowering the wage bill for all workers to some degree.
A second reason is continued in the “payment for results or performance” concept if the company relates pay to the desires outcome then this will increase the probability of obtaining that outcome. This may be through the employee working smarter faster or longer. As companies have laid off employee they have had to become learner and more efficient. Getting more accomplished with fewer people makes the promises of incentive pay very attractive to companies today.
Third, as union influence, has declined and the ideas of participate management has spread, there is a significant desire to tie the employees into, not only doing better on their job but being interested in how well the total organization is doing, including contributing to the overall company success some incentive pay plans focuses, mainly on trying to get the employee to join with management to create a successful company. Therefore there is every need to motivate workers in order to increase their productivity and performance for attainment of overall organizational objectives such as profit sharing holiday premium job enrichment flexible work hours.
Profit sharing: Is another popular organization‑wide program that is often classified as gain sharing plan. This type of plan can be made much more simple than a cost sharing plan. Nor does it requires the revolution in employee‑ management relationships that cost‑savings plans do with profit sharing, management hopes to change employee attitudes toward the employee. The idea behind profit sharing is to instill in the employee a sense of partnership with the organization. But most plans go beyond this and use profit sharing as a way to keep valuable employees and to encourage thrift in employees.
Clearly the relationship between effort and performance becomes very tenuous in any organization ‑wide incentive plan. Even if the performance (profit or cost savings) and the reward (an amount of the profit or savings based on salary) are clear, their connection with what the employee does every day is not clear. Infact, most organization ‑ wide plans fit the membership model better than they do the performance motivation model.
This enhanced membership motivation appears to be the greatest strength of profit sharing. The profit sharing objective of instilling a sense of partnership is met to the extent that employees want to continue their membership and to make the additional contributions that enhanced membership implies.
1.3   PURPOSE AND OBJECTIVE OF THE STUDY
The major objective of this study is to investigate the impact of incentive plans on employee performance. This study will also identify various ways of implementing incentive plan for improved employee performance. However the specific purpose of the study are to

i. To ascertain if employee performance would be increased through good working condition as incentive.
ii. To determine if the provision of benefit packages as incentives would lead to personal satisfaction and sense of accomplishment this leading to improved employee performance.
iii. To determine if the rewards of superior work of employees as an incentive would improve performance. 
iv. Determine if junior worker would improve their performance if there are mechanisms for comments, suggestions grievances as a way of motivating them.
v. Ascertain the specific types of incentives workers want.
vi. Highlight the specific problems encountered by personal departments in the use of incentives as a motivational tool.
vii. Proffer solutions to the problems highlighted above.
However in identifying various ways, of implementing incentive plan for employee motivation must first be considered. Motivation fundamental Element in employee performance the job of a manager in a work place is to‑ get things done through employees. To do this the manager should be able to effectively motivate them. But, that is easier said their done. No employee ever get up in the morning and said “I am going to work really hard today because I've got health insurance” Yet an employee could have no difficulty giving extra effort for a manager who shows a level of trust and respect, commitment and support on a daily basis and in a timely sincere and specific way, such as through an incentive program.
Motivation is also a very personal element. What motivates people varies from person to person and it varies over time with the same person. For this reason, how to motivate employees is a moving target. Research however indicates that, regardless of the size or types of business, the best motivation is manager‑initiated and based on performance. Performance is considered a product of both ability and motivation.
Ability, dependent on education, experience and training, can be a show and long process. Motivation however, can be improved quickly through a varity of influential strategies motivated employees don't happen by accident an organization has to have a plan to reinforce the behaviour that they want. It is important to remember that employees are people. And, people will usually do what they want to do or otherwise. Motivated to do so.
Motivated employees tend to reach their full potential and encourage co‑workers with their enthusiasm and passion to reach new heights.
1.4   RESEARCH QUESTIONS
In order to achieve the purpose of this research work, there would be an attempt to provide answers to the following research questions:
i) Would employee performance be increased if there are good working conditions as incentives towards personal satisfaction?
ii) Does the provision of benefit packages as an incentive lead to personal satisfaction and a sense of accomplishment thus improving employee performance.
iii) What specific problems do personnel department is encounter in the use of incentives as a motivational tool?
iv) Would junior worker's performance be increased if there are mechanisms for comments, a suggestions grievance as a way of motivating them?
v) What specific types of incentives of workers want in order to improve performance.
vi) Does the reward of superior work as an incentive lead to improved employee performance having achieved personal satisfaction.
1.5    RESEARCH HYPOTHESIS
In an attempt to investigate the impact of incentives on employee performance, the following hypotheses were tested
H01: That good working condition as an incentive improves employee performance in male workers than in female workers.
H02: That the provision of benefit packages an incentive would lead to personal satisfaction thus improving employee performance in junior staff more than in senior staff.
1.6   SCOPE OF THE STUDY
Organisations abound in every from whether large or small, sole proprietorship or partnership or public liability company. This fact reveals that attempting a research work to cover every organization is not only Herculean but totally impossible hence there is needs to draw out an area of study which this becomes the scope of the study.
For this research work therefore, the scope shall be a union Bank Nigeria Plc branch operating in Lagos State of Nigeria. This branch has at least 10 senior staff and at least 40staff of junior rank.
1.7    RELEVANCE OF THE STUDY
The relevance of this research is to make a theoretical and practical contribution to organizations on the impacts and importance of intensive plans on the performance of employees.
The study will also provide useful contributions to organizations on how to motivate their employee towards improved performance for efficiency in the every dynamic business world. Emphasis was laid on trying to identify the reaction of employees towards certain incentive plans while also trying to pin-point the exact incentives that workers want.
OPERATION DEFINATION OF TERMS
For effective communication, it is pertinent to operationally define some of the salient concepts in this study.
INCENTIVES: These are rewards (out side salary and wages) which are given to employee with the aim of motivating or stimulating him to work harder.
INTRINSIC INCENTIVES: These are incentives that are non-monetary in nature i.e job enrichment participation in decision making etc.
EXTRINSIC INCENTIVES: These are incentives which are monetary in nature i.e pay for time not worked.
SHORT TERM PLANS: Those are incentive plans which are based on output be increased production.
LONG TERM PLANS: These are incentives plan which are based on group performance out-011-t
EMPLOYEE PERFORMANCE: This is the amount of work done by a worker or an individual in an organisation.


