THE IMPACT OF MANAGEMENT INCENTIVE POLICIES ON WORKER’S PRODUCTIVITY


[bookmark: _GoBack]TITLE PAGE		     					
Certification
Dedication
Acknowledgement
Table of Content
List of Tables
ABSTRACT
CHAPTER ONE: INTRODUCTION
1.1	Background of the study
1.2	Statement of the problem
1.3	Objective of the study
1.4	Research Questions
1.5	Research hypotheses
1.6	Significance of the study
1.7	Scope of the study
1.8	Limitation of the study
1.9	Definition of terms
CHAPTER TWO: REVIEW OF LITERATURE
2.1	Review of concepts
2.2	Theoretical Framework

CHAPTER THREE: RESEARCH METHODOLOGY
3.1	Research Design
3.2	Population of the study
3.3	Sample size determination
3.4	Sample size selection technique and procedure
3.5 Research Instrument and Administration
3.6	 Method of data collection
3.7	Method of data analysis
3.8	Validity and Reliability of the study
CHAPTER FOUR: DATA PRESENTATION AND ANALYSIS
4.1	Data Presentation
4.2	Answering Research Questions
4.3	Test of Hypotheses
CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary
5.2	Conclusion
5.3	Recommendation
References 
Appendix	


ABSTRACT
The impact of management incentive policies on worker‟s productivity. The place of good management incentive policies on employee‟s productivity cannot be over emphasized. Most incentives plans are designed to help increase efficiency in the organization. However, obtaining employee‟s acceptance of incentive system may be difficult at the onset. This research has been necessitated by the need of raise awareness of practitioners and the employers of labour to the need of high productivity through good incentive policies. The researcher‟s search light was beamed on several theories of incentive usefulness and purpose of a good incentive policy in an organization. Problems associated with individual incentive plans were also enumerated with a view to providing solutions to those problems in form of recommendations, which is that the management should concentrate more on individual incentive scheme whereby reward will be based on individual effort. Organizations have divergent policies on incentive, but towards what extent has these packages improve productivity? This research work is significantly useful as a reference point for subsequent researches and more useful to every organization that that desires to achieve high productivity. The descriptive research was adopted, while both primary and secondary source of data were explored. The population of the study was 187 and the sample size is 127 by using Yaro Yamane method. The study revealed that good incentive polices motivate workers, motivated workers are happy workers and happy workers are productive workers. The study also revealed that a monetary incentive is essential in getting workers to perform better. However, money is not everything for other factors are equally important.


CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND OF THE STUDY
An incentive is a form of financial encouragement recognizing a particular contribution made by the work force, in other words, it is a sum of money paid in addition to the basic rate which the organization pays to ensure that its most important production aspects are being optimized . For instance, a capital intensive company might have an incentive linked to machine utilization. Performance incentives are payment made to an employee or group of employee based on amount of output. The use of performance incentive policies is premised on the belief that output can be measured and performance by workers, it used dated back to the era of the scientific management movement championed by Fedrick Winslow Taylor who argued passionately for the use of incentive wage system as a way of getting more output from the workers. It was also aimed at combating “soldering” or boondoggling” which was a practice of deliberate restriction of output by workers on the job as at that time. Taylor believe that workers could always exert greater efforts if they were to be paid a financial incentive based upon the number of units of work they were able to produce. He then developed the differential rate system which gives a worker a lesser piece rate e .g #1.0 per piece if he produced less than the standard amount of output required by so doing; individual workers are motivated to produce greater output. In every organization, large or small private or public enterprises, human resources (employees) are always the pillar of the success of the organization. The human elements have their individual drives, desires, needs, wishes and similar forces which they intend to satisfy when they are coming into an organization. The satisfaction or non-satisfaction of these needs by the organization has an impact on the behaviour or performance of the employee and eventually on productivity. The usefulness of good incentive policies which leads to motivation of the employee cannot be over emphasized. Every organization depends on motivation among other factors for the attainment of their objectives. The monetary incentives like bonuses, wages, salary increment, e t c to put more effort in their work which help to improve the level of productivity in both private and public industries. Many a time, the most concern of employer is to make the employee to contribute to the attainment of organizational objectives, but they should know that if the employees are not happy with the management of the organization, there will be a very low rate of production in the organization, that is why Hekina and Jones (1967) page 120 visualize that employees should be seen and valued as assets for the allocation of organizational resources. This project will be based on the impact of management incentive policies on workers‟ productivity using Dangote cement factory obajana, kogi state as a case study.
1.2 STATEMENT OF PROBLEM
Most incentive plans are designed to assist in increasing efficiency in the organization. However, obtaining employees acceptance of an incentive system may be difficult at the onset. There may be fear that the plan will lead to a speed up layoffs or reduce wage can cause workers resistance. Most employers do different things for instance ranking of people, contest, performance appraisals, production, teams and departments, shifts, commission pay etc. all this are believed to enhance performance. Some researchers think it does the opposite instead of trying to use the external motivation (something outside the work itself such as promised rewards or incentives) to get higher levels of performance from people. Employers will be better served by studying the organization as a system. Employers demand results. Without good result organization will find it difficult to survive. Managing incentive policies is a requirement for higher productivity.
Consequent upon a systematic survey of the constraint inimical to the success of management incentives policies
1. To what extent has incentive policy affected workers productivity?
2. What is the purpose and importance of these incentives?
3. What is the effect of the absence of these incentives?
4. What is the way out?
1.3 OBJECTIVES OF THE STUDY
Good incentive policies, when put in place, motivate workers and make them happy and happy workers are often productive. Good management incentive could be financial or non financial in nature. Financial incentive happens to be the most important of the incentive schemes and it includes wages and salaries, profit sharing scheme, etc.
This researcher shall, by this study therefore beam search light on various aspect of management incentive policies vis-à-vis productivity, with a view to achieve the following objectives among others.
i. To examine the nature and feature of various incentive schemes
ii. To examine the usefulness and purpose of incentive in an organization
iii. To examine problems associated with individual incentive plans
iv. To make relevant recommendations based on findings.
1.4 RESEARCH QUESTION
i. To what extent does money motivate employee?
ii. How do workers respond to different incentive?
iii. How does management incentive policy impaction workers productivity?
iv. How can workers implement or improve incentive system in their work place?
1.5 SIGNIFICANCE OF THE STUDY
The significance of this study cannot be over emphasized. It is particularly useful to the organization in question, Dangote cement factory obajana and to other organizations. It will serve as a guide to show the different incentive scheme and packages organizations can adopt as well the need to inculcate the principle of responsibility, motivation and fairness in every organization.
The research work will also be useful for academic purpose in the sense that it is an improvement on past academic work of other researchers on the subject of management incentive policies vis-à-vis employee productivity. It also serves as a reference point for subsequent researchers.
The need for the study therefore becomes stronger and consequently the desire to find out how and to what extent effective incentive policy could help in increasing workers productivity. Above all, this research work is significant to the society at large as it includes the need for efficiency and effectiveness which will encourage growth and development.
1.6 SCOPE OF THE STUDY
This study will cover the impact of management incentive policies on workers‟ productivity in Dangote Cement Factory Obajana located in Kogi State in North central region of Nigeria within the period of the year 2013.
1.7 LIMITATION
Some limitations that were identified and encountered in the process of the study include:
i. Financial constraint:- in running around to gather material for this study considering the economic meltdown, money and other resources where involved delayed the completion of this work.
ii. Time; – The researcher was constrained by time in running round for the completion of this project.
iii. Attitude of respondents;- the research found it difficult initially to source required information from the members of staff of obajana cement factory, this also delayed the completion of this work.
iv. Electricity ;- the researcher had a hard time in typing, proof reading, printing, and editing of this work due to the incessant seizure and interruption of power supply by the power holding company of Nigeria .


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literatures 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 three sub-headings:
· Conceptual Framework
· Theoretical Framework

