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CHAPTER ONE

I
'

General Background
1.1 INTRODUCTION

Every organization

nongovernmental organiz,11ion must h,11,: <:lllpi"Yl',_', :., carry out its day to dayactivities. 1-!encc, lhe organization SliCCL'ss depc11ds 011 ,/1e !eve! of productivity ofthe employee. No org,mí;;,:ation can surviw 1vitl1"ut an employee, evenorganization that operate online needs L'lllp!oyc•c 10 (,I •CTate it data, Ltpload andupdate it online data (Goh,1ri. ?()JJ).

either
pL1b/1'c·· 1

·
·

·

·
·

c rga111za11on. private 01·gan1zatwn,

Employee Productivity is lhe driving l,11-c<: behind ,111 nrganization growth andproductivity. Employee pruduc1ivity is so L'ssentia! In an organization. to the extentthat it is Capable 01· determining lhe kwl o/' prolil all(! Jr;:,s o/'that Cu111pany.

Employee productivity direct!_, atrcc1s , coin¡, 111) s ¡,, i1it When e111ployees arcproductive they accomplish morc in " gi1-L·11 t11lt(·,1r1mc, in tum, employeeefficiency saves their organization money, ti111e :,nci wbour. Wl1cn employee'sleve!' of Productivity is low, it takes longer time for thl' employee lo complete the
task as its given to them which will cosi lhe orga11izL,io11 more rcsuurces due totheir leve! of productivit) (M,llocchio er al., '.1006). I mployee productivity is a

measurement or calculation between the input a11d uut¡H1ts. The inputs include raw
materials, machinery and Jabour. While outpu1s inc!ucic the goods and service
produced. If the input and output are equi1alen1. then ti,_."_ employec is considered
to be productive. That is, if the amount or input is cqu.1 , to the amount of output,
the employee is scc·n as been producti 1 ? Even· I

",'1·, ·1 has his 01111 wants and
desires, for that purpose he/she• works lo get i"ultili tlu,1, It is not c·111iugh for an
employee lo be satisfied materially but non ,1spc1ils :11·L·as cssen1i:il as nrntcri,11
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!

aspects, an employee need both to be ful/J!Jed. Material ineans h's ,

I

.

b

,
1 Sd my, onuses,

illlowaace,, job '°""·ity ""d othcc facilities, Wh¡¡,, ocm-m,,te,i,1 'º""' ioclodes
leaves, excellent Working environment, good

undcrst,111ding among other fellow
workers and top ma11age111c:nt, all these clen1cn1s have, 111uch to do v1·ith motivation
of employee. Employee', play '"Y imp,,,.,,,,, /""1 i" the daily opc,·otioos of aoy
organization especially where the markets arc verv competitive and have ever-changing environment which i.s suppune•d by 1n.rjori1y ,,:· the theorists. The fate ofnn organization is llsu,i//_1 cle'k:·1ni11,·d !,. its v,11p. ,.,., •s so it sou11d:; logical tounderstand how employees c,111 he• rnutiv:11,·d

{

'
l
I

employee's motivntion is concerned, employn• n11>1i1 :11iunal inccntiw programshave -been found lo he the most co11111wn/. :,,!opted tec/111ique among

JOJJ) ,,s i?r as U1e

Organi;,ations. The purpo e o/' !he' pr()!,'l',:ill is In r, 11

productivity reinforce positi, e heh,11 iour ;111d sli1· intcrc· ;1 in employee. Employee'sproductivity and ho1v it could it could be cnhan,:cc/ central to thc concern ofindustries and organizations. therclúrc
11ia11y urg;,11i;.:c1ional scientists. are ve1·ymuch interes1ed 111 dif"E.Tc111 scheme-, :111cl 1.-ch-1iq·, -? related Ill employee'sproduc1ivity and its growth incentives arc u,1c of ',1osc techni(ll1c:s used inworkplaces to stimulate employee's in ordc·r lo gc:t dcsir,.-cl employcl•\ productivity(Matocchio et al., 2006).

-producti, v employee's

I
!

Human resource provides b;1sis for ;:11 org.111i.·;1tiu11 to achic, e- sustainablecom peri tive advantage. Sincl' orga11i;.-:¡11ions ;ll'e llJX, ming in a dynamic anelCompetitive business environment, they need to develop strategies to acquire andretain the competent workforce. l-lum¡1n assc·t i:s c,11sidered 10 be rhe most
·

·
·

·¡1· >11 Jilli ·,11 ¡11·l-Jc-• te,·"'· :he cflicien1 ,ind cffecti,·e

1mport1nt asset oJ ,tny orga111¿1 l ;

_

re•su/1 from human 1-L'sourc-e, motivatio11 is 11tce·,swy I unan, 2011). Researchersdivide incentive in1o ¡110 categories. intrinsic :111c e· 1:·ins1c. lxtrnhic incemivl!
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'

j

comes from external factors such as financial 1\-w• i·c/s
•J d·

l ¡¡

"
· .,11, nee s tu Ji.! re 1lled at

regular intervals not to lose its effect. Intrinsic incent1·1.,. ,,0111es t',) ,
·

1 f'

•

• ,
·¡ 111 1ns1ce o an

individual and is the kind of incentive every organization wishes theil' employee's
would have (Mundhra, 20 I O). Milton (2013) defines incentives as variable rewardsgranted according to variations in thl' al hicw1nen1 o: specific results. lt is alsocalled a stimulus to grcaier élclion. They 111ay he use,, to incite action or greatereffort. An incentive is anything which can be given in addition to wages.Incentives are therefore 111otivé1tions f'or work. They muid be financial or non-financial rewards. lncenti1cs ¡m¡vick· /.cc1I in tlw c1•1pl,,,ce1s for bcttc-r employee'sproductivity. It is

:1 natura, thing 1h;11 11obod• ,le ts
, 11irnut a pu,-posc behind(Ojokuku er al., 20 I I). Therefore, ii hop,· for a reward is a powerful incentive tomotivate employees. Besides monetary incentive, thl'1·e are some other stimuliwhich include job Satiidi1c1iu11. job sc·curitv. jub promotion, a11d pride foraccomplishment. En1ployet's occup, :, slr:1kgic 1 ;¡", and po,,itiun in anyorganization. They are responsible for rnnvening inputs to productive outputs.Since they are the key to the productive outputs. they uught to be effectively andadequately compensated for !heir labuu1·. Taking c1 ,. , first from the Biblicalexpression that a labourer de'Trl'es his 1• :1ges: :ind se, ndly bearin,_, in mind thatthe reward for labour, a factor of produl'tion is "l',ag.-: it become•; logical thatemployee's be-adequately and fairly compensatcd if 1h,'y are to be motivated toincrease productivity in any organization be it the cJ1·ganized private sector orpublic sector (Puwanenthircn el oi. 21J I I). llroker belief is :•nchored on

productivity, employee's productivity, motivation quah.'- and service in managingpeople in every organization. This emphasis is ol'ten ,:aptured in organizationalmission statements and goals. Incentive provides a pl::! /cirm through which finnscan motivate their cmplmee's to impruv,_· lhcir en10/¡,, x's procluc1i1itv, scholarslike Pouliak as, 2008; Pin:,r :Z01J8: !\rnulcls anel Vci.ll'r , :'007) liavl' :til carried out



research into monetary and non-mondarv inc ,11t1·. .
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¡
¡

¡

"

•

, e
1 •.. anc 10w

L 1ey aHect
organizations. Incentive programs are pu1 in )Jh1c·e "Y

,1 _,.1111·za· t'ion•· 1)
1.

.

l
I

?
.

.
•. "'' .. .,

, ewarc anc
compensate exceptional employee's

productivit_v. lhc,;c packages could come in
financial or non-financial forms but its ubjcctivc is 10 compel tlw employee to
show more efforts in any given task. Incentives are forcl'S that cause employee's tobehave in a certain way on 1111y given d:1_1 ustrn1ly ,1.; h.,1·d as possible (Armstrong,2009) However it is notvwonhy th:11 i11c·e111ivcs :ire ,ksigned to get 1rn1ximumemployee's productivity from

I he en1p/0_1 c·e's :111d lic·)p retain the most productiveand performing employee's (/\mold. ::o I .l ). Org:111i1:1tio1 ,s must ensu1·e they use thebe.t incentives lo get the rc:q111red rc·su!1 fro111 Ih ·i:· ,Jq,/oyee's. l:1ccn1ives arcinstrumental drive tow:ml•; cmplPyc•c· mu:11 :11ioi, ar.d e,, r,loycc's pr"ductivity as ithas great beneJits nnd higl1 putc·111ia) lei 1nutivme wurkn. 10 put in their best in anygiven task (Condly r:t cri. ::01n¡. Dchc·c·chio :ind W:1gner (2007) observed theeffect of different ince11ti1 e's 011 s,dc·s¡x·opk ··ne/ concluded 1lrnt youngersalespeople react mure
(fr:im:11i,·:d/_1 :ind i'"si1i1l'/y ·:.itl •1igher intrimic motivationwhen paid on plans with higher inccnti1 e· prop(litio:1

( \,i!a et al., ::u I O J. Ojokuku(2011) also identified the c•ffcct uf /inane ia/ ince1llíves on information andconimunication technology prol'essionals. Pro/it sh:iri1:" plans, premium pay andCash bonus me tht tvpes c,fJi11111cial bc•11c·líts
c·11ic1y cl I thc·sc profc·,;iunals whichenhanced !heir 111otiv,1tic"1 :,1 work. /1 lhe• :e-al e·, ,l_· sc.:ctur. ,z:Jsu (200-IJidentified the various inccnti\'es and benefits used in \11edcn to include variable'pay, asset loan, paid pakrnity and maternity lca1c•, 1iillch allowance and travelinsurance. The author also nolc'c) tlwt trnining i, n,,1 f'· ,iularly usc•d hw lhe firmsarc wil!ing to gi1c· allow:,nc,· lor sc·ll?i1,,Lia1cd Ll'él,11.1

lck11tif1i11:c> t,1e t1pcs ufincentives used by employers in estate firms uml whether this signilicnntlyinlluences employee's productivity and firm's e111ployc,_·\ prnductivi1_1 is the focuso/' this rese:irch. lndicalic,ns frum stuclc•111, :mel gi:1clt. c·s estale'
11 :11nge1nern ,Is
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well as those currently employed in real l'State /irms 1·s ,!1,1l ti,
. . k .

·
· " , e pay par age 1s not

robust enough and that incentives are :il111ost no11,,v :,1,nt Th ¡·

• '·"·' e
. ere ore this study

aimed to access the inlluc1Ke of' pro1notion ,1s ,1, 1 incentive in employeeproductivity (hel!riegel el al., 2013 ).

1.2 STATEMENTor PIWBLEMS

Incentives have cre;necl ;1 lot uf' chal kn ges to e111pl,,:, l'C's input :111d output inorganization. The IK'gligcncc of' ,1clcqu:1tc strnc111n· i11 p:1y incentive. fringeincentive; and bonus uncl uwr time bcnl·lits lws eausl'(i :1 lot of inequitable justiceoh 'die admi11istr:1tio11 oi i11c,·111i1e• s,·iil'llll'. I he 1·c 1.ltant effect on employeeproductivity could be ncgati1,·. The• 11c,-';1ti1·l' a11rih .'.'., can be >,•xn us poorturnover, poor product qu.dit) i111pr(11,·1n,·111. joh diss:11. ;/(1ction, /011- morale, lowCommitment, absemceism. l,i11 turnu1 ,-r i11k111iom t(, -l:1y with t/1c organizationand poor employee's producti1 ity tlrnt a!'iccts input :11,(1 output. Companies arespending huge amounts of
111011c:- 011 their re1,ai'c, programs .,, hich aim atmotivating, retaining. co111111i1ting and 8ltr:icting ne,,,.- c:1,ployees. Dc,pite the grl'atamount of money used in tl1ese incemivcs and rc1,arc!:., only few of the humanresource Managers ,ire ab/,· to justiJ\ anel measure• 11 ilct!,:T they are ci'l!cient.

