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ABSTRACT

This research assessed the effect of reward management system on employee productivity in the public sector with special reference to a state-owned tertiary institution - lagos state university. The research determined the kinds of reward systems employed by employers, examined what these systems take into consideration and determined how effective they are in increasing employee performance in Nestlé Nigeria PLC. The study used the descriptive survey research method. And the population of the study constituted the staff of Nestle Nig. Plc. The findings of the study include the kinds of reward systems employed by employers include, payment of bonuses, increment in salaries, promotion of staff and rewards of incentives. Also, the findings of the research showed that What these systems take into consideration include loyalty to the organization, high performance, length of stay in the organization and work output. Based on these findings, it’s concluded that both monetary and non-monetary rewards have significant effects to the staff performance in this public institution. Furthermore, that there is a significant relationship between reward system and employee effectiveness. It was recommended that a well-articulated blue-print on employees reward and motivation be designed whereby the management would identify the types of incentive scheme, provision of basic infrastructure and improve funding of the institution.

CHAPTER ONE

INTRODUCTION

BACKGROUND OF THE STUDY

The human resource department is one of the most important departments in every company and firm. Every company adopt the different departmental demarcations to suit their mission but in all of them, this department is always found almost as important, if not more important, than the public relation department. This is so as the background and welfare of the employees is as important as any other mission the company or establishment is poised towards.

The management of employees and the maintenance of their working spirit goes beyond the payment of salaries and the assignment of duties. The establishments rely on the employees for the attainment of whatever goal or target they have set for themselves which means that the maintaining of high performance and the spirit to meet the targets is also part of what is to be looked after by the employers; creating a conducive working environment and the incentive to go the extra mile beyond one’s job description.

STATEMENT OF THE PROBLEM

Between creating an enabling environment for the employees and handing out incentives to them is the list of measures needed to boost the spirits of the employees. Without this extra nudge, the situation is usually one of apathy and the lack of the will to put extra effort past the agreed ones that are in their job description. However, often employers find that it is the extra efforts on the parts of the employees that make all the difference. So employers device systems known as reward systems which “addresses these four areas: compensation, benefits, recognition and appreciation” (Entrepreneur Media). This is the research problem we are grappling with in the present work: to study the use of appraisals and reward system in enhancing employee performance in an Organisation such as Nestlé Nigeria PLC.

OBJECTIVES OF THE STUDY

The main aim of this study is to examine the use of performance appraisal and reward system in enhancing employee performance in an organisation. Specifically, other aims of this study are:

To determine the kinds of reward systems employed by employers.

To examine what these systems take into consideration.

To determine how effective they are in increasing employee performance in Nestlé Nigeria PLC.

RESEARCH QUESTIONS

The following research questions will be answered in this study:

What are the kinds of reward systems employed by employers.

What and what do these systems take into consideration.

How effective are they in increasing employee performance in Nestlé Nigeria PLC.

SIGNIFICANCE OF THE STUDY

The significance of this work goes beyond its immediate objective of studying and enumerating reward systems and performance appraisal. It sheds light on the human resources myths that have grown moribund and proffers feasible and viable methods of incentives. This work is also important in terms of understanding the minds of the average corporate and public employees and show the factors that affect them the most. 

SCOPE OF THE STUDY

The manifestations and influences of performance appraisal and reward systems discussed here only focuses on Nestlé Nigeria PLC and attention is given more on the systems they adopt and how they have come to boost employee performance over time.

This research work which studies the use of appraisals and reward system in enhancing employee performance in Nestlé Nigeria PLC aims at establishing the different reward systems especially the ones used in the above company and how they are adapted by the company to fit their targets and corporate missions and vision.

It also describes the processes of application of this system and how they are fitted for the best outcomes. Sometimes a reward system can end up making the employees lazy and complacent thereby defeating the aim of its establishment in the first place. It also measures, statistically, how much this system has gone into improving the employee performance of the company from the time of its adoption.

LIMITATIONS OF THE STUDY

Time and space have so far, in the course of this research work conspired to exacerbate and increase the research effort that was put into this work. The time frame allocated to a research of this k

DEFINITION OF TERMS

Reward System: This refers to the systems adopted by an organisation to reward good work input and diligence of its employee.

CHAPTER TWO

REVIEW OF LITERATURE

2.0 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 three sub-headings:

Conceptual Framework

Theoretical Framework
Empirical Review of Related Literature and
2.1 CONCEPTUAL FRAMEWORK

Concept of Reward

Reward is the compensation which an employee receives from an organization for exchanging for the service offered by the employee or as the return for work done (Lin, 2007). It also refers to the collection of brain structures that try to control and regulate behaviour by inducing pleasure (Ajila & Abiola, 2004). Human resource can be rewarded and optimally utilized through rewarding it using different techniques of significance importance.  

Carraher et al. (2006) advocates that there should be an effective reward system for job satisfaction and reward should be related to their productivity. Thus, organizations must make policies and procedures and formulate such reward system under those policies and procedures which increase employee satisfaction. Bishop (1987) suggested that pay is directly related with productivity and reward system depends upon the size of an organization.

Types of Rewards

There are several types of reward systems that organisations can use. According to  McCormick & Tifflin (1979), the system of rewards can be classified as intrinsic or extrinsic. Intrinsic reward system is those that are inherent in the job and which the individual enjoys as a result of successfully completing the task or attaining his goals. On the other hand extrinsic reward comes from external and it is tangible in order to appreciate the task performed by employee.  Extrinsic rewards are external to the task of the job, including pay, work condition, fringe benefits, security, and promotion, contract of service, salary, incentives, bonuses, payments and job security the work environment and conditions of work. (Badrinarayan & Tilekar, 2011). Thus, there is a need for an organization such as commercial banking to determine the reward system to offer at the organizational level rather than the individual managers. 

Intrinsic Reward 

Intrinsic reward concerns with psychological development of employees (Williamson, Burnett & Bartol, 2009). They are intangible benefits and include the characteristics such as autonomy, feedback and decision making participation (Hackman & Oldham, 1976). The intrinsic reward system are created purposely to appreciate employees in form of self-esteem and related to their feeling of achievement and growth with organization. Employees are feel satisfy when they have accomplished something worth in work and orally appreciated by the organization (Nawab, Ahmad and Shafi, (2011).

Extrinsic Rewards

The extrinsic rewards cover the basic needs of income to survive (to pay bills), a feeling of stability and consistency (the job is secure), and recognition (my workplace values my skills). Hellriegel (1999) say an extrinsic reward is outcomes supplied by the organization, and includes salary, status, job security and fringe benefits. One can compare these rewards to the job context items that Herzberg called hygiene factors

Concept of Reward System

Nelson & Peter (2005) stated “You get what you reward”. According to them, a reward system is the world’s greatest management principal. If the organisation rewards a certain kind of employee behaviour good or bad, that is what the company will get more of (Svensson, 2001). Every existing company has some form of reward system, whether it is outspoken or not, it exists (Jaghult, 2005). People correspond positively to praise, and praise in the right moment creates loyalty & affinity (Bernstein, 1998).

Rewards come in two different types. It can either be in a form of incentive motivation or personal growth motivation. The former is the kind that comes from within the individual, a feeling, being proud over something, feeling content and happy by something that you have done. The later is the type that is brought to you by another person or an organisation (Kaplan & Atkinson, 1998), and is the one that will hold our focus through this study. Furthermore, extrinsic rewards can be monetary or non-monetary. The monetary is usually a variable compensation, separated from the salary it is received as a consequence for extraordinary performance or as an encouragement and it can be either individually based or group based. The conditions to obtain this reward should be set in advance and the performance needs to be measurable (Jaghult, 2005). There exists a variety of purpose of a reward system, one very common is to motivate employees to perform better, but also for keeping the employess (Ax, Christer & Kullven, 2005). For a reward system to be ideally motivational, the reward should satisfy a number of criteria; have value, be large enough to have impact, be understandable, be timely, the effect should be durable and finally the rewards should be cost efficient (Merchant, 2007).

Purpose of Reward of Reward System

A reward system puts together employees’ natural self-interests with the organisation’s objectives and provides three types of management control benefits, informational, motivational and personnel related. Firstly, rewards should catch the employees’ attention and at the same time it works as a reminder for the person in charge of what results should be completed in different working areas. Organisations use reward systems to emphasize on which parameters their employees should exert the extra effort on by including them in their reward program (Svensson, 2001). This is a good way to emphasize and convince the employees of which performance areas that are important and create goal congruence within the organisation and signals how the employees should direct their efforts. To motivate is the second control benefit. People sometimes need an incentive to perform tasks well and work hard. Last but not least we have the personnel related control benefit. Organisations give rewards for many different reasons

e.g. to improve recruitment and retention by offering a compensation package that is competitive on the market (Merchant, 2007).

