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ABSTRACT
The study examines the impact of financial incentives on bricklayer’s productivity in Banga House Construction Kaduna. The research question that guided the study were: 
Are there functional non-financial incentives for bricklayers in the construction industry? How has non-financial incentives affected bricklayers in the construction industry? How related are non-financial incentives and bricklayers productivity? What specific non-financial incentives have been adopted by the construction industry so far? The population  consisted of all Staff of Banga House Construction Kaduna. Out of 158 persons, a  sample size of 70 was drawn from the total population using the stratified random sampling technique. A questionnaire developed by the researcher based on percentage and frequency table was used for the study. The researcher made in necessary findings and conclusions were drawn in the last chapter of this study. However, the study recommended that  other non financial incentives like lectures, seminar, symposium as well as recreational facilities, such as club with sporting facilities, entry bar and other recreational facility that would help staff unwind after work should be designed and adopted. This will facilitate efficiency and increase productivity in Banga House Construction.


CHAPTER ONE
INTRODUCTION
1.1 Background To The Study
The construction industry in Nigeria is labour intensive; and it is the highest employer of the nation’s work force. The industry also accounts for over 50% of the country’s gross capital formation. Unfortunately most empirical studies have revealed that the output of the industry is quite low when compared with many developed countries. Workers’ productivity on construction sites has been shown to be very poor and this has been the trend for a long time (Olubodun, 1986 and Ayandele, 1996).
Parts of the reasons adduced for this low productivity as given by Wahab (1977) are:
· Substantial rise in the demand thrust on the industry in the 1970’s and early 1980’s as a result of unprecedented increase in revenue from petroleum resources.
· Short supply of both man power and building materials.
· Complexity involved in the construction process.
· Enervating weather condition.
· Ineffective supervision.
· Absenteeism on a prolonged scale.
In the same vein, Ogunlana and Olomolaiye (1992), noted that on the average, workers spend approximately half of their working day, after allowing for lunch breaks and absences on productive work; while the remaining time is not spent directly on production but rather on waiting, receiving instructions and idling. Nwachukwu (1988), also observed that a large number of project managers and supervisors do not know how to identify operatives’ goals and link them with organizational reward in order to motivate operatives. As a result, operatives get frustrated and productivity suffers.
Khan (1993), reported that the importance of human factors in management, including motivation in terms of provision of incentive schemes, was not well recognized until the famous Hawthorne studies were conducted in 1920’s and early 1930’s. The major implication of the Hawthorne studies was a change in management thinking that the work environment, the feeling of being part of something important and the satisfaction of having some control on one’s own destiny could have a significant influence on productivity.
Ayandele (1996), categorized the variety of methods in which workers are motivated as fear of the supervisor and fear of losing a job, being part of the work itself, incentives, job satisfaction and discipline in terms of high site morale. Olomolaiye (1990), in his study on bricklayers’ motivation in the United Kingdom con- cluded that motivation does not influence the rate of working. According to him, what influences or deter- mines how fast a worker produces is more of a function of his equipment and skill.
Olomolaiye and Price (1989), argued that construc- tion work contains some inherent intrinsic motivators. According to them in order to motivate workers, the management should provide a congenial working cli- mate for motivators such as the work itself, feelings of accomplishment by the worker and recognition for efforts. They went further to assert that pay is a lower level motivator and should not be treated as a prime motivator. Adams (1963), proposed his equity theory of motivation, which is based on equal treatment of people. According to him, people in any organization have a tendency to compare their inputs and corres- ponding rewards with other people in the same rganiza- tion or even in other organizations. People compare their inputs in terms of education, experience, ability, effort and loyalty while they compare their rewards in terms of salary, promotion, recognition and social rela- tionship. If a person feels under rewarded in com- parison to others, the productivity of the person may go down and even he or she may quit the job. On the other hand, a person that feels over rewarded may get motivated and contribute more. Khan (1993) also reported that Skinner in 1953 advocated that monetary or non-monetary incentives (praise, recognition, pro- motion etc) after a desired behaviour increase the probability of the repetition of the desired behaviour. Whereas, punishment (disciplinary measures, fines etc) after an undesired behaviour decreases the probability of the repetition of the undesired behaviour.
A number of studies (Maloney, 1983; Borcherding 1976; Choromokos and Mckee, 1981; Borcherding et al., 1982 and Callahan, 1984), have implicitly attri- buted low labour productivity to the presence of a number of demotivators (dissatisfiers). According to Koehn and Cook (1987), motivators (job enrichment) cannot manifest in improved productivity unless these demotivators are removed. Adeyemi (2000b) observed the presence of a number of demotivators in the Nigerian construction industry, which are clogs to pro- ductivity improvement. Those having direct bearing with operatives’ motivation are identified as:
· Inappropriate tools and equipment breakdown.
· Materials shortage, delay and wastage.
· Incessant rework and estimating errors.
· Absence of training and safety programmes.
· Job insecurity/employee turn over.
· Non –involvement of construction crews in production objectives.
· Incompetent foremen.
· Predominance of Maslow’s theory X site managers.
The objective of this study is to determine the extent to which the current non-financial incentive schemes being operated by Nigerian contractors have influenced the productivity of a category of operatives-the brick- layers against the presence of these demotivators.
1.2 Statement Of The Problem
The primary reason for this study is to examine the impact of non-financial incentives on Bricklayers productivity in Nigeria. Also, this study seeks to bring to light the fact that the construction industry indeed implements other than money, non- monetary incentives in motivating their staff. Besides, in this study the application of these incentives and how they have actually improved on workers’ productivity is given due attention. The study also brings to the fore specific non-monetary incentives used by the management of construction companies in their quest for employee motivation geared at enhancing employee productivity. The researcher is particularly concerned whether indeed other than money, there are other incentives put in place by construction companies to motivate the workers. Besides, whether or not those non-monetary incentives have enhanced performance of the employees particularly in bringing about increased productivity of employees, their commitment to work, punctuality to mention but a few.
1.3 Objectives Of The Study
The objective of this study is to determine the impact of t non-financial incentives on bricklayers’ productivity in Nigeria. Consequently upon the research problem stated above, the following research questions are considered pertinent:
1. Are there functional non-financial incentives for bricklayers in the construction industry?
2. How has non-financial incentives affected bricklayers in the construction industry?
3. How related are non-financial incentives and bricklayers productivity?
4. What specific non-financial incentives have been adopted by the construction industry so far?
1.4 Significance Of The Study
This study brings light to the effect if financial and non-financial incentives on staff performance in organization, specifically among bricklayers in the construction industry. The study may therefore be beneficial to the organization under study in the area of policy formulations regarding incentive schemes and remuneration. To education, the study may contribute to already existing knowledge on the impact of financial ad non-financial incentives on workers’ productivity. Finally, to those in academics and human resource researches, the study may serve as a springboard for further investigations.
1.5  Scope of the Study
The study covers an empirical investigation of the impact of  non financial motivation on bricklayers productivity in Banga House Construction. Hence, the participants for this study will be obtained from the staff of Banga House Construction, Kaduna State.
1.6 Limitations of the study
This study was constrained by a number of factors which are as follows:
Financial constraint, was faced by  the researcher ,in getting relevant materials  and  in printing and collation of questionnaires
Time factor: time factor pose another constraint since having to shuttle between writing of the research and also engaging in other academic work making it uneasy for the researcher
1.7 Definition of key Term
The key terms below were used in this study
Financial Incentives: Monetary reward or compensation use to motivate workers.
Non Financial Incentives: Other incentives apart from monetary rewards.
Performance Incentive: Rewards that motivates worker to put in more efforts.
Productivity: The rate at which employee work and their yield in their organization.