[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
CONCEPT OF INCENTIVE
The term “incentives”, “Rewards”, and “Recognition” are used interchangeably in the organization setting and there is no broader difference among them. However, the main category is the incentives. Meridith (2015) defines incentives as any source or medium that encourages an employee or group of employee’s to perform better and to exert more effort beyond expectations. Basically incentives are divided into two main groups: Financial incentives and non-financial. Financial incentives include direct payment of cash while non-financial incentives may be in the form of promotion of employee’s, flexible time, autonomy and involvement in decision making. Hartman, Kurtzand and Moser (1994) state that incentives are one technique by which employee’s‟ carry out their end of the employment contract, that is, compensating employee’s for their efforts. In general, an incentive scheme (payment or programme) is any compensation that has been designed to recognize some specific accomplishment on the part of an employee. It is expected that the prospect of the incentive payment will „trigger‟ the desired employee’s productivity behaviour in the employee. Incentives are either individual or group (organization wide). In this study, financial incentives are designed to motivate employee’s to improve their employee’s productivity – 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. This financial compensation provides extra money for achievement in terms of contribution or output. The emphasis in financial compensation is on equity, in the sense of paying people according to their just „deserts‟. Incentive schemes relate compensation to productivity. A primary purpose of an incentive scheme is to encourage greater productivity from individuals and work groups. The assumption usually made by management is that money or cash alone may not motivate employees. In designing incentive schemes, output standards should be established. The standard is a measure of work that an average, well-trained employee, working at a normal pace, should be able to accomplish in a given period of time. In addition to motivating employee’s to increase their level of productivity, incentive schemes may reduce turnover among good performers or productive workers. Incentive schemes are also cost effective because of savings that often resulted from productivity improvements
Employee’s productivity Incentives 
Not all writers agree that incentive programmes will always lead to positive outcome, in fact some go as far as indicating that they can undermine productivity and employee’s productivity. When an employer offers a reward for employee’s productivity, the writers suggested that employee’s begin to perform the task for the external reward rather than for intrinsic reasons. Because of this, perceptions of self-determination is said to decrease. Motivation and quality of employee’s productivity decline too as brought out by (Kohn, 1993, Powell, 1998). A significant study, based on an extensive meta-analysis of 25 years of earlier research that examined rewards and employee’s productivity, refutes the argument that rewards undermine both motivation and employee’s productivity. This research found that, generally, people enjoy activities or tasks more when they receive a reward and the argument that rewards undermine employee’s productivity and interest is not supported by the experimental data. It concluded that rewards could be used effectively to enhance interest and employee’s productivity (Cameron and Pierce, 1997)
TYPES OF INCENTIVE
Generally, in incentive schemes are classified into two types: material incentive and 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 behaviour. Non-material (non-financial) incentive schemes on  the other hand are directed at moral motivation to serve in the interest of the community. Non –material 
incentives to employee especially in the public service attract a certain kind of person that more readily  identifies with the mission of the organization, Paul & Marc (2007). Caruth (2000) however, classified 
incentives into individual incentives and group incentive schemes.
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.
Special benefits: 
This involves additional paid leave, commission, extraordinary performance, perfect 
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 highachievers 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. attendance and so on.
Special opportunities: 
Available records suggest that management in some organizations used special  opportunities as incentive schemes. These special opportunities include the chance to experience special training  favoured assignments, flexible working conditions, mentorship and so on.
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.
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 (2003) 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) opines that the essence of profit sharing is to give employees a share in the company profits  as recognition of their outstanding effort. Management decides on what percentage of company profit to be  shared by employees. To act as a motivator, profit sharing may be closely tied to productivity. The profit to be  shared may come once a year and when well administered, profit sharing acts as an incentive and helps to instill  the spirit of common purpose. 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 (2003) 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 formulae may include: The Scalon plan, the Rucker Plan, Improshare, Taylor Plan,  Gantt Plan, and so on. The link between employee efforts and the payout can usefully be made exploit by  involving them in analyzing results and identifying areas for improvements. Profit-sharing differs from gainsharing in that the former is based on more than improved productivity. 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 in Nigeria.
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. Many organizations in Nigeria now  motivate employees through the employee stock ownership approach.
PURPOSE OF INCENTIVE SCHEMES IN ORGANIZATIONS
PAccording 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 thereby lowering the cost of producing a single unit of  output. Specifically, the purpose of incentives to both an employee and the organization is to:
1.  Improve motivation
2.  Tie pay to performance 
3.  Recognize differences in employee performance
4.  Increase competition among employees
5.  Attract and retain productive employees
6.  Reduce absenteeism
7.  Reduce idle time
8.  Reduce or control costs
9.  Utilize equipment more effectively
10.  Relate increases in compensation to increases in productivity
11.  Avoid additions to employees
12.  Create uniform processing costs
 Direct efforts toward achieving organizational objectives and so on.
CAVEATS FOR ADMINISTRATION OF INCENTIVE SCHEMES
Seemingly valid arguments exist against the administration of incentive schemes. Some experts argue  that an incentive is an expense (a cost) to the organization. Others feel that incentives make employees to over  comply. Notable among those against incentive plans is Kohn (2001). Kohn specifically identified many  concerns of incentives, linked incentives to behavior modification problems and put forward the following 
Incentive punishes: 