CHAPTER TWO
LITERATURE REVIEW
INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in two sub-headings:
· Conceptual Framework
· Chapter Summary
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
Incentives 
By definition, incentives are an external persuading factor that encourages the motive which positively directs the individual into working harder, matching the required performance in the institution, as to get the incentive. Incentives are also defined both as methods used by institutions to encourage employees to work with high spirits and also as concrete and moral methods of satisfying the individuals’ moral and material desires. Palmer (2012) defines incentives as the external temptations and encouraging factors that lead the individual to work harder; they are given due to the individual's excellent performance since he will work harder and produce more effectively when he feels satisfied in the institution. In addition to this, incentives can also be defined as the consideration of the excellent performance, assuming that the salary is enough to make the worker appreciate the value of the job that also satisfies his basic needs in life Incentives according to Banjoko (2006) are defined as awards given out when predetermined objectives have been attained within an organization. It can also be regarded as variable payments made to employees on the basis of the amount of output or results achieved.
National Productivity Council (n.d. retrieved, 2014) defined incentive as a measure stimulating human effort, whereby employees are driven to put in their best. Matocchio (2006) in Tongo (2006) encapsulated the concept of incentives defining it as compensation, other than basic wages and salaries that fluctuates according to employees’ attainment of some standard, such as pre-determined benchmarking, individual or group goals or organizational earning.
According to a UNDP Capacity Development Resource (2006, p.12), incentives are external measures that are designed and established to influence motivation and behavior of individuals, groups or organizations. Motivation is an important aspect within an organization where it is actually to measure the potential effort and energy that can be put by the employees to achieve what they want.
Incentive programs are put in place by various organizations in the public sector to compensate and reward performance of employees who perform more than expectation (Schiller 1996). Incentive packages are financial or non-financial rewards offered to employees to compel them to exert more effort into any given task (National Commission on Productivity and Work Quality 1975). Incentives is a force that cause employees to behave in certain ways and on any given day, they may choose to work as hard as possible at a job, to work just hard enough to avoid a reprimand, or to do as little as possible (Griffin, 2002). 
Azasu (2003) however averred that incentives by definition may not be guaranteed but mostly contingent on performance. The use of performance incentives according to the author dates back to early 20th century and conventional wisdom on the subject showed that there is a positive association between compensation and company performance.
Incentive Schemes Compensation is integral and utmost part of any organization and the management periodically and annually examines it in detail. The compensation comprises incentives, salary, bonus and other benefits that a firm has to give to their workers. In the 21st century the work scenario has been changed, the employee not only demands monetary rewards but extra benefits also. Satisfied employees with their work and salary are more motivated and they work harder because they know that after completing a certain level of goals they would be rewarded. Dissatisfaction from job and incentives demotivate the employee that lead to increasing in absenteeism, and job turnover rate in the organization (Decenzo & Robbins, 2006).
Types Of Incentives 
Incentives have been classified into different types, and they tend to interfere. They have been classified by researchers into different ways and techniques that can be used by the administration of different organizations in the public sector to get the highest amount of qualification from human performance. Some have classified them depending on their effect on each individual, while some based them on the way they are given out, or on their goals and other ways of classifications which after a long way of research can be put under two main types of incentives which are: incentives based on the purpose and incentives based on the kind of the incentive itself (Robbins and Judge, 2007). However, this study focused on monetary, nonmonetary, short-term, long-term, individual and group incentives.
Monetary Incentives
Monetary incentives are used by employers of organizations in the public sector to retain their best brains and as well compensate them for a job well done and excellence of job performance through monetary form. (Nelson, 2003; Kepner, 2001). The incentive can come in many forms: basic salary, compensation, insurance, profit sharing, retirement plans, employee stock, overtime pay, attendance incentives, competition and contests, output-oriented merit increases, performance bonuses, piecework, safety incentives , suggestion awards etc (Pattanayak, 2005; Cole, 2002; Kepner, 2001). Monetary incentive is used to describe incentive-payment plans which ties incentives directly or indirectly to productivity standard (Ubeku, 1975; Alaba&Owodunni, 2007).
Non-Monetary Incentives 
Non-monetary incentives are to reward employees for excellent job performance through opportunities (Kepner, 2001). It usually comes in form of more enabling authority, award, participating in management, promotion, holidays, better working environment, written recognition, gifts, formal dinners, informal parties, plaques, etc. (Ellis and Pennington, 2004; Spector, 2003; Chaing&Birtch, 2008; Hijazi, Awar&Mehbood, 2007).
a) Security of service
Job security is an incentive which provides great motivation to employees. If his job is secured, he will put maximum efforts to achieve the objectives of the organization. This also helps since he is very far off from mental tension and he can give his best to the enterprise. 
b) Praise or recognition
The praise or recognition is another non- financial incentive which satisfies the ego needs of the employees. Sometimes praise becomes more effective than any other incentive. The employees will respond more to praise and try to give the best of their abilities to a concern. 
c) Suggestion scheme
The organization should look forward to taking suggestions and inviting suggestion schemes from the subordinates. This inculcates a spirit of participation in the employees. This can be done by publishing various articles written by employees to improve the work environment which can be published in various magazines of the company. This also is helpful to motivate the employees to feel important and they can also be in search for innovative methods which can be applied for better work methods. This ultimately helps in growing a concern and adapting new methods of operations. 
d) Job enrichment
Job enrichment is another non- monetary incentive in which the job of a worker can be enriched. This can be done by increasing his responsibilities, giving him an important designation, increasing the content and nature of the work. This way efficient worker can get challenging jobs in which they can prove their worth. This also helps in the greatest motivation of the efficient employees. 
e) Promotion opportunities
Promotion is an effective tool to increase the spirit to work-in a concern. If the employees are provided opportunities for the advancement and growth, they feel satisfied and contented and they become more committed to the organization.
Short Term Incentives 
Short term incentives include annual bonuses and commission based on performance in the period immediately preceding its award while (Azasu, 2003).
Long Term Incentive 
Long term incentives refer to incentives that are not realized until some time period has elapsed. Examples include, contribution to pension funds, non-vested options in which case the employee has to remain with the company for a set period of time in order to realize the options and if the employee leaves the company before the time period elapsed he loses the right to the options (Lazear, 1999).
Individual Incentives 
Milgrom and Roberts (1992) state incentives can be awarded to individuals. Under the individual incentive plan, each employee is rewarded based on his individual performance. Individual incentive has been found to be substantially more effective than the group incentives (NPC, n.d, retrieved 2015).
Group Incentives 
Group incentives are a way of instilling a shared sense of collective responsibility with the endgame of achieving superior and above average performance in an organization (Azasu, 2003).
Importance Of Incentives To Employees 
The importance of incentives originates from the need for the employee to be recognized and appreciated for his or her efforts. Appreciating people for their efforts by giving them incentives is a very significant factor in satisfying the internal desires of an individual. The individuals' own skills are not enough to let them work with high productivity unless there is an incentive system that encourages their internal motives and then leads to very hardworking efforts (Locke and Braver, 2008).
Incentives are used by organizations in order to reach certain goals, encourage a certain behavior and team-spirit for collective awards. Incentive systems are not universally applicable, but are likely to play a role in enhancing organizational effort or performance where the conditions and the scheme designed are right (Manjunath and Rajesh, 2012).
According to Merchant & Van der Stede (2007), incentives are important in enhancing the performance of employees within the public sector. Incentives act as a management tool, which triggers a motivational reaction and a change in organizational behavioral (Assaf, 1999; Alwabel, 2005). In other words, all organizations whether private or public are using incentives as a key tool which will help the organizational operate effectively and efficiently and also improve the performance.