Different Parts of a Reward System
While constructing a reward system there are certain criteria to consider, and commonly these are considered in most outspoken reward systems. A reward can be either an “add-on”, meaning that the employee has a normal salary, and the reward. Corporations have, just as humans, different life-stages, and depending on where the corporation is at the moment it has different needs and this affects the reward system, needing to create goal congruence. What goals the company have in regards of profitability and growth, are the parameters you measure to see if a reward should be paid or not. This usually requires a bread-down of the goals, making them easier to measure and more understandable for the employees, and there you also need to show them how their behavior affects the measured goals and parameters.

This can be avoided by adding a threshold requirement for the whole company, which then needs to be fulfilled before a bonus can be paid out in any departments. Factors such as when and how the reward should be paid out and if there should be a roof (a higher limit of the reward-amount) are things that always should be specified while designing the system (Jaghult, 2005).

Monetary

“It is certainly not the only form of reward, and it is not necessarily always the best one, but it’s use is so common that it deserves special mention” (Merchant, 2007). People value money and therefore making money an important form of reward. Monetary reward systems can be classified into three main categories, performance-based salary increases, short-term incentive plans, and long-term incentive plans. The latter two rewards are common on managerial levels and are often linked to performance during a specific time period (Svensson, 2001). The first one is often considered to be the greatest motivational factor of them all (Samuelsson, 1999).

Each and every organisation gives salary increase to employees. at all organisational levels. This is normally a small portion of an employee.s salary, by has a significant values due to its long- term perspective (Merchant, 2007). Short term incentives in some form are however commonly used in organisations. A cash bonus is usually based on performance measured on a time period of one year or less.S The employees appreciate the possibility of receiving a reward for their performance (Svensson, 2001). Using a variable pay can also be an advantage for the company in terms of risk-sharing. This means that the expense for compensation varies more with company performance when the total compensation is partly variable, making the cost lower when no profit is made and when there is a profit this can be shared with the employees.

Rewards based on performance measures over time periods larger than one year are long-term incentive rewards. By using this, a company can reward employees for their outstanding work performance to maximize the firm’s long-term value. This also works to attract and retain key talented persons (Merchant, 2007). Types of these can be stock-option programs, restricted stock plans or by a reward that is put in a bonus-bank that change according to result and runs over several years (Samuelsson, 1999).

A very popular type of long-term incentive is some form of a restricted stock plan. This reward is shares given as a bonus to the employee, however, they can only be sold after certain time period. After for instance one year, the employee will be able to sell one fifth of the shares, after two years he or she will be able to sell two-fifths and after three years three-fifths etc. this is a way to retain competence within the company, not to motivate employees, since if they choose to end their employment before the fifth year, they will lose the remaining parts. Some firms take this even further by withdrawing the shares you already received (Merchant, 2007).

Non-Monetary

Be given a thank you from your manager or to receive gratitude from your co-workers are both examples of non-monetary rewards (Jagult, 2005). Monetary rewards are often accused of being too short-termed, and not creating a long-term commitment which is normally what you want from your employees. To achieve long-lasting motivation for the employees the organisation must pay attention to both the financial and the non-financial motivators, in order to provide the best mix (Armstrong, 1993).

Components of the Wage Mix

A combination of internal and external factors can influence, directly or indirectly, the rates at which employees are paid.

Internal Factors

The internal factors that influence wage rates are the employer’s compensation policy, the worth of a job, an employee’s relative worth in meeting job requirements and an employer’s ability to pay. Employer’s Compensation Policy: as a minimum, both large and small employers should set pay policies reflecting (1) the internal way relationship among jobs and skills levels, (2) the external competition or an employer’s pay position relative to what competitors are paying, (3) a policy of rewarding employee performance and (4) administrative decision concerning elements of the pay system as overtime premiums, payment periods and short-term or long-term incentives (Milcovich & Newman, 1999).

Employer’s Ability to Pay: thus an organisation’s ability to pay is determined in part by the productivity of its employees. This productivity is a result not only of their performance, but also of the amount of capital the organisation has invested in labour-saving equipment. Economic conditions and competition faced by employers can also significantly affect the rates they are able to pay.

External Factors

The major external factors that influence wage rates include labour market conditions, area wage rates, cost of living, and collective bargaining if the employer is unionized and legal requirements.

Labour Market Conditions: the labour market reflects the forces of supply and demand for qualified labour within an area. These forces help to influence the wage rates required to recruit or retain competent employees. However, there are „counter forces. that can reduce the full impact of supply and demand on the labour market.

Area Wage Rates: a formal wage structure should provide rates that are in line with those being paid by other employers for comparable jobs within the area.

Cost of Living: because of inflation, compensation rates have had to be adjusted upward periodically to help employees maintain their purchasing power. Employers make these changes with the help of the consumer price index (CPI). The CPI is a measure of the average change in prices over time in a fixed “market basket” of goods and services (consumer price index Detailed Report, 1996).

Collective Bargaining: one of the primary functions of a labour union is to bargain collectively over conditions of employment, the most important of which is compensation. The union’s goal in each new agreement is to achieve increases in real wages – wage increases larger than the increase in the CPI thereby improving the purchasing power and standard of living of its members. The agreements negotiated by unions tend to establish rate patterns within the labour market. (Hansen, 1998).

Reward Management

Rewards are an ever- present and always controversial feature of organizational life. Hartie (1995; 82) says that reward is an important part of the feed back loop in performance management. Money is not necessarily the only reward. He says that a reward will only have a positive effect if the individual value the reward and the reward is appropriate to the effort that was put in and to the achievement. Hartie (1995;82) mention a wide range of types of reward:- 

-praise  

-promotion  

-individual business  

-merit pay  

-team business  

-prizes, and  

-special awards. 

 According to Armstrong (1999; 567) reward management processes are conceived with the design, implementation and maintenance of reward systems geared to the improvement of organizational, team and individual performance. Hellrie get of all, (1999; 489) says that to be motivators, rewards must be aligned with the things they that people value. The reward can be determined by simply asking employees what things want. Employees will vary in their response, because some employee value monetary reward, where other value scheduling flexibility, especially training and development opportunities. some people sees that the jobs as a sources of a pay cheque and nothing else. Others derive great pleasure from their jobs and association with coworkers. The subject of organizational rewards includes, but goes far beyond, monetary compensation. 

 Reward management is also concerned with those non- financial rewards that provide intrinsic and extrinsic motivation. Intrinsic motivation is achieved by satisfying individual needs for achievement, responsibility, variety, change, influence in decision-making and membership of a supportive team. Extrinsic non- financial motivation provided directly by the organization is achieved by recognition, skills, development and learning an career opportunities. According to Hartie (1995; 198) individual differences in what employees desire and find motivating, forces managers to recognize these individual difference and managers should think about reward more broadly than just pay- linked options.  

 According to Satisfaction Compensation programme for growing Compenies (1997) recognization and celebration of achievement can build on job satisfaction felt buy team members.It is mentioned that there are ways to recognise successful performance. The following ways to recognise successful performance are:- 

- always stop to commend accomplishment 

-deliver praise and reward publicly  

-delver recognition in a personal and honest manner  

-ask the employees for their reward preference 

-reward timeously and,  

-strive for a clear, well communicated rewards system. 

 To understand reward management and all the aspects thereof, It is important to give a brief description and explanation of the total reward process. It is only when one understand the total reward process that one can understand the various reward systems and model and how one can use them collectively and to customize a model that will suit a specific company needs and how they can assist to achieve company's a goals and objectives.

Total Rewards Process 

 According to Armstrong (1999; 574) rewards process based on reward philosophies and strategies and contain the arrangement of policies; guiding principles, practices structures, and procedures which are devised and managed 

to provide and maintain appropriate types and levels and pay, benefit and other forms of reward.Reward management is a process that is integrated with all aspect of human resource management and much provide a number of important levers for improving the performance and commitment. Armstrong (1999;574) illustrate the reward system with its various reward management strategies and policies as can be seen in figure I  They figure show that reward management strategies and policies are driven by corporate and human resource management strategies. These strategies and policies provide guidance on the process required in four main areas:- 

-non- financial reward satisfy individual needs for challenges, responsibility, influence decision making, variety, recognition and career opportunities; 

-Employee benefit satisfy employees' needs for personal security and provide remuneration in forms other than pay, which meet other needs and may be tax efficient. 