Kohn argues that there are punitive features built into incentive schemes. According to him,  when compensating employees management is also demonstrating control over them. This may eventually  assume a punitive quality by making the recipient of incentive compensation feel subservient. Again, after  giving incentives, employees come to expect the same or other form of compensation in the future. If their  expectations are not met, they feel psychologically punished.arguments against incentive compensation:
Incentive schemes rupture relationships: 
Kohn suggests that disparities in individual incentives create  jealousies and unhealthy competition. In other words, incentive compensation usually leads to feelings of  inequity because people invariably compare their rewards with others. Incentives also create a psychological  distance between the person giving and receiving the incentive schemes package. Taken together, incentive  disrupts the collaboration needed for effective organizational climate, learning, and understanding
Incentive programmes ignore reasons: 
Employees need to spend time discovering the cause of behavior  problems. However, Kohn felt that, instead, the use of incentives as „quick fixes‟ especially where organizations  use incentives for the most trivial reasons. This supports Nelson‟s (1994) argument that the causes of a bad  behavior (problem) should be identified and appropriate solutions to that problem found out instead of splashing  money on employees to force a solution to a problem or bad behaviour. In a situation like this, incentives are  seen as ignoring reasons
Incentive schemes discourage risk taking: 
Kohn cites evidence that though incentives motivate people, it  motivates exactly what is necessary to get the reward and nothing more. Incentive programmes, according to  Kohn, dampen creativity because employees no longer explore new opportunities outside the realm ofcompensated (rewarded) behavior or results. That is to say incentives motivate employees to get rewards, not to  discover better ways to help the organization.
Incentive schemes undermine intrinsic motivation: 
According to Kohn, incentives „kill‟ a persons‟ motivation  found in the work itself. Intrinsic motivation related to fulfilling, for instance, growth needs, which are most powerful and sustaining sources of motivation. He argued further that employees are intrinsically motivated to  perform a task after they had received an extrinsic incentive for performing it. The argument here concerned the  risk of losing intrinsic motivation when extrinsic incentives are introduced. 
 CONDITIONS FOR EFFECTIVE USE OF INCENTIVE SCHEMES
CoCaruth (1986) stated that incentive schemes are not a panacea for an organizations productivity  problems, not are 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: 
i.  Direct relationship between effort and output.
ii.  Readily identified units of output
iii.  Even and continuous work flow
iv.  Standards of performance
v.  Quality standards
vi.  Measurement systems
vii.  Opportunity for cost reduction
viii.  A good unit cost system
ix.  Sufficient financial inducement
x.  Reasonable time spans for payment
xi.  Reliable stable technology
xii.  Selective application
xiii.  Top management commitment
EMPLOYEE AND ORGANIZATION PRODUCTIVITY 
Productivity is usually defined as the ratio of inputs to outputs. It essentially measure how efficiently production inputs such as labour and capital are being used to produce a given level of output (Krugman, 1994). Okoye and Ezejiofor (2013) opined that organizational productivity is the measure of how well an organization functions and also an indication of efficiency and competition. Also it is a measure of how well resources are brought together and utilized for accomplishing set objectives (Mali, 2008 in Okoye&Ezejiofor, 2013). Productivity is a global concern, which has inseparable ties to the longevity of the organization (Arraya, 2013). It is the key for survival in the cut-throat world of business and gives the organization a key competitive advantage above its peers when it is able to do more with less (Arraya, 2013). The baseline for economic productivity of an organization is the strength and quality of human capital. Human capital refers to the skills, abilities, competencies and qualities of an organization’s employee’s. It comprises of the knowledge and expertise employee’s apply to produce products and services and to the operations of the organization, its equipment and machineries (Arraya, 2013). When human capital is adequately motivated, it leads to enhancement in productivity and service delivery.
EMPLOYEE PRODUCTIVITY
According to Gopal (2017) employee productivity is how an employee produces the desired output of goods and services, meeting set standards and achieves set targets in the organization after a defined period of time. Further explains that it productivity is measured the level of the effectiveness and efficiency of the inputs employed in the organization to determine how it is generating expected output; and that gives a basis to the organization’s management to make  necessary decision on which areas to invest in; maybe investing in better machinery or increasing the number of employees to increase productivity. Lankeshwara (2016) in a study it was established that productivity varies with employee’s demographic factors like age, marital status, and ethnicity. The study concluded that among all the demographic and socio-economic factors, attitudinal concern on job aids emerged as the most important factor for predicting the employee’s performance and that job aids, as well as supervisor support, positively influenced the productivity of the employees whereas physical work environment was insignificant with the employee’s productivity. Oswald et al (2015) discovered that employee productivity can be positively or negatively influenced by the level of employee commitment, job satisfaction, group cohesiveness and employee competency amongst others and; that efficiency may be achieved by promoting capacity building programs to enhance employees’ skills. Ehsan (2018) states that by having a proper workplace environment, it helps in reducing the number of absenteeism and thus can increase the employees’ performance which will lead to increased productivity. Further stated that employers should always try to identify factors affecting employees’ attitudes and behavior and find all ways possible to mitigate those factors for a conducive and serene work environment. Employee productivity can be evaluated by assessing if set targets are achieved on time, the ideal standards are met and if there is an increased output of goods and services compared to the input (Abdi, 2014). The same author suggested to the organizations, to provide a comfortable working environment to employees, where both individual goals and organizational goals are considered to enhance the productivity and well-being of their employees. Foldspang (2014) contributes by stating that the strategy to constantly improve the working environment can have positive effects on the organization’s success. In conclusion, organizations should always appreciate that employees are the heart of every organization since they can make the organization prosper or fail. Management should improve the style of administration and management, provide a conducive working environment, train and retrain its employees, develop and implement people strategies, as well as involving them in decision making.