Adequate incentives have been found to be one of the means through which organization can adopt to motivate and increase their workers’ performance. There are many studies in the literature, which examine the monetary and nonmonetary incentives and their effects on organizational variables (Al-Nsour 2012; Scheepers 2009; Arnolds and Kaya, 2007).
Incentive programs are put in place by various organizations to compensate and reward performance of employees who perform more than expectation (Schiller 1996). Incentive packages are financial or non-financial rewards offered to employees to compel them to exert more effort into any given task (National Commission on Productivity and Work Quality 1975).
Incentives is a force that causes employees to behave in certain ways and on any given day, they may choose to work as hard as possible at a job, to work just hard enough to avoid a reprimand, or to do as little as possible (Griffin, 2002). Meanwhile, incentives are designed to get the maximum performance from the employees and help retain the most productive among them (Arnold 2013). Organizations can consider a variety of ways to reward the employees for their work performance, but an organization needs to consider using the best employee incentives to get the desired results. Incentives are an instrumental drive towards employee motivation and performance and it has great benefits and high potentials to motivate workers to put in their best in any giving task (Condly et al. 2003). High productivity may be determined by workers employees’ ability to work and therefore employees that are not well rewarded produce less Koontz (1984).
According to Hicks and Adams (2003), incentives are mechanisms aimed at achieving a specific change in behavior.
Incentive Schemes 
Compensation is integral and utmost part of any organization and the management periodically and annually examines it in detail. The compensation comprises incentives, salary, bonus and other benefits that a firm has to give to their workers. In the 21st century the work scenario has been changed, the employee not only demands monetary rewards but extra benefits also. Satisfied employees with their work and salary are more motivated and they work harder because they know that after completing a certain level of goals they would be rewarded. Dissatisfaction from job and incentives demotivate the employee that lead to increasing in absenteeism, and job turnover rate in the organization (Decenzo & Robbins, 2006).
Incentive Schemes Incentive schemes as defined by Graffin and Ebert (1993) are special pay programs designed to motivate high performance. Incentive schemes attempt to link at least a portion of pay to job performance to encourage higher productivity. Incentives, as often called, should be aligned with the behaviors that help achieve organizational goals or performance. Incentives are either individual or group (organization wide). In this study, financial and non- financial incentives are designed to motivate employees to improve their performance, to increase effort and output and by producing better results expressed in such terms as objectives for profit, productivity, sales turnover, cost reduction, quality customer service and on time delivery. Incentive schemes relate compensation to productivity. A primary purpose of an incentive scheme is to encourage greater productivity from individuals and work groups. The term incentive refers to something that intends to ignite one and/or calls for greater effort to act in a given manner. According to Hicks & Adams (2003), incentives are mechanisms aimed at achieving a specific change in behavior. Whereas performance refers to how well an employee fulfils assigned task through effort and skill, an incentive refers to an inducement for a desired action. Incentive pay is a form of compensation given to employees upon attainment of some form of job performance (Armstrong, 2009). According to Torrington, Hall & Stephen (2008), Incentive is here described as an element of payment linked to the working performance of an individual or working group, as a result of prior arrangement. This includes most of the payment by results schemes that have been produced by work study, as well as commission payments to sales people, skill-based pay schemes and performance related pay schemes based on the achievement agreed objectives.
The distinguishing feature is that the employee knows what has to be done to earn the payment, though he or she may feel very dependent on other people, or on external circumstances, to receive it. Incentives are designed to encourage performance of individual’s regardless of the different type of incentives form used. Incentives play an active role in pushing forward individuals’ capacity and moving abilities, motivating them to develop their skills, and balance between organization requirements and the individual needs which enhance the organization performance efficiently and effectively (Marwan, 2012). Incentives are used by organizations in order to reach certain goals, encourage a certain behavior and team-spirit for collective awards. Incentive systems are not universally applicable, but are likely to play a role in enhancing individual effort or performance where the conditions and the scheme designed are right (Manjunath and Rajesh, 2012). Organizations use different type of incentive schemes to motivate employees. Incentives are designed to get the maximum performance from the employees and help retain the most productive among them. Incentives are divided into financial incentives and non-financial incentives which is also known as monetary or non-monetary incentives (Luthans, 2003). An incentive is something that motivates an individual to perform an action. An incentive program is a formal scheme used to promote or encourage specific actions or behavior by a specific group of people during a defined period of time. Incentive programs are particularly used in business management to motivate employees, and in sales to attract and retain customers. All businesses use pay, promotion, bonuses or other types of rewards to encourage high levels of performance. There would almost certainly be a positive effect on motivation, especially if there is already an incentive scheme in place for employees (Holtmann, 2005).
Types of Incentive Schemes 
Generally, incentive schemes are classified into two types: financial incentive and nonfinancial incentives that is also known as material or non- material incentives. Material incentives according to Hongoro and Normand (2002) are those provided for specific group of workers to motivate them for a specific behavior. Non-material (non-financial) incentive schemes on the other hand are directed at moral motivation to serve in the interest of the community. However, classified incentives into individual incentives and group incentive schemes. For this research, the following specific incentive programs are relevant to organizations to motivate the employees: (Ibid, 2002).
Financial Incentive Schemes 
Financial incentives mean the amounts paid to employees, either in the form of a lump sum or in the form of monthly payments including all additional income for the individual. They are considered the oldest forms of incentives that characterized by quick and immediate form that make individuals feel of an immediate feedback of their effort. Money whether it is in the form of wages, piecework or any other incentive pay, bonuses, stock options, company– paid insurance, or any other things that may be given to people for performance is important. The way to ensure that money has meaning, as a reward for accomplishment and as a way of giving people pleasure from accomplishment, is to base compensation as much as possible on performance (Pamela, 2015). The following are the most financial incentive schemes:
Bonus Incentive: Bonus incentive is a payment on the accomplishment of planned specific objectives. The intent of this incentive scheme is to influence certain behaviors towards the attainment of goals or set objectives. Once the objectives are met, the payment is made (Gomez-Mejia, 2014). 
Staff Mortgage Loan: is a loan to the employees of LIB for construction, rehabilitation, renovation, acquisition, expansion of house and fence construction or works, which add value to the residential house only. Expansion may include enlarging the main house or building a service quarter. However, renovation requests for loan buy out from other Bank and for those condominium apartments awarded to the eligible employee of the bank or his/her spouse in which the loan contract signed by the employee with Commercial Banks in Ethiopia is more than one year, will not be entertained. (LIB, 2017) 
Emergency Staff Loan (ESL): is a loan extended to the staff of the Bank to a maximum amount of six months’ salary, to be repaid within four years, free of interest charge. The loan should be repaid on a monthly basis, and its maturity period will depend on retirement age of the employee and the personal guarantor(s). (LIB, 2017).
Staff Automobile Loan: the loan is to be granted to the staffs of the bank for financing acquisition of brand new or used automobiles whose year of make is not more than 10 (ten) years. The loan is extended solely for non-commercial purpose against the pledge of the automobile to be acquired. (LIB, 2017).
Cash Incentives: This is payment for performance that meets established criteria. Employees are paid certain sum of money or savings bond. Successful suggestions, for example, are recognized with a sum of money equal to the fraction of the cost of the savings attributed to the suggestion.
Piece Rate: Under this incentive scheme, a uniform price is paid per unit of production. Employees may therefore be compensated according to the number of pieces they produced or processed. Compensation is therefore directly proportional to the level of productivity or results obtained. The scheme is easy to calculate and employees may determine or predict their rewards in the short term and regulate their pace of work in accordance with the level of compensation they want to attain (Ugwu Ude and M.A.Coker, 2012).