-Pay structure which, by combining the result of market surveys (which also contribute to decisions on benefit level) and job evolution, defined conquitable and competitive levels of pay, pay relatives (differentials) and pay progression limited 

- The measurements and management performance; which measure performance in relation outputs and inputs leads to the design and operation of pay- for- 

performance schemer and continuous and development and training programmes,   

 Total reward management can play a major role in all aspect of the operation of an organization if one implements and applies it properly and for the right- reasons. The next section focuses on the types of rewards that can be considered when designing a reward scheme.  

Concept of Performance Appraisals

Job evaluation is the systematic process of determining the relative worth of jobs in order to establish which jobs should be paid more than others in the organisation. The relative worth of a job may be determined by comparing it with others within the organisation or by comparing it with a scale that has been constructed for this purpose. (Milcovich 1999)

Job Ranking System

The simplest and oldest system of job evaluation is the job ranking system, which arrays jobs in the basis of their relative worth. A common approach to job ranking is the paired-comparison method. Raters compare each job with all other jobs by means of a paired-comparison ranking table that lists the jobs in both rows and columns. Differences in ranking should then be reconciled into a single rating for all jobs. The basic weakness of the job ranking system is that it does not provide a very refined measure of each job’s worth. Its simplicity, however, makes it ideal for use by smaller employers. (Newman, 1999)

Job Classification System

In the job classification system, jobs are classified and grouped according to a series of predetermined grades. Successive grades require increasing amounts of job responsibility, skill, knowledge, ability or other factors selected to compare jobs. The job classification system is widely used by municipal and state governments. (Milcovich & Newman, 1999)

Point System
The point system is a quantitative job evaluation procedure that determines a job’s relative value by calculating the total points assigned to it. The point system permits jobs to be evaluated quantitatively on the basis of factors or elements commonly called compensable factors that constitute the job. The skills, efforts, responsibilities and working conditions that a job usually entails are the more common or major compensable factors that serve to rank one job as more or less important than another. Once selected, compensable factors will be assigned weight according to their relative importance to the organisation. The point manual is a handbook that contains a description of the compensable factors and the degrees to which these factors may exist within jobs. The point value assigned to a job represents the sum of the numerical degree values of each compensable factor that the job possesses. (Milcovich & Newman, 1999).

Factor Comparison System

This is a type of job evaluation system that permits the evaluation process to be accomplished on a factor-by-factor basis by developing a factor comparison scale. It differs from the point system, however, in that the compensable factors of the jobs to be evaluated are compared against the compensable factors of key jobs within the organisation that serve as the job evaluation scale. Key jobs can be defined as those jobs that are important for wage-setting purposes and are widely known in the labour market. (Milcovich 1999)

Key jobs are evaluated against five compensable factors – skill, mental effort, physical effort, responsibility and working conditions – resulting in ranking of the different factors for each key job. Normally a committee is selected to rank the criteria across key jobs. (Hansen, 1998)

Job Evaluation for Management Positions
Because management positions are more difficult to evaluate and involve certain demands not found in jobs at the lower levels, some organisations do not attempt to include them in their job evaluation programs. Several systems have been developed especially for the evaluation of executive, managerial and professional positions. One that is well known is the Hay Profile Method, developed by Edward N. Hay. The three broad factors that constitute the evaluation in the “profile” include knowledge (or know-how), mental activity (or problem solving) and accountability (Henderson, 1996). The Hay method uses only three factors because it is assumed that these factors represent the most important aspects of all executive and managerial positions. (Hansen, 1998).

The Compensation Structure
To evaluate the work of each job in terms of its rank, class, points or monetary worth must be converted into an hourly, daily, weekly or monthly wage rate. The compensation toll used to set wages is the wage and salary survey.

Wage and Salary Survey

The wage and salary survey is a survey of the wages paid by employers in an Organisation’s relevant labour market - local, regional or national depending on the job. It is the wage and salary survey that permits an organisation to maintain external equity, that is, to pay its employees wage equivalent to the wages similar employees earn in other establishments. (Hansen, 1998)

Wage Surveys and Virtual Jobs

It is essential to develop creative pay surveys to match the organisation’s compensation strategy. For example, where employers pay employees on the basis of their competencies and skills, then pay surveys will need to address the compensation of core competencies that span all work and all jobs. (Bowen 1991)

The Wage Curve
The relationship between the relative worth of jobs and their wage rates can be represented by means of a wage curve. This curve may indicate the rates currently paid for jobs within an organisation, the new rates resulting from job evaluation, or the rates for similar jobs currently being paid by other organisations within the labour market. With wage rates plotted against Point Value of jobs, the wage curve can then be used to determine the relationship between the value of a job and its wage rate at any given point on the line. Cantoni, (1997)

Pay Grades
From an administration standpoint, it is generally preferable to group jobs into pay grades and to pay all jobs within a particular grade the same rate or rate range. The grades within a wage structure may vary in number due to the number of distribution of jobs within the structure among others. Cantoni, (1997)

Incentive Plans

The worth of a job is a significant factor in determining the pay rate for that job. However, pay based on only this measure may fail to motivate employees to perform to their full capacity. Incentives linked with output causes workers to more fully apply their skills and knowledge to their jobs while encouraging them to work together as a team. Cantoni, (1997).

Reasons and Requirements for Incentive Plans

A clear trend in strategic compensation management is the growth of incentive plans, also called variable pay programs, for employees throughout the organisation. Variable pay programs establish a performance “threshold” (a baseline performance level) and employee or group of employees must reach in order of quality for variable payments.

Incentive plans create an operating environment that champions a philosophy of shared commitment through the belief that every individual contributes to organisational performance and success. (Bowen 1991)

Incentive Plans as Links to Organisational Performance

By meshing compensation and organisational objectives, managers believe that employees will assume “ownership” of their jobs, thereby improving their effort and overall job performance. Various studies have demonstrated a measurable relationship between incentive plans and improved organisational performance. Unfortunately, studies also show that variable pay plans may not achieve their proposed objectives or lead of organisational improvements. A plan is more likely to work in an organisation where morale is high, employees believe they are being treated fairly and there is harmony between employees and management. (DuBrin, 1997)

The Issue of Equal Pay for Comparable Worth

Comparable worth is the concept that male and female jobs that are dissimilar, but equal in terms of value or worth to the employers, should be paid the same. This practice results in what critics term institutionalized sex discrimination, causing women to receive less pay for jobs that may be different from but comparable in worth to those performed by men. Rather, the argument for comparable worth is that jobs held by women are not compensated the same as those held by men, even though both job types may contribute equally to organisational success (Bohlander 2001).

Problem of Measuring Comparability: advocates of comparable worth argue that there is no consensus on a comparable worth standard by which to evaluate jobs, nor is there agreement on the ability of present job evaluation techniques to remedy the problem (Gardner, 1998).

Furthermore, they contend that current job evaluation techniques simply serve to continue the differences in pay between the sexes. One solution is non-judicial determination of comparable worth through collective bargaining and pressure-group action can be a better way to achieve gender-based pay equity. (Bohlander 2001).

Factors That Motivate Employees To Perform In An Organization

Leadership Style: Leadership style plays an important role in the motivation of workers to performance. The style of leading adopted by a manager can affect the performance of the subordinates. The success of a leadership in influencing subordinates to performance can be affected by certain situational variables like confidence of the subordinates, experience, the need and the perception of the subordinates. It is important that before any leader adopts any style of leading, he should first of all understand the nature and characteristics of the subordinates since this can affect his performance, the subordinate of all understand the nature and characteristics of the subordinates since this can affect his performance, the subordinate perception of the boss. Leadership style can be a source of motivation.

Management by Objective (MBO): This is one of the most motivational techniques used by management. Its use in the organization has increased since its inception in 1950s. The programme is designed to encompass specific goals, participative set for an explicit time period with feedback on goals progress. This was advocated in different forms and one of the advocates is Peter Drucker, who first introduced the concept. Drucker (2009) states that the objective of the MBO should be concise statement of expected accomplishment, that is the superior and the subordinates should jointly choose the goals and decide on how they will be measured. Drucker believes that the greatest advantage of the MBO is that it allows the worker to control his productivity. This self-control will result in stronger motivation to do the best rather than just get by it.