QUALITY WORK LIFE AND EMPLOYEE PRODUCTIVITY
Quality of Work Life (QWL) refers to the hostility or friendliness of a job environment for the people working in an organization. Swamy (2015) defined Quality of Work Life (QWL) as a satisfaction an employee obtains when accorded an opportunity to balance between work organizational goals and personal needs. Furthers stated, that favorable working environment that supports and promotes satisfaction by providing employees with rewards, job security, and career growth opportunities. In other words, it is a value-based process that aims at meeting the two-way goals of improving the effectiveness of the organizations as well as the quality of life at work for employees. Horst (2014) argues that to current rapid changes in labour relations, organizations should appreciate the importance of Quality of Work-life and understand that productivity no longer means much more work only but also the quality of human life, and the way it affects the human productivity indirectly. Therefore, companies are called upon to devise stringent measures to intensify against increasing competitiveness in business, and adapt to new realities and needs to achieve the total quality. Further states that good management of QWL makes employees healthier, more committed living more, working and producing more, as well as reducing organizational costs and expenses incurred to treat the consequences of poor working conditions. Swamy (2015) stated that deficiency of working conditions like, Job satisfaction, Job safety, and security, recognition for the job well done, acceptable organization culture, autonomy of work and adequate resources, good working relation and team spirit, training and development, compensation and rewards, balance between work and family can adversely affect the quality of work-life of employees, malign the organizations repute, leading to decreased morale and productivity. Further explained that it can also directly affect the company’s ability to serve its customers rendering it competitively disadvantaged. Therefore, QWL should regularly be assessed to ensure proper and effective allocation of resources to enhance the productivity and stability of the workforce. Shimawua (2017), emphasizes that employers have to appreciate that much as employees have to dedicate most of their energy towards achieving organizational goals, they have to also keep a strong attachment to their family, achieve their development plans, and participate in cultural rituals, spiritual and friends’ functions. Therefore, employers should ensure that employees are granted opportunities to balance work and personal life as well as having time to enjoy the fruits of their labour. By doing that employees’ morale and creativity are enhanced and their state of mind is rejuvenated. Further stated that to counteract the unpredictable working environment with its technological changes, employers should develop and maintain capacity building programs to equip employees with relevant modern technology, acquire soft and hard skills to safeguard and increase the market share of the firm through increased productivity. Awan, (2015) supplemented the above author by highlighting some of the factors that influence the level of productivity as follows: supervisor support, relation with co-workers, training, and development, attractive and fast incentives and recognition plans and adequate workload. QWL, therefore, is the art of recognizing people for the key role in ensuring that the organization achieve its goals by increasing output of goods and services, meeting the required standard and meeting the set targets through involving people in decision making, skilling them to adapt to the changing technology, involving them in problem-solving, availing the resources to do the job, allow them time off for their private life, and accord the possible autonomy to exercise their full potential in the organization. In conclusion, therefore, employers should appreciate that in this era of increased competition in business, coupled with rapid changes in technology, firms need to be flexible in their strategies to easily adapt new realities and achieve total quality. Proper management of QWL makes employees to be innovative, to have a healthy living, become loyal to the organization, reduce error rate, properly utilize resources and work hard to increase output as well as saving costs and expenses of the organization
FACTORS THAT AFFECT EMPLOYEE PRODUCTIVITY 
There are many factors that affect employee performance at the workplace. These factors can affect performance of employees individually and collectively. They can also have either positive or negative impact on employee performance. 
 Motivation 
Dessler (2001) defines motivation as the intensity of a person’s desire to engage in some activity. Motivation can be intrinsic or extrinsic. Extrinsic motivation refers to the external factors which can be measured in monetary terms e.g. salary and benefits, promotion and 11 disciplinary. Extrinsic motivation has immediate and powerful effect but does not last long. Intrinsic motivation refers to external factors e.g. responsibility, freedom to act, scope to use and develop skills and abilities and challenging work and opportunities for development. Intrinsic motivation lasts longer since they are concerned with quality of working life. Nel et al. (2001) assert that a motivated person has the awareness of specific goals that must be achieved in specific ways; therefore his efforts are directed at achieving such goals. According to Mullins (2006) motivation is a key ingredient in employee performance and productivity. Though people might have clear work objectives, the right skills and supportive work environment, they will not get the work done without sufficient motivation to achieve those work objectives. He added that motivated employees are willing to exert a particular level of effort, for a certain amount of time, toward a particular goal. Motivation represents the complex forces and needs which provide the energy for an individual to perform a particular task. A motivated employee is always conscious of the goal to be achieved and directs his efforts towards attaining it.  Organizational Culture Organizational culture is a system of shared beliefs about what is important, what behaviors are important and about feeling and relationships internally and externally (Purcell et al., 2003). It can enhance employees’ performance if what sustains it can be understood. Thus, the culture of an organization acquaints employees with the firm’s history as well as current methods of operation that guide employees on expected and accepted future organizational behaviors and norms. Bullach et al. (2012) posit that the effects of organizational culture can be summarized as; knowing the culture of an organization allows employees to understand both the organization’s history and current methods of operations. Secondly, organization culture can foster commitment to the organization’s philosophy and values. Thirdly, organizational culture, through its norms, serves as a control mechanism to channel behaviors towards desired behaviors and lastly, certain types of organizational cultures may be related directly to greater effectiveness and performance than others. 