Commission: Used typically with sales people, commissions are incentive compensation based on a percentage of total sales. A good number of sales people work on a salary (base pay) plus commission. Others work on a straight commission basis only. Commission according to (Armstrong, 2009) is intended to act as an incentive, a reward and a means of recognizing achievement. A commission only incentive scheme provides a sales person for example, with incentive payment based on a percentage of the sales turnover they generate, while a base salary plus commission scheme provide for a proportion of total earnings to be paid in commission, and the rest in a fixed salary.
Profit Sharing: Profit sharing is an incentive compensation plan that results in the distribution of a predetermined percentage of the company’s profits to employees. This plan is used to integrate the employee’s interests with those of the company. It is the payment to eligible employees of sums in the form of cash or shares related to the profits of the company during a specified period of time (Nwachukwu, 2009). This scheme is claimed to increase employees’ commitment to their company by linking pay to profit and hence improve the level of mutual interest. A profit sharing plan is designed to pay out incentives when the company is most able to afford it and it may come in the form of current distribution plan, deferred plan and combined plan.
Gain-sharing: Armstrong, (2009) emphasizes that gain-sharing is a formula- based company or factory wide incentive plan that provides for employees to share in the financial gains resulting from increases in added value or another measure of productivity. Gain-sharing plans (also known as productivity incentives) generally refer to incentive plans that involve many or all employees in a common effort to achieve a company’s productivity objectives. Gain sharing aims to relate the payouts much more specifically to productivity and performance improvements within the control of employees.
Golden handcuffs: Sometimes called retention or loyalty incentives, golden handcuffs are used by a company to retain talented employees by demonstrating that they are valued for their contributions and by working fairly and consistently. Golden handcuffs make it difficult and costly for an employee to leave the organization. Golden handcuff packages include share options for managers, high salary scale, and high retirement benefits. The standard established by this incentive scheme is too high for any other company to meet up. This is why the scheme is called “golden or executive handcuff”; it ties the employee fully to the organization. This scheme is one of the recent incentives provided to employees in many private organizations. (LIB, 2015).
Share Ownership: This plan intends to make employees co-owners of the company. It creates a provision for employees to have a stake in the company and longer-term compensation by giving them options to buy shares at a future date for their current market price. Stock options are motivational to employees because they confer on employees the right to buy the company’s stock at a specified price. (LIB, 2015) The individual gains several psychological and social benefits because of enhancing his/her purchasing power to satisfy his/her needs of goods and services. Nevertheless, financial incentives alone are not sufficient unless assisted by other types of incentives. Their effects are limited to satisfy the biological needs of individuals and have a little impact after it reaches the limit of needs. Therefore individuals are not seeking to increase production for additional financial gains, thus cannot be financially motivated to contribute in increasing production except for a certain amount based on their efforts (Marwan, 2012).
Non–Financial Incentive Schemes 
Non-financial incentives are those related to aspects of psychological needs, the increased attention to this aspect came after the emergence of human relations theories. Those incentives are based on respect of a human being who has feelings, hopes and aspirations. It could be in the form of participate in decision-making, training, career development (promotion) certificates of thanks and appreciation (Marwan, 2012). Specifically, the following are the major non-financial incentive schemes:
Recognition: Employee recognition as an incentive, offer relatively low cost but high-impact means to reward to employees. This recognition could be done by holding annual dinners,luncheons, banquets etc…at which high-achievers or performers are celebrated. Other recognition techniques include the distribution of T-shirts, certificates and gold nameplates. Sometimes high performing employees are featured in organizational in house newsletters and in some cases are the subjects of press releases (Almomani Et’al 2017).
Career Development (Promotion): A movement of a position in which responsibilities and presumably prestige are enhanced and empowerment is also the process which enables employees to set their own work goals and solve problems within their sphere of responsibility and authority can be considered as incentives (Almomani Et’al 2017). 
Training: The provision of a formal training scheme is important. As Herzberg stated, without training, workers will not be able to fulfill their potential. Training can be on-the-job, learning by doing, or off the job, such as studying at a local or abroad training institute. On the job training has costs such as management or supervisor time spent training, and potential reduction in quality of output. Off the job training, means lost production, and disruption, also the newly qualified worker may seek to use his qualifications to seek better employment elsewhere. (Herzberg 1968).
Working Conditions: A positive working environment is an important element in efforts to recruit and retain staff. This includes providing a safe working environment for staff and proactively responding to emerging risks, as well as creating a positive organizational culture. (Almomani Et’al 2017). In this sense, every member of an organization in the way that they deal with their own work demands, their colleagues and their customers can play a role in providing a positive environment where people will want to work. (Ibid, 2017). 
Special Opportunities: Available records suggest that management in some organizations used special opportunities as incentive schemes. These special opportunities include the chance to experience work autonomy and clarity of roles and responsibilities, job security, sabbatical and study leave, recreational facilities, favored assignments, flexible working hours, coaching and mentorship can be considered as non-financial incentives to employees.
Purpose of Incentive Schemes 
According to Caruth, Middlebrook and Frank (1982), the general purpose of incentive schemes is to increase productivity in the organization. By relating compensation to output, an employer is attempting to induce workers to turn out a greater volume of work there by lowering the cost of producing a single unit of output. Specifically, the purpose of incentives to both an employee and the organization is to:
➢ Improve motivation 
➢ Tie pay to performance 
➢ Recognize differences in employee performance 
➢ Increase competition among employees 
➢ Attract and retain productive employees 
➢ Reduce absenteeism 
➢ Reduce idle time 
➢ Reduce or control costs 
➢ Utilize equipment more effectively 
➢ Relate increases in compensation to increases in productivity 
➢ Avoid additions to employees 
➢ Create uniform processing costs 
➢ Direct efforts toward achieving organizational objectives and so on.
Conditions For Effective Use Of Incentive Schemes
Caruth (1986) stated that incentive schemes are not a panacea for an organizations productivity problems are not they universally applicable to all types of work organizations. Effective use of incentives hinges upon a number of conditions. In general, these conditions are: the nature of work itself, control systems and the human responses to incentives.
Specifically, the following are the conditions necessary for the administration of an effective incentive schemes:
➢ Direct relationship between effort and output. 
➢ Readily identified units of output 
➢ Even and continuous work flow 
➢ Standards of performance 
➢ Quality standards 
➢ Measurement systems 
➢ Opportunity for cost reduction 
➢ A good unit cost system 
➢ Sufficient financial inducement 
➢ Reasonable time spans for payment 
➢ Reliable stable technology 
➢ Selective application 
➢ Top management commitment
Effects of Incentive Schemes 
The effects of incentive schemes as emphasized by Rajkumar (1996) can be organized under the following categories: 
✓ Sociological effects - Incentives assemble employees into various social groups, serving as group motivators. Group incentive plans encourage employees to be acknowledged as significant partners of a team. The teamwork tends to discourage marginal performance by any member who may be enticed to be aberrant. It also eases individual enmity. 
✓ Economic effects - Greater productivity outcome from incentive plans will lead to lower consumer cost, increased purchasing power, and improved living standard of the employees. Incentives also encourage the employees to offer suggestions for improvement, discover different tools, methods, and equipment for more efficient operations to increase productivity and profitability. 
✓ Effect on employees - Employees on incentive plans will provide greater attention against interference or stoppage caused by faulty equipment, material shortage or lack of production standards and report conditions that lead to unhealthy industrial relations. 
✓ Effect on cost reduction - The design of incentive plans must allow for changing technologies and focus on all factors of production and not just labor alone. It should not ignore opportunities for cost reduction in areas such as efficient utilization of materials, supplies, and cycle time.
Performance
In general, the concept of performance means the goals that institutions seek to achieve through their employees. It connects activities and goals via employees' duties inside institutions. In other words, it's the individuals' responsibilities, activities and duties, that their work consists of, which should be done in the right way with taking into consideration the qualified employees' abilities to do them. Employee’s performance can be defined as doing different activities and duties that their work consists of (Al-Rabayah 2003). Armstrong and Taylor (2010), state that performance is defined as behavior that accomplishes results. In light of today’s business conditions, motivating people to lead them to give their best has become more crucial than ever before. Performance may be used to define what an organization has accomplished with respect to the process, results, relevance and success Uganda National Development Program (1995). Afshan et al. (2012) define performance as the achievement of specific tasks measured against predetermined or identified standards of accuracy, completeness, cost and speed.