Another philosopher of the MBO were Koontz et al. they defined it as a process whereby the superior and the subordinates jointly identifies the common goal, define individual major areas of responsibility in terms of the result expected of him and use these measures as guards for operating the units and accessing the contribution of each of his members.

An important factor in Koontz et al view point is for the subordinates and superiors to have an understanding regarding the subordinates’ major areas of responsibility. A common feature in Drucker and Koontz et al conceptions of MBO is that MBO can lead to improved motivation of the participants. This is because the superior and subordinates meets to discuss the goals of their department, which must be in line with overall goals of the organization.

The superior and subordinate meet again after the initial goals are established and evaluate the subordinate performance inters of goals. With the participation of the subordinates in discussion, establishment and emulation of the organizational goals as specified by MBO, the subordinate will be motivated to contribute his best to the attainment of the goal. MBO gives the subordinates a sense belonging can motivate them to act.

Job Enrichment: Researchers and analysis of motivation points to the importance of making job challenging and meaningful to the person doing the job. Herzberg et al popularized Job enrichment as motivational technique in their two-factor theory of motivation. 

Job enrichment is referred to as the vertical expansion of the job which entails giving the individual full control and autonomy over the job he his doing.

Basically, increasing the responsibility of a job in order to increase the satisfaction associated with the job. A job may be enriched in the following ways:

Giving room for selection of jobs where better motivation is more likely to improve performance. The job must be designed to provide opportunities for achievement, recognition, responsibility, advancement and growth. The technique entails enriching the job so that these factors are included. 

Encouraging participation of subordinates and interaction between workers.

By giving workers a feeling of personal responsibility of their task.

By taking steps to make sure that people can see how their task contributes to a finished products and the welfare of the enterprise.

Giving people a feedback on their job performance.

Involving workers in analysis and change of physical aspect of the work environment such as layout of the office or plant, temperature lighting, and cleanliness. With job enrichment, workers interest in their job may be generated and their level of motivation will be increased.

Job Enlargement: Job enlargement is another technique of motivation. It is referred to as the horizontal expansion of the job. Job enlargement simply makes a job varied by removing dullness associated with performing the job. It means enlarging the scope of the job by adding task without enhancing responsibility. The essence of job enlargement is to prevent monotony, which kills, interest and job interesting to the workers. Job enlargement can help to motivate people to productivity. 
Positive Re-Enforcement: This is another motivational technique used as a means of motivating workers to productivity. Re-enforcement is used to motivate workers to performance by encouraging a desired behaviour and discouraging an undesired baehaviour. Re-enforcement approach to the motivation of workers was first developed by a Harvard psychologist known as B.F. Skinner. This theory was first developed in learning, which entails encouraging desired behaviour and discouraging undesired behaviour. It can be used to encourage the workers to performance by rewarding a desired behaviour. For example, an engineer is given the task of designing a new piece of equipment (stimulus) the engineer exerts a high level of efforts and complete the project in time (response), the supervisor reviews the work and recommend an increase pay for an excellent work (positive re-enforcement).

Rewording a desired behavior entails monetary reward, promotion, recognition and praise. With positive re-enforcement, a behaviour desired by the management can be repeated in subsequent times.

Money: Money cannot be overlooked as a means of motivating workers to performance whether in the form of wages, piecework, bonuses, or any other incentive pay that may be given to employees for performance. The influence of money as a motivational technique is a function of the need level of the worker. A worker who is striving to satisfy his psychological needs will value money more than a worker striving to satisfy a self-actualization need. Management should understand the desire of workers before using money as a means of motivating them to performance.

Participation: Participation is another motivational technique which requires that management of any organization should also consult employees on decision affecting them and that they should be given the opportunity to air their own views with regards to such decisions. Researchers have shown that when workers are allowed to have a say in things that affect them in the work place, they tend to be satisfied. 

This increases productivity and discourages absenteeism. Participation is also a means of recognition. It appeals to the need for affiliation and acceptance. Above all, it gives people sense of accomplishment.
Welfare Schemes 

These are facilities provided by the organization, which are in addition to workers wages or salaries.

Problems of Motivation 

A motivational problem exists within an organization when there is a discrepancy between expected and achieved results and when the discrepancy is due to lack of opportunity. For instance, the motivational problem may be expressed in terms of the failure of employees to obey a specific safety rule e.g. smoking should be restricted in certain supervisory practices (handing disciplinary problem can arise from any of the following.

Problem of Ability: the person concerned lacks the physical or mental ability to perform according to exceptions and is therefore unattainable.

Problem of Training: in this case, performance would be inadequate regardless of motivational level until training courses is accomplished.

Problem of Communication: failure to perform is caused by the employees misconception of what is expected  

Leadership Style: motivation as I have either said has to do with behavior of individual in the organization. Also, the attitude of supervisors should maintain that spirit of co –operation with their employees as it has been identified that poor supervision can be a source of motivational problem. There should be that cordial relationship exiting between the supervisor and employee and hardworking employs should as a: matter of fact be recommended for promotion. 

Situational Factor: the employees know what to do and how to do it but is held back by certain situational factors, such as inadequate tools obsolete methods, being paced by the performance of other of or by market conditions.

Concept of Employee Performance

Glen (2014) stated that the manufacturing sector is an ever changing beast and every year, the industry is faced with fresh challenges. The author stated that virtually all media houses constantly report the closure of industrial units, labour disputes between employers and their employees or reductions in the labour force due to recession and other economic dynamics. As a result, the image of manufacturing industries have been marred by low wages, high labour turnover, inadequate working conditions, poor performance and productivity (Githinji, 2014). Productivity can be referred to as the quantity of work that is attained in a unit of time by means of the factors of production. These factors include technology, capital, entrepreneurship, land and labour. It is the link between inputs and outputs and increases when an increase in output occurs with a lesser than comparative increase in input. It also occurs when equal amount of output is generated using fewer inputs (ILO, 2005). Bhatti (2007) and Qureshi (2007) were of the perspective that productivity can be seen as a measure of performance that encompasses both efficiency and effectiveness. It can also be referred to as the ratio of output or production capacity of the workers in an organization. It is the correlation that exists between the quantity of inputs and outputs from a clearly defined process. The performance of a business which determines its continued existence and development is largely dependent on the degree of productivity of its workers. Yesufu (2000) stated that the prosperity of a nation as well as social and economic welfare of its citizens is determined by the level of effectiveness and efficiency of its various sub components. Productivity is a total measure of the efficiency or capacity to transform inputs that is raw materials into finished products or services. More precisely, productivity is a measure that indicates how well essential resources are used to accomplish specified objectives in terms of quantity and quality within a given time frame. It is suitable when measuring the actual output produced compared to the input of resources, taking time into consideration. Hence, productivity ratios indicate the extent at which organizational resources are effectively and efficiently used to produce desired outputs. Efficiency takes into account the time and resources required to execute a given task. Therefore, it can be concluded that effectiveness and efficiency are significant predictors of productivity.

Employee Performance and Productivity 

Jennifer and George (2006) Argued that the performance of workers contribute directly to an organization’s level of effectiveness, efficiency and even towards the achievement of administrative goals. It also stated that a corporation’s failure to certify that its workers are motivated has a negative influence on its organizational effectiveness and efficiency thereby affecting employee’s productivity levels concerning expected goals and objectives. According to Antomioni (1999) a worker’s level of productivity is reliant on the extent at which workers believe that certain motivational desires will be fulfilled stating that workers become demoralized as such less productive once they perceive that their desires can’t be met or gratified. Mathis (2003) suggested that productivity refers to a measure of the quantity and quality of work done, bearing in mind the cost of capital used. The greater the level of organizational productivity, the greater the competitive edge. This is because the costs associated with the production of goods and services are lesser. Better productivity ratios does not automatically mean that more output is manufactured; it could also mean that less workers or less financial resources and time were utilized in producing the similar output. McNamara (2003) stated that productivity may be denoted in form of quality, quantity, time and cost. He also stated that evaluating productivity has to with measuring the length of time it takes an average employee to produce a specified level of output. Although measuring productivity may seem difficult, it is however very significant since it directly affects organizational profitability. Brady (2000) claimed that none of the resources utilized for production in the workplace are so thoroughly examined as the human capital. Most of the activities carried out in HR Systems are intended to influence worker or organizational productivity. Compensation, evaluation systems, training and development, recruitment, job characteristics are HR responsibilities directly aimed at productivity. Bernardin (2007) clearly stated that the importance of motivational factors cannot be underestimated by an organization in increasing the productivity levels of a workforce especially when trying to gain competitive advantage. He also stated that productivity may be hard to measure, but it can be evaluated in terms of effectiveness and efficiency of workers.