Organizational Commitment
 Organizational commitment is a situation whereby an employee is in line with a specific organization as well as with the goals and wishes to maintain membership in the organization 12 (Robbins and Judge, 2001). Studies have shown relationship between organizational commitment was significantly associated with productivity in Auto Component Industry. Riketta (2002) pointed out that the organizational commitment has a great impact on almost all behaviors related to the organization like; staying with organization, attendance and performance. Organization commitment corresponds with important factors such as improvement of working efficacy, job movement reduction, and more satisfaction both in organizational and professional levels (Elias, 2005). Related studies have shown that higher levels of commitment in employees result in more satisfaction and motivation and decrease the probability of leaving the organization (Huang, 2006). Furthermore organization commitment probably affects working behaviors of employees such as their observable attitudes, the judgments of ending, and their involvement in professional groups. Organizational commitment corresponds with positive behaviors which are useful for the organization. A committed employee tends to keep on his membership and shows tremendous effort not because of his own advantage but for the belief that he must act in this manner because that is what is expected of him.
Supervisor Support
A supervisor is also known as a person with an experience leader, a person who can solve problem and also the role model at the first level of organizational management (Adair, 1988; Nijman, 2002). Therefore, as an experience leader, the supervisors had always being involved in conducting a training program. The training program that is being conducted are such as establishing the objectives, selecting the trainer, developing a lesson plans, selecting the program method and techniques that is being used, preparing the materials, scheduling the program and also conduct a training needs analysis (Adair, 1988; Elangovan & Karakowsky 1999). Rabey, (2007) stated that, a supervisor could be a trainer to the employees, as the trainer will assist the employees in getting their job done by guiding employees on the operational process especially when it comes to a new operational procedure. A supervisor support could lead to the employees’ productivity but there is a case that the supervisor had failed in supporting their employees. For example, the miscommunication between employees and the supervisor in term of delivering the information or process on the job to the employees (Harris et. al., 2000). In order to gain the employees productivity, both party in between the employees and supervisor needs to play their part which is to commit with the relationship. If full commitment is given, it will leads to positive result to the performance from the employees (Blau, 1964).
Good relation between co-workers
This is unique interpersonal relationships with important implications for the individuals in those relationships, and the organizations in which the relationships exist and develop. Studies show that workplace relationships directly affect a worker's ability to succeed. Because workers are spending on average 50 hours a week in the workplace, these long work hours are resulting in the formation of workplace friendships. These connections can be both positive, and have the potential to become harmful.
Training and development
Training and Development basically deals with the acquisition of understanding, know-how, techniques and practices. In fact, training and development is one of the imperatives of human resource management as it can improve productivity at individual, collegial and organizational levels. As the process of ‘increasing one’s capacity to take action, organizations are now increasingly becoming particular with organizational learning and therefore collective development. Organizational learning, on the other hand, refers to the “efficient procedure to process, interpret and respond to both internal and external information of a predominantly explicit nature. According to Easterby-Smith (1999), the emergence of the concept of organizational learning is central on the hitherto idea that prior advocacies of learning are tended to its commercial significance and are lacking of empirical information on learning processes.
Workplace Incentives and recognitions plan
The organization determines what motivates its employees and sets up formal and informal structures for rewarding employees behaving in the way required. Rewards may consist of a mix of internal rewards, such as challenging assignments, and external rewards, such as higher compensation and peer recognition (Chandrasekar, 2011). Productivity of professional employees is poor not only due to working environment factors but also due to lack of human resource management aspect such as recognition of employees who performs well, poor working condition, absence of productivity appraisal system and poor feedback on productivity outcome .Therefore significant changes in promotions, compensation and benefits helps in keeping employees satisfied and in turn increases production.
Adequate Workload
Adequate workload distribution which is crafted to enable the employees to achieve optimal productivity and productivity levels. A balanced distribution of workload helps the management of an organization to enhance the productivity of their existing workforce. With the ever increasing workload the employees become more susceptible to stress and burnouts which impacts the productivity of the organization.
Job Security & Workplace Safety
Job security is a concept that refers to the real or perceived probability that an individual will keep his or her job. An employee’s job security can be impacted by the terms of work that are described in the employment contract, by legislation governing labor termination in the jurisdiction he or she works in, by labor organizations such as unions, and by economic conditions. Employees may also feel more or less secure depending on the behavior of their employer. The protection of employee job security is an important aspect of occupational health and safety regulation enforcement. Bidyanath in the Naini unite, as well as the regulations of governmental health and safety organizations in many other jurisdictions, protect the job security of employees who report injuries, illnesses, or problems with workplace safety. These regulations do not allow employers to discourage workers from reporting health and safety issues, and they also prohibit retaliation against workers for doing so. Job security is the probability that an individual will keep their job; a job with a high level of job security is such that a person with the job would have a small chance of becoming unemployed. Workplace safety is the practice of an employer using preventative measures to prevent hazards to the employees' health and personal safety. This practice includes creating plans and procedures for employees and managers in the workplace.