1.3 AIM AND OBJECTIVE OF THE STUDY

The research aimed to access the inllucnce of pro1110ti,,,1 as an ince11tive for high

j productivity in .ligmva Stutc Polytechnic.

I
í

Íi

I

1,

sI



OBJECTIVES OF THE STUDY

The objective o/'the study arc the follm1ing

i-
I
!!

I. To ex,1mine the cxtcn1 lo whiL·h />romo1iu11 L':111 be used as an incentive for

!
I

?

employee productivity.
2. To examine the inlluence of incentives 011 cn1plnyce productivity in theOi'ganizatio11.

3. To examine other p"ssihlc· w,1ys lo L'nhancL' e111pl,,vce prncluctivity.

1. 4 RESEARCH Qlll1:STJO\l'i

I. To 11lrn1 L'XIL'nt ,·,111 l'n,1,1u1 •Iii h,· 11s,·,1 "' ,111 i11•,T1,:i 1i11· cmployc,· productivity'º
2. What are the influcnc,,, oi prn111utio11 "' Íill'L'l1li1 .·,

the organization') :mployec p:·ocluctivity in

3. What other possible wa_1 s ,·an be usc:cl t() enhance •?mployec productivity?

I
I
i
I

I
I

I

1.5 SIGNJFICANCEOF THE STUDY

Research \\'Ork wi I) help .1 igm1 :1 state polvtec)mic ,·111p!,l)Ces to inuease the levelof mvarcncss about pro111otio11 as ,li, 1ricc·nti., e 111 i0:awa stale' polytechnic.
Additionally. this research work will he hcnclí,:it,. 1, .lie public , ·ctor and the
Citizens; it will help enhilllcL' the Incl oi· pruduc1;1 it ,11' lhe publi, ;cctor. This
research will serve as platform nnd a foundation for scl:ul:irs and future researchersto build upon tm1,1rds achieving rcsc:m·h goa!s. \f(),- Ovl!r, the study aimed :11

prnciucing a research work whi,·h is in p:1nial /'ulliilm' tor ad1anc,·cl diplnrn:1 in



1
Public Administration. The Sludy will help to corr,,,,1 I.J1e

·

-,,
m1sco11cept1on aboutpromotion as an incentive in public sector.

1.6 SCOPE AND LIMIT-.\'J"hJ1\1 OF ll:-11<: sn D.
This study is carried out Lo access the inlluencc or pru:notion as an incentive forhigh productivity in .ligawa St:llc Polykclmic: The, e ¡¡,1,._ the invesligation of thisstudy will be restricted lo Jig:111;1 s1:11e ¡,ol1·1ech11ic :l1l'1 '!<ire the result o/'thc studycannot be gener:1 I i/.l'li.

r
Financial cunstrnint ins u Jlicirnt fund in,:. tends 10 "1 ,pede the el"/iciency theresearcher in sourcing /,ir rl''c'\ :1111 111:11c-r-:ils. li1,c1wur .Jr informatiun and in lheprnces? or d:11:1 c·,,l,n·1i.,1 ·: i1 i c,,11>:,,1 1, 1:1c v, .l1l'r 11ill

.i111L1ila11eouslycngag<c in this stud) 11 i1l1 ,,1J,,·1 c1c·:1dc·1111,· 1u1-k 111is -.-,,: . .-c¡ucntly 11111 cut clown ontime devoted for the rcse:ir? h 11, •rk

1.7 BISTOl?ICAL BACKGROUND OF THE SL'L \ AREA
Jig:111a Stale Polytechnic came in to being followi:1'! ·,-e: taking 01cr of the then
Huss8ini Adam u Polyteeirnic by the Fvcler:tl Gl11·c· , , 11ent and ih subsequentCOll\'tT,iun to Huss,1i11i ;\d 1111.1 I nk-r;J/ i"01_1lt'Ll11.ic .:1. m: in ::007_

Since Ilic tiic'll Poly1eel111i: · ;1, wkc·n ,11 ii". thrc·t' .,J (O!lslituc111 ¡nrts namely
j I I

·

St d' 1•·
·

1 ¡'¡11
·

,,¡- i\_0ricLdtu,e Hadc_·¡i:1 ,1s

College for L<cgal anc s illll1 ... ·. u· 1i:s ?1,1g111.. ·.,et'.-. ,:.

well ,1s College or !311si11ess ,ind :1la11agc'llle·11
·

I
j J _\ l,111citl'Ci·1.'·1·1,·s .. I L11 in.?.- hc•,·11 /,•Ii , itlioul WI) Sei<:11c·c :ind

111¡ epcnc t'nl y :1s

·

¡· (' II Lll' llr1si.1c's, ,ind l\·la11a_u.e1nlé11lStudic's
IL'Lhnoiog) unirse', tlic' f uturc' u li c'gc

_

• ludies Dut,,., lll"!"C le Ii
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(CBMS) became apparently blink due to the foct that /or any Polytechnic to be
accredited it must h,1ve 70% of its courses in Sci1.c'nce and Technology related field.During that period of improbability on its continuous existence due to the nearabsence of all the cardinal pillars for running a full blown Polytechnic; came theemergence ofAlh. Sule L,;midu CON as the Co,enwr nf.Jigawa Stnle who withinsome il'W months 01·comi11g lo ,,n¡L.l' si,•n,•d i111u lm.- :i 1 ,Ii for the csli1blish111ent ofJigawa State Polyll'chnic and approved the cre,11io11 of additional College ofScience and Technology ( CST). The (iovcrnor also constituted a visitation panelwith the mandate of advising the govcrn111c11t on ho11 1,,.,1 to improve the standingof the lnstitutc.

Following that recommcndmion coupk·d with liol'c-rnor's commitment andpolitical will, .Jigawa State l>oJytcchnic has 3 Collc:ges namely College ofEnvironment and r:ngine,-ring. College· ,,r Sci,·nc,_. ;,1nl Technology as well asCollege of Business rnlli !\l:111:1gc111l'llt S1udic·,. Ih· l'olytechnic is currentlyrunning 3 accredited 1-11\l) 1'1·ugr:1111mc- 111 :\ccuu111111g, Public and Business
Administration, 2 Higher Diploma Cou1·ses m Soci:11 and Local Government
Administration, l l National Diploma C ·ourscs ii: C \,mputer Science, Science
Laboratory Technology, S1a1istics. F-.kctrical and vlcchanical Engineering,Welding and Fabrication :1s well as J\rchi1cctu1"<.:. J\,cc-,1,ning, Public and Business
Administration. It is also running 8 Diploma Courses in Social Administration,Crime Management and Control, Purch:1sing nnd S11pply, Marketing, Business
Administration, Accounting, Public ,\dmi11is1ration. 011ice Technology and
/VIanagemc11t. i\ ¡x1n ti·om ha1-i:1g a ltill:, c,instilutec 9: , ·mbcr Gmc·1·,1ing Council,
the Polytechnic h:1s also a i'unctionaJ and vibrai,1 management committee
comprising the Rector, Registrar, Acting Bursar, Di1·,:ctor Academic Planning,
Acting Director Wo1-ks as well as the 3 Di1·ecto1·s represc:'1ing the coll,•gé•s.

8



•

,
i
ii

The Management in their quest to entrench democratic principles as well astransparent and open administration accept the request of Academic Staff fordemocratising lhe office of College Directors ,111d l k:1d of Depa11mcnts. In itsdrive to make the Polytechnic as the leading citadel o/' academic intellectualismand centre for entrepreneurial development and innovation, the management sentits academic staff to further tl1cir sludies at postg,·:1d:1::tc level. At the momentsthree of their sta/fa ,ire in L:11ill'd Kingd1,n1 ,\IHI l'vl:il,1_. :i;i for their /'hDs, 2 haveobtained their Masters i11 LIK :111d :1ddi1io1wl ü .11\: ,vu,1,1,g for their graduation inWolverhampton University and one is in h1glund for 111:1sters in Fibre Technologyand another 8 are waiting for their fowl cil:lencc in Bl !J-:. ABU as well UDUS. Ithas also ob1nined funding l<n ils acadL·rnic sl:11'1" ((I <1k·11d local and internationalconferences. 1\1 the illOllll·nt ;1bmrt I O ;1c1clc111ic· sLilL ;,re preparin&: lo lenve forMalaysia, Japan, Kc'ny:1 and Suu1h ,1\fric.1 to presc111 :x1pers and rob minds withmembers of the academic c·o1111nunity. Tlw l'ol_vlL'Chnic c:111 modestly compete withfirst generation Polyteclrni,·s i11 lc'rn1, ui rr,idem ·,tai.:-c: · l!w art facili,ics.

I
1.8 DEFINITION OF TERJVIS

•
I

I-
i

Promotion is an advancement of an Employee to ;i b'C'ltcr job, better in terms of
·

¡· '!' s1·1tt1s •.•.1·iater skill and specially
greater responsibilities, 1nore pres 1gL' l, • , · ·

•

increased rate of pay or salary" (Arnolds el al. 2007
)

.

Incentives:- Milton L. Rock, incentives are delineei :,s 'variable rewards granted
· ·

•

·111 1l1c· 'lc'l11·,,v<ême111 ui' s1.,c,:i,i, results (.\fatocchio <!l
according tu varnrnons ' ?

u/.,2006 ).

-
9



Employee:- is a person conducting a business or an
undertaking and is usuLII 1 \

hired to perform specific duties which arc
packaged into a job (Hellriegel et al.,

2013).

Productivity:- Productivity is commonly delincd as
:1 ratio between the outputvolume and the volume of inputs (Gohari, 20 J 3 J.

1.9 PLAN OF n-m STUDY

,
i

Chapter one consist or lx1ckground or 1he study, s1:1tc·111L·nt of problüll1, aim ando?jectives of the study, research questions sígni licancc, of the study, scope of thestudy, limitations o/"the stt1dy, dclinition 01·ter111s, plc1n u!"the study.While chapter two rn11sist or I ÍILTaturi: rei icw a11d ch.1¡,t.T three consist of researchmethodology, introduction, :11c,1 of stud_1, popul:11icm 01· 1/ie study, sample size anelsampling technique, data coll1:ction procedure, d,11<1 collection instruments,research design, data analysis

I
And chapter four consists or introclucti,,11. clat.i :,na. -'?-í 1:icl prcsem:11 íun or result,
socio-demographic char:icreris!íc·s or t!L' :cspcll:dc1:1, , .l: other sed:c1; based onthe related question to the research. Last!y, chapter ii'- e consist or introduction,
summary, conclusion and recommendations.

!!
•

=
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CHAPTER TWO
LITERATURE REVIEW AND TllEOR!i.:TlCALFRAME WORK

2.1 INTRODUCTION

t

This chapter discusses past literature that arc rc·iah:d lu this study. The review is

subdivided into three subheadings, \\hich include conceptual framework,

theoretical framework.

