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CHAPTER ONE
Genergl Backproung
1.1 INTRODUCTION

Bvery organization  ejther public organizalion,  private organization,

nongovernmental organiz(ion must have

employees 1, CAITY out its day to day
activities. Hence, (he organization succeess depends on the level of productivity of

the employee, Ny orgunization can survive witlout an employee, even

orgamzation that opera(e enline needs cmpleyee (o operate it dala, upload and
update it onling daty (Gohuri, 2013),

Employee Pmductivity is the driving Turce behind an organization growth and
productivity, Employee productivity is so essential i an organization, (o the extent

that it is Capable of determining the [evel ol profit and loss of that Company,

Employee productivity directly affeets ; company’s profit When cmployees are

1

. productive they accomplish more in 4 given timelirame, in lrn, employee

efficiency saves their organization money, time ind labour., When employee's
level' of Productivity is low, it 1akes longer time for the employee to complete the
task as its given to them which will cost the Organization more resources due to
their leve] of produetivity (Matocchio e af., 2006). Employee produetivity is a
Measurement or calculation between the input and outputs. The inputs include raw
materials, machinery and labour. While outputs include the goods and service
produced. If the input and output are equivalent, then the", employee is considered
to be productive, That is, if the amount of input is equuls 1o the amount of output,
the employee is seen as been productive. Every person has his own wants and
desires, for that purpose he/she works 1o get fulfill them, It is not cnough for an

Chployee (o he satisfied materially but non aspects «reas essential as material




e

aspects, an employee pag both to be fulfilleq. Materig| means his salary, bonuges

allowances, jop security and other facilities: While

Non-materig| dspect inelydeg

leaves, excellopy kil vironme Standi
Work 16 environmeny, 2ood m1dc:slfurdmg among other fellgw
workers apg LOp management, 4| these clemonys have niuch 1o do with motivation
E v o fea’e S A H |
of employee, Employee’s play Very importan part in he daily operations of any
organization especially where (he markets are vepy tompetitive and haye ever-

changing Environment which ;g Supparted by Majority of (he theorists. The fate of

an organization g usually determine by s CINBLOYCES 86 it sounds logical o

understand g employees can e Motivated (Gohari, 2013) ag fay as the

employee's Motivation js concerned, employee motivational incentiyve programs

have -beey found (o pe the most commonly  wdopted technique among
Organizations, The purpose of the program s 1o reward —productjyve employee's

productivity reinforce posiyjy e behaviour and sty intercst in employee, Employee's
productivity and how it could i could be enhanced central to the concern of
industries ang organizations, therelore many orgunizational scientists, are very
much interested i different schemes and 1cehnigos related 1o employee's
productivity and s growth incentives ape une ol those techniques used ip
workplaces to stimulate employee's in order to get desired employee's productivity

(Matocchio ey al., 2006).

Human resource  provides basis [or an - orgunization o achieve sustainable
competitjye advantage. Since organizations are operating in a dynamic and
Competitive business environnient, they need to develop strategies 1o acquire and
retain the competent workforce. Human agse is considered to be the most
important asset of any organization and in order o gct the efficient ang cffective
fesult from human resource, motivation is hecessary (Zaman, 201 ) Researchers

divide incentive into 1wo categories, intrinsic and o trnsie. Extrinsic incentive
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well as those curtently employed in real estate firmyg i that the pay Package is not
robust enough apg that incentives gre dlmost nonexisteny, Therefore this Study
aimed (0 gegesg the influence or Promotion gy 4y incentive employee
productivity (hellriegel e/ 7, 2013),

L2 STATEMENT OF PROBLE S

Incentives have created a lot or challenges 1 enployee's input and output in
orgamzation, The negligence of adequate strucigpe N pay incentive, fringe

neentive; and bopys and over (iine benelits has caused a4 lot of inequitable justice
oh 'die administration ol incentive scheme. The resultant effect op employee

productivity coulqd be negative, The negative aliributes can be seen gs poor

turnover, poor product quality improvement, job dissutisfaction, low morale, low

Commitment, absenteeism, low lurnover intentions to tay with the organization

and poor emplo ee's productivity that alfeets inpur and output. Com anies are
P p P ) | P P

spending huge amounts of money on their rewward programs which aim at

motivating, retaining, committing and atracting newy cniployees. Despite the great
amount of money used in these incentives and rewards, only few of the human

reésource Managers are able to Justify and measure w hether they are efficient.