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
· Theoretical Framework
· Chapter Summary
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
Incentives
Incentives that are used for appreciating employees in an organization benefits both the workers and the employers. When workers are acknowledged for suitable performance as well as productivity, they acquire augmented morale, satisfaction for their job and in addition to involvement in executive functions. As a result, organizations experience superior effectiveness and competence on top of an augment in sales and efficiency. Through organizational rewards, workers and employers enjoy an affirmative and fruitful working environment. There are two basic types of rewards in the workplace; 
The first type of incentives is monetary incentives. People work so as to satisfy their requirements and these requirements may be met by monetary rewards. Monetary rewards are refund in cash and in form of money for a given work done by workers in the company (Hansen, 2010). Workers would go any level to enhance their cash income as they will do something to avoid their source of income from being removed. The fact that workers fear to lose their jobs, cash has been a very efficient motivator only because money is necessary for continued existence in an economy (Dunham, 2009). Monetary reward in modern society is the most transferable means of satisfying fundamental requirements (Kohn, 2009). Physiological satisfaction, protection and social requirements may only be attained with money (Kepner, 2010). 
The effort-to-performance expectation is sturdily persuaded by the performance assessment which is frequently part of the reward system. A worker is probable to use extra effort if he or she understands that performance will be assessed, appraised, and rewarded. 
The expectancy of performance-to-outcome is influenced by the level to which the worker thinks that performance will be followed by rewards (Allen, 2007). Lastly, every reward or potential reward has to some extent different value for every individual. An individual can want a promotion more than reimbursement; somebody else can want only the opposite (Nelson, 2009). When a company rewards a whole work group or team for its performance, collaboration among the members typically enhances. Though, competition among different teams for rewards may cause decline in whole performance under definite situations. The most general team or group rewards are plans of gain sharing, where worker teams which meet certain objectives share in the gains measured against performance targets (Shutan, 2010). Frequently, programs of gain sharing emphasize on quality enhancement, reduction of cost, and other quantifiable results (Kepner, 2010). 
Despite the positive role monetary rewards have played, employees have a tendency to have different approach and a manner towards money rewards (Hansen, 2010). The most general of the different reaction to salary and wages by employees is that once it crosses lowest levels, it is regarded as a measure of fairness. (Kohn, 2009) posited non-monetary rewards as extreme benefits made accessible to staff and are regarded as an addition to salaries and wages. It contains direct as well as indirect reimbursement (Shutan, 2010). The direct reimbursement can contain profit-sharing, illness pay, pension plans, and so on (Kerachsky, 2009). The indirect reimbursement can include welfare services, social as well as recreational facilities, etc. Pay, if merely it could be correctly packaged would someway lead to the desired approach to work. Perception of employee of his pay with respect to other employees of same position could influence the satisfaction, which he obtains from the job. The aim of monetary rewards is to reward workers for outstanding performance through money (Nelson, 2009). Monetary rewards contain profit sharing, stock options, and project bonuses, scheduled and warrant bonuses (Allen, 2007). The aim of monetary rewards is to reward employees for brilliant job performance by opportunities.  
The second form is nonmonetary rewards. Non-monetary gifts reward the performance of employees through opportunities and perks. The rewards are inclusive of recognition, opportunities for training, independent working environment and so forth. The non-financial rewards are crucial to a worker due to their ability of allowing workers to acquire new skills as well as to pursue opportunities for advancement. For instance, a worker who graduated recently from school may consider a training program that is exemplary as better compared to his salary because of the feeling that the training has the ability to benefit him or her in the career that he holds (Allen, 2007). 
Although standard organizations often have hardship experiences when offering incentives that are non-monetary, the extremes are not a negative as they could be thought of. 
This means that the benefits are higher when utilizing non-monetary gifts in organizations. Non-financial awards have the ability of enhancing creativity among the associates of an organization because when employees become aware that they will receive gifts that lack a monetary value, they tend to worker even harder so as to rise above the limits as opposed to just complying with organizational rules and requirements (Shutan, 2010). This occurs because competitions among the employees are normally curbed so that every employee can work to better his career life as well as to achieve the goals of the organization that he/she works for. For instance, when workers become informed that they may get a T-shirt, they tend to work harder in order to give a better outcome in every task that they are assigned. This has the implication that non-monetary incentives enhance teamwork in organization, from the management up to the lower level employees (Ballentine, 2007). Through an economy of downward spiral that is normally constant, employers have a duty to keep on finding out about what rewards are appropriate for employee motivation without necessarily having to break the bank (Appelbaum, 2000). Non-financial rewards are known to motivate employees on job performance as also develop interest on the organizations that they serve. As a result, the interest in job by employees creates happiness, which in turn leads to job satisfaction; thus benefiting both the organization and the employee (Sorauren, 2000). 
Generally, rewards exhibit a high rate of influence towards the performance of employees in any organization as postulated by Stannack (1996). A vast number of theories have been proposed regarding the influence of rewards on employee performance; however, this study will look into the two factor theory and Abraham Maslow’s hierarchy of needs theory as those that are crucial in underpinning the concept of the influence of non-monetary rewards on employee performance. 
Non-Financial Incentives
Non-Financial Incentives consist of employee satisfaction, such as responsibility, opportunities for recognition, the chance of promotion, or form psychological and physical environment in which the employee works, such as a pleasant work environment, sound policies, a cafeteria, work sharing compressed work week and free time (Monday and Noe, 2003).
Dessler (2005) defines Non-Financial Incentives as remunerations or benefits in from of services. This include medical services, insurance programmes, recreational facilities, subsidized cafeteria, discount on purchase of company’s product, education assistance to staff children and special awards for long services. Non-Financial Incentives in form of fringe benefits are many and varied, however may be classified into four main types of Non-Financial Incentives. Individual schemes, groups incentive schemes, factory wide productivity bargaining where workers are allowed to form committee (Aliyu, 2007). 
In the same vein Lawal (2006) opined that Non-Financial Incentives are means of eliciting additional effort of the workers and are tied to performance. He further opined that there are four main types of Non-Financial Incentives plans: 
1. Indivdiual schemes which include measured day work, piece rates, commission and suggestion schemes 
2. Groups incentive schemes-similar to the individual ones but places emphasis on group cooperation.
3. Factory wide productivity bargaining is an incentive scheme were workers are allowed to form committees. These committees provide suggestions about methods, machines, plant layout material etc.
4.Profit sharing schemes make allowance for employees to share in the company’s profit depending on the state of the company’s profit for the year.
The following are some general prospects of non –financial incentives as effective craftsmen motivation. 
i. Motivated Craftsmen are More Productive: If workers are satisfied and happy then he/she will do his /her work in a very impressive way, and then the result will be good, on the other hand motivated craftsmen will motivate other craftsmen in the construction sites. 
ii. Decision-making and practical Expectations: It is important to engage craftsmen in the decision making process, but create realistic expectations in the process.
iii. Job Description, Work Environment and Flexibility: Craftsmen doing the right job for his personality and skill set, and performing well at the job greatly increases a craftsmen motivation and satisfaction. A safe and non-threatening work environment is necessary to maintain a high level of craftsmen motivation. Flexible human resource policies, flexible time, work from home, childcare also be liable to have happier and more motivated workers.
iv. Pay and Benefits: Keeping workers motivated with good benefits is easy. Where to draw the line at generous benefits that motivate them, versus raises and larger salaries to retain and attract the best workers and keep them happy and motivated to be working for you, are more difficult.
v. Company Culture: Creating a positive and workers-friendly company culture is a great motivational tool.
Employee Productivity
The productivity of employee is the achieved results of operations with the capabilities of the employee who acts in certain situations. According to Byars (2005) employee performance is a combined result of effort, ability and perception of tasks. High performance is a step towards the achievement of organizational goals. Therefore, efforts are needed to improve employee performance. Dharma (1991) stated that performance is something that is done on the products/services produced or provided by any persons or group of people.
However, Swato (2006) argued that employee peroductivity is the action or the execution of tasks that were completed by individuals within a certain time.
Similarly, Colquitt et al (2011) noted that job performance is the set of employee behaviors that contribute to organizational goal accomplishment.
In the same vein, Okoh(2011) opined that employee performance is the individual effort of an employee in his given tasks in a production process. This implies that each individual is given a task in the production process of every organization as such the rate of work an individual undertakes in a particular production is said to be his performance towards that production, while the overall effort of the employee is said to be organizational performance. 
Concept Of Performance And Non-Financial Incentives In Workplace
The use of performance Non-Financial Incentives date back to era of scientific management movement, which was championed by Frederick Taylor in the early 20th century to resolve the problem of soldering at work. Since then, the private sector in most countries has continued to employ performance Non-Financial Incentives with a view to raising the productivity of their workers 9Okoh, 2004).
While research on the impact of Non-Financial Incentives on employees’ productivity has been a prominent area of interest in human resource management; it has been established by past surveys that effective incentive pay system are  panacea for performance. This is owing to the fact that Non-Financial Incentives are regarded as variable payments made to employees or a group of employees on the basis of the amount of output or result achieved. Alternatively, it could be payments made with the aim   of pursuing employees’ performance toward higher targets (Banjoko, 2006).
Similarly, Egbe (2009) sees performance Non-Financial Incentives as compensation other than basic wages or salaries that fluctuates according to employees’ attainment of some standard, such as pre-established formula, individual or group goals, or organizational earning. Non-Financial Incentives in work place are designed to boost the effort of employees to work extra hard in order to enhance organizational productivity.
The Nexus Between Non-Financial Incentives And Productivity
Generally, Non-Financial Incentives are regarded as variable payments made to employees or a group of employees on the basis of the amount of output or results achieved. Alternatively, it could be payments made with the aim of pursuing employees’ performance towards higher targets.
Non-Financial Incentives are compensations other than basic wages or salaries that fluctuates. According to employees’ attainment of some standard, such as pre-established formula, individual or group goals, or organizational earnings (Martochio, 2006)