The origin, structure and pcrlünnancc oi' the crn1ten1pol',:rv civil service in Nigeria
arc highly trace,1blc lu coloni,d ad111i11i,1r:,li1 L' 1·,,rnuti, "" Civil Sci'\ ice in Nigeria

has its origins in Llrg,111il'.i1ti,11¡,; c·st:tbli,h,_d h\ 1he llr:1:,h in colo1frd Limes. The

Nigerian Civil senice is a b,1dy Di' ¡2,1\cTn111c·nt ,:11,, ,,yccs entnhtL·d with the

administration of the c·ountry. and 111a11,bted 10 •::11. out the pc,licies of the

government ni' lhL' day. In otli·.>1 11ords. it is the· ho,:., , ! :ivilian c111¡1!oyecs of any

level or govern1m:nt. not ,ubiL',l Lo ¡1nlitic,d appoi11t1i.-_·111 and rc1mwaL normally

hired and promoted brgc·ly ,111 lhL' h:1: is ui' L·,,:np ·til _, examinati,,n (Priskelcy,

2011) Nigeria gained !till imkpL'mk-11,·L· i" tktolicr 1%1.1 under a constitution that

provided fór a parliamcntmy gLWL'IT11m·;ll :1ml n ,1.' ;tantial rnc:1 ,urc of sci t?

gmLTnmen1 lcir the countrv\ 1hrec rc·gi"n-. Si11,·c the:; ·:1rious coml!lissions hme

studied and made reco111n,end::1i,rns l't,r 1 ·1',,m1·1:1g d : Civil Sen •.;e. including

the IVbrgan Commission ur 1063. tl1e .\c'?ho C,,111.:i, i,1 of 1971 :,:id th,_, Udoji

Comnfr,sion of 1972- 74, . \ ma,inr ch:m,._e occuITed .1 I', 1 the mloptirn: in 1979 of a

constitution 1nodeled on that lll' lhe l 111itccl Stales. T11c , 'iutun Philips l'anel of 1985

attempted tu reform to the' Ci1 ii Scn·ic·c. The 1')8>" ( 1 i! Service R>êc,rg:mization

Decree prornulg:1ted by (,encr:il lbrnhim B,1ba11gida a major 1:11pacl on th?

structure and c!Ttcic·ncy oi' the· Civil Sc·1·, ice. The lstll': ,·cporl of th,· 1\yida Panel

nrnde reco1111rn:ndati,111s to revcrsc sorne' oi.the p:1sl i11:1 ,1tions and tu return to the

more enicic•nt Civil ScT:ice ,.i·earli,·r 1e,11·s 2 I!,· Ci,il Sen·1?,, h:1s bcrn

undergoing gradu:il ami, ;c;te11•.1lic rL·l·,,:T ,; :u1d re• r,: 1. 111g smcc· ',::1 ::'ll. ]tllJcJ

L
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arter decades ofmilitarv n,le. l\uwevcr, th..; civil sei·\'t". ·1, st"ill c .·-1 d- , , .. , ons1L,ere stagnant

and inefficient, and the attempts made in lhe past by paiwls have had little effect on

the promotion of sustainable human devcloprnenl in Nigc:ria (Ujo, 20 I O),

The ministries are responsible for various para:,talals (government-owned

corporations) such as uni,ersities (Education). Natiun¡li !3roadcasting Commission

(ln formation) and Nigerian National Pctroleu111 l 'orp (Petroleum). Other

pmastatals are the responsibility of the Office oi" lilt· Presidency, such as the

Independent National Electoral Commission. the LrnJl(l!llic and Finnncial Crimes

Commission nllll the Fctkral Civil SL·rvi,·c· Cn111111is'.i 11:.l Meanwhile. the above

development has :\-rayed the gc·ne,1lu?•i,·JI acl111i11is11111i
· selling oi" ?iigerian Civil

Service, from 1960 to dmc. !'lie cléntr:tl ¡ioint i, t!1a1: I lave various civil service

reforms that have taken plaCL: in Nigeria immensely ¡,.-,,111ole<l susl,1Í1mble human

development'! I-len cc. st1·( ,ng. h urn an rc•source 111,111:,g,·, 1, _-nt, man puwer planning

and uti I izalion. e fkl'li ve· ( irgan 11:itil1n:tl ¡wrfori11:111e•.:. ,· Iii<.: ient employee-employer

relations in 21 given establishnwnt ami high IL•vi:1 bure:11:•?-r:1tic stability have eluded

the post colonial Nigerian Civil Ser\'ice. a coneornilct11t damaging '-'ffect on the

promotion of sustainable human devcln¡,ment (Amua.:::': I).

I
I
I
'

2.2 Conceptual Framework

2.2.1 Promotion

Promotion is the gradual upgrnding or the civil sen :111ls í11 Nigeria. lhe upgrading

of tlw civil servant is a motivclli,inal incentive 1úr g:-..:<1t:1 productivity motivational

needs are of total importance and signi 1·1cance because rhe success or lailure of any

organization is largely delerrnincd by tile' output oi" ,u:h organizatiun then have

·
·

ti bl. · bureaucrn:\_ especially the local
been cases of incflic1ency \11 1e pu 1c •

government system.

L



Then? are basic rules and 1·eu,uL1tions that are lrim, r II I b t'? ' , · '' c1wec e ore someone can

be promoted in /\'.igLTÍ:1. th:y :ff,' the 1·011.n-. inµ

(a) Thm prornotirn1 in lhL' Ci, ii Seri i,·s: -;hot1l•l l ¡ I I
, 1,_. u:._., 011 t 1e ;1(1e11dam:c and

successful completion or shmttimc traini1,g prngrn111111:. hy civil scnJi1ls 011 their

professions, management ,111d k,1dership:

(b) That promotion in till' Ci\·il Sl'rlÍL'l' :11 CL'l'.ai11 (iradl' Lcn·I be tied to

llll'll1bership or prol'es,iu11-,I Ol't'CdJi¿1[i111 .s.

(e) That oi'licers ,m :1ppoi11l111c·nt witl1 in1n11,1ti"11:1l 11i'1•,111ÍD1tions ,1brnad should,

on their return, be pern1it1ed lu sit ltir prnnwtiun L'.\:•11:inalion and ¡¡· successful.

should be [21''11lic'd :1ppru¡11·i:1k 11uliu11:1I p•rn1w1i ,11 11 _. :.bk them h•: al par with

t their c·,,lj,•,1'"·u,--;:

(d) Th,1t 1wtio11:il dllic'S ,ii ,·,,11,,T,ÍPI 11¡•?1:1di11µ <li- ill, :1, should h,: 1-hc datc:s ui'

acquiring the rele\ :int addi:ic,11:il c¡u:dilic·,1t:011s:

(e) Thill ofliccrs 1111,i p:h: p1,111,\\li<>11 na111i11:11i"n ·,ui, ,·ild nut be· ¡,rmnutcd due

t,1 \'UêélilCY nrnstr:1i11h sin uld ,¡ I•,· '"h _.,.kt!,,, r T•c: ,u,·h e,ami,,,,tions when

1·uc·:mcic·s bc·cume :11:1il:1h!c. Su,·I, <>lli,·,-r, ,lwllld b.- I'·'· 11utcd i11 or,L:1 ui'mcrit of

their pcrt'ormance in the e:-.arnin:nion 11 he1,?1 l'r, :1c,1nci•c' ,l\'c availabk.

(f) That officers who p:1ssc, th,,· 1·-:qui1"1:d ¡>l'l\111t>tio1 c"Ll ,1ination ,h.,,ild l1a\c thc·ir

sal,1ri,_., up!2radcd tn th,· 11l·\t lc-,·c·I a,,d till' ,:11:l· 111:1dc pcrs, ,n,d lo them

2.2.2 Moti,ation

T3aron {20111 ,le-lines motivnti,,n :1s the 1'a1·i:iblé th:.'. d-; c·s ernplovn·, to "ll'ant tu

al'l" and ''c·hu,JSc lll ,1ct" t,i -.ucc..-c·d 1n the \101 ,_,,¡ 1 1:urther. 1wti\éllio11 IS

C\pl:iinc'd as thé enc·rt2> th:1( c11,·uur:1,cc'S 1\<lrk-1·el:ttc,l h:: :t1i,1r :rnd i1,iillL'llc'es unc·'s

W<>rk style. dii·eL·tioi1, ii1tensity ,111d dm:iti,,n. llcil1·i,:,2,I :ílObi \ i,:11,,cl ,1wti1:1tiPn

·

¡ l

·

I
· I'· 1 ·t ·t·1·11·, 11•-r-:1

·

-. uual-dir,·, !l'd bc·h:11i,11s
as an:· 11np?ll'l 11:1t 1rin??-... uu ? g.u1L i.:?- l1 --. .... , ·- , '" -
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Ivancevich (1004) Suggested that motivation re!'ers Lo th•Jse set 1- 1-
¡

? . , , o orces t 1at

triggers certain behaviors and regulates its fonn, cour:;c.>, intensity and duration,

Obikezc (200:i) viewed mutirntion as the ¡iroccss oi gui,!i11g an empluwc's actions

towards a particular end \ ia th<: rnanipul,lliPn oi 1·ewards, Krvitner (2005)

described motivation as lhe: mental process giving bchavilirs the will-power, drive,

and tendency to act in a certain way in Ol'der to attain ccnain unsatisfied needs,

Beach (2005) described rnotiv,,tion as tite individu;il '-; r, ,1diness to expend energy

so as to accomplish SL't ¡,,mils. l lc is oi' ihl' o¡iini",, ,L:,1 111otivatirn1 relates to a

person's enthusiasm l'or s¡iecil1c· 1x1tkri1s di' bc·k,vi,w;. \lso he l'urlhc:r stated that

the ambitions. needs and wanis 01· a pcrsc>11 may inlluc11,:c. direct and control their

attitude, D:ivics
( 2005) su::gcs1cd that the cuncc•pt u 1· ,, ,, ,tivation entails what goes

on inside ;i pL·rsu11 1lic,t .,,•,li:: c'L•1·1.111, ,,l,.i, 1-,r, '\; .

't,_,,,-ds or?:,,1;;a1iuns. he

stresses that :111 absc·11c·,: ,11 lllL'' :, ;11i,,:1 : . : ,::1,,.,11 ,?n w I li" :1 wo1-k,:1 1·,ot ln attain

gratification from the ,rnrL.

Agbeto (2002) also staled that 111oti1;1ti¡,11 is a11ytl1in; that moves .in individual

towards :.i specific goal. h1rth,•1·morL' ko •Ill/. i'.'00 :¡ .,, •.1ed that 111,,ti\ation as a

\L'rm is ap¡1licable 10 tlw ,lri,c. ,e,1rnin?'.é nc'c'd, ,1:d -' ó.hes or a pc•1·son. Cieorgc::

and Jones (20 l 2) termed work motivation as sclf- imlu?l:d fon;es that control the

directions and behavioral patterns of the workt"orcl: in :111 organization taking into

accoun: their levels ur :01n11•i1n1c·n1 a11d c'1,:11u i::• ,,, to,,arcls ti.,: successful

accornpli,lrnient oi"sl'l ,2u, is. lL1·c•bo11 :ne: St,1•1,,_·s 1 (,1. ,,p'1ned th:11 'l,l>ti,ation is

an inner statL· that inspires aoi"ns ,is 1\c-ll 1s di,·c·<'t ,:1.l c 11nnl'l heh:,' ic,r towards a

I G I ('l()]O) a1·,,ued that motiv:1tion deab 11iti1 "the motivcs underlving
goa . Juay er a - "'

·

l I

, ,.
1 J ·l't. l. (13t·•JLl"''ll·cl 700-1) c\,J111e,: :u,.irntion si111¡1lv as "those

)C laVl()l'S . 11 al é I JO! •
• ' ·'·" · -

•

c·kmcnts th,,t ¡rn?hc-, ,,n indi\ idu:d t\l :1c'\ 01 not tu HL

l' . I ¡

'- .