Employee Performance 
Employees perform different jobs in an organization depending on the nature of the organization. For example, they mainly perform tasks like provision of advice on products, customer relations and follow up for all clients, processing and payments, sales and marketing, finance and accounting, human resource, research and public relations. All these activities are inter-related to achieve the targets of organizations (Armstrong, 2009). These should be performed efficiently by employees in order to show they can give their best output at the job. This will have great impact on the total production, sales, profit, progress and market position of the organization in the market. Various factors like skills, training, motivation, dedication, welfare, management policies, fringe benefits, salary and packages, promotion, communication etc. are responsible to encourage employees to work sincerely and give their best output (Jones, 2010). Employee performance signifies individual’s work achievement after exerting required effort on the job which is associated through getting a meaningful work, engaged profile, and compassionate colleagues/employers around (Hellriegel, Jackson, & Slocum, 1999; Karakas, 2010). Employee performance also refers to behaviors that are relevant to organizational goals and which are under the control of individual employees (Campbell, McCloy, Oppler and Sager, 1993). It is stated that employees are more likely to turnover if they are not satisfied and hence demotivated to show good performance. Employee performance is higher in happy and satisfied workers and management finds it easy to motivate high performers to attain firm targets (Kinicki and Kreitner, 2007). The employee could be only satisfied when they feel themselves competent to perform their jobs, which is achieved through better training programs. Employees perform different jobs in an organization depending on the nature of the organization. They mainly perform tasks like provision of advice on insurance products, customer relations and follow up for all clients, claims processing and payments, sales and marketing, finance and accounting, human resource, research and public relations. All these activities are inter-related to achieve the targets (Armstrong, 2009). These should be performed efficiently by employees in order to show they can give their best output at the job. This will have great impact on the total production, sales, profit, progress and market position of the company in the market. Various factors like skills, training, motivation, dedication, welfare, management policies, fringe benefits, salary and packages, promotion, communication etc. are responsible to encourage employees to work sincerely and give their best output (Jones, 2010).
Factors That Have An Effect On Employee Performance 
Robbins (2003) emphasized the importance of employee job satisfaction as a factor influencing, amongst others, employee work performance. He argues that, happy workers are not necessarily productive workers. This argument is in line with Poisat‟s (2006) deduction that, satisfied employees are not necessarily productive employees. Robbins (2003), however, suggests that the opposite might be more accurate that productivity will probably lead to satisfaction. Spreitzer and Quinn (2001) points on the feeling employees have of losing control over their work when they argue that, it has become a challenge for organizations to create an organizational culture where all employees would want to work to their full potential and where they can take initiative and act as an owner of the firm. They claim that, organizations that can create such a culture will attract and keep the best and the brightest employees who perform highly and hence generate an important competitive advantage.
When employees did not know what management desired, because no clear goals were given, they felt that lower levels of creativity resulted. In a study of 400 project teams, Pinto and Prescott (1988) found that, a clearly stated mission enabled teams to focus on the development of new ideas and subsequently predicted successful innovation. In a series of studies, Shalley (1991; 1995) found that assigned creativity goals effectively enhanced creative performance. Similarly, Carson and Carson (1993) found that, individuals who were assigned a creativity goal performed more creatively than those not assigned a creativity goal. Supervisory support has been relatively well established in the literature (Shalley et al., 2004) for example, Andrews and Farris (1967) found that, scientists‟ creativity was higher when managers listened to their employees concerns and asked for their input into decisions affecting them. Andrews and Gordon (1970) found that negative feedback from leaders inhibited scientists creativity. Job characteristics objective has a history of being significant when it comes to influencing employees‟ motivation and attitudes towards their work settings (Hackman and Oldham, 1975). Based on Amabile‟s (1988) creativity model, job characteristics ought to be an essential constituent that leaders must consider when they manage creativity. Regarding job characteristics, it has been recommended that the structure of the job contributes to inventive output at work (creativity) and intrinsic motivation of employees (Oldham and Cummings, 1996).
2.2 THEORETICAL FRAMEWORK 
The theoretical foundation of this study is anchored on expectancy theory of work motivation. 
Expectancy Theory 
Expectancy theory was first proposed by Victor Vroom who asserts that motivation is a conscious choice process (Werner and DeSimone, 2006). According to this theory, people choose to put their effort into activities that they believe they can perform and that will produce desired outcomes. Expectancy theory argues that decisions about which activities to engage in are based on the combination of three set of beliefs: expectancy, instrumentality and valence. Expectancy is concerned with perceived relationship between the amount of effort an employee puts in and the resulting outcome. Instrumentality refers to the extent to which the outcomes of the employee's performance, if noticed, results in a particular consequence; valence means the extent to which an employee values a particular consequence. The implications of their theory is that if an employee believes that no matter how hard he works he will never reach the necessary level of performance, then his motivation will probably be low in respect of expectancy. As regards instrumentality, the employee will be motivated only if his behaviour results in some specific consequence. If he works extra hour, he expects to be incentives while for valence, if an employee is rewarded, the incentives must be something he values (Aamodt, 2007). An increasingly large number of organizations have explained how incentives, particularly money could be linked to desired behaviour and performance outcomes to improve effectiveness (Beer and Cannon, 2004; Gerhart and Rynes, 2003; Rigby 2001). The powerful role that monetary incentives can play in influencing behaivour has been widely acknowledged over time (Peach and Wren, 1992). Early motivation theories such as expectancy theory (Vroom, 1964) have demonstrated intuitive appeal and its basic components have received empirical support (Van and Thierry, 1996). Over the years, organizational research demonstrates that employees are motivated more those just monetary incentives alone. However, many organizations rely solely on financial incentives. These are a whole host of alternative motivators that can influence employee behaviour and enhance motivation (Silverman, 2004). Gratton (2004) underpins the view of Silverman that motivation of employees is determined by both monetary and non-monetary factors. Armstrong and Murlis (1994) underscore the need to provide non-financial incentives in sympathy with the needs of people at various degrees for achievement, recognition, responsibility, influence and personal growth. The assertion of Armstrong and Murlis is in line with the motivators enumerated by Herzberg, Mausner and Snyderman (1957) in their two factor model of employee motivation. These are forms of non-monetary incentives or intrinsic incentives as considered by some scholars.
2.3 EMPIRICAL REVIEW 
Kuznetsova (2015) examined the impact of a financial incentive Program on the employee performance. The research is implemented through analyzing the sales reports of 2 months before and after the introduction of the incentive program and, the HRC staff survey conducted by the author. The monetary data obtained from the sales reports allows the author to examine the employee performance during the incentive program, compare it with the performance before the program and indicate a change in the key areas. Conduction of the HRC staff survey provides the research with the overall attitude of the personnel towards the experimental financial incentive program, and the level of their motivation. The outcome of the Financial Incentive program shows contradicting results after 2 months of analysis in terms of sales and employee performance. The results help to indicate important failures in the design of the program and its ways of assessing the actual employee performance. The HRC staff survey outlines overall negative attitude of the staff towards the program due to certain aspects including fairness of the program. Therefore, the author concludes that the incentive program is not effective due to its multiple design failures, which makes it impossible to assess an actual employee performance, and it does not address the issues of fairness and equality. Moreover, the program has a lack transparency and clarity, which causes negative opinions among the staff. By taking into consideration the issues mentioned above and improving them, the company will be able to create better incentive programs for the personnel in the future.