Effective incentive pay systems are based on three assumptions: individual/employees and work teams differ in how much they contribute to the organization, not only in what they do but also how well they do it, the organisation’s overall performance depends to a large degree on the productivity of individuals and groups within the organization, to attract, and motivate highly productive workers and to be fair to all employees, an organization needs to reward employees on the basis of their relative productivity (Homan, 2006).
However, it has been reported that only very few organization carryout any formular evaluation of the effectiveness of their individual incentive schemes (IPD, 2008). HOWEVER, “significant and serious problem” have been experienced as follows:
Individual incentive schemes are too small to act as a motivator. Concern about the accuracy of management perception of a direct link between pay and individual productivity will motivate employees to higher levels of performance (IPD,2009).
According to Thorpe and Homan (2001) such view files in the face of research which emphasizes the importance of a whole complex of factors when understanding worker incentive schemes. Furthermore even if this perception of a direct link between pay and productivity were valid, it is doubtful that it would remain unaffected by the influence of workplace pressure, both social, economic and political (Thorpe and Homan, 2000).
Similarly, Egbe (2007) also related the use of Non-Financial Incentives to attracting and retaining risk-taking employees, or employees who possess a high degree of openness to new ideas and creativity in solving daily problems (Mohrman and Henry, 2005). 
Non-Financial Incentives can therefore boost an organization’s learning capability if used for recompensing attitudes oriented towards flexibility and constant improvement (Deu, 2008).
In a similar vein, Leonard (2009) viewed the organization as a learning laboratory. He noted that employee find incentive system symbolically important (for example they make employees feel they are contributing to the organization’s success). 
More specifically, Garvin (2003) points out that if employees know that their plan or idea will be evaluated and recompensed in other words, that their knowledge will be applied. They are more likely to show learning-oriented behavior. For instance Arthus and Smith (2001) found that establishing a gain-sharing plan promotes first order learning and, subsequently, second order learning. The latter has been described behaviourally as “the search for an exploration of alternative routine, rules, technologies, goals and purpose (Mezias, 2009).
According to Reilly (2003), in evaluating the success of Non-Financial Incentives in enhancing employees productivity it was gathered that monetary incentive or financial Non-Financial Incentives motivates workers to put in extra effort but the impact of non-financial Incentives is still vague and unclear. 
The Effect Of Non Financial Incentive On Employee Productivity
Employee productivity is influence by many factors. According to Kreitner and Kinicki (2007) performance management is “continuous cycle of improving job performance with goal setting, feedback and coaching and rewards and positive reinforcement”. In this study the focus was given to incentive scheme. An investigation was conducted by Paula (2008) to see how such factors of incentive scheme affect job performance of the employees. The survey reveils that for such incentive to have a significant impact it must be “pronounced and meager”.
Non-Financial incentive is one of the physical needs that influence motivation which in turn will affect the employee performance, providing appropriate compensation within the meaning of fair and adequate to meet the requirements of employees are the main goal of any modern human resource department. This is sequel to it influence in staff motivation to attain high productivity. 
Non-Financial has influence in employee motivation, productivity and turnover (Russell, 2009). The level and magnitude of compensation should be of concern because the level of compensation will determine the lifestyle, self esteem, and the value of the company. He further opined that when employees are motivated, it is possible to achieve strategic goals for the organization. When the compensation or incentive scheme is based on positions or skill that are relevant to the position, the organization has a greater chance to attract, motivated and retain employee. Non monetary Non-Financial Incentives is also important in achieving the target at the time of monetary Non-Financial Incentives has to be decreased.
Monday and Noe (2006) states that compensation can be divided into two types, namely financial Non-Financial Incentives and non financial compensation. Direct financial Non-Financial Incentives consist of salary, wages, bonuses, and commission. The indirect financial incentive are called benefits, which are all forms of financial compensation not covered by the direct financial Non-Financial Incentives. The Non-Financial Incentives consist of employee satisfaction, such as responsibility, opportunities for recognition, the chance of promotion, or from psychological and physical environment in which the employee work, such as pleasant work environment, sound polices, a cafeteria, work sharing, compressed work week and free time. All this types of incentive scheme are geared toward motivating the employee to put in extra effort in his work in order to collectively attain the organizational goals.
Although incentive schemes in organization is not the only factor affecting production in an organization, but it is acknowledge that financial and Non-Financial Incentives are major factors for employee performance improvement. If employees feel that their effort is appreciated and the company offers a system of compensation in association with job evaluation, the employee’s motivation and enthusiasm will improve and hence their performance.
Robbins (2001) stated that when employees feel their efforts are appreciated and the company introduced a system of fair compensation and satisfaction, the company has optimized the motivation. By encouraging employee’s motivation to work there will be increased employee performance.
There has been an agreement between behavioural scientists and mangers that financial and Non-Financial Incentives can be used to motivate employees performance. This can be understood, that if compensation is intended to motivate good performance, the Non-Financial Incentives shall be assessed by the individual and the compensation must relate to the level of performance to be motivated (Egbe, 2006).
As discussed in the theory of expectations by Victor vroom, every behavior has a certain consequence, whether compensation or punishment. If he behaves in a certain way, then he will get certain results. This is the description of the expectation-achievement-acquisition, and each acquisition has a valence or value to the person concerned. Acquisitions can be either financial compensation or non financial. If this is the incentive use to motivate the  employee will direct the effort to achieve a high level of performance (Heneman, 2006).
In this regard, a survey conducted by Heneman (2006) on the effect of financial Non-Financial Incentives on Paterson Zochonis indicates that performance based pay was more successful in influencing the attitude of workers. 
Similarly, Hay (2009) conducted another survey on Mobile oil. The findings indicates that financial Non-Financial Incentives provide employee the motivation to do better. This is so because money is an important element, as long as there is a correlation with other elements that are expected of workers to be more appreciated. 
Based on the above findings, monetary or financial Non-Financial Incentives as well as Non-Financial Incentives have a relationship with employee performance, as each reward has a valence or value to an employee. Reward can include both financial and non financial compensation.
Employee independence and performance  
Employees prefer working in an autonomous way, and they do not usually require a person to watch over them constantly. Most employees like receiving their time-framed responsibilities, then they are offered freedom to work on them unlike when they are always followed in whatever they do. Roberts (2005) study found out the existence of an optimistic affiliation between the independence of employees and the performance of particular organization. Roberts (2005) asserts that allowing workers to have freedom in their responsibilities contributes significantly to job satisfaction, and in turn boosts the performance of the workers. The practice that links payment of workers to their performance has been predominant for quite a period. On the other hand, the new thing is that the pay percentage which is affiliated to employee performance, as well as the way in which it is structured in the order of dissimilar performance is innovative. This implies that Incentives like optimization of efforts, self-determination, employee autonomy as well as the augmentation should be availed as a way of increasing job satisfaction of the employees in the organization (Eriksson and Villeval, 2008; Falk and Kosfeld, 2006).  
The independence of employees that takes place due to their empowerment in their organizations has a direct relationship with job contentment. It has effects that are beneficial for workers for a long period of time, and leads them to feel free and that they have control of their resources of the organization. The empowerment of employees is also a great value of an organization that leads people to concentrate on building their careers. The best thing that an organization could experience is when an organization creates job satisfaction from initial feeling that employees are empowered, and usually creates an influence on every other system over the time that the organization is in operation (Kosfeld, 2006). In addition, workers that enjoy standard contacts with their management are able of suggesting solutions which are capable of influencing departmental and institutional decisions. The input that is direct relies on the willingness of managers to listen, which in turn motivates workers so that they can develop strategic thinking about how the performance of an organization can be improved as a way of making a business strong. Further, empowerment that is true transforms the culture of an organization with the impact of the beliefs that the organization holds. For instance, the mangers of an organization are needed to adjust to the thought some powers that they possess must be given to their juniors. Also, employees at all levels should have the realization that their being entitled to their work just by having careers; in the innovative culture, the managers must go on contributing services that are valuable to the organization (Roberts, 2005). 
Maslow (1998) study asserts that, majority of the people can be influenced to a high level by non-financial gifts as opposed to considerations that are monetary in nature. Maslow (1998) argued that most people may not be influenced leaving their jobs apart from just the provision of elevated requirements as well as the satisfaction of  meta-needs. Supervision that is minimal in a workplace as a reward in has been regarded as a fundamental tool for rewarding employees as they are able to develop confidence for delivering as well as pleasing the employers in every way. Airoldi (2006) reports that 70% of those organizations referred to as a excellent employers have always used employee independence to compensate employees in their institutions in order to motivate them. Majority of those studies that have been conducted in the area of job satisfaction and incentives usage have always showed a relation that is positive between the two components. Hayati and Caniago (2012) conducted an investigation on the kind of relation that can be emphasized between motivation in the internal organization and the satisfaction that employees get on their jobs and found out that it is direct. This has the implication that those employees motivated via intrinsic rewards have more satisfaction as opposed compensated using money. Rast and Tourani (2012) did a study on the factors that posses a momentous outcome on satisfaction in job. Correspondingly, Hayati and Caniago (2012) did a study on how job satisfaction is related to occupation performance and they found out that worker who gets contented with the work they do normally have better rates of performance in an organization as opposed to those that are not compensated, and consequently, satisfaction on job has a positive influence on employee performance. 
The perception of autonomy at work is an important value in many different cultures, according to Danish and Usman (2010). Danish and Usman (2010) claim that the perception of autonomy increases worker satisfaction even in the most routine jobs and leads to greater productivity in more complex jobs. Across a diverse array of cultures, even if autonomy has been defined in different ways including flexible hours and the ability to work from home, workers given more personal latitude normally show positive results in terms of job satisfaction and performance. This has the implication that the amount of autonomy given to a worker has a profound impact on their productivity and performance. However, finding the right balance between complete freedom and authoritarian control is the hard part of the equation, since autonomy has both advantages and disadvantages. Rose (1998) shows how autonomy affects an individual, and also asserts that while autonomy is positively associated with higher performance and satisfaction, therefore, the autonomy for employees must have limits to yield maximum results.  