1.3 AIM AND OBJECTIVE OF THE STUDY

The rescarch aimed 1o access the influence of promotion as an incentive for high

Productivity in Jigawa State Polytechnic.
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Public Administration. e study’ il fielp fy. copmes the misconception gy

promotion as an incentive in public sector,

L6 SCOPE AND LIMITATION OF THESTUD,

This study is carried out 1o access the inflyenee of promotion as an incentive for
high productivity in Jigawa State Polytechnic: Therefore, the investigation of this
study will be restricied to Jigawa stae Polviechnic therefore the result of the study

cannot be generalized.

Financial constraing insufficien funding tends 10 inpede the efficiency the
researcher in soureing for relevan materials, literature or information and in the
Proeess of data collection, Time constmins the veseorcher wil] dinultancously

engage in this study with ater ueadeniic work tiis cor wlently will eut down on

time devoted for the research work

L7HISTORICAL BACKG ROUND OF THE STUD AREA

Jigawa State Polytechnic came in (o being ollowing (e taking over of the then
Hussaini Adamu Polytechnic by the Federal Goveriment and its subsequent
conversion Lo Hussaini Aduniy Federul Poivtechinie Kuviure in 2007,

Since the (hen Polytechnic was 1aken over, thive of i constituent parts namely
College for Legal and Islamic Studies Ringim, Col co. of Agriculture Hadejia as
well  gg College of Business and Management  Studies  Dijree were  left
iﬂ(it‘])eﬂdt‘ﬂ”}f as Monotechnics. Having been 1ol without any  Science and

Technoloey course the future of College of Business and Management Studies




(CBMS) became apparently blink dye o the fygy that for any Palytechnie 1o be

accredited it myst have 70% of its courses in Seienca and Technologv related field

During that periog of improbability o its continuous existence due 10 the near

absence of 4] the cardinal pillars for Munning a ;]| blown Polytechnic: came the

emergence of Alh. Sule Lamido CON as the Governor of ligawa State who within

some few months of coming lo offjce signed into law g Cibl for the establishmeni of

Jigawa State Polytechnic ang dpproved the creation of additional College of

Science and Technology (CST). The Governor also constituted a visitation panel

with the mandate of advising the government on how best tg improve the standing

of the Tnstitute.

Following (hat recommendation coupled with Governor’s commitment and
political wi]l, Jigawa  Suate Polytechnic has 3 Colleges namely College of
Environmen; ang Fnginecring, College of Science and Technology as well as
College of Business ang Management Siudics, F'he Polytechnic s currently

o

running 3 aceredited HND Programmes ip Accounting, Public gnd Business
Administration, 2 Higher Diploma Courses in Social and Local Government
Administration, 1] National Diploma Courses in Computer Science, Science
Laboratory Technology, Statistics. Electrical and Mechanjeal Engineering,
Welding and Fabrication s well as Architecture, Ateaunting, Public and Business
Administration. It is also running 8 Diploma Courses i Social Administration,
Crime Management and Control, Purchasing and Supply, Marketing, Business
Administration, Accounting, Public Administration. Office Technology and
Management. A part from having a fully constituted 9 member Governing Council,
the Polytechnic has also a lunctional and vibrant management committee
comprising the Rector, Regisirar, Acting Bursar, Dircctor Academic Planning,

Acting Director Works as well as the 3 Directors representing the colleges.




The Management i their quest o ehtrench democagic principles as wej| 48

transparent and Open administration aceept the request of Academic Staff for
I «l

. democratising {he office of College Directors gng Head of Departments, In its

drive to make the Polytechnic as the leading citade] ol

academic intellectualism

and centre for entrepreneurial (leve[opmem and imm\/:llion, the management sent

its academic staff (o further their studis at postgraduate level, At the moments
three of their staffs are in Uniled Kingdom ang Malaysia for their PhDs, 2 have
obtained their Masters in UK and additional 6 ype wailing for their graduation in
Wolverhampton Unjversit_\-' and one is iy iingland for miasters in Fibre Technology
and another 8 gpe waiting for their fing] defence in BUK. ABU as well UDUS. It
has also obiained funding For i1 academic stafl o attend loca] and international
conferences. At the moment about 10 academic staffs are preparing to leave for
Malaysia, Japan, Kenya and South Afiiea 1o present pupers and rob minds with
members of the academ|c community. The Polviechnic can modestly compete with

first generation Polytechnics in (erms ol modern state-g - the art facilitics,

1.8 DEFINITION OF TERMS

Promotion is an advancement of an Employee 10 4 belter job, better in terms of
gleater responsibilities, more prestige or status. grcater skill and  specially
increased rate of pay or salary” (Amolds e af.. 2007).