Falola, Ibidunni and Olokundun (2014) investigated incentives packages and employees’ attitudes to work in Government parastatals. A descriptive research method was adopted for this study using one hundred twenty valid questionnaires which were completed by members of staff of four (4) selected government parastartals in Ogun State, South-West Nigeria using stratified and systematic sampling technique. The data collected were carefully analyzed using percentage supported by standard deviation to represent the raw data in a meaningful manner. The results show that strong relationship exists between incentives packages and employees’ attitudes towards work and the employees are not satisfied with the present incentives packages. The summary of the findings indicates that there is strong correlation between the tested dependent variable and independent construct. However, employers of labour and decision maker s should endeavor to review incentives packages at various levels in order to earn employees’ commitment and satisfaction.
Abdul, Muhammad, Hafiz M. Kashif, Ghazanfar and Muhammad (2014) examined the impact of compensation on employee performance. A questionnaire was designed to collect the data on the factors related to compensation like salary, rewards, Indirect Compensation and employee performance. The data was collected from different banks of Pakistan. The data collected were analyzed in SPSS 17.0 Version. Different analytical and descriptive techniques were used to analyze the data. It is founded from different results that Compensation has positive impact on employee performance. It is proved from correlation analysis that all the independent variables have weak or moderate positive relationship to each other. Regression analysis shows that all the independent variables have insignificant and positive impact on employee performance. Descriptive analysis also reveals that all the independent variables have positive impact on employee performance. ANOVA results reveal that education have not same impact on employee performance.
Ashraf and Mohammad (2014) examined the role of monetary incentives on employee performance for the employees of the Jordanian tourism and travel institutions. Statistical packages for social sciences (SPSS) program were used for descriptive analysis for the purpose of this study, the sample was chosen randomly and it consisted of 28 institutions found in Amman. As for the respondents of the sample, they were 44 employees who received 44 questionnaires. 41 questionnaires were returned, which forms 93% of the sample. The main findings indicate that there is an adequate level of monetary incentives provided to employees. Moral incentives, rewards, efficiency of reward system and promotions are four factors found to have significant impacts on employee performance in Jordanian travel and tourism institution. However, rewards ranked in the first place of its impact on the employee performance while promotion ranked in the last place. Finally, this study has verified further research opportunities that could enrich the understanding of incentives and employee performance at the Jordanian travel and tourism institutions.
Sajuyigbe and Olaoye (2013) examined the impact of monetary reward on employees’ performance with special reference to selected manufacturing companies in Ibadan, Oyo State, Nigeria. Structured questionnaire was used to collect data from one hundred (100) participants through purposive sampling method and data were analyzed by multiple regression analysis with the aid of statistical package for social science (SPSS) version 16. Result showed that reward dimensions jointly predict employees’ performance, which accounted for 71% variance of performance. Subsequently, recommendations were made to the management of organizations that they should buildup the commitment among employees by rewards and achieve both individual and Organizational objectives.
Maryam (2013) assessed the impact of non-monetary incentives on employee performance. To do this, requisite data was sourced via primary and secondary sources. Primary data was sourced through the instrument of a questionnaire, while secondary data requisite for this study was sourced from performance appraisal report viz-a-viz non-monetary incentives implemented by the organization. Due to the structured (closed ended) and unstructured (open ended) nature of question data useful for analysis were mostly nominal and interval in nature while, the secondary data were mostly ratio in nature. Consequently, the research questions were analyzed using single (%) and calculation of means (x). However, to test the hypothesis, the secondary data was analyzed using regression analysis facilitated by Ms-Excel software. It was found that employee performance was significantly related to non-monetary rewards and that the organization actually implements variants of non-monetary incentives. However, implementation of non-monetary incentives was considered unjust and unfair by employees and the fact that some form of non-monetary incentive was actually not effective. The researcher therefore, recommended the implementation of non-monetary incentives however without discrimination.
Lotta (2012) examined the impact of financial and non-financial rewards on employee motivation. The research method chosen for this thesis is a mix of quantitative and qualitative approach as this was considered to be the most suitable research method for this case study allowing the extensive possibilities to collect and analyses data. The findings of this research are various; the reward practices of the case study company are presented and analysed in depth, the reasons how reward practices can impact employee motivation were found. In the case study organization rewards in use are positively impacting employee motivation and the reasons why rewards are impacting motivation was explained through the use of grounded motivation and reward theories.
Al-Nsour (2012) examined the relationship between incentives and organizational performance for employees in the Jordanian universities. This study aims at identifying the role of the Jordanian universities in meeting the employees' societal needs, knowing the implemented incentives approach and knowing the level of performance in the Jordanian universities. A statistical package for social sciences (SPSS) program was used for descriptive analysis. Five universities were selected for the purpose of this study. The main findings indicate that there is an adequate level of incentives provided to employees. Financial incentives ranked in 1st place while moral incentives ranked in the 2nd place. Also, it was found that there is a high level of organizational performance. Customer satisfaction ranked in the 1st place, internal business process in the 2nd place followed by learning and growth. There is relationship between financial and moral incentives and organizational performance as well as between financial and moral incentives and internal business process and customer satisfaction. There is an effect of moral incentives on learning and growth but there is no relationship between financial incentives and learning and growth. 
Ezigbo (2011) examined the effects of monetary and nonmonetary rewards on the employees' performance in manufacturing Firms in Nigeria. The study was conducted using cross sectional design. A sample of 312 respondents was drawn from the population through proportionate stratified sampling to ensure fair representation of research subjects selected from the various firms and each stratum of Senior and junior staff categories. Primary data were collected through the administration of questionnaire. Questionnaire was the main instrument for data collection and was designed in a 5-point Likert scale ranging from strongly agree to strongly disagree. The data collected were presented and analyzed with frequency distribution and percentage while the corresponding hypotheses were tested with Chi-square statistic at 0.05 alpha level. The study found that monetary and non-monetary reward had significant positive effect on employees’ performance. The study observed that employees selected from the three firms placed great value on different rewards given to them and this promoted their level of performance. Thus, it was concluded that monetary and non-monetary rewards should be provided in manufacturing settings to stimulate an employee and sub unit workforce behaviour for performance at the individual and organizational levels.
Saba (2011) examined the impact of financial incentives and rewards on employee’s commitment. A total of 100 employees from the Private Sector Banks, Public Sector Banks, Islamic Banks and Microfinance Banks at Bahawalpur that includes 71 male and 29 female. Random sampling was used as a sampling design and questionnaire in Likert form was used to gather data from the participants. Linear regression was used to investigate the relationship between financial incentives and employee’s commitment. Results however revealed positive and significant association between financial incentives and employee commitment and increase in financial incentives such as promotion and bonuses enhanced employee commitment which increases the employee’s performance and reduces turnover and employees can only be loyal when their wants and desires are satisfied.
2.4 CHAPTER SUMMARY
In this review the researcher has sampled the opinions and views of several authors and scholars on incentives, its types and effect on employee performance. The works of scholars who conducted empirical studies have been reviewed also. The chapter has made clear the relevant literature.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examines the impact of incentive plans on employee performance using Union Bank Of Nigeria Plc. Marina as case study. Hence, 50 staff of Union Bank of Nigeria Plc from age 21-60yrs form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of  Union Bank of Nigeria Plc. Marina, the researcher conveniently selected 50 staff which comprise of 40 junior staff and 10 senior staff making a sum of 50 participants as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency tables, which provided answers to the research questions. While the hypotheses were tested using Chi-square Statistical  tool SPSS v23.
3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.