Recognition and employee performance  
In today’s work surrounding that is high paced, there has been reports that today’s workforce put into consideration how their work is acknowledged by their employers, however, efforts on this have normally reported as infrequent and rare (Recognition Rewards Enterprises, 2007). Deeprose (1994) argues postulated that recognizing employees in an organization causes a fundamental outcome on the productivity of employees. When recognition as a reward is used in an effective manner, it results in the performance of employees that is improved. In the real sense, workers have always taken recognition as part of what they feel; it results in improved work, which in turn leads to improved performance in turn to an organization’s efficiency. The above explained reason led to Danish and Usman (2010) affirming that if rewards such as recognition are given via appropriate implementation, they generate an ample working atmosphere which has the ability to motivate workers that so that their achievements can be high. Deeprose (1994) did mention that mangers that are good have a way of recognizing their workers via things which deem better to acknowledge the accomplishments they make in their assignments, and they compensate their employees by offering them tangible rewards. Alam, Saeed, Sahabuddin and Akter (2013) did an investigation on the outcome of employee recognition as a factor predicting the contribution of employees, and results showed that there exists a strong correlation between financial rewards and the contribution of employees. Nonetheless, Murphy (2007) conducted a survey online to study the special effects that financial and non financial gifts have on employee labour turnover. The study’s results exposed that there was no noteworthy dissimilarity was observed in employee turnover. Zaman (2011) conducted a study on the type of relationship existing between rewards and employee motivation on employees taken from three non-profit companies in Pakistan. 
In any corporation, employees should be given non-financial rewards on top of financial rewards so that the employees can be motivated. This is because financial rewards are commonly known to favour workers in temporary ways while the non-financial ones usually have a long-term impact. Non- financial incentives avail a level of employee satisfaction that is quite significant at little costs, and the cheapest non-financial form of reward is simply saying ‘Thank You.’ It is obvious that that majority of employers find it hard to thank their workers sufficiently for their efforts. Those organizations corporations that look forward to reward employee performance as a way of promoting productivity among the  workers are known to embrace non-financial forms of reward progressively more. Also, he focus of non-financial rewards is usually more on the individual needs of the majority of the workers. 
Career development and employee performance  
The development of careers for employees offers them new chances of learning, developing as well as to advance as relied on workers in an organization. Employees usually comprehend that they need continual growth, learning and developing new skills so that they can advance in all ways of their lives. The learning and advancing in new ways makes employees to be able to select the assignments to handle, and they are also capable of rising to new hardships everyday as they achieve their targets (Shutan, 2010).  
Career development as a non-monetary reward is utilized in motivation employees and improving their morale towards their day-to-day business in the organizations that they work for. The development of employee’s careers as a way of rewarding them for good work done is considered very vital in rewarding high achievements within an organization for workers, or rather, performance as that of support to work mates, caring for customers, both which are not dependent on achieving a target that is already pre-determined in the organizational goals (Rose, 1998). The development of employee’s careers as a form of incentive used in organizations has mostly been considered as an efficient method of employee compensation, hence attracting as well as leading to workforce maintenance.  
However, the significance of monetary reinforcement to empower workers and make them become competent and knowledgeable so that they can acquire satisfaction on their jobs as a way of improving organization’s performance cannot be overlooked. For example, when employees are offered regular as well as standard trainings as a recompense for their work, they become motivated and can be able to commit themselves to the best of their abilities in order to achieve their targets as well as the goals of the organizations they are affiliated to. The result is that organizational functionality becomes more effective and reliable because the employees even go ahead to generate ideas of innovation leading to better performance of an organization as a result of getting high returns on their investments. Dewhurst et al. (2010) argued that there existed other methods that can offer rewards to employees, especially those whose focus is not only on compensations that are money-valued compensations. Some of the most crucial ones are opportunities for participating in company projects, leadership attentions and trainings as well receiving guidance in careers. 
Intensive research activities on the power of leaders have concluded that the power of rewarding a supervisor has a direct relationship with the task performance of employees, satisfaction in job, employee productivity, directorial citizenship conducts as well as employee turnover (Simon, 1976; Martin & Hunt, 1980; Jahangir, 2006). Employees are known to give their best of results whenever they develop a feeling or trustworthiness that their organization is adequately rewarding them. Other factors like conditions of working, employer-employee relationships, chances for development via training, the overall policies of an organization as well as job security also have a profound influence on employee performance. Motivation of workers that comes in with the utilization of non-monetary gifts for work done is greatly important in the life of any worker. Employee morale is built as a result of the accumulation of processes that are distinct, and which have a positive influence on an individual’s behavior so that some specific goals can be achieved (Baron, 1983). The job satisfaction would be accomplished from the employer and occupation turning round after the attainment of the goal, for example, the encouragement of employees in achieving higher educational credentials. Luthans (2000) study found out the basic forms of rewards, both monetary and non-monetary can be used in a positive way for enhancing behaviors in performance.  
Flexible schedules and employee performance 
Today’s employees are being demanded by their friends, families, hobbies, sports, children as well as other activities. A schedule that is flexible or an afternoon off that is occasional is capable of helping workers in meeting some personal roles. Allowing work schedules that are flexible help in increasing the morale and the motivation of employees (Recognition Rewards Enterprises, 2007). The nature of work and the effort needed to accomplish a particular goal defines a job schedule in an organization. The manufacturing innovations of the 19th century Industrial Revolution changed the largely agrarian labor that preceded it. The work in the industry became quite long, however, social as well as advances in technological knowhow transformed the earlier models over time. Work schedules flexibility implies distinct possessions to distinct organizations and distinct individuals. Work schedules that are alternative imply that workers can execute their duties on working days, weekends as well as in the evenings. There are various forms of arrangements that can be completed for work that is overtime, break time, shift work. Flexibility also implies the number of hours that employees have worked whether in terms of part time, sharing jobs arrangements or even full time work. Flexibility can as well mean seasonal work or phased retirements in the workplace for employees (Agwu, 2013). 
Flexibility requirements saw an increment occurring in the last parts of the twentieth century. This was as a result of more women engaging in work, meaning that apart from having children, they had other duties to commit in their organizations. Also, for people employed in hospitals, the requirement for taking care of patients increased, which prompted the need for work schedules that would allow flexibility. Those workers that were old continued working beyond the retirement age that had earlier been implemented, though the majority of the senior people in organizations preferred part-time work, flexible day schedules or even seasonal work. The rationale for workers to continue with studies for self empowerment in terms of competitive skills led to the increased requirement for work schedules that are flexible. Telecommuting therefore has been introduced over the time as a crucial tool for planning hours of work which is based on other responsibilities that employees may have (Huber, 1983). Flexible work arrangements allow employees greater flexibility in how they get their jobs done. A common flexible work arrangement is the ability to telecommute for all or part of the workweek. Other such arrangements include the ability to cram 40 hours a day into a four-day period, take extended lunch breaks and make the difference in the afternoon or during weekends, and to split a full-time position between two people (Ballentine, McKenzie, Wipocki & Kepner, 2007). 