2.2	THEORETICAL FRAMEWORK
 Herzberg Two Factor Theory 
The Two Factor Theory was advanced by Frederick Herzberg in 1959. This study is grounded on this theory that has been explored by various scholars to explain the relation between workplace environment and employee performance. Herzberg defined two sets of factors in deciding employees’ working attitudes and levels of performance, named motivation and hygiene factors (Robbins and Judge, 2007). He stated that motivation factors are intrinsic factors that will increase employees’ job satisfaction; wile hygiene factors are extrinsic factors to prevent any employees’ dissatisfaction. The theory pointed out that improving the environment in which the job is performed motivates employees to perform better.  Herzberg’s theory concentrates on the importance of internal job factors as motivating forces for employees. He wanted to create the opportunity for employees to take part in planning, performing and evaluating their work (Schultz et al., 2010). The content of the theory has been widely accepted as relevant in motivating employees to give their best in organizations. Further research has proved that the employee is more motivated by intrinsic factors as captured by Herzberg’s motivator needs than anything else. There are however other schools of thought that share a different opinion from Herzberg’s. One such scholar is King (2005) who sought to eradicate and evaluate five distinct versions of the Two Factor theory. He concluded that two versions are invalid as they are not supported by any empirical studies. However, the two factor theory can be said to be a truly outstanding specimen 7 for it to last a long period of time without disapproval. It has been a great influence on the body knowledge about workplace motivation and performance. It has generated a great amount of further research by many scholars. It draws its thought from Maslow’s famous hierarchy of needs theory and human behaviour. However due to changes in organizational environment and the advancement in technology, it is necessary to develop new methods of analysis. This will provide new ways of conducting research and revaluating the results of existing findings. 2.2.2 Affective Events Theory The theory was advanced by Howard M. Weiss and Russel Cropanzano in 1996 (Phua, 2012). 
The Affective Events Theory 
explains the link between employees’ internal influences and their reactions to incidents that occur in their work environment that affect their performance, organizational commitment and job satisfaction. It proposes that positive-inducing as well as negative emotional incidents at work have significant psychological impact on employees’ job satisfaction. The impact results into lasting reactions exhibited through job satisfaction, organizational commitment and job performance. According to Ashton-James and Ashkanasy (2005) research to date has supported the central tenets of AET that workplace events trigger affective responses in employees and that these affective responses influence workplace cognition and behavior. They assert that AET is both empirically and theoretically, restricted to events that are internal to the organization. The theory also considers how specific events at work other than job characteristics lead to specific emotional and behavioral responses (Briner, 2000). He posits that these events or things that actually happen at work affect the well-being of employees thus affecting their performance.
Goal-Setting Theory
The goal-setting theory had been proposed by Edwin Locke in the year 1968. This theory suggests that the individual goals established by an employee play an important role in motivating him for superior productivity. Skills required include the ability to engage employees in mutual goal setting clarify role expectations and provide regular performance feedback. Time and energy will also need to be given to providing relevant performance incentives, managing processes, providing adequate resources and workplace training.It also advice that in order to drive the organization to peak performance managers and supervisors must put out front the human face of their organization. Principle here is the human-to-human interaction through providing individualized support and encouragement to each and every employee (Salaman etal2005) .Employee productivity is a major multidimensional construct aimed to achieve results and has a strong link with planned goals of an organization (Abbas and Yaqoob, 2009). Productivity is the key multi character factor intended to attain outcomes which has a major connection with planned objectives of the organization (Sabir et al. 2012). Employees ‘goals achievement in this theory is by creating of work environment attractive, comfortable, satisfactory and motivating to employees so as to give them a sense of pride and purpose in what they do. How working environment is designed and occupied affects not only how people feel, but also their work productivity, commitment to their employer, and the creation of new knowledge in the organization (Taiwo, 2009).
Expectancy Theory
The most widely accepted explanations of motivation have been propounded by Victor Vroom. His theory is commonly known as expectancy theory. The theory argues that the strength of a tendency to act in a specific way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual to make this simple. Expectancy theory says that an employee can be motivated to perform better when there is a belief that the better productivity will lead to good productivity appraisal and shall result into realization of personal goal in form of some reward future events. The theory focuses on three things efforts and performance relationship, performance and reward relationship, rewards and personal goal relationship (Salaman et al, 2005). This theory is based on the hypothesis that individuals adjust their behavior in the organization on the basis of anticipated satisfaction of valued goals set by them. In order for employees to perform in this theory is by making sure each employee's workplace goals and values are aligned with the organization's mission and vision is important for creating and maintaining a high level of motivation. That can lead to higher productivity, improve employee performance, reduce the chances of low employee morale, encourage teamwork and instill a positive attitude during challenging times (Salaman et al, 2005).
Maslow’s Hierarchy Of Needs Theory
Abraham Maslow defined need as a physiological or psychological deficiency that a person feels the compulsion to satisfy. This need can create tensions that can influence a person's work attitudes and behaviors. Maslow formed a theory based on his definition of need that proposes that humans are motivated by multiple needs and that these needs exist in a hierarchical order. His premise is that only unsatisfied need can influence behavior; a satisfied need is not a motivator (Ramlall, 2004).