Effectiveness 

In general, effectiveness is referred to as the degree to which set objectives are accomplished and policies achieve what they were designed to achieve. It focuses on affecting the purpose that is achieving the required or projected results. A program or service is said to be effective if such a program is able to accomplish set objectives or estimated outcomes. As regards workers, it is a measure of how well workers productivity levels meet set goals and objectives of the organization (Yesufu, 2000). Therefore an employee is said to be effective when he/she is able to achieve desired results in line with organizational goals and objectives.

Efficiency 

Efficiency on the other hand is productivity of estimated effects; specifically productivity without any form of waste. This has to do with workers abilities to work productively with minimum waste in terms of energy, time and cost. Efficiency is more or less a contrast between the use of inputs in a clearly defined process and generated outputs. For instance, given a specified number of input or resources, a decision making entity be it individual, corporate, administrative institution, or a state realizes a level of output considered to be the maximum achievable based on the present conditions, then such an entity is assumed to be efficient. However if it generates lesser than what it is estimated to generate it is said to be inefficient. As such efficiency stems from the correlation between inputs and outputs, and is referred to basically as the degree to which outputs are produced while minimizing manufacturing costs (Harris, 2001).

The Nexus between Rewards and Productivity 

Generally studies conducted on the impact of motivation as it relates to workplace productivity has drawn significant attention in the aspect of management; however it has been basically disregarded by most establishments. This may be due to the fact that the concept of motivation is complex and relative in the sense that what may appeal to an individual may not appeal to another (Reilly, 2003). Generally, most organizations through the use of incentives seek out ways to motivate their work force. These incentives could be in form of good working conditions, work environment and compensation amongst others. Incentives are regarded as variable payments (monetary and nonmonetary) made to workers or a team of workers based on the quantity of output or results attained. On the other hand, it can be seen as payments made with the purpose of stimulating workers’ performance and productivity levels towards achieving greater objectives (Banjoko, 2006). Incentives can also be described as any compensation with the exception of basic wages or salaries that varies based on the capacity of the workforce to attain certain standards, such as predetermined procedures and stated organizational goals and objectives (Martocchio, 2006). Therefore one can conclude that there is a link between motivation and productivity this is due to the fact that a lack of motivation leads to a decrease in productivity and vice versa.

Also, previous studies has revealed that at various points in time, low productivity levels have been documented in virtually all establishments be it government or private sectors in Nigeria (Mbogu, 2001; Ezulike, 2001; Iheriohanma, 2006); also conclusions from further studies show that low levels of productivity can be elevated if workers are provided with adequate motivation which may or may not be financial (Tongo, 2005). In terms of productivity, members of a workforce may vary in terms of how much value they bring to the organization, which is certainly not limited to the activities they perform but also how well they perform such activities; generally organizational performance is largely dependent on the level of productivity of the workers and various departments that make up the organization. Therefore it is imperative that organizations fairly reward their workforce based on relative productivity and performance levels (Martocchio, 2006). Finally, for workers to perform at higher levels, the organization has a crucial part to play in ensuring that it highly motivates the members of its workforce in order to attract, retain, and improve productivity levels of both workers and the organization as a whole (Reilly, 2003).
The Effects of Rewards on Productivity

Productivity in general has been defined in the Cambridge International and Oxford Advance Learner’s dictionaries as the rate at which goods are produced with reference to number of people and amount of materials necessary to produced it. On the other hand, productivity has been defined as the utilization of resources in producing a product or services (Gaissey, 1993).

It has further been defined as the ratio of the output (good and services) and input (Labour, capital or management). The definition of productivity is utilized by economists at the industrial level to determine the economy’s health, trends and growth rate whiles at the project level, it applies to areas of planning, cost estimating, accounting and cost control (Mojahed, 2005). 

Several factors affect labour productivity and prominent among them is the basic education for any effective labour force. In addition to the above is the diet of the labour force and social overhead such as transportation and sanitation (Heizer and Render, 1999). Furthermore, motivation, team building, training and job security have a significant bearing on the labour productivity. Coupled with the afore-stated factors, labour productivity cannot be achieved without maintaining and enhancing the skills of labour and human resource strategies. Better utilized labour with stronger commitment and working on safe jobs also contribute to affect labour productivity (Wiredu, 1989). 

Effects of Rewards on Performance

The performance of employees will make or break a company; this is why it is important to find a variety of methods of motivating employees. "Motivation is the willingness to do something," wrote Stephen Robbins and David A. DeCenzo in their book 

"Supervision Today." "It is conditioned by this action's ability to satisfy some need for the individual." The most obvious form of motivation for an employee is money; however, there are other motivating factors that must be considered.  

Every employee within a company is different and, therefore, is motivated to perform well for different reasons. Due to the differences within an organization, it is important for a manager to get to know her employees and understand what motivates their performance. "If you're going to be successful in motivating people, you have to begin by accepting and trying to understand individual differences," Robbins and DeCenzo report in their book "Supervision Today." 

Money is the most important motivator for employee performance but it is important for companies to find other ways to motivate. This involves getting to know their employees and what drives them, then making sure managers utilize appropriate motivational techniques with each employee. When appropriate motivation techniques are used, employee performance will improve. 

2.2 THEORETICAL FRAMEWORK

There are different theories of motivation propounded by different scholars, interested in motivation as a phenomenon. Some of these theories are discussed below:

Abraham Maslow Theory in 1984

Abraham Maslow (1954) attempted to synthesize a large body of research related to human motivation, prior to Maslow, researchers generally focused separately on such factors as biology, achievement, or power to explain what energizes, directs, and sustains human behavior. Maslow posited a hierarchy of human needs based on two groupings: deficiency needs and growth needs. Within the deficiency needs, each lower need must be met before moving to the next higher level. Once each of these needs has been satisfied, if at some future time a deficiency is detected, the individual will act to remove the deficiency. 

Maslow’s needs hierarchy theory is one of the most popular theories of work motivation in our time but it was not always so. Though the theories were introduced in the mid 1940s and until 1950s, it remained primarily in the realm of clinical psychology where Maslow did most of his development work. However, as more attention began to be focused on the role of motivation at work, Maslow’s need matching theory emerged in the early 1960s as an appealing model of human behaviour in organizations. And as a result of its popularization by Douglas McGregor (1960, 1967), the model became widely discussed and used not only by organizational psychologists but also by managers. 

As early as 1954, Maslow had discussed two additional needs in his work, namely, cognitive and aesthetic. Cognitive needs are the needs to know and understand and these examples include the need to satisfy one’s curiosity, and the desire to learn. Aesthetic needs include the desire to move toward beauty and away from ugliness. These two needs were not however included in Maslow’s hierarchical arrangement and have therefore been generally omitted from discussions of his concepts as they relate to organization settings. Maslow developed the theory that human beings are motivated, i.e., stirred to action by their needs. He contrasted 2 broad categories of human motives – ‘growth motives’ and ‘deprivation motives’ The first kind is characterized by a push toward actualizations of inherent potentialities, while the other is oriented only toward the maintenance of life, not its enhancement.

Douglas McGregor Theory ‘x’ and Theory ‘y’

Theory ‘x’

 This theory was developed by Douglas McGregor. The theory is based on the manger’s assumption or conception of people in the work place. The assumptions of theory x are discussed below:

Theory ‘x’

The average human beings have an inherent dislike for work and will attempt to avoid it whenever possible.

Most workers placed security above all other factors associated with work and will display little ambition.

As a result of these human characteristics of dislike for work, most people must be coerced, controlled or threatened with punishment to achieve goals. People will shrink responsibility and seek formal direction whenever possible.

Theory ‘y’

Below are some of the assumptions of theory ‘y’

Managers’ views about their employees under theory ‘y’ are:

Average human beings under proper condition not only accept but also seek responsibility.

The capacity to exercise a relatively high degree of intelligence and creativity in the solution of organizational problems is widely and not narrowly distributed in the population.

In the conditions of modern industrial life, the intellectual potentialities of the average human beings are only partially utilized.

External control and the threat of punishment are not the only means for bringing about effort towards the organizational objectives.

People will exercise self-control and self-direction in the services of objectives to which they are committed.

The expenditure of physical and mental in work is as natural as play or rest.