According to Burns and McKinnon (1993), flexible schedules have a positive impact on employee performance. First, they lead to improved morale. Employees who are offered and use flexible work arrangements typically feel like they have a better work-life balance than those who are bound to an office Monday through Friday from 9 a.m. to 5 p.m. with a strict, one-hour lunch break. Employee morale is important because when employees feel good about their jobs and their employees, they create a good working environment for others. This can make the prospect of going to work a pleasant one, rather than a dreaded one. Additionally, flexible hours enable better health for workers. Creating high-quality selfconfidence helps in keeping stress levels at a manageable level, consequently; employees become happier and healthier. For organizations, healthier employees implies that only a few of them require sick days off or even medical leave, a phenomenon that normally leaves other workers struggling to cover the work that was assigned for their absent contemporaries. On the other hand, employees who work at companies where morale is a problem sometimes experience depression and substance-abuse issues (Ballentine, McKenzie, Wipocki & Kepner, 2007). 
Further flexible working time leads to increased productivity as asserted in Latham’s (1993) study. Work arrangements that are flexible create a working environment that is appropriate for every worker. Whenever an employer shows commitment to help workers in achieving an appropriate balance between work and life, workers are often willing to work even harder so that the company they work for can achieve its goals. This may even prompt them to come outside their ordinary schedules if they are ever needed, and they take on supplementary projects, and basically work harder to perform their duties well. Most importantly, it leads to decreased employee turnover. This point is especially pertinent to employers, because advertising empty positions, interviewing potential job candidates and hiring new people to replace employees who leave can be quite costly. It's much more costefficient to simply retain existing employees (Burns and McKinnon, 1993). 
2.2 THEORETICAL FRAMEWORK
In this section the researcher briefly reviews key aspects of the theoretical debate as it relates to the expected association between Non-Financial Incentives and employee productivity. Where possible, relevant literature reviews will cover areas that focus on employee benefit packages and how these fringe benefits contribute to the general output of employees in an organization.
Organizational Goals Theory 
Regardless of the effects of legislation on salaries in general, compensation continue to be influenced by several factors that are producing some important trends in compensating workers. One of such trends is aligning wages to the organizations goals. Others include tailoring compensation to the needs of employees; better salary, and pay equity Various existing theories to support this argument have been identified and one of such is the Reinforcement theory which is propounded by B.F. Skinner. (Fisk 2001).
Environment/Reinforcement Theory
According to Fisk (2001), this theory holds that individuals can actually be motivated by their work environment when it is properly developed. Hence, rather than considering internal factors such as attitudes, feelings, impressions and other cognitive behaviour, employers should keep on making positive changes in the external environment of the organization. It emphasizes the importance of a person's actual experience of a reward, and the implication of this for compensation management is that high employee performance followed by a monetary reward will make future high performance more likely.
Expectancy Theory
Another theory that is relevant to the study is the Expectancy theory propounded by Victor Vroom. This theory though focuses on the link between rewards and behaviour too emphasizes expected rewards rather than experienced rewards. In other words, it is mainly concerned with effects of Non-Financial Incentives. It stresses that behaviours (job performance) can be described as a function of ability and motivation while motivation is a function of expectancy, instrumentality, and valence perceptions. Expectancy perceptions often have more to do with job design and training than pay systems. Although this theory implies that linking an increasing amount of rewards to performance will increase motivation and performance, some authors have questioned this assumption, arguing that monetary rewards may increase intrinsic motivation.
Extrinsic motivation depends on rewards – such as pay and benefits – which are controlled by an external source whereas intrinsic motivation depends on rewards that flow naturally from work itself. Therefore, while it is important to keep in mind that money is not the only effective way to motivate behaviour, and that money rewards will not always be the answer to motivation problems, it does not appear that monetary rewards run much risk of compromising intrinsic motivation in most work settings. (Frisk, 2001) 
Equity Theory
Another theory relevant to the study is the Equity Theory and Fairness, propounded by John Stacey Adams as Equity Theory but was later on advanced by Elaine Hatfield and her colleagues, which is now known as Equity Theory and Fairness. This theory which probably came as a result of continuous agitation for fair and equitable wages for all workers is the bedrock on which this study hinges.
The theory which is divided into two suggests that people evaluate the fairness of their situations by comparing them with those of other people. According to this theory, a person (P) compares his/her own ratio of perceived outcomes (O = pay benefits, working conditions) to perceived inputs (I = effort, ability, experience) to the ratio of a comparison other (O) – external inequity pay. If P's ratio is smaller than the comparison with Other's ratio under reward inequity results. But if P's ratio is larger, over reward inequity results, though evidence suggests that this type of inequity is less likely to occur and less likely to be sustained because P may rationalize the situation by re-evaluating his/her outcomes less favourably or inputs (that is self worth) more favourably (equity theory and fairness).
Meanwhile, the consequence of P's action depends largely on whether equity is perceived. If equity is perceived no change is expected in P's attitude but if inequity is perceived, it may cost P to restore equity through some of the following counterproductive ways:
· Reducing one's own inputs (not working as hard);
· Increasing one's outcomes (such as by theft)
Leaving the situation that generates perceived inequity (leaving the organization or refusing to work or cooperate with employees who are perceived as over rewarded). The main implication of this theory for managing employee compensation is that to a large extent, employees evaluate their pay by comparing it with what others are paid, thereby influencing their attitude to work by such comparisons.
Maslow’s Hierarchy Theory 
Abraham Maslow, in his research in 1943 on motivation, wanted to understand what really motivates individuals or gives them the drive to do something. He classified human needs into a pyramid of five sections which he named the hierarchy of needs that individuals go through in life. Based on Maslow’s hierarchy of needs, wages are highly important and usually one of the most common motivators. They satisfy the immediate necessities of men such as food, clothing and shelter. But what is really essential are the needs found on the higher levels, and they are not associated with money (Gabriel, 2010). According to Maslow, an individual is motivated to achieve their needs and when one is fulfilled, the individual seeks to fulfill the next need on the pyramid and so on till one achieves self actualization which is the peak.
Physiological needs  
An individual goes through the hierarchy beginning with the most basic needs that is physiological needs which include food, air, sleep, shelter, clothing, salaries for employees etc. Such needs are basic and hence absolutely essential to sustain life. Until the physiological needs are fulfilled, the other needs above the hierarchy will not be considered (Barrow, 2009).  This is very important point to note considering that in most organizations, most of the lower level employees fall at this level of the Maslow’s hierarchy. This could be people willing to work but have no qualification or capability for higher level jobs, so they get employed to do the general tertiary work such as cleaning, office messengers, cooks etc. Such employees struggle to pay their rent, to educate their children; they strain to find something to eat considering the fact that most are paid on daily wages which is basically hand-to-mouth. So, the question is, how do you effectively motivate such employees to perform better? Would they prefer monetary or non monetary rewards? Do they prefer incentives same as those of higher level employees such as company directors? This project is to help me understand the above questions. Wallace and Zeffane (2001) noted that employers rely upon rewards such as money as the main motivation factor because according to Maslow, money is a unique reward that can satisfy different needs such as physiological need for food. 