•I ¡· ·1·101-1c 111olint'on cou!d be· e!, I •icei as ,1 n1c•1,,,d l"orcl' \\lilt
,asee \lll t 1c <il>O\C ( e !!li. ;. ' '

·
-

¡
¡·,

··

'

·m c'm'1lc,vee which inl1ucnce :111

1s induced by external or til 1crent .1cto1 s 1n •
, .

u
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(1004) Suggested that motivation refers to those set of fore?s that

triggers certain behaviors and regulates its form, course, intensity and duration.

Obikeze (2005) viewed rnutivaLion as the process or guiding an employee's actions

towards a particulm· end via the manipul,1tiDn or rewards. Kreitner (2005)

described motivation as Lhe mental process giving behaviors the will-power, drive,

and tendency to act in a certain way in order to attain ccru,in unsatisfied needs.

Beach (2005) described motivation as the individu,d's rl'ndiness to expend energy

so as lo accomplish sl't h'Oals. I le is ur 1he upiniu11 lk11 motivation relates to a

person's enthusiasm for specil'1c· pal.terns DI' beh,1vio1·s. ,\lso he fürthcr stated that

the ambitions, needs and wants of a perso11 may inlluencc, direct and control their

attitude. Davies (2005) su,?g?sted that the concl'pt ui' 11111tivation entails what goes

on inside a pc:rson lhal ,csuit,c c·c•1·1:1i11 'c·h,11 i"rs. 11; :'·:gards org:,ni1.aLions, he

stresses thal an absc•ncc· 01· 11w1.11ati(1n 1-; 11.::1son en,. u"h I ir a workvr not to attain

gratification from the work.

Agbeto (2002) also stated thal 111otiv,1lion is anythin? that moves an individual

towards a specific goal. I urth,,•1·rnorc l,onntz i ;()(Jí; I ,u:;,.1cd that mc,Livation as a

term is applicable to the clri1c. yearnin>1-s. needs a:,d w:shes of a pc·1·son. George

and Jones (2012) termed work motivation as self- induced forces that control the

directions and behavioral patterns of the workforce in an organization taking into

account their levels of corn111itment a11d ,'nihu,.ia; n, towards th? successful

accomplishment 01· set >1-m,ls. lk1'\::lso11 :11ui Stain,·s (
'.(H•.· i ,>pined th:11 motivation is

an inner state that inspires actions as well :is dirc·l't ,11d c'nnrn:1 beh:1, ·,c,r towards a

goal. Guay et al (20 l O) argued that motivation deals with "the motives underlying

behaviors". In addition, (Broussard. 2004) dclined n,utivation simply as "those

clements that pus he, an individual to act 01· not tum·.''.

Based 011 the above ddínitions. motivation cou!d be ék-1':ncd as a mcnrnl force that

is induced by external or inherent factors in an employee which influence ílll

1'1

·

... -



employee level of productivity. According to De Cenzo ,1 al (2006.) _I

· ? ·,
, peop e who

are motivated use a greater effort to perform a job than those who are not

motivated. lL is pertinent to note that ifcmployl'c arc Jll(llivated it will have greater

influence on their job performance which will lead to increase in employee

productivity, although management arc awarc of tl1is 1101ion, but they might not

know the exact tàctor or snics or fa<:tors tilal ,viii 111-,tiv,ti\' the empluyci:.

I
I

Intrinsic Motivation

Intrinsic motivation can be n:lerred tu tts rno1iv;i1io,1 derived fro111 within the

individual or from the ,1ctivity it:;cl!', it \·a11 bl: s:iicl "'I,,,,,_. an affirm,1ti1e outcome

on the conduct, performance ,tnd well-being or an individual
( Ryan, 2000). George

and .loni:s (2012) ,irL· or the.:- opinion that employee would be d..:voted Lo his job for

as long as he be\icws the :oh i, ,1hk tu ,inisr) his, ,1111 lntrinsicall;, driven work

conducts, are behn\ iu1·,; ¡L·rl,,r:::c·d l,11· ,,1,-:·s "'-'· n . a:,:: that is, the inspiration to

work emam1tes !him within tile• indi11dua!. I kr,· tl1,_• 11:t,1·kcr is motivated because

he derives happiness in doing the job.

Intrinsic motivation is a very personal rorm or motiv,1tion and revolves around

completing a task for the sc1kc ni· the task
( Whan;•, : J 1-, ln this cas•,·. a11 employee

completes a task early bccaus.:- it is rewarding. to him ur her, not because of a

reward that might be earned.

for example. a worker who is employed as a ct1ok in u hotel, and such worker is

been paid low salnry corn¡,arc 1t1 other ¡1•?cpk 111:o .01k i.1 the hotel ih: worker is

not motivated bv the salar\, but DY the ple:isurc h•? e:- :;11,· lil'rived in •,·,,oking. He or

she did not sec cooking as a job but as l'un. 1 lencc, such ,·rnployec is rnotivated as a

result of the pleasure she derived in cooking rather tl,a11 the salary. The pleasure

the worker derived in wmking. is tlw intrinsic L1c1,,,r th.it motivate the l'lllployec:.

There fore when an ind:vidu:1I eng.dg.e,, 111 ;1cti I it:,·: without ,111: appare11t

15
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inducements with the exception oflht: activit)1 itsdi',li,·li ·in· d'
·
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·

'd.. ' ' lll lV!Clla ISSa! lobe
motivated intrinsically (Nwanncbuife, 2017).

Extrinsic Motivation

Extrinsic motivation is n:ost ul'tcn ;1ss,1ciall'd witi1 ti:,· ,_-ngageme111 in activities

because they lead lo dcsirabk cn11,cque11n·s scp,11¡¡;, .'rnm the activity such as

tangible rewards. 1-kncc, the lx·havior is a me,ms to an l'tld and not i1,volved in for

its own sake (Dcci 2005). Dcci (2005) s1a1c:d 1ha1 e.\trii1,.icilly motiv,1ted behaviors

as those where lhe contrulling lll<-'clwnism is c;1sily "'-l'l'II :111d Dcci ai1d Ryan (2005)

stated in their 1vork tlwl e\t1i1hil·all? 111utivall'd hl'lm iu,·s are gener·,,lly clone as a

consequence 01· pr,·ssure anel result in low scll?l'Stc·c111 and anxiety. Extrinsic

motivated wmk beh;1vior ·:tc111·, l'r-0111 sud1 tan!-'ihk rt·•.·• :,r·ds such as 1rny, bonuses,

and promotion nmon,: othl·rs

Extrinsic 111otivatio11 i, ,k:i, c,1 lrn111 \IL1tsid1: the· 1wrs,,1, <>I' from thu,e Lhings that

are external to the ,,rnk ut arm it·. itsl'IL p ,, 1 .:ry inlluemc,. behavior,

performance and producti1it, IIZ::111 ,\ lkci. :'OC:J, .. :,,L this stuuy lócuses on

employee's work envirunment. remuncr:1tilln as well a, m,ining: as ral'tors that may

inl1uence an employee's producti1 it) levels in an or·ganization. The above

mentioned factors :1re discussed beluw:

Work t,:nvirnnmcnt

J\kinyelc (2010) suggested tlrn1 :ibout SlJ'),;, 0Cprnduc·1i,i:: concerns :11T as a result

or the nalur<-' ni' :1 ,,01-ker·, cnvirnn111e11t in most rn·c.,L11,i.:1tions. A 1':.vur·able \\'Ork

setting guar:int<.:cs Lhe weli-lx·i11'" oi',., orlzcrs ,, hi,:h ·11, 1 :::bly will l•:;.:uura;p.: them

Lo arply themselves tu their rcs1,onsihilitic:i with a !11?1 ,.:, cl of rnor:i',c which may

transf'orm into higher produc1ivity (J\kinyà:. 2Ulfi I. Kohun \ ?1\ 1.1. ), delini.:s

t. 1 1,,11·1,·!1 C'l)t1·1¡;risc·, lhi Lotalily o!' 1·,)r?es. actions
working environment as a11 en 11·e Y - -
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and other influential factors that are currently ·rnd or ¡)olent· ¡¡ d'
.'

'
· ta Y conten mg w1lh

the employee's activities and pt'rformance. Workim, eni,·lin111e11t ·s ti f h,,. '
1 1e sum o t e

interrelationship that exists within the employees and 11,c cnvironmcnl in which the

employees work. That is it has to do wilh the totality of the work place

environment such as social amenities, wnrking fo,·i!i1i,·s. working condition and

even the climate condition. !Vlanug.ir1g and susl:1i11i11g n work environment

e tTectively dcrnnnds 111:1\.. i 111c. ,,un: th,· , u1-ruu1 :di:::.!-; :, ,? conduc i, e. attractive,

acceptable, resourcct'ul. and 111otivati11g to the wurki,11-c.:c 1hereby giving workers a

sense of pride and purpose in thl" jobs th,·y ¡wrlimn I ll1·,?1:m:r, 2004
)

.

Opperman (2002) dL·lines 1101-king em irn111m•1Jl :1s :1 ,•e,111posite of thn?e major sub-

environments: thC' technical ,·11viron111c11t. tl1,· !1u1,1:111 e1wiron111c11t and the

organizatiomil em iro11111e11t. ·1 c·chnical e11\·irn11111e11l 1·c·1'ers to tool:-;, equipment,

technological infrastructure t111ll othl'r physical m tl·c·h1i'1c,il elements. The technical

environment crcnlC's ek111c11b that l'11:1bic c·111ployc,·s ¡,crfórm tl1c·i1· 1·espective

n:sponsibilities and :1cti1 il!l',. I 11c· 1!1,111:in ,·nvir,,nn, ·11' .-1·crs to pe•·r;, others with

whom employees rL·L1h>, ·_,•,un e<11d \. Prk ,.ro•.,p.-. i11teraction:1: issues. the

leadership and managen1l'nt \'csufu 1?1)1101 cl:11m_d '! x. the kinL! JI nrnditions

workers are subjected to plr:,sical!y in 1h•? 1H1rk pi,1c,· .s si¡rnifica11t t,, output. /\

work environment should be ,1 place where \\orkcr 1·111c, ,t condusiv,_: to carry out

their day· to day activities withuut hinclr,m?c. for in-ta11l?- a bakery that is situated

in ,111 environment that is pnmc· to crosi,m. thl' 11or'.cr1 .. ,ill be conc,·1T, coming to

work when it rained or 1-1 hen ii raining becaus,· th: 1.i: d that lem1 _o the bakery

might have bcc:n tlooded wh:ch will lx· h·:ctic or i11c,.1' ·c:nicnce 1\,1· thc·111 to pass

through llnd bv thc time t11e\ '"'-'t to work. th,·y 111i,,h1 ',,e dc111ornli1.,·d which \\ill

kacl to dccreasL: ii, thC'ir le._,¡ of ¡i1'<dt:2tio11 i\ ,: -1_1:ci,c ,nH:: e1wirnnrnent

shuu\d ha\'c Júnctio11i11)2. hcJliil l':1c:iii'.iê' .
1·cl1< ,:u,u1 · 11lc1·,. rc .l.lt.,ct111 am\ a

I
I.