McGregor’s theory ‘x’ and theory ‘y’ represents manager’s view about people in the working place. In other words, the theory ‘x’ and theory ‘y’ are formulated by Douglas McGregor to 

show the conceptions or view held by the practicing managers about people in the work place. The assumption of theory ‘y’ can play positive role in the motivation of workers because they can tap the innate potentialities of man in the work place.

Goal - Setting Theory

One criticism of both expecting and equity is that they focus primary on psychological processes involved in work motivation, providing little explicit theory and guidance for explaining the role of contextual forces.

Goal-setting theory overcomes these limitations by focusing on the motivational effects of goals, or targets for action. 

Extensive research has show that difficult, specific goals motivate high performance by focusing attention, increasing effort and persistence and encouraging the development of novel task strategies reducing the performance effects of goal-setting as a motivational technique [Locke and lathan, 2002].

At first glance, the principle of difficult goals motivating higher performance than easy goals appears to conflict with expectancy theory. From an expectancy theory standpoint, easy goals yield greater effort-to- performance expectancy beliefs, and thus, greater motivation and performance, then difficult goals. Researchers have resolved this tension by showing that when goal difficulty is held constant, higher expectancy beliefs are associated with higher performance, but when goal difficulty varies, more difficult goals are linked with higher performance, as the attention, effort, persistence, and task strategy benefits of difficult goals appear to outweigh the costs of lower expectancy beliefs. Furthermore, expectancy beliefs moderate the effects of goal difficulty on performance, such that setting difficult goals only motivates employees to take action if they believe such action has the potential to achieve the goals (Locke & Lathan, 2002).

As goal setting theory gained prominence, scholars began to raise concerns about managers using goals as manipulative tools, and expressed growing interest in understanding the motivational effects of goals that were self-set by employees. This yielded a major controversy emerged about whether participation in goal-setting increases motivation and performance. Holding goal difficulty constant studies by Lathan and Colleagues showed null effects of participation, where as studies by Erez and Colleagues identified significant benefits. The authors collaborated, with Locke as a mediator (not a moderator), to jointly design experiments to resolve the dispute. They discovered that the effects of participation in goal-setting depend on goal commitment. When the purpose of the goals is  clear, participation offers little benefit, but when the purpose is unclear, allowing employees to participate serves the functions of increasing goal commitment, and thereby motivates higher performance.

Subsequent studies suggested that participation may achieve these benefits not only through motivational mechanism, but also through cognitive mechanisms of enabling employees to share information about task strategies and building self-efficiency (Locke & Lathan, 2002). Moreover, employees who have high self-efficacy with respect to assigned goals tend to set higher goals, experience greater goal commitment, choose better task strategies and maintain goal pursuit in the face of negative feedback (Locke & Lathan, 2002).

Of course, if employees goals are not aligned with organizational goals, goal-setting can reduce rather than increase performance. The raises important ethical issues, as employees can take short cuts to achieve goals that violate important moral and legal standards. For example, Schweitzer, Ordonez, and Dounma (2004) conducted a laboratory experiment showing that when participants had unmet goals, they were more likely to cheat by over stating their productivity than when they were simply asked to do their best. These effects were observed for goals with and without monetary incentives, and were particularly pronounced when participants narrowly missed goal accomplishment (Schweitzer et al, 2004). A heated debate has ensued about whether goal-setting theory adequately addresses and accounts for these and other risks of goal-setting, such as tunnel vision, stress, reduced learning and intrinsic motivation, and excessive risk-taking and competition (Locke & Lathan, 2009). We are sympathetic to the arguments of both sides. On one hand, goal-setting theorists have acknowledge many of these risks, and demonstrating that goals can increase unethical behavior is consistent with a premise of goal-setting theory that when employees are committed to goals, they will be motivated to discover and create task strategies for achieving them  (Locke & Lathan, 2002). On the other hand, although much is known about the motivation and performance effects of goal-setting. Substantially less theory and research to has addressed the conditions under which goals are more versus less likely to encourage unethical behavior and other unintended consequences (e.g. Barsky, 2008). The represents an important direction for future research: scholars should systematically build and test theories about the factors that amplify and mitigate the negative effects of goal-setting.

Job Design: Goals are an important contextual influence on motivation, but how employees’ jobs are structured also has a substaintial impact on their motivation (Fried, Levis, & Laurence, 2008; Grant & Parker, 2009; Morgeson & Humphrey, 2008; Oldham & Hackman, 2010; Parker & Ohly, 2008). Classic research on job design has focused on the principle of job enrichment, which refers to altering the structural characteristics of employee’s tasks to increase their motivating potential. The dominant approach to job enrichment is based on the job characteristics model, which proposes that motivation, satisfaction performance quality, and withdrawal behavior. Such as absenteeism and turnover are a function of three critical psychological states: experienced meaningfulness, responsibility for outcomes, and knowledge of results.

Experienced meaningfulness is thought to be determined by three cored job characteristics: skill variety (being challenged to use a variety of one’s capabilities), task identity (completing a whole, identifiable pieced of work from start to finish), and task significance (having an impact on other people inside or outside the organization). Thus, from a motivational statement, well-designed jobs are high at least one of the dimension of skill variety, task identity, and task significance, as well as in autonomy and feedback. These effects are moderated by individual differences in growth need strength, such that employees who value learning and development should be more responsive to both the enrichment job characteristics and the critical psychological states, as well as by knowledge skill, and satisfaction with the work context.

Full experiments and metal- analytic reviews have shown that as a whole, these job characteristics have good explanatory power for work motivation (Elsbech & Hargadon, 2006), include knowledge and learning as well as motivational mechanisms for explaining job design effects (Parker, Wall, & Cordery, 2001), and examine how motivational approaches to job design from organizational psychology may involve trade offs with respect to mechanistic approaches from industrial engineering, perceptual-motor approaches from human factors and cognitive psychology, and biological approaches from medicine (Morgeson & Campion, 2002). 

From a motivational standpoint, one critique of the characteristics model is that it focused on the enrichment of assigned tasks, overlooking the important role that interpersonal relationships play in motivation (Grant & Parker, 2009).

Recent research has examined the motivational effects of redesigning jobs to connect employees to their impact on the beneficiaries of their work-the clients, customers, patients, and other end users who are affected by their efforts (Grant, 2007). Studies have shown, for example, that when employees even have a short interaction with an end use of their work, they come to perceive their actions as having a greater impact and as more socially valued, and feel more committed to their end users in general, which motivate them to work harder and achieve higher performance and productivity. (Grant, 2008b; Grant et al, 2007).

Similar to the growing attention to self-set as opposed to manager-set goals, scholars have observed that mangers are not the only architects of jobs; employees also take initiative to proactively modify the characteristics of their own jobs (Grant & Parker, 2009). Scholars have developed conceptual frameworks to explain the factors that motivate employees to adjust their roles and craft or modify their jobs (Wrzesniewiski & Dutton, 2001). Recent research has revealed how employees take initiative to craft their jobs in pursuit of “unanswered callings” (Berg, Grant & Johnson, 2010), craft their jobs not only in isolation, but also in collaboration (Leana, Appelbaum & Shevchuk, 2009), and experience and respond to challenges encountered in job crafting (Berg, Wrzesniewski, & Dutton, 2010). Has also explored how manage and employees work together to negotiate “idiosyncratic deals” about the motivational characteristic of tobs (hornunge rousseau. Glaser, anoferer & weight 2010; rousseau, Ho, & Greenberg, 2006) 

Self determination theory

Scholars have long viewed intrinsive motivation a desired to act based on interest and employment of the work itself as a key influence on work motivation, especially in the literature on job design and creativity Zhor, & Oldham, 2004). Self determine turn theory has begun to play a central role in expanding our understand of intrinsic motivation and informing work motivation research more generally (Gagne & Deci, 2005). In work motivation research, self determination theory has been particularly useful in resolving controversies about the conditional under which rewards and incentive have positive vesus negative effect. According to self determination theory, employed have, there basics psychological needs; autonomy, competence and relatedness (Ryan & Deci, 2000),

Autonomy refers to the feeling of choice and discretion competence refers to feeling of connectedness and belongingness with other.