Safety Needs 
The second most basic need is for employees to feel safe and secure. Employees who feel insecure at the work place or who feel like are in harm which could be environmentally or mentally will not be in a position to perform their work above expectation. Instead, they get demotivated and this drives them to look for job offers in other companies. 
Social Needs 
This refers o the need for friendships, team togetherness, belonging to associations, clubs or other groups and the need to give and get love are all social needs. After the lower needs have been met, these needs which relate to other employees come to the fore (Barrow, 2009). The managers should take time to come up with team building activities to strengthen trust, respect, and accountability with each other. 
Esteem Needs 
Employees are concerned on matters of esteem which include self respect, achievement, attention, recognition and reputation. They generally need the feeling that others will think better of them or others will appreciate their efforts at the work place. This is why motivation is crucial to excellent employee performance and when at this level of the hierarchy; it mainly concerns non monetary rewards such as recognizing or praising an employee for good performance in presence of the other employees. 
Self Actualization 
This is the summit of Maslow’s hierarchy where people are looking in to their full potential, purpose, truth, wisdom and justice. A very small percentage of employees ever reach this point where they are prepared to pay much money to satisfy this need. In an organization, such individuals are very few and may include top management such as company proprietors and directors. 
Herzberg’s two-factor theory 
Herzberg studied the factors in the work environment that caused satisfaction and those that caused dissatisfaction among the workers and concluded that the factors causing satisfaction were different from those causing job dissatisfaction and they cannot be treated as opposites of one another, Herzberg, (1998). 
Herzberg (1959) divided the factors in to two dimensions; hygiene factors and motivators whereby hygiene factors refer to presence or the absence of job dissatisfies. Hygiene factors are the maintenance factors that are necessary to avoid job dissatisfaction and include; working conditions, salary, status, security, supervision, company policies, etc. Therefore when hygiene factors are reduced, work becomes dissatisfying. For instance, unsafe working conditions may cause employees to be dissatisfied at work but again, their removal will not lead to high level of motivation or satisfaction, Alderfer (1972). Herzberg points out that some of the factors that motivate employees intrinsically include offering challenging tasks, job achievement, employee recognition, availability of growth opportunities, and employees’ responsibility. Herzberg argued that for an individual to be fully motivated, his/her job has to be enriched with opportunities for achievement and advancement. According to Herzberg, man lives at two levels; the physical level and the psychological level, Cole (2002). 
2.3 EMPIRICAL REVIEW
According to a study conducted by Kreitner and Kinicki (2007), Non-Financial Incentives have a positive effect on employees in an organizations this therefore, enhances their performance. Performance management is “continuous cycle of improving job performance with goal setting, feedback and coaching and rewards and positive reinforcement”. In this study the focus was given to incentive scheme. 
An investigation was conducted by Paula (2008) to see how such factors of incentive scheme affect job performance of the employees. The survey reveals that for such incentive to have a significant impact it must be “pronounced and meager”. Non-Financial is one of the physical needs that influence motivation which in turn will affect the employee performance, providing appropriate compensation within the meaning of fair and adequate to meet the requirements of employees are the main goal of any modern human resource department. This is sequel to it influence in staff motivation to attain high productivity. 
Non-Financial has influence in employee motivation, productivity and turnover (Russell, 2009). The level and magnitude of compensation should be of concern because the level of compensation will determine the lifestyle, self esteem, and the value of the company. He further opined that when employees are motivated, it is possible to achieve strategic goals for the organization. When the compensation or incentive scheme is based on positions or skill that are relevant to the position, the organization has a greater chance to attract, motivated and retain employee. Non monetary Non-Financial Incentives is also important in achieving the target at the time of monetary Non-Financial Incentives has to be decreased.
Monday and Noe (2006) states that compensation can be divided into two types, namely financial Non-Financial Incentives and non financial compensation. Direct financial Non-Financial Incentives consist of salary, wages, bonuses, and commission. The indirect financial incentive are called benefits, which are all forms of financial compensation not covered by the direct financial Non-Financial Incentives. The Non-Financial Incentives consist of employee satisfaction, such as responsibility, opportunities for recognition, the chance of promotion, or from psychological and physical environment in which the employee work, such as pleasant work environment, sound polices, a cafeteria, work sharing, compressed work week and free time. All this types of incentive scheme are geared toward motivating the employee to put in extra effort in his work in order to collectively attain the organizational goals.
Although incentive schemes in organization is not the only factor affecting production in an organization, but it is acknowledge that financial and Non-Financial Incentives are major factors for employee performance improvement. If employees feel that their effort is appreciated and the company offers a system of compensation in association with job evaluation, the employee’s motivation and enthusiasm will improve and hence their performance.
Robbins (2001) stated that when employees feel their efforts are appreciated and the company introduced a system of fair compensation and satisfaction, the company has optimized the motivation. By encouraging employee’s motivation to work there will be increased employee performance.
There has been an agreement between behavioural scientists and mangers that financial and Non-Financial Incentives can be used to motivate employees performance. This can be understood, that if compensation is intended to motivate good performance, the Non-Financial Incentives shall be assessed by the individual and the compensation must relate to the level of performance to be motivated (Egbe, 2006).
As discussed in the theory of expectations by Victor vroom, every behavior has a certain consequence, whether compensation or punishment. If he behaves in a certain way, then he will get certain results. This is the description of the expectation-achievement-acquisition, and each acquisition has a valence or value to the person concerned. Acquisitions can be either financial compensation or non financial. If this is the incentive use to motivate the  employee will direct the effort to achieve a high level of performance (Heneman, 2006).
In this regard, a survey conducted by Heneman (2006) on the effect of financial Non-Financial Incentives on Paterson Zochonis indicates that performance based pay was more successful in influencing the attitude of workers. 
Similarly, Hay (2009) conducted another survey on Mobile oil. The findings indicates that financial Non-Financial Incentives provide employee the motivation to do better. This is so because money is an important element, as long as there is a correlation with other elements that are expected of workers to be more appreciated. 
Based on the above findings, monetary or financial Non-Financial Incentives as well as Non-Financial Incentives have a relationship with employee performance, as each reward has a valence or value to an employee. Reward can include both financial and non financial compensation.
2.4 SUMMARY OF CHAPTER
Non-Financial Incentives are services given to employees in forms of fringe benefits, such benefit include free medical care, off-duties, leave and holidays, free insurance policy, pleasant working environment, sound polices, cafeteria services in workplace, promotion and other opportunities for self development targeted at satisfying the employee in order to effectively contribute their quota to organizational goal attainment. Non-Financial enhances employee performance