'

I
1, I '. c·1'tllat1' q1: .1'1 lc'I\: b_, the

co111c11iC'nt trnnsportation sc1e111e m t11e crn¡, 11Y'-'-' • -' ,

17
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f¡:nployee are able to meet up with the expectation of the management, a CQ.?ucive

:working environment can be used to compliment the employee productivity,, For

'.Instance,
a shoe factory that have a production target of 1,000 pair of shoe daily, if

the company decide to intrnduce a transportntion sclwme that will bring the

employee to work and take them back home daily, lhe shoe factory is likely

experience an increase in production because Lhe employee will be motivated to

work without thinking of the stress lo get home and Lhe factory will also save the

time in which the pn1duc1ion lll. slmc s•.:111 daily h,·,:uu:·, almost all the employee

will resume al the sarne· ti111c wlii,h 11 ill m;1kc 111: production eftl!ctive and

efficient.

]Jase on the above definitions and illustrations, work c:11vironment can be defined

as the physical environnwn\ which includes social am,:nities, climatic condition,

technological inli·astructu1\' ami worki11g tuuls tlwl ha, c effect or inlluence the

employee level of productivity.

Remuneration

l'vfaicibi (2005) defined r,.rnm:çratil111 ,,s :xiv m l'l',\':.,· ?iven to i1,d,'.iduuls for

work done. He further ickntif1cd the indicators o!· ru .. uneration '.1hich include:

basic salary, wages, health schemes, pension scl1l',1,s:,, transpon allowances,

overtime allowances and responsibility allowanc1.:s. i-Zc·rnuneration refers to the

amount or money and bcni:füs that an employee rcu.,i·•c•; from his 01·g:mization in

return ror his or her cont1·ibutions to the organization (Hamidi et al 2014). This

practically satisfies material, social ::ind psycholog,icai needs of tl1e individual

(Al
·

1 r "OJ ?J. Reinuner:1tion or 1,a\' is linked wi,h general s,uist'action and
tmoz e a "- - .

.

more closely linked 11 ith pay sutisfrn:lio11 (l,umk>· e!,,/ ?OI I).

\ I. '11 ...
c·I Rv·rn 1 "()()¡.:) the co?t or 1·,0111·.1. ?rati112, wo:'1:crs that is in

1 ccorc 111g to h 1s c111
.

,
·- •

· -

j lltllnr l)cm·fits - :ire ai¡,?,., and im·•,·a,,ng part n1

form of payments. wages anc "

18
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• ,, ?e , ,angst e111p oye.es 1f

such payments anel benelils are 11ot malle available 1,1 tliein Siin l
¡

· P Y pu\ emp oyees

ate more industrious and productive when reasonable pay is attached to

performance, Remunerating is an impmtant factor that influences the level of

productivity of an employee. At times. l'lllploye,: sec i11nl·ase in remuneration as a

means of appreciating thl'ir level oi' productivity and :il,o that there is need for

them to increase their level of productivity or at least rnaintain their current level of

productivity.
Although compensating w\lrkns mm Ii 1,·,, :111 clfe,·1 o 1 ·m1ductivit1· other factors

can also irn:rc,1sc out pul 1. ith li11lc (11· 1. i ,._,ish 1c, t:,,• ,,. ; ,1úation, \'/1,ilc pay can

be seen as an e:--ample, workers ais,, :1pprc:ciatl' lx·i11¡, , :iliclated il they are to be

productive in the workpL1cc. The need 10 fec:I that th,,.ir jobs arc of value and

contributes signilieantly 10 the sucCl'SS uf the or¡Ja11in1ion is important to the

workers. While mkqu:1ll'ly :,,1npc·11,,i111w. th,·111 rnav li,·lp. validation does not

necessarily have to be li11anci,il, This is because sin1pl/ \hanking them can also

make an employee feel appreciated. Ernployet: receive their remuneration inform

of basic salary, wages, ovcrtiml\ pension schemes. fri:IL'ê' benefits :111d allowances

such as mcclical allow:rnn·. tr-11:·.port :1lh,rnncc·. wa: d,·,,l •· allmvanc,_. 'n:l()ng others.

2.3 Basic Salary and Wages

Braton & Gold, (2003) basic salary is a fixed periodical payment Cor non-manual

employees usually exp1·csscd i11 annual terms. paid per month with generally no

I

· ·

¡· I

·
·

Vv:1_,_,_,, 1·,,1·,,1··. 10 l'· :1>·111•··1··.t e(, manual W,)rk:rs. alwa_vs
ac d1uons or prm ucuvny. . _., , , ., ,. ,

calculated on hourly or piece rates. Surbhi 2015) also defined salary as a fixed

amount paid to the employee's at regular interv:ils l'ur their performance and

productivity whereas w:ig,:s ar\c' the houri:,·- b:1sc:cl :;;11 n:211t given t,) tli? labor for

the amount of work lini,li, d in -i day. I k L1rthl'1· JJy,1,·, :.ll 11 hill' S i:a1 ;,•d per,01,,

t9
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generally said to be doing "white collar uilíce ·¡obs" wh· h
·

¡· •h..
.

• 1c 1n1p 1es t at an

;"írtdividual
is well educated, skilled and is employed with some ftrni and hóh:I.$ a

?ood position in the socieLy, whereas the waged person :ire said to bié! doing "blüe

collar labour job" which implies that an individual is eng.aged in the unskilled or

semi-skilled job and is drawing wages 011 a daily basis.

One purpose of a person as un employee of n ,·om pan y is lo earn income in the

form of wages or compensation. Wages is rcc,wcd lo meet basic 11ecds such as

food, clothing and housing. E1Try company in ,!ell'r111i11ing the amount of wages

paid to the employee must be t"easiblc, so that th: lowe,:t wage that is given to meet

the needs of their life (l<.:m1.unnudi11. 20071 A,:hu1u (2012) argued for the

l'mportance oi" s::ilarics and wa?•,·s in :\i?e1ie1. Ji .• sl,:,e,l l.ie,l wages ,;h,JL,ld not only

be adequate but they 11rns1• also sho,, s"rne ck: H.TI1 ui" :quity, this is particularly

true from the point oi" the crnpluyccs. 1\nythin[!. shu1"l ,ii" :i fair and equitable wage

or reward can quickly a11rnl:l the ,vnith of c111ployces in an economy such as

Nigeria. For many Nigerian employees. 1,:1gcs ,,,· s,r!a1·:c': arc highly critical issues.

They are decisive because vvithout then, in :-.ullki..:111 quantities, lile becomes

extremely precarious for the ,1orker :ind men,bcrs ui" his/her family. As direct

financial rewards, wages and salaries are the most emphasized by the employees,

h f I
t t

·,,.1 1.!11• ,_··cl.,.•.".11•' ,1· d·i:ws as far ,:s :·,:wards foi·
thus t cy sort o· ta ,e a cen T•? s age .. , , . ?

work is concerned.

2.4 Bonuses and Incentives

Romanoff (2008) defined bonus as a single ¡,aymcnt made at the énd of the

performance period typically a year to reward e· -:trnon:inary effort ,ir a?hievemenl

while incentive is a tangible m intangible rew:,rd th:11 is designed to motivate ::i

pei·son or group to behave in a certain way. I le further stressed that incentives

d·¡'c ¡· b
· til''l 1·11c-,11t·1ves cleline buth what m:eds to be ;1crnmplished,

1 ,er rom onuses 111 " , ·



what the employee will receive m return lt>r accomplishing il. As a result
incentives have greale1· behavioral ,rnd moti1 :.,tional impact. 1-leathficld c2o16)
bonus pay is compe11satio11 over and abllvc the c1111ourn ui· pay specilied as a basic

salary or hourly rate of pay. Tile basic amount ui" rnm¡i•insation is specified in the

employee offer letter, in lhe l'rnployec• person111.·I tile, rn· in a contrn<::t. J-:mployers

can distribute bonus pay rnndornly as the com¡ ,:my c::r, ,: Jforcl to p:iy :1 bonus, or

the amount of the bonus p:1y Ulll be SJll'citicd b) ·ont1·acl.

To Bardot (2014) n bonus is ,1 payrncnt whicl1 is 1J:1ckward-lookin? :mel usually

discretionary or al least nut expected l"rom the ,·1nploycc·is). A decision is made to

pay ít to one, a group or ,ill employe1cs. bas1cd ,,11 nikri:1 decided by management

to reward p,ist ,Khicvem1c11ts, su,·h :1, 1·c·:1ching .. sp,·c1.i_ prolit or som: important

milestones fur the org,111i1.atiP1L 13u11u, ¡1ay1w :it i, 1i ·d to the ,h:hicvcment of

specific objectives that i1a\c h,·c11 ¡,1·e-ddcn .i1wd «,1d co111111unic.:,,ted to the

employees that arc ,,11 tl1L' pl,111. The ¡H11·pu.,,· 01· ho1·us is lo en,urc that the

employee are motivated tu ,1chic1c the· 1,11-¡ict 1: al "' l,c-.:11 gi1en tu them by their

employee. Bonus or incernivcs can be p:lid in c:,,h or in 11011-monetary award such

as gifts, award and promotion m work. The im _-ntÍH'
¡

,,,rn is not diocn:tionury; ir

the upfront. agreed ob_jecti \'CS ,ll"c' reaclll'd, the I'"· :?111l'J1\ u :twarcl is m:1ck.

•·
?-
•
•
I
I
I
i
-

2.5 Fringe Benefits

fringe benelits which focusvs nn enh:111c·i1,g th:· :¡u:•.li1:
·

.1. terms of I¡ f,·,.tyle or the

employee; t"ringc benelits includc u cc,wm k-1 I u." '.I :,y und titnllial security

· ·
·

I t. Ll1
·

1·a111·11;· 1·e•l·,·1t·111 .-s·. :'ri:Lc: b1cnefits e1re forms uf
tak111g into cons1<. era 1011 tc·11·

indirect compensation provided for u wmker u: g,1\1\1¡) of workers ,1s a result oi

their status ns rnembei·s of the ,)l"ga11iza1 ion (
[\.fo:his anJ J:1ckson, 2UC3 :. Examples

oi" J"ringc benelits arc: ITLiremcnt ur pe11sio11 ,1la!1S, 1,·,..:dical insu,·a11..:e, use oi"

company car. employee discount, sick pay, v,1'' ticw pc,\ ,·duc:1tio11 :·,:i111burserne111

21



and time off. Fringe benefits are benefits that are made available for member of
staff of an organization. Fringe benefit can also be .::xtcnded to the relatives or

family of the employee depending on the t, pc oi bL·nefit. For example, an

employee that is going fot· vac1Lio11 in fü·larus ii' sucl1 L'rnployee i? married, the

company might decide incur Lhe• cost or Lill' vac11ior: 01· tiil' employcl' and his or her

family who are going with him or her for the va,\1tiu11.

I

I
I
•

I
i

2.6 Overtime

Overtime is the pay111c1H over ;1ml ,1bun: the th,J'\11,tl s,1i:1ry and wage rntes where

the workers are ¡x1id extra for w(1rki11g ,,clditim1:tl hours (Tyson, 2009).