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 examine the impact of management incentive policies on worker’s productivity  in Obajana , kogi state. Selected staff  of Dangote cement in Obajana, Kogi State 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). 
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 Yamane (1967) formula for determining the actual sample size from the above noted population. Yamane (1967:886) provides a simplified formula to calculate sample sizes.
Assumption: 
95% confidence level 
P = .5
[image: ]
n = sample 
N = population
e = error margin
n= 187/1+187(0.05)2
n= 187/1+187(0.0025)
n= 187/1.467
n= 127
Therefore, the sample size for this study is 127
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 analysed using the frequency tables, which provided answers to the research questions. 
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.
3.12	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
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 eighty (187) questionnaires were administered to respondents of which only seventy-seven (127) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 127 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.2: Demographic profile of the respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	72
	54.5%

	Female
	55
	45.5%

	Age
	
	

	20-25
	15
	19.5%

	25-30
	29
	24.7%

	31-35
	53
	29.9%

	36+
	30
	25.9%

	Marital Status
	
	

	Single 
	30
	12.9%

	Married
	89
	83.1%

	Separated
	0
	0%

	Widowed
	8
	3.9%

	Education Level
	
	

	WAEC
	00
	0%

	BS.c
	55
	45.5%

	MS.c
	72
	55.5%

	MBA
	00
	0%


Source: Field Survey, 2021
4.2	DESCRIPTIVE ANALYSIS
To what extent does money motivate employee?
Table 4.3:  Respondent on employee motivation
	Options
	Frequency
	Total 

	Very high extent
	90
	90

	High extent
	37
	37

	Very low extent 
	00
	0

	Low extent
	00
	0



Field Survey, 2021
From the responses obtained as expressed in the table above, 90respondent said very high extent, 37  respondent said high extent , while the remaining 0 respondent said very low extent and low extent. 
 How do workers respond to different incentive?
Table 4.4:  Respondent on employee motivation
	Options
	Yes
	No
	Total %

	By doing their work diligently
	127
(100%)
	00
	127
(100%)

	Showing gratitude in the form of the quality of the work they do
	127
(100%)
	00
	127
(100%)

	By been loyal to the organization.
	127
(100%)
	00
	127
(100%)


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.
 How does management incentive policy impaction workers productivity?
Table 4.5:  Respondent on employee motivation
	Options
	Yes
	No
	Total %

	increase interest in work
	127
(100%)
	00
	127
(100%)

	people increase their performance by 27 percent when motivated by incentive programs.
	127
(100%)
	00
	127
(100%)

	“thinking smarter,” performance increases by 26 percent..
	127
(100%)
	00
	127
(100%)


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.
 How can workers implement or improve incentive system in their work place?
Table 4.6:  Respondent on usage of Unilever product
	Options
	Yes
	No
	Total %

	By going into strike
	127
(100%)
	00
	127
(100%)

	By going into protest
	127
(100%)
	00
	127
(100%)

	By boycotting of work.
	127
(100%)
	00
	127
(100%)


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.






CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was to examine the the impact of management incentive policies on worker’s productivity using Dangote cement factory Obajana plant as a case study. The study specifically was aimed at highlighting the nature and feature of various incentive schemes.  usefulness and purpose of incentive in an organization. problems associated with individual incentive plans.  relevant recommendations based on findings.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 127responses were validated from the enrolled participants where all respondent are drawn from workers of Dangote cement factory Obajana.. 
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1. Incentive makes employee do their work diligently
2. Incentive makes employee Show gratitude in the form of the quality of the work they do
3. Incentive makes employee to be loyal to the organization.
4. Incentive increase interest in work
5. people increase their performance by 27 percent when motivated by incentive programs.
6. “thinking smarter,” performance increases by 26 percent..
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1) Management should identify the type of incentive scheme that is most motivating to employees. This  should also be based on individual differences and needs. 
2)  The incentives must be feasible for the organization to implement. Organizations should therefore try to  balance material considerations with non-material reinforcements to maximize job quality and quantity. 
3)  Management should seek and obtain feedback on how employees perceive incentives. Feedback combined  with appropriate incentive schemes produce the strongest effect on job productivity. 
4)  Performance goals should be clearly defined. The goals should be specific measurable, achievable, and time  bounded. Productivity cannot easily be assessed if what constitutes productivity is not clearly and  objectively defined at the onset. 

5) 
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APPENDIXE
THE INFLUENCE OF LEARNING ENVIRONMENT ON STUDENTS ACADEMIC PERFORMANCE (TILESAP)
QUESTIONNAIRE
SECTION A
Geder
Male()
Female ()
Age
20-25 ()
25-30 ()
31-35 ()
36+ ()
Marital Status
Single ()
Married()
Separated()
Widowed()
Education Level 
WAEC ()
BS.c ()
MS.c ()
MBA ()
Section B
To what extent does money motivate employee?
Table 4.3:  Respondent on employee motivation
	Options
	Please tick

	Very high extent
	

	High extent
	

	Very low extent 
	

	Low extent
	



 How do workers respond to different incentive?
	Options
	Yes
	No

	By doing their work diligently
	
	

	Showing gratitude in the form of the quality of the work they do
	
	

	By been loyal to the organization.
	
	


 How does management incentive policy impaction workers productivity?
	Options
	Yes
	No

	increase interest in work
	
	

	people increase their performance by 27 percent when motivated by incentive programs.
	
	

	“thinking smarter,” performance increases by 26 percent..
	
	


 How can workers implement or improve incentive system in their work place?
	Options
	Yes
	No

	By going into strike
	

	

	By going into protest
	
	0

	By boycotting of work.
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