3.11	ETHICAL CONSIDERATION
he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4. INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of fifty (50) questionnaires were administered to respondents of which all were returned and all were validated. For this study a total of  50 was validated for the analysis.
4.2	DATA PRESENTATION
The table below shows the summary of the survey. A sample of 50 was calculated for this study. A total of 50 responses were received and validated. For this study a total of 50 was used for the analysis.
Table 4.1: Distribution of Questionnaire
	Questionnaire 
	Frequency
	Percentage 

	Sample size
	50
	100

	Received  
	50
	100

	Validated
	50
	100


Source: Field Survey, 2021


Table 4.2: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	38
	76%

	Female
	12
	24%

	Age
	
	

	20-30
	20
	40%

	30-40
	18
	36%

	41-50
	08
	16%

	51+
	04
	8%

	Education
	
	

	HND/BSC
	30
	60%

	MASTERS
	12
	24%

	PHD
	08
	16%

	Marital Status
	
	

	Single
	21
	42%

	Married
	26
	52%

	Separated
	0
	0%

	Divorced
	0
	0%

	Widowed
	3
	6%


Source: Field Survey, 2021


4.2 ANSWERING RESEARCH QUESTIONS
Question 1: Would employee performance be increased if there are good working conditions as incentives towards personal satisfaction?
Table 4.3: Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	35
	70

	No
	11
	22

	Undecided
	4
	8

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 35 respondents constituting 70% said yes. 11 respondents constituting 22% said no. While the remaining 4 respondents constituting 8% were undecided.
Question 2: Does the provision of benefit packages as an incentive lead to personal satisfaction and a sense of accomplishment thus improving employee performance?
Table 4.4: Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	29
	58

	No
	9
	18

	Undecided
	12
	24

	Total
	63
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 29 respondents constituting 58% said yes. 9 respondents constituting 18% said no. While the remaining 12 respondents constituting 24% were undecided.
Question 3: What specific problems do personnel department is encounter in the use of incentives as a motivational tool?
Table 4.5:  Respondent on question 3
	Options
	Yes
	No
	Total

	Poor communication about the plan
	50
100%
	0
	50
100%

	They sometimes result to diminishing performance
	50
100%
	0
	50
100%

	They crushes creativity
	50
100%
	0
	50
100%

	They sometimes encourages cheating, shortcuts & unethical behavior
	50
100%
	0
	50
100%

	They become addictive
	50
100%
	0
	50
100%


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes to the options provided in the question on the specific problems personnel department encounter in the use of incentives as a motivational tool. There was no record of no to the given options.
Question 4: Would junior worker's performance be increased if there are mechanisms for comments, a suggestions grievance as a way of motivating them?
Table 4.6: Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	30
	60

	No
	10
	20

	Undecided
	10
	20

	Total
	63
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 30 respondents constituting 60% said yes. 10 respondents constituting 20% said no. While the remaining 10 respondents constituting 20% were undecided.
Question 5: What specific types of incentives of workers want in order to improve performance?
Table 4.7: Respondent on question 5
	Options
	Yes
	No
	Total