Furthermore, Cornpany housi11g 01· house- 1·e11l ,,llowanccs is olTered by

organization, who kc:l uhligc·d t,1 help e111 c:mpt,,,ec· 111,·l'l ,>ne of lhe hasic needs in

order Lu enabk thc·111 h:11,· ,lL,_.,, "' r,· 1s1111:1h:
· a,· _·u;,,1.1udalion while on o!Ticial

duty. Some ernployec· 171w. ide:; 1hc·i1· ,·111¡1!,,) e,· ilh 1,,, .rnnodation ·.1hich may be

owned by the orga11iz,11iun 11!1ilc: 11th·a·1· ,1rg.,11 7.ation; rs:imbursc 1·:111 payments

(Andrews, 2009). ln or,kr tu :1\oit! " ckclim in :11.¡.:oycc prod·.1di, ity lc\'els,

workers also require hc•:1ltl. :incl ,alÍ:l) ¡i:,ckag,·, ob ,cn.1·ity and aLkquale working

conditions (Hamidi e1.al. :014).

...

2.7 Pension Scheme

Business dictionary dL'lines l\·nsion ,;cl:eme o,s :ill :,:r:mgcrnent hy which an

employer a11d. usually, an é't11p!11ycr p,11 i11to ,1 : .111(1 t!111' is invested lo ¡mwide the

employee with a pension 011 n::tirc•nwin Th,_. F-.1°.,·y,_.1 pedia Brit·111níin del1nc·,

pension as a series nf periodic monc:, p:1y1nents :nac:e 1c1 ,1 person\\ 11,> 1\·tires t'rorn

employment because or age, disabiiity, or thl:' ,:ompl:1.,111 ur an :1gre-:cl span or

service. The payments ge11erally conti11uc tor tl1c rc111:1i11Lkr oi' the 11atural life of

the recipient. nnd soml'lillleS lO a widu11 ur llLhe1 SL.t··. ivor. Pensicn rnnsist,; oi'
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lump sum payment paid to '.lll employee upon his disengagement t'rom active

service. According to him payment me usm1I iy in munthly installments (Ozor

2006). He further stated that pension plans may be conlrilrntory or non contributory;
fixed or variable benefits; group or individual; i1:sun:cl or trnstee; private· or public,

and single or rnulti-c111pl"ycr. \cn,1·di,112 to < .'.or ('.',J,1(1 I the type': 1JI. pensions

available in Nigi:ria an::

Retiring Pension: This type u\' pcnsi(>n is us,.al\_1 ?•s,,.ntcd Lo a worker who is

permitted to retire al\cr compll'ling ,1 lixed ¡wriod ur qualifying service usually

practiced in Nigeria lll't11c,·11 lll-."\'., yc:ir,,

Compensator?' pension: Tlii-, type· ur ¡,cnsi, 1 i, ,.,·i,,tcd to ,1 1'.·01-kçr whose

permanent post is ,1bolishcd ami govcrn111e111 is 1,11ahlc tu provide him with suitable

alternative employment.

Supcrannuntini? peusioE: Th:·, t,,,,· ii g.11, , t,, 1,,ikc1· who 1eti1·es at the

prescribed ,1gc limit ,,1,,11- ,:i

i Compassionatt• allowa11cl': : .,1, u,, ,tr 11L 1 •Ct.' .. ,,1 1, 1101 ,:cln,issiblc ur

-
•
i
•
!!

allowed on account of a public· sen ;u1ts rcnw al :'rn111 services [or lllisconduct,

insolvency or incompc'lc'Jll'e or irn:flicic11c).

:-

ii
?
=
.
i
I
i
'
!

2.8 Training
According to Anthony (2Ul9í argued that. train.11g imo:,es learning allCl teaching

employee due to a need for dcvelopnwnl u:' skdls .l!ld knowlcc!g•-'· Training

involves thrc-c man ul'li\ itic, whil'i1 :ire trni1:.ng. c,.h:cation and development.

\)eCem:o & \?,ibhins (2000) ,•,plain u·Ji1,ing :1 J "It-: r ·i11g c,peri·ét,c•:. in that. it

seeks a relatively ¡,ennane:11 ci1<1nge in :111 ,ndi, ,. ua. th.1•. ,., ill irnproc,,· h:, ability 10

perform on the job''. This menn trni11ing must e d<és'.?11•:d i11 such ,1 ,,ay that, it

will involve changing or enhancin¡!. 01· skills. knu11 k.lge, attitudes, ,md social

bcii,11 iur. This ch;ingc ur c:nhr1m:.;mc11t o! skill: k1 ,o, \ :d12-c, attitulks. ?md soci:i\

n



1,?ehaviorcould involvewhat the employee knows how lie w ·J• 1

·

1

.

..
·' 01 cs, 11s re at1ons and

interactions with co-workers and supervisors 1·rainirg, thus
·

¡· 1

'
I COllSISLS ()' p armed

r
programmes designed to improve pcrforma11ec at the individual, group or

organizational levels, Cascio {2012).

2.9 Theoretical Framework

The theoretical adopll'd f,,r d1i:, ¡m)jc,·t is i'vb,;, ,w : ':v:d llicrarcliy theory. This

theory is adopted because it has lo do n1otiv:11;on 01· i11eentive or an employee

within an organization anel how best an ernployL'c' can b<: motivated.

2.9. 1 Maslow's Nl'l'd 1-1 il'rnrchy Thl'OI)'

This theory 1,vas pro¡x1undcJ by Abr:1ha111 l L1: ,id \l:1::!uw. lt is the simple and

widely accepted theory. Abr;1ha111 Maslow's hic-rarchy r,r needs is the most well-

known theory or motiv:Hilln. 1\hrah:1111 \bslow ,.icwlup>-'d a model in which basic,

low-level needs sul'h :i,,
I h;"iÍ ,1,,l,!:n1 ·e,1uirc·1 .•111. :,:-,.! s:il'cty nwst ',e salisficd

before higher-levl;'I 1weds ,uch :1s s,·li'-liil•illnh·, I 8!l' .,,.,·,ul'd. ln tLi; hierarchical

model, when a need is mostly satisfied it no longer motivates and the next higher

need takes its place. Maslow's hierarchy o\'need,, is show:1 in the followi11g
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Source: Ma,low. I '15,L

Physiologicül nct',I,; ¡11·,· tho,l' rcquir,_-d to 1st¡1in Ii le. such as: air, vvater,

-

i

nourishment, skc¡, .. \c,u1Ji11!,' ,,, \L,·-1,,,\', tl1<: 1·y. ii.,• ,·h needs are nut satislied

then onc's mc>Livati\111 \' ill c11i,,· !'n,11: 1!: :ll•c\·.! , s ti·-1· .hem. Hig!1·:r ·1ccds such

as socinl needs and t'Slc·,·1,1 :1rt· 1wt kit until 01 · has ,,-,s-t the need, basic to one's

bodily functioning. Once phys1ological needs :ll'C met. one's attention turns to

safety and security in ord·:r lo be free from th· .. th:\::1. ,!· physical and emotional

harm. Such needs might be l'ul!illed l)\'· Livin,c' in" sc.1·.- arca. Mellie-a' insurance.

Job securít:. etc. According lo !Vlaslow's hicrnr,. ,1y, d ,1 :1,-rson feels that he or she

is in harm's way, higher m•,xis will not rc·cci1c n ,,,1ch a11e11tion.

Once a person has met the lowc:r levcl physioh,>ical ¡111(: safety needs. higher kwl

needs become impurtanl. rne li1·,.t oi'\\ hich :in: ,ci,,I 1 :eds. Social m·cd, me th0se

1\:laied to interacLi,,,1 11 ith 0L11,·1 pcupk ami n•, i11.:il,l :· !\,•eel l'o1 1·ri-:nds. 1'ieed

fo1· belunging. nc,·d tu g1Vf :1ml l'l'.êl'·1,t 101,: 01,,:,· .. pers,m k..:b :1 s.:ns..: Llf

"belonging". the need to t?el irnporl,1nt arises. i stcc:111 1,c·ecls may be classilíed as

2,
.
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internal or external. 1 nternal cs leem needs arc t l 1osc rclat<:d to self..estecm such as

self respect and achicvcml'nt. f·:xternal l'Stcem 11 ·cd:; n1·c Lhosc such ai; social status

and recognition. Slime cstcc111 needs arc: S1·l1?rcsp1.'l'l, achievement. attention,

recognition and rcpulatio11. 1Vl:1slow l:1le1· rcli1:cd his model to include a level

between esteem needs :md sdl?actu:ilizatio11: the 1,c'cd for kno\\lcdg,c and

aesthetics.

Scll?actualiz:1tion is the st,mmit ui" ?l:1::!o'-1's I,. rnr-.·11_1 ,!'ni-eds.It i:, the quest of

reaching one's l"ull 1)01L'1ll.al :¡; :1 ¡wr,"11. l 'nli: _. 111\ :, kvcl need,. tl1is need is

never fully satisli1•d: .is onv grow, ¡,sn·l1<, og: :<11 then: arc· a I way's 11ew

opportunities to c(111ti11u1• i<l g:-e111. Sc·IJ'..1ctu,1li1 JI'-"" i:.- tend to h:,w needs such

as: Truth. _justice. wisd,1111 :111d me:111i11g_ S1·l1 1ct.1al:1icl p1-rso11s l:a\e frequent

occurrences oi" p1·ak c·.,pc1·ic11c·c·s. 11 h1ch ,ll'c' :nngv, d moments 01· profound

happi1wss anel h:m1w11,. \cc, 1·di11s 1" :. las I,,'-. 01il,

population rcachcs 111,.: In, I ni .,•[l-:1,·111 ili/,1l iu,

,11rnll pn,:c,11'.agc uf the

Implications of Maslnw Thl'on

If IVlaslow's thcor) lwlcls. th•:rc· :ir1· ,u1 .c 1111¡1,., 1111 i.,
I

.i::lliuns i'v 1n.111agcment.

There are opportunities l,l 111u1.i, ate· c1111,l,11 ._ tiJ(\ rn,111agc·111cn style. job

design. company events. ,md cornpc·11s:1tiu11 11, ·kac"c·:. ,<1111t: ex.an ¡·le-. of ,,hich

-- follow:

=

Physiological needs: l'ru,·ilk- lunch lm:aks. ·csl h v1ks, anel ,,.ag,_·s that an:

sul'liciclll to purchase tl,c c·ssc111i:tls ut' Iii?.

Safety Needs: l'n,,·icle a ;at'c work inc". eII1 iru1 •1ent, < :i1·emcnl hc11,:1"11s, ,mel j,1h

security.

Social Needs: CrL·Ulc' :1 sense of cu1111m111ity ,. .,t t-::,1,1-'.,ased prnj,ns and soci:il

Cl l'llls.

2G
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1j1'steem Necc s: ccogn1zc ac 11evemenls to tnai;c empillyees feel appreciated and

?ahxed, offer job titles that convey the importance• of the position.
'

}j.elf?Actualization: Provide employees a challi:nge und lhe opportunity to reach

por,::,

However, not all people arc driven by lhe same needs - ut any time different people

may be molivated by entirely different factors. [t is important to understand the

needs being pursued by L'ach employee. To m,,tivatc :111 employel', the manager

must be ç1blc to recGgnize lhe IH:cds ic,cl at wl1,ch lhe· employee is operating, and

use those needs tis levers r,l'rnoti, atiu11.
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CHAPTER TIIP EF:

3.0 METHODOLOC\'

3.1 INTRODUCTION

This chapter gives rn1 inlruducl·1nn to the methu.lolng1· thnt was adoJJtl'd and used

in the study. The study l'ocuscd on till· inlluc11, .· 01· prL111rntiun as a11 i11ccntive for

high productivity in Jigawa State Polytechnic.