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 SAMPLING SIZE
The population for the study will consist of executives and their subordinates in the organization which is charged with the application of management by objectives to attain organizational goals in the organization.
This study was carried out on the impact of non-financial incentives on bricklayers productivity in Nigeria using Banga House Construction Kaduna as case study. The population of this study is limited 158 staff of Banga House Construction Kaduna.
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 stratified random sampling technique in selecting the respondents from the total population.   
In this study, the researcher adopted the stratified random sampling technique to determine the sample size. Out of the 158 staff of Banga House Construction Kaduna, 70 participants were selected using stratified random sampling technique.
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. 
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. 1 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 seventy (70) questionnaires were administered to respondents of which fifty fifty (55) were returned while 50 were validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. 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 70 was calculated for this study. A total of 55 responses were received whiles 50 was validated. For this study a total of 50 was used for the analysis.
Table 4.1: Distribution of Questionnaire
	Questionnaire 
	Frequency
	Percentage 

	Sample size
	70
	100

	Received  
	55
	78.57

	Validated
	50
	71.43


Source: Field Survey, 2021


Table 4.2: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	18
	36%

	Female
	32
	64%

	Age
	
	

	20-30
	24
	48%

	30-40
	18
	36%

	41-50
	08
	16%

	51+
	0
	0%

	Education
	
	

	HND/BSC
	30
	60%

	MASTERS
	12
	24%

	PHD
	08
	16%

	Marital Status
	
	

	Single
	21
	42%

	Married
	26
	52%

	Separated
	3
	6%

	Divorced
	0
	0%

	Widowed
	0
	0%

	Working Duration
	
	

	1-3yrs
	15
	30%

	4-6yrs
	22
	44%

	7yrs and above
	13
	26%


Source: Field Survey, 2021
ANSWERING OF RESEARCH QUESTIONS
Question 1: Are there functional non-financial incentives for bricklayers in the construction industry?
Table 4.3:  Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	28
	56

	No
	12
	24

	Undecided
	10
	20

	Total
	50
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 56% of the respondents said yes, 24% said no. while the remaining 20% were undecided.
Question 2: How has non-financial incentives affected bricklayers in the construction industry?
Table 4.4:  Respondent on question 2
	Options
	Frequency
	Percentage

	Positively
	26
	52

	Negatively
	11
	22

	Undecided
	13
	26

	Total
	50
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 52% of the respondents said positively, 52% said negatively. while the remaining 26% were undecided. 
Question 3: Is there any relationship between non-financial incentives and bricklayers productivity?
Table 4.5:  Respondent on question 3
	Options
	Frequency
	Percentage

	Yes
	34
	68

	No
	04
	08

	Undecided
	12
	24

	Total
	50
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 68% of the respondents said yes, 08% said no. while the remaining 24% were undecided. 
Question 4: What specific non-financial incentives have been adopted by the construction industry so far?
Table 4.6:  Respondent on question 4
	Options
	Yes
	No
	Total

	Provision of working tools and equipment
	50
100%
	0
	50
100%

	Recognition through praise for significant work done
	50
100%
	0
	50
100%

	Encouragement to make suggestions about work
	50
100%
	0
	50
100%

	Provision of protective work devices
	50
100%
	0
	50
100%

	Safety plan including provision of first aid
	50
100%
	0
	50
100%

	Provision of recreation and relaxation centers
	50
100%
	0
	50
100%

	End-of-the year cocktail party and award night
	50
100%
	0
	50
100%

	Job security
	50
100%
	0
	50
100%


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents said yes to the options provided in the question on the specific non-financial incentives which has been adopted by the construction industry. There was no record of no to the given options.


CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:
5.1 Introduction
This chapter summarizes the findings on the impact of non-financial incentives on bricklayers productivity in Nigeria using Banga House Construction Kaduna 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 on the impact of non-financial incentives on bricklayers productivity in Nigeria using Banga House Construction Kaduna as case study. The study is was specifically focused on examining if there are functional non-financial incentives for bricklayers in the construction industry, assessing how non-financial incentives affected bricklayers in the construction industry, determining the relationship between non-financial incentives and bricklayers productivity and assessing the specific non-financial incentives adopted by the construction industry so far.
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 Banga House Construction Kaduna State.
5.3 Conclusions
In the light of the analysis carried out, the following conclusions were drawn.
a) There are functional non-financial incentives for bricklayers in the construction industry.
b) Non-financial incentives has affected bricklayers in the construction industry positively.
c) There is a relationship between non-financial incentives and bricklayers productivity.
d) The specific non-financial incentives adopted by the construction industry so far include; provision of working tools and equipment, recognition through praise for significant work done, encouragement to make suggestions about work, provision of protective work devices, safety plan including provision of first aid, provision of recreation and relaxation centers, end-of-the year cocktail party and award night and job security.
5.4 Recommendation
Based on the findings the researcher recommends;
1. Since non-financial incentive schemes are preferred as methods of motivating operatives in the Nigerian construction industry than financial incentive schemes, construction companies should emphasize these incentive schemes to increase motivation, morale and productivity.
2. The management of all categories of construction firms in Nigeria should also ensure compliance and innovation in terms of initiating of non-financial incentive schemes to increase productivity.
3. Other non financial incentives like lectures, seminar, symposium as well as Recreational facilities, such as club with sporting facilities, entry bar and other recreational facility that would help staff unwind after work should be designed and adopted. This will facilitate efficiency and increase productivity in Banga House Construction.


REFERENCE
Adams, J. S. (2009): Toward an Understanding of Equity, journal of Abnormal Social Psychology 67, 422-436.
Cook, T. D & Campbell, D. T. (1979). Quas-experimentation. Boston: Houghton Mufflin.
Dansereau, F., Yammarino, F, J, & Kohles, J. C. (1998). Multiple levels of Analysis Form a Longitudinal Perspective: Implications for Theory Building. Academy of Management Review, 24, 346-357.
Dermody, M. B., & Holloway, R. W. (1998). ‘Recruitment and Retention of Managers: Developing a Management-Career Package. Cornell Hotel and Restaurant Administration Quarterly, 39, 20-25.
Dieensch, R. M., & Liden, R. C. (1986). ‘Leader-Member Exchange Model of Leadership: a Critique and Further Development. Academy of Management Review, 11, 618-634.
Dulebohn, J. H., & Martocchio, J. J. (1998). ‘Employee Perceptions of the Fairness of Work Group Incentive Pay Plans. Journal of Management, 24, 469-488.
Eienhardt, K. M. (188). ‘Agency and Institutional Theory Explanations: The Case of Retail Sales Compensation. Academy of Management Journal, 31, 488-512.
Frayne, C. A. & Geringer, M. J. (2000). ‘Self-Management Training for Improving Job Performance: a Filed Experiment Involving Salespeople. Journal of Applied Psychology, 85, 361-372.
Frisk, K.N., (2001). Development of a case based intelligent employment 
relationship management system.(New York: Pine Press)
Gerhart, B., & Milkovick, G. T. (1992). ‘Employee Compensation: Research and Practice. In .M.D. Dunnette & L. M. Kough (Eds.), Handbook of Industrial and Organizational Psychology, (Vol. 3, 2nd ed., pp. 481-569).
Ghiseli, R. F., La Lopa, J. M., Bai, B. (2001), ‘Job Satisfaction, Life Satisfaction, and Turnover Intent Among Fact Food-Service Managers. Cornell hotel and Restaurant Administration Quarterly, 42, 28-37.
Goldstein, I. L. (1986). ‘Training in Organizations: Needs Assessment, Development, and Evaluation (2nd Ed.). Monterey, CA: Brooks/Cole.
Goodman, P.S. (2000). ‘Missing Organizational Linkages: Tools for Cross-level Research. Thousand Oaks, CA: Sage.
Goodman, P.S., & Penning, J. M. (1980). ‘Critical Issues in Assessing Organizational Effectiveness,. In E. E. Lawler, 111, D. A. Nadler, & C. Cammann (eds.),Organizational Assessment (pp. 185-215). New York: Wiley.
Guthrie, J. P. (2000). ‘Alternative Pay Practices and Employee Turnover: an Organizational Economics Perspective. Group and Organization Management, 25, 419-439.
Guzzo, R. A. (1988). ‘Productivity Research: Reviewing Psychological and Economic Perspectives. In J. P. Campbell & R. J. Cambell (eds.). Productivity in Organizations (pp. 63-81). An Francisco: Jossey-Bass. 
Guzzo, R. & Shea, G. P. (1992). ‘Group Performance and Intergroup Relations in Organizations. In M. D. (1992). Group Performance and Intergroup Handbook of Industrial and Organizational Psychology (Vol. 3, 2nd ed., PP.  269-313). Palo Alto, CA: Consulting Psychologists Press.
Harter, J. K., Schmidt, F. L. & Hayes, T. L. (2002). ‘Business-Unit-Level Relationships Between Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis. Journal of Applied Psychology, 87. 1-12.
Hayness, R. S. Pine, R. C., & Fitch, H. G. (1982). ‘Reducing Accident Rates with Organizational Behavior Modification. Academy of Management Journal, 25, 407-416
Heneman, H. G., 111., & Judge, T. A. (1999). ‘Compensation Attitudes: a Review and Recommendations for Future Research. In S. L. Rynes & B. Gerhart (eds.), ‘Compensation in Organizations: Progress and Prospects (pp. 61-103). San Francisco: New Lexington Press


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
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD			[  ]
Others……………………………………………….. (please indicate)
Marital Status
Single		[  ]
Married 	[  ]
Separated 	[  ]


SECTION B
Question 1: Are there functional non-financial incentives for bricklayers in the construction industry?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 2: How has non-financial incentives affected bricklayers in the construction industry?
	Options
	Please Tick

	Positively
	

	Negatively
	

	Undecided
	



Question 3: Is there any relationship between non-financial incentives and bricklayers productivity?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 4: What specific non-financial incentives have been adopted by the construction industry so far?
	Options
	Yes
	No

	Provision of working tools and equipment
	
	

	Recognition through praise for significant work done
	
	

	Encouragement to make suggestions about work
	
	

	Provision of protective work devices
	
	

	Safety plan including provision of first aid
	
	

	Provision of recreation and relaxation centers
	
	

	End-of-the year cocktail party and award night
	
	

	Job security
	
	