	Productivity Linked Wage Incentives
	50
100%
	0
	50
100%

	Conducive and convenient working environment
	50
100%
	0
	50
100%

	Praise or recognition
	50
100%
	0
	50
100%

	Job enrichment
	50
100%
	0
	50
100%

	Dearness allowance
	50
100%
	0
	50
100%

	house rent allowance
	50
100%
	0
	50
100%


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes to the options provided in the question - the specific types of incentives of workers want in order to improve performance. There was no record of no to the given options.
Question 6: Does the reward of superior work as an incentive lead to improved employee performance having achieved personal satisfaction?
Table 4.8: Respondent on question 6
	Options
	Frequency
	Percentage

	Yes
	34
	68

	No
	6
	12

	Undecided
	10
	20

	Total
	50
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 34 respondents constituting 68% said yes. 06 respondents constituting 12% said no. While the remaining 10 respondents constituting 20% were undecided.
TEST OF HYPOTHESIS
H01: Good working condition as an incentive does not improves employee performance in male workers than in female workers.
H02: The provision of benefit packages as an incentive would not lead to personal satisfaction thus improving employee performance in junior staff more than in senior staff.


Hypothesis One
Table 4.9: Good working condition as an incentive does not improves employee performance in male workers than in female workers.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	17
	16.66
	0.34
	0.12
	0.00

	No
	18
	16.66
	1.34
	1.8
	0.12

	Undecided
	15
	16.66
	-1.66
	2.8
	0.2

	Total
	50
	50
	
	
	0.32


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 0.32 and is less than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is less than the critical table value that is 0.32  is less than 5.991, the alternate hypothesis is rejected and the alternative hypothesis which states that good working condition as an incentive does not improves employee performance in male workers than in female workers is accepted.


HYPOTHESIS TWO
Table 4.10: The provision of benefit packages as an incentive would not lead to personal satisfaction thus improving employee performance in junior staff more than in senior staff.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	19
	16.66
	2.34
	5.48
	0.33

	No
	12
	16.66
	-4.66
	21.72
	1.3

	Undecided
	19
	16.66
	2.34
	5.48
	0.33

	Total
	50
	50
	
	
	1.96


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 1.96 and is less than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is less than the critical table value that is 1.96  is less than 5.991, the alternate hypothesis is rejected and the alternative hypothesis which states that the provision of benefit packages an incentive would not lead to personal satisfaction thus improving employee performance in junior staff more than in senior staff is accepted.
CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:
5.1 Introduction
This chapter summarizes the findings on the impact of incentive plans on employee performance using Union Bank Of Nigeria Plc. Marina as case study. The chapter consists of summary of the study, conclusions, and recommendations.  
5.2 Summary of the Study
In this study, our focus was to examine the impact of incentive plans on employee performance using Union Bank Of Nigeria Plc. Marina as case study. The study is was specifically focused on ascertaining if employee performance would be increased through good working condition as incentive, determining if the provision of benefit packages as incentives would lead to personal satisfaction and sense of accomplishment this leading to improved employee performance, if the rewards of superior work of employees as an incentive would improve performance, if junior worker would improve their performance if there are mechanisms for comments, suggestions grievances as a way of motivating them, ascertaining the specific types of incentives workers want, highlighting the specific problems encountered by personal departments in the use of incentives as a motivational tool and proffering solutions to the problems highlighted above.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 50 responses were validated from the enrolled participants where all respondent are staff  of Union Bank Of Nigeria Plc. Marina, Lagos State.
5.3 Conclusions
With regard to the findings of the study, the following conclusions emerged.
1. The performance of employees would increase if there are good working conditions as incentives towards personal satisfaction.
2. The provision of benefit packages as an incentive leads to personal satisfaction and a sense of accomplishment thus improving employee performance.
3. The problems personnel department encounters in the use of incentives as a motivational tool include; poor communication about the plan, they sometimes result to diminishing performance, they crushes creativity, they sometimes encourages cheating, shortcuts & unethical behavior and they become addictive to employees.
4. Junior worker's performance will increase if there are mechanisms for comments, a suggestions grievance as a way of motivating them.
5. Productivity Linked Wage Incentives, Conducive and convenient working environment, Praise or recognition, Job enrichment, Dearness allowance and house rent allowance  among others are specific types of incentives which can trigger workers performance.
6. The reward of superior work as an incentive will lead to improved employee performance having achieved personal satisfaction.
7. Good working condition as an incentive does not improves employee performance in male workers than in female workers.
8. The provision of benefit packages as an incentive would not lead to personal satisfaction thus improving employee performance in junior staff more than in senior staff.
5.4 Recommendation
Based on the findings the researcher recommends that;
1) A periodic review of both monetary and non‑monetary incentives should be done in order to monitor the changing nature of the work force towards improving employee performance
2) Effective and good employee financial incentives schemes should be designed to include a mix of both financial and non-financial incentives. 
3) Organization should strive to improve on non- monetary package giving to their employees in order to get the best out of them. 
4) Efforts must also be intensified to ensure that employees are giving what is due to them without any delay. 
5) Employers of labour should use career development incentives from time to time to motivate their employees. 
6) Since career development increased success of quality projects, reduction of project failures and defects, reduction of staff turnover, minimal supervision needs, ability to progress, greater capabilities to carry out more projects and changes in employee behavior.
7) There is need for continuous and regular provision of incentives to improve performance and productivity for all categories of staff. 
8) Other factors such as job satisfaction, loss of control over work, no clear goals from management, assigned creativity goals, supervisory support and job characteristics need to be taken into consideration for enhanced employee performance.
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	Female [  ]
Age 
20-30	[  ]
31-40	[  ]
41-50   [  ]
51 and above [  ]
Educational level
WAEC		[  ]
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD		[  ]
Others……………………………………………….. (please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]


SECTION B
Question 1: Would employee performance be increased if there are good working conditions as incentives towards personal satisfaction?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 2: Does the provision of benefit packages as an incentive lead to personal satisfaction and a sense of accomplishment thus improving employee performance?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 3: What specific problems do personnel department is encounter in the use of incentives as a motivational tool?
	Options
	Yes
	No

	Poor communication about the plan
	
	

	They sometimes result to diminishing performance
	
	

	They crushes creativity
	
	

	They sometimes encourages cheating, shortcuts & unethical behavior
	
	

	They become addictive
	
	



Question 4: Would junior worker's performance be increased if there are mechanisms for comments, a suggestions grievance as a way of motivating them?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 5: What specific types of incentives of workers want in order to improve performance?
	Options
	Yes
	No

	Productivity Linked Wage Incentives
	
	

	Conducive and convenient working environment
	
	

	Praise or recognition
	
	

	Job enrichment
	
	

	Dearness allowance
	
	

	house rent allowance
	
	



Question 6: Does the reward of superior work as an incentive lead to improved employee performance having achieved personal satisfaction?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	