3.2 POPULATIONOF Tlrn STUD\

The popula1iu11 ul'this stull\ i111,,IIL·, thv 11huk '.,11"1t1: .i,f·:1wa Sl8tc l'olvtcchnic

Dutsc.

3.3 RESEARCH DESICl'-l

The research <.ksig11 us,·d i,1 th,, ¡1roiL·c·t work i:- 1:1e survc•v design.

-
-

i

I
I

I
=

3.4 SOURCE OF DATA

The data for this resemch was collected basic,iily through the primary source of

data by the use of qucsti01111air,.· 11hi<:l1 ,,.ill be 1; ;trihu::-,.1 .1111ong the ;t,,ITof Dutsc

Inca! §'_OVcmrnent whil,· the <c·oml:l1·. 11ill e .,J-, 1 •.-.:d 1·m111 ··c1l·lishc-d and

unpublished dala source.

3.5 SAMPLE SIZE

The sample J)(lpt1latio11 J°lli" th!.' swd) will bi: cl. ,sei• ,,' . .111dorn, ¡\ :s.1rnple ,ii.e oC

this study is 50.

28



ti1 SAMPLE SIZE DETERMINATION
fhese are the public org:1nization of Dutse h·nl government

,
the sample $ize

?eteimine or the respondents is 50 respondents of the entire poplllàtion . it is

-?t:pected from the sample size that the research work use information with the sole
aim that the findings or the outcome will adequately gcneralízed the population .

the sample size of lhis s1udy research study rnnsist 01· mathematical calculation

whereby the Tarn yemeni (I% 7) formulae is :1pplicd

the formulae is

_...'•I
·,

I +n(e)"

•?here 11

= till· s,1111pk si1.c

= The Popul,ition l.lmk-r Stud)

E= The margin of crroi- ( it could be O. I O, 0.5 or ll.O I
l

N=125

1+125 (O. 10)2

N=l25

= !+ 125 (0.01)2

N=125

1+0.0IX125=U0
N=125

¡ + 1.25 =2.30

N=130

2.30

=60

2'.'



-1}6 QUESTIONNAIREDESIGNED AND ADMINISTRATION
'Some. of the struclurcd questions were designed, the questionnaire has two parts,

the first part ask question about the socio-dc·mog,rnpliic charac1e1·istics of the

•,1-espondents, while the second part involve ques1ions de:,ign in such :1 w,1y that the
I

· respondent had Lo answe!' either with a yes or an,> to questions

3.7 DATA ANALYSIS

. The d<1ta obtained from this study is an:dysed w.,ng simple percentage, and will be

presented in the form oi' tables ,ind lit',Lll'c'

=
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CHAPTER FOllR

DATA l'RESE.NTATION A'H> ANi',LYSJS
4.1 INTRODUCTION
This chapter fi.icuscs 011 Lhe prcse11lali,i11 and .111,,lyol sil' data ob1ained by the

researcher. The data is n11alysed usini:' si111¡1k Sld:istí.·al 1m·thods and representation

on tables.

Analysis of data will he carried uul usitl)i ,tatisti, al tuols described in chapter 3.

¡ 4.2 DEMOGRAl'l-1\C n,,TA CH' TIIF EESI', .,NDt:_,;T?

r
-_

Sc.•ction
A :-Sueio-clemographk eharadt•ristir:. of 1he ,·t•spondcnts

Table4.I: Gender

_R_E.Sl)ê)ÑSr:
- ------

FRI 1.)t·1 \< , 1"1 :1zc1:NT:'\( -1?

¡ l'v\¡\LE ,?

I FEl:V[Al=------
LºTAL

Source: Field survey_ 2021

Table 4.1 shuws the distri:1u\i()ll oi' 1-es¡,011tk111 g·itH1-'1 The tabk .,hmvs that 38

( 7 CJ) percent O!' respondent \\l't·e rnaks wh i k I:.' l''-'l'"º'se11t 24 percent of the

1,
I

·¡·¡1·1, i1111Jlies 1lut rna_·1c-1·ity or the respondents
respondents were ema c:s. ª _

12

50 [!JU%
-----'

!I
¡
•-
I-
i,
ii

i
I
I
•
•

participated in this rcscmcl1 study Wl.'l'l: 1milcs.

31
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Table 4.2: Age Of Respondents

!I
FIZEQUENCY--

--¡Vl?RCENTA?E-_-713 6%

---¡-¡,
-- -------- --

---

"'''<!/
- ------1

.
-'t

.;_ .1, O
I

22 I

-'?I
<

i '!'cJ

40 AND ABOVE
¡

11

I
TOTAL

-- -

i

??-
Source: Field survey, 2021

Table 4.2 shows the distriLulioi1 oi' r,·spunLknl ·: tgL' br:1, kcts. The table shows that

"");)I)/
I

.;. .- •.
·

O

I 1uo%
_¡ ... -------- -------

t
I
I
¦
i
I
I

I
i
!
•
ii
-
I

3 eepresent 6 % oi' lhe respondl'nls werL· in the L .leg,H·y ¡¡¡· 18 lo 25 years.14 (22%)

we arc in this category oi' 26 tu 35 yl·ars. 22 (4-1'· o) wl1c·r,.- in the age category of 36

to 40 years. and I I (::'2"'o ', Wil',' in !Ill' :l"l' e:,, l!,ll'·.1· , ,1 -10 years and :1hovc. This

implies th::it majuril) ui 1lw rc·,¡11111dc·111' 1h.1t ¡1cir .ci¡nk,, :11 the rcse¡¡r,.:h ,tudy were

in the age group ca1c·!:'.u1.-,,0c, ,,1·_1(, !u 411 _,.,_•¡,:,ui,,:-:.

Table 4.3: Marital Status

r-·
---·---·-- --- -

LESPONSE --- -

SINGLE
----

MARRIED
I DIVORCED

-

IT()T;\I.
-- - -

Source: Field ,u1·\ey, 2021

FRl:()UL\lCY
,,
_)_

10

'

l'i:IZCENTAC_jE

(,.Lt,-Q

-¡
,,,-1,,?-

8
1

l (1u_;o

50 I
1• )i }º-1ü

--
-
-

I

7

Table 4.2 shows distributi,.,n L1!' ntaril?il :,t?,lus ,,. res¡iu;.,'.: 1ls. The td,le slwws tlul

32 ( 64%) or the respondents were sing.le, I l, (2(1? ,,
)

ui· the res¡iunlients were

married and the 8, I ú% ui' th? respumle11ts \1 ,,·e ,,¡,. ,>,-:-?d. That m.1ju1·it> of the

respondents that pmticipat,?cl in the rcsc\11-ch 1H·r, ·

si11,2,!c-.

J?
---,



l;)'able 4.4: Educaiío1rnl Background of the Respondents
I'.

- ---,--------

RESPONSE _l FRl:QUENc?-- -Tr1?RCENTAGE 7

·"._FI.RST
LEAVJNG

17
14%

-

---7?Ç;ERTIFICATE
:
.SSCE/WASSCE --120

--- ·- ?------ - -

ND/Nff 10

HND/B.SC/l'CiD
1

13

ITOTAL------
-- -

'sô
Source: Field survey. 262i'-
Table 4.4 shows Lhm 7 1·cspundc11ls I CJ'l'CSl'l1' .Ill,'

ltl0%

1_11.!"p i/

----1
i

lirst leaving certificate

holders. 20 rcspomknts 1·?pr,·s,·nting -10º I, SS, [ hokk-rs, while I O respondents

representing 20% are ND/'-lCE holders. \\ hile I_; respomknts representing 26% arc

J-IND/GSC 1-IND/P(,I) lwldcrs. tlfr, 111,·a11s tli1, rn11jo1·i·.y or the rci1pu11dc11ts are

educated enough tu giv,· .1 ,,·lia"k d11t11 1-.11 Llw .,. dy

4.3 RESPONSE PRESENTATiON t\',li AN1.LY,'-ih

Section B : Deals with questions that has to d,, with 1L? research wpk

Table 4.5: Can Promo(iun bL· 11scd as an im:,· .. iin i\,r employee p,oductivity'?

Res po,?-?--- 'Frequency l' creen tag e

I
-

__ ¡

Yes I
50

--- ------ ----- f---
No I

-

1

-------- - -- ----
- ¡--

Total
;

5(1

Source: Field-s?1nc·:, 2021

The table above shows that all the rcspundents -<1id tk,1 promotion ctn be used as

an incl'!ltivc for high productivity, thi, siiow,: '.hat ,ii, 1.l1c 1\:s¡x,mknt-; know the

import,incc of promotion i11 such organi1auon "" .liga111' ,l?llt polytc:cl,ni,

íOO

¡()()

B



Financial Incentives Can Serve Best Economic Crisis
------

¡f.=eqL;-;_;-;:.cy

-

e

Jso_
---------

1?()
- -·--- l __ -----

Source: Field survey, 2021

o•?

, Percentage [
'-ioo

-----¡
I -- - . - -------- -

100

The table above shows th:,t all lhe' 1·L•:;pundl'llt,. 1,cliv1c· tlut linanciul incentive can

serve well when there· is ccunu111ic nis,·,, prn11:, ,tio1, ,1:1:v cannot be Llw only form

of incentive.

Table -1.7: \Vorkshop ar(' 11s11all) org:n1i1.cd r" .. ,li:?a-.\':: poly pol?'H·chuic staff

Response

Yes

No

; Fn•q11c11n

1------50

I l'crccntagc

¡-1-00

I

-

I

i

I

1,
·--?--1

___ _¡
Total 5() _i)(}

Source: Field survey, 2021

All the respondents said yes that Workshop an: ,•sually organized for Jigawa

polytechnic staff. this is usually done in order t .. impruv.: the productivity of the

stafTol"the school

Table 4.8: I have been a henl'ficiary or traini11? progr;immes

l- -?--¡-----
--

Rcspo?sc_ _ _ 1_Frequl'ncy
Yes 140

[ ------- -·- - ---1---
1 No 10

b:;t;-f
- -

.

so

Sourci.:: Field survey, 2021
·. -

l'crccntage

i 1,\)

.'.O

.\)()

3?



1¡.f'tietable about shows tlrnL 40 (80%) said that 1hey ar·' \1e11 fi
· .1- .1 ...· " e 1c1aty o t 1e tratrung

.programmes while 1 O (20%) of the respondents said that they are not beneficiary

-?Braining
programme that is being provided but the Jigawa state polytechnic .

'Table 4.9 : Staff promotion ;1 n· based on meri 1

--- '[Fn•q u?n??-
1 50
[_

[_
.

50?-1-?---
ource: Field survey, :2021

[ l'erecntage
_ __

[

iOO ?
-¡

---i¡()()

All the respondent in Llii-: stud1· said ,·es . th,11 s11JIT 1·,romotion in jigawa stale

polytechnic ís based 011 111erit. thi? i:.. quite i1,,por1:1111 11ecause it will allow the

workers to face Lhcir w,,rk squar,·ly :111d Lhi,. will gi1c room for increase in

productivity

Table -LIO Promotio11 ai.J Training ¡,,1,gra1.. in· ll'.L .-,icial lo w,1

development

Response

Yes

--- ·--

Ífi?q--;;;?cy
- -?