Self-determination theorists propose that when these the psychological needs are fulfilled, employees are more likely to be intrinsically motivated and internalized external goals and objectives. Thus when rewards and incentives are derived in a manner that threatens feelings of autonomy, competence, and/or relatedness, employees will tend to real negatively. For example, explaining a reward system in a controlling rather then supportive manner can compromise employees’ feeling of autonomy and relatedness. On the other hand, as long as rewards and incentives are delivered in a manner that support autonomy, competence and relatedness, in Tinsel motivation and incentives and relatedness, in tonic motivation and internalization are more likely. Other research suggest that additional features of compensation system such as variable Bersus fixed pay ratios and the number of people whose performance determines the reward (Gagne & 2008), as well as the symbolic features of rewards who distributes them, how and to whom (Mickel & Rarron, 2008) may affect self determination and intrinsic motivation.

Self-determination theory also makes a valuable contribution to our understanding of work motivation by elaborating understanding of extrinsic motivation. Rather than viewed extrinsic motivation as a unitary construct, Ryan and Deci (2000) proposed that extrinsic motivation is a matte of degree, varying along a continuum of autonomous regulation. They identified four different type of extrinsic motivation that employees experience as successively less controlled and more autonomous external (based on internal reward and punishment contingencies, such as guilt and self-esteem), identified (based on consistency with a personal value), and integrated(assimilated into one is system of values).

In the work domain, research have proposed that since external reward and incentive contingencies are virtually omnipresent, extrinsic and intrinsic motivation the coexist (Adler & 2009) if this is true, employees might be expected to invest more time and energy in their work when they find it both intrinsically motivating and are able to identify or integrate it with their values (e.g. with this predication research has shown that intrinsic and pro-social motivation interact synergistically to predict higher levels of persistence. Performance and productivity among firefighters and fundraises) (Grant, 2008a), as well as higher levels treatment employees, and participants in an experiment helping a local band make money (Grant & Berry, 2010). This, intrinsic and identified integrated motivation appears to be particularly potent in motivation (intrinsic, integrated, autonomous) are move important for performance on complex rather than simple task, where austomous motivation encourage exploration and persistence (Gagne & Dec, 2005).

Organization scholars also used self determination theory to explain the motivation effects of transformational values leadership to inspire employees, model important values, and provide and judge (2003) conducted a field study and a laboratory experiment showing that transformational leaders encourage employees to set austomous and higher performance. Interestingly, their field study suggested that transformational leadership was associated positively with antonymous motivation but had no relationship with controlled motivation, while their lab experiment indicated that transformational leadership reduced controlled motivation more strongly than it increased antonymous motivation. Further research is still needed to export this discrepancy, but the difference in the strength and content of rewards and incentive between the field and lab may be one key factor (Bono & Judge, 2003).

Integrating job design and self-determination theories, we know much more about how intrinsic motivation is influenced by the structure than the content of employees’ tasks. According to self-determination theory, feelings of autonomy, competence, and relatedness. (Ryan & Deci, 2000),

Autonomy refers to the feeling of choice and discretion competence refers to feeling of connectdness and belongingness with other.

Self-determination theorists propose that when these the psychological needs are fulfilled, employees are more likely to be intrinsically motivated and internalized external goals and objectives. Thus when rewards and incentives are derived in a manner that threatens feelings of antonomy, competence, and/or relatedness, employees will tend to real negatively. For example, explaining a reward system in a controlling rather then supportive manner can compromise employees’ feeling of autonomy and relatedness. On the other hand, as long as rewards and incentives are delivered in a manner that support autonomy, competence and relatedness, in Tinsel motivation and incentives and relatedness, in tonic motivation and internalization are more likely. Other research suggest that additional features of compensation system such as variable Bersus fixed pay ratios and the number of people whose performance determines the reward (Gagne & 2008), as well as the symbolic features of rewards who distributes them, how and to whom (Mickel & Rarron, 2008) may affect self determination and intrinsic motivation.

Self-determination theory also makes a valuable contribution to our understanding of work motivation by elaborating understanding of extrinsic motivation. Rather than viewed extrinsic motivation as a unitary construct, Ryan and Deci (2000) proposed that extrinsic motivation is a matte of degree, varying along a continuum of autonomous regulation. They identified four different type of extrinsic motivation that employees experience as successively less controlled and more autonomous external (based on internal reward and punishment contingencies, such as guilt and self-esteem), identified (based on consistency with a personal value), and integrated(assimilated into one is system of values).

In the work domain, research have proposed that since external reward and incentive contingencies are virtually omnipresent, extrinsic and intrinsic motivation the coexist (Adler & 2009) if this is true, employees might be expected to invest more time and energy in their work when they find it both intrinsically motivating and are able to identify or integrate it with their values (e.g; with this predication research has shown that intrinsic and prosocial motivation interact synergistically to predict higher levels of persistence. Performance and productivity among firefighters and fundraises) (Grant, 2008a), as well as higher levels treatment employees, and participants in an experiment helping a local band make money (Grant & Berry, 2010). This, intrinsic and identified integrated motivation appears to be particularly potent in motivation (intrinsic, integrated, autonomous) are move important for performance on complex rather than simple task, where austomous motivation encourage exploration and persistence (Gagne & Dec, 2005).

Organization scholars also used self determination theory to explain the motivation effects of transformational values leadershiping to inspire employees, model important values, and provide and judge (2003) conducted a field study and a laboratory experiment showing that transformational leaders encourage employees to set austomous and higher performance. Interestingly, their field study suggested that transformational leadership was associated positively with antonymous motivation but had no relationship with controlled motivation, while their lab experiment indicated that transformational leadership reduced controlled motivation more strongly than it increased an tonomous motivation. Further research is still needed to export this discrepancy, but the difference in the strength and content of rewards and incentive between the field and lab may be one key factor (Bono & Judge, 2003).

Integrating job design and self-determination theories, we know much more about how intrinsic motivation is influenced by the structure than the content of employees’ tasks. According to self-determination theory, feelings of autonomy, competence, and relatedness are important for intrinsic motivation. However, intrinsic motivation depends on enjoying the work itself, and some task are experienced by employees as “hot in themselves interesting” (Gagne & Deci, 2005). thus, even when employees feel autonomous, competent, and connected to others, they may not experience intrinsic motivation in tasks that they do not find interesting or enjoyable. Currently, we lack a theoretical framework for specifying how particular task contents are more intrinsically interesting them others, and how different employees find different types of tasks interesting. It may be the case that one of the benefits of providing and discretion to craft their jobs in ways that they find intrinsically motivating, but this has yet to be studied.

Finally, little research has explored the costs of intrinsic motivation in organizational settings. Research suggests that intrinsic motivation is less effective for performance in tasks that are simple or require considerable self-control and discipline (Gagne & Deci, 2005; Koestner & Losier, 2002). Scholars have begun to speculate that intrinsic motivation can distract attention away from organizational goals, or at the very least, is not necessarily aligned with them (Grant & Berry, 2010; Osterloh & Frey, 2002). In addition, scholars have raised concerns that employees can be intrinsically motivated toward activities that are directly destructive or harmful, such as theft and sabotage (Ostertoh & Frey, 2002). A we noted for goal-setting, more research is needed on the contingencies that affect whether and when intrinsic motivation is conducive to effective task performance and organizational citizenship behavior (Gagne & Deci, 2005).