-?-ho-----
----- 1--

,

Percentage

100

, No
h'------ ¡···

-

I
Total

_

1

so
_

Soure;: Field survey, 2021

The table above shows that all the respondents :aid thnl Promotion and Training

I

·

¡ ¡ t ti
·

sh,l\\ . •.kit the stalT oi" the school
prngrnm arc bcncl'iL·i:,I Lo ! 1c1r L L'IT ,1p1:1c11

·11

,1r? hcncliting Crum 1c11·iuLb pru?1·,1111111c•.h .. L the- :ht ,I - rg:11111.111?

,lJO

35



Úable 4.11 :- My office facilities are up to standard

-•---fFÇ"cquency

120?-30

---!-··----- - -

lso
Source: Field survey, 2021

- ---- - -

__ =·=-¡
l

..;rcentage

¡

40

--,-io
? _Ji_oo

---

-?

The table above shows that 20 ( 40%) 01· tlic re::;¡ :incknts s:1id yes that the facility

in their office is up Lo standard whik JU (60°/t,) o:"th,· rcs¡;(lndcnt saitl that the

facilities in their office is 1•,ot up lo the s1,111d,ml ·

,e) 11,,Ltl·d.

able 4.12 My supl•rior ar,• effective in katkr;hip

I
Res pon;---

---- ·

·

Yes
- -

, 50

!
l)c?-cc-·n-t-ag-,c

-¡

--- --- . - -----i
[\){)

No

Total 15()
I

Source: Field survey, 202 l

All the respondents in tliis study said :-eas
· .iat th.·,,· superior is l·ITective in

leadership. this shuws lha, all ,dl the pcup:·.: i11 ? s.ht :,, :ire united.

Table 4.13 The school Allministration is dcmu?ra,ic

,-,------?- - --
-- -

n?·l'l'llllClll'Y 'i'?rcentage
Response

I

1\JO

!00

3t.



A,e table above shows lhal all th<: respond,:nts i,, tl1is sludy said that the school

.1A,dministration is democratic, this shows that lhl' workvr:; will be abk to

2.áJ:t(êipate in various decision making 01· the sclh•ol .

'Table 4.13 :I receive my salary as at when du,·
-- ·

I Frrque;1cy
l?------

Yes 50

No

Total

I

-

1-5(1

-----

Percentage

lOO

;()0

_I
------1

I

I

-··-
I

Source: r:ielcl surwy. 202 \

The table above shows tha1 all the rcspo11dc·nts i1. thi:: slu,.I\ said yes ll,at they use

to receive their salary ,1s ,1l whs:11 du<.". this slHl11 th,,l ti,.• ,,ovcrnirn:nt 01· jigawa

state is paying the ?al,1ry o!'the slaff,,1-the s,lw,.: as :1l .•.,1cn due. Thi,, is quite

important because paynK'lll on-li1nc is \'c-r:- i111p,,1·tant i11 ?.ovcrnment work.

Table 4. 14 :- Financial llllnus can ais<, 5,'rvt' ,, .. an i1,r,·,1tivc

?
Response

Yes

! Fn·qucnc?
I

- ---

50

i'crccntagc

I ! (){)

No
--?- ----- --•---

- - ¡?--
Total '50

--· L----

Source: Field survey, 2021

The table above shows that all the rcspo11dents se1id ycs that tinancial bonus can

.00

also serve as an incentive to th.: workers

?

' r

?
•
!



Table 4. 15: I am satisfil-d with my current s:1lary

IRespt-;-;?--
- - -

'-l??-,•q11c11t·\
¡

.

_ Yes 1 (;

=r
No

-?-- -

I--..¡º
·

-Total
--? - -

I SÍl
--?---?-- - - - l_

Sou1 cc: I icld ,u11 L'\ • .2(['. I

¦ !'he [able ah,nc :,hm1,, 1.1.ll \11 (::'.II'',,¡ l•I· 111,· .·s1,.,11J.1.t s:1id Ye·. 1l::1t they are
!

satisfied with their ct11Trnl ,,i\111·:. wliil,· -111 ¡Xii'' )
oi 11,,· rc·spondcnh said 1hat they

'.ii

ílll-

i ,00

-----,

-1

I

arc not satisfied with with :heir ,·u1Tcnt ,:d:1r1

Ta ble -l .15 Tia· n·11111 nvr:. l ior, , r,·n·i, ni i, ,ii, Ir, : 1, :1 111y L'Xjll'11 ,e:.

1Iic?pons,•l.?--
1 Yes

I

1•r,q1n·11,·1 i>v rl't·nta?t.·

No

Total

50
.

¡)()

'.ilO

-Source: Field sunc). ?o: I

The table alxwc sh,m, tl::11 :111 ot" the· :e putH! n, ,:, ,. :u that th•.· 1T111urn:rn1io11

they rcccil"i:d is :1bk 1,, .ui l'." their e' ·.p:n"·

unlimi1-:d and thi:rc: 1s rh·,·.: ltlt •:1,·r\ u1,c 1u I,

th:1t he is :ililc tu.

thi

11

1 .-.., that liur1,11, want arc

I er 11,·,·d u,,1 ll• 1hc c·.\Lcml
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CHAPTER FIVE

is.o SUMMARY CONCLUSIONAND RECOMMENDATION

?Ji.SUMMARY
(

_r,his study focuses on the promotion as it aCfrc1., E111pi(iyec Productivily in Public

<Sectors in Jigawa State. All the respondents said that promotion can be used as an

incentive for high productivity, this shows that ull tlw respondents know the

importance of promotion in such oq1a11i,.ation :1s .lig:1w,1 state polytechnic. Also

thcPromotion and Tr:1inin,•. prn,,.r:m1 :ire b,:11l'11l' d tü :l:,·ir devclopmcn\ Lhis shows

that the stafr or lhe sd1ool are bcnel1ti11g from \ arious programme that the school

is organizing.

Ín this study. '.?.O (40'1/o) of r.he 1\:s1)()mknts said\ ,s tlml thL· focility i11 tlwir office is

up to st:1mbrd whik :rn 1(¡()""·' Ili. tk ,c-p,11,, ill ,,,¡, t1:1l th<.: 1:1•.·iliti.·s in their

ortíce is not up \o the sta11Lidrd tlicy 11 :11\tc,1 •

All the respondents in this stud> said th:1t the sL·:1001 ,\uministration is democratic,

this shows that the workers will be :1hk· \ll p:ir• .. s:ip,1lc i11 various ckcision making

or the school . \O ('.?.O""I ,,r tlw rcspn11dl'11t s:iii th:11 1.l,e,, arc S8tisf:ed with their

current salary. whik .+()(,,()%:or ths: rl'spolllkiilS ·:ai,I that they ari: nut satisfied

with with their current salary. ;\II oi' the respu11dcnts ',aid that the remuneration

they received is not able to co\ c:r their ex pens,· ,. this s:1ows that hum,111 want arc

unlimited ami there is need !'or c·1-cr, 01,c to i'lli.:I lfr; ur her need up to the extend

thm he is able- to.

5.2 CONCLUSION
·

I ¡ I tl· it D:·omotion a!'kct ,;rnployce
C., I ·ve[\, tl1<:· result oi· this stul \ i:1s s 101\ ,: i:

one us1 _. .
.

I

.

't .

111,, i·csLills i·evcul lhal or>!.,lllÍl.,Hio11: ¡ p1".1c1:-e, aimed at \11L· ,ubstanti:il
\XOCUCt!VI)', ? • · "

.

,

·

f workers [\11- their, .,nt1·il·,u\1ons further rnh:mccs their
reward and cornpensuuun D ·

'-
-

3?



l;;:-??-:r
·.¡;

iork productivity anel task employee's productivity and further places and thereby

,promotes the overall employee's productivity ni' the organization. A focus ort the

iweJlbeing and welfare of workers through non-monetary activities impacts

1hstantial\y on their v\',ll'k ¡m1ducti-. itv a1H: l,i:·ui,w,s as il i1,crc·ases their

'inotivation levels to pel'l\lrm hctll'r :1:1d bl' ,,r 11:01c· use to tlw Ol'g_anizalion.

Organizational culture sig.1lifü:,1ntly rnockrales .he relc1tionship between incentive

management and employee employee's prnduclivity ul ,1 95% confidence interval.

The results of the analysis supports th,, uss•.'l'liu11 that the incorporation and

adoption of incentive syskrns. prncess,:. ,,ml st ,,êllil'l':. -?c,nsidcrcd as foi1·, just and

equitable further enhance lhe ll'urk bcl1aviou1· ,r 11ud.,]rs and employees of the

,r--
organization, bringing about improved c,mployi:c· ·s productivity.

_ 5.3 RECOl\llVIEi\DATIONS

'

Resê8rchers and ,1c·,1ck111,cia11, c·,11, ·.:1il,1c 11 ·se ,1,_1i) i't11ding, lo test their

hypothesis or to cnhanc·c further rc·,c::in:h. :,articularly on finding out cost

effectiveness of diffen:nt inccnti\'cs ,111d r,·wanl us(.·d b:, organizatio11s to increase

employee prncluctivil:. 1'1,c re,c:ll'cli.:r :,hu u Id e nsick-i· t:1l' current economic crisis

with an aim to rcdm-e c,,sts .ind to b:1Lmcc: :tw,:c1: ,hurl term ,,_ml long-term

produeti vity outcomes.

l. The researcher should come up with r?cu.,1mrnd,,tions to be u,cd by the

management to reassess the cu111binalit,n .ir 111

that cc1n sen,. their mga11i,-:1lio11, bc,1 th:ouµh ,·

,1c,:,I "' ,d non-financia: incrnti,cs

•nr-111(.' ..:ri-.;i:=;

2. lt is very irnpona1ll \O <.:Xll'nd this ce:-.carl't. an,i e11 .c,wc:r new ;·ac:ts because:

motivational incentives are very basic ckment of c111y job (the di;:,,ire to recei1c:

something benefici81 in exchang.e of one ·s elTon,

3. \his research should be e.xtended to othl'r org.?.:1iz:,tiu11, in jigawa stat?·.
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Al'PF.NDIX 1\

.!!GAW.\ STATF l'OIYTl?C!INIC Dl1TSE
CO: , .t:c I: OI- HUS!N ES-i \:-,;D \ Li\ \;\CE:\l 1:',T S ITDI 1:s

,H'.PAHl:\lt,NT OF l'l Bl.IC ,\l)Ml\'ISrn:\TION

, i"i11,1i 1car st11d,·11t oC Dcpnrt11·,,•1ll :ind imtituti,,i1 stated ahovi.' with :1

•

¡v, :·\11..1, •• 1i,l:- , ,\,il \L . .' ui·11,_-l'u: i! )u·.1 .. :;1: ,11..·,e1 Li:- pru .li11g: inú,1·1u?:\iu1! '.l1..'l-·tk.·d

. '

\ di ht.: ll':.::_ded l.,.'.l)J\rn.!1...·11\ild'._\'. 1lHlltu ?1!.._' • Ut.'Sli Ht iil·low :t11d 1r:l,Jr1n;,1'.1p:1 :_•1\ ,_'.
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