 2.3 EMPIRICAL REVIEW

Various studies have examined the effect of extrinsic and intrinsic motivation on a workers’ performance and productivity levels. Also most of these studies have obtained different results from their analysis. For instance, Rewards that an individual receives be it intrinsic or extrinsic are very essential in understanding the concept of motivation. Previous studies have proposed that rewards leads to fulfillment and can affect a worker' to be affected, which directly influences the performance as well as productivity levels of the employee. Lawler (1968) stated that certain elements affect worker’s productivity levels in relation to their jobs. First, productivity is dependent on the amount of monetary or non-monetary benefits they actually receive as opposed to the amount they feel they deserve. Also, evaluating what other workers receive in comparison to their own affects their individual performances, while the worker’s contentment with both intrinsic and extrinsic rewards acquired has an effect on overall work performance and productivity levels. Furthermore, workers vary largely in the rewards they crave and the degree of value they attribute to each reward. Finally, it is observed that extrinsic rewards tend to please workers more than intrinsic because they lead to the achievement of other rewards. As such, these observations propose the necessity for a diverse reward system. The research carried out by Lin (2007) on the assessment of intrinsic and extrinsic motivation on employee productivity, The results gotten from the examination revealed that there was a significant correlation between extrinsic motivation and the productivity level of the workers, while that of intrinsic motivation was statistically less significant than extrinsic even though a correlation also existed between intrinsic factors and workers’ productivity levels. As a result, implications of the findings for future study were stated. Jibowo (2007) in the study; motivation and workplace productivity amongst workers basically assumed the similar methods as (Herzberg, 2000). The study shows some supports for the impact of motivation on productivity. However more value was placed on extrinsic factors than intrinsic. Another research by Centres and Bugental (2007), also based their inquiry on Herzberg’s twofactor theory of motivation, which divided job variables into several groups: hygiene factors and motivators. They utilized a population of 692 participants to test the rationality of the theory on worker effectiveness and efficiency levels. It was revealed that at higher professional levels, motivators or Intrinsic job elements were more appreciated, while at lower occupational levels hygiene factors or extrinsic job elements were more appreciated. As a result, they concluded that organizations that fulfills both intrinsic and extrinsic elements influencing employees’ behavior are able to gain the best out of them. Also Taylor and Vest (1992) investigated the effect of financial incentives and its removal on workers performance and productivity; it revealed that participants in the experimental group who received personal inducements performed better than those in the control group. Assam (2002) also examined the role of extrinsic and intrinsic motivation on productivity among Nigerian workers, it showed that using a sample of employees of high and low professional levels. The assumption that low income employees will be inherently motivated and highly productive was not validated, and the assumption that higher incomes employees will place great values on intrinsic motivational elements than low income employees was also not validated. This explicitly illustrates the degree of value workers place on extrinsic motivational elements even in the absence of any significant change in motivational levels across various classes of employees in the organization. (Baase, 2009) perceived that poor compensation is linked to the profitability of an organization. Wage differences amongst high and low salary recipients was linked to the loss of morale, lack of commitment and low productivity. Also Nwachukwu (2004) attributed the decline in productivity levels of employees on some elements, amongst them is a company’s failure to cater for the wellbeing of their staff, provide adequate compensation, training and career development, adequate working conditions, suitable working environment and failure to promote cordial relationships amongst co-workers, managers and their organizations which is very demoralizing to the workforce leading to reduced their levels of productivity. An investigation which is of importance to this research, is that carried out by (Lake, 2000). He Studied the relationship between motivation and job effectiveness of various workers taking into account their attitudes to the job in question. The study concluded that most workers placed more importance on extrinsic factors than intrinsic factors citing the need to satisfy other needs as a major criteria for their choice. He also noted that majority of the research participants cited poor work environment, inadequate working conditions and a lack of resources as factors affecting worker efficiency levels in most organizations. Also, in a similar research, (Akerele, 2001) equated the comparative position of ten motivational tools such as pay, training, security, etc. considered external to the job, and other internal factors like employee well-being, good relationships with managers, responsibility etc. among 80 employees of an organization. It was assumed that greater value will be put on internal rather than external job factors. However, findings failed to validate the assumption as it was revealed that two extrinsic factors sufficient compensation and job safety were rated as the most important tools. The above are practical works undertaken by various scholars in the area of motivation and productivity. Based on these empirical examinations and conclusions, one may possibly deduce that both intrinsic and extrinsic motivational factors are very essential in improving workers productivity levels in the workplace. As such an individual’s performance levels, can be expected to result in higher productivity if the right motivational tools are put in place.
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 use of performance appraisal and reward system in enhancing employee performance in an organisation. Selected staff of Nestlé Nigeria PLC, Lagos 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). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of Nestlé Nigeria PLC, Lagos State, the researcher conveniently selected 36 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were 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.
3.11
ETHICAL CONSIDERATION

The 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 thirty-six (36) questionnaires were administered to respondents of which only thirty (30) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 30 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	20-30
	9
	30%

	31-40
	8
	26.7%

	41-50
	6
	20%

	51+
	7
	23.3%

	Marital Status
	
	

	Single 
	19
	63.3%

	Married
	11
	36.7%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	WAEC
	0
	0%

	BS.c
	25
	83.3%

	MS.c
	5
	16.7%

	MBA
	0
	0%


Source: Field Survey, 2021

4.2
DESCRIPTIVE ANALYSIS

Research question 1: What are the kinds of reward systems employed by employers?

Table 4.2:  Respondent on the kinds of reward systems employed by employers.
	Options
	Yes
	No
	Undecided 
	Total %

	Payment of bonuses
	30

(100%)
	00
	00
	30

(100%)

	Increment in salaries
	30

(100%)
	00
	00
	30 (100%)

	Promotion of staff
	30

(100%)
	00
	00
	30

(100%)

	Rewards of incentives
	30

(100%)
	00
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above on the kinds of reward systems employed by employers, all the respondents constituting 100% said yes in all the options provided. None of the respondents ticked no or were undecided.

Research question 2: What and what do these systems take into consideration?

Table 4.3:  Respondent on what these systems take into consideration.
	Options
	Yes
	No
	Undecided 
	Total %

	Loyalty to the organization
	30

(100%)
	00
	00
	30

(100%)

	High performance
	30

(100%)
	00
	00
	30 (100%)

	Length of stay in the organization
	30

(100%)
	00
	00
	30

(100%)

	Work output
	30

(100%)
	00
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above on what these systems take into consideration, all the respondents constituting 100% said yes in all the options provided. None of the respondents ticked no or were undecided.

Research question 3: How effective are they in increasing employee performance in Nestlé Nigeria PLC?

Table 4.4:  Respondent on how effective they are in increasing employee performance in Nestlé Nigeria PLC?
	Options
	Frequency
	Percentage

	Very effective
	20
	66.6

	Effective 
	4
	13.3

	Not effective
	6
	20

	Total
	30
	100


Field Survey, 2022

From the responses obtained as expressed in the table above on how effective they are in increasing employee performance in Nestlé Nigeria PLC, 66.6% of the respondents said yes, 13.3% of the respondents said no, while the remaining 20% were undecided.

CHAPTER FIVE

SUMMARY CONCLUSION AND RECOMMENDATION

5.1 SUMMARY


This chapter of the study is set aside to determine summarized the descriptive analysis done in the precious chapters. It also gives the conclusion and makes some recommendation.


In the summary, the purpose of this study was to examine the use of performance appraisal and reward system in enhancing employee performance in an organisation. Specifically the study focused on determining the kinds of reward systems employed by employers, examine what these systems take into consideration and, determining how effective they are in increasing employee performance in Nestlé Nigeria PLC.

In order to carry out this study research questions formulated to guard the investigation.  A total of 30 selected staff of Nestlé Nigeria PLC, Lagos State were randomly selected as enrolled participants for the survey. The study was anchored on Abraham Maslow Theory in 1984, Douglas McGregor Theory ‘x’ and Theory ‘y’.
5.2 CONCLUSION


In the conclusion the study is beyond doubt and abundantly clear that small scale enterprises is essential for all economies both established and growing. From results obtained and analyzed, the study reveals that:

The kinds of reward systems employed by employers include

Payment of bonuses

Increment in salaries 

Promotion of staff and

Rewards of incentives

What these systems take into consideration include

Loyalty to the organization

High performance

Length of stay in the organization and

Work output

5.3 RECOMMENDATION


Recommendation on the basis of findings. The researcher made the following recommendation with the belief that when studied and applied, would help to increase the performance of small scale enterprises. The researcher recommends that:

Monetary reward and non-monetary reward give a significance effect to the employees' performance in organizations. In this study, only seven variables were employed to examine the role of reward management on organizational performances. There are other variables that are not included in this study but these other variables may be able to give a better effect to the employee performance in organizations. It is recommended for further or future research to include these other variables especially for the variable that are not included in this study..

They should provide facilities to enable the employees in order to enhance their employees motivation, job abilities. Management must intensify the salary scheme of employees. 
Proper training and promotion also to be given to the staff of this institution in order to make them satisfaction with their job
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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 
[  ]

Divorced
[  ]
Widowed
[  ]

Position
Junior Staff
[  ]
Senior Staff
[  ]
SECTION B
Research question 1: What are the kinds of reward systems employed by employers?

	Options
	Yes
	No
	Undecided 

	Payment of bonuses
	
	
	

	Increment in salaries
	
	
	

	Promotion of staff
	
	
	

	Rewards of incentives
	
	
	


Research question 2: What and what do these systems take into consideration?

	Options
	Yes
	No
	Undecided 

	Loyalty to the organization
	
	
	

	High performance
	
	
	

	Length of stay in the organization
	
	
	

	Work output
	
	
	


Research question 3: How effective are they in increasing employee performance in Nestlé Nigeria PLC?

	Options
	Please tick

	Very effective
	

	Effective 
	

	Not effective
	