Incentives:- Milton L. Rock, incentives are defined s 'variable rewards granted
according to variations in the achievement of specilic results (Matocchio et

al ,2006).




Employee:- is » person conducting g business op an umlertaking and is usuL ]y

hired o perform specific duties which are Packaged inig a job (Hellriegel et al

2013).

Productivity:- Productiviiy 15 commonly defined 45 4 ratio between the output

volume ang the volume of inputs (Goharij, 20131,

1.9 PLAN OF TH[ STUDY

Chapter one consist of background of the study, statement of problem, aim and
objectives of (e study, research questions significance of (he study, scope of the
study, limitations ol the study, definition of termys, plan of the study.

While chapler (wo consist of literature review and chapter three consis( of research
methodalogy, introduction, arey ol study, population ol'the study, sample size and
sampling technique, daty collection py ocedure, data collection instruments,

research design, daty analysis

And chapter four consisis of introduction. data analys;- nd presentaiion of resulr,
socio-demographic characteristics of (he fespondents and other section based on
the related question to the research. Lastly, chapter (ive consist of introduction,

Summary, conelusion and recommendations.

10




CHAPTER TWO
LITERATURE REVIEW AND THEORETICA L, FRAME WORK

2.1 INTRODUCTION

This chapter discusses past literature that are related o this study. The review is
subdivided inte three subheadings, which include conceptual  framework,
theoretical framework.

The origin, swueture and performance ol the conteniporary eivil service in Nigeria
are highly traceable to colonial administeative forniation, Civil Service in Nigeria
has its origins in organizations cstablished by the British in colonial times. The
Nigerian Civil service is a body of government ciplovees entrusied with the
administration of the country, and mundated to carry out the policies of the
government of the day. In other words., it is the body o! civilian employees of any
level ol government, not subject o political appointnient and removal, normally
hired and promoted largely on the basis of compotitive examination (Priskeley,
2011) Nigeria gained full independence in Getober 1960 under a constitution that
provided for a parliamentary government and a substantial measure of self-
government for the country's three regions. Since then, arious comimissions have
studied and made recommendations for reforming of 1z Civil Serviee. including
the Margan Commission of 1963, the Adebo Comuiison of 1971 und the Udaji
Commission of 1972-74, A major change occurred with the adoption in 1979 of a
constitution madeled on that of the United States. The Dotun Philips Panel of 1985
attempted 1o reform to the Civil Service. The 1983 {1l Service Reorganization
Decree promulgated by General Ibrahim Babangida 1ud a major tmpact on the
strueture and efficiency ol the Civil Service. The later report of the Ayida Panel
ifiade recomiendations 1 reverse some ol the past inaos ations and Lo return to the
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alter deaﬁ:adég of military rule. FHowever, the eivil servics is still considered stagnant
and inefficient, and the attempts made in the past by pancls have had litlle effect on
 the promotion of sustainable human development in Nigeria (Ujo, 2010).

The ministries are responsible for various parastatals (government-owned
corporations) such as universities (Education), National Broadeasting Commission
(Information) and Nigerian National Petroleum Corp  (Petroleum).  Other
parastatals are the responsibilily of the Office of the Presidency, such as the
Independent National Electoral Commission. the Leonumic and Financial Crimes
Commission and the Federal Civil Service Commission.3 Meanwhile, the above
development has x-rayed the gencalogical administaiive setting of Nigerian Civil
Service, from 1960 to date. The central point is that: Have various civil service
reforms that have taken place in Nigeria immensely promoted sustainable human
development? Hence, strong human resource manugeiient, man power planning
and utilization, effective organizational perlormance, cllicient employee-employer
relations in a given establishment and high level bureaucratic stability have eluded
the post colonial Nigerian Civil Service. a concomitant damaging cffect on the

promotion of sustainable human development (Amua, 2011).

2.2 Conceptual Framewerk

2.2.1 Promotion

Promotion is the gradual upgrading ol the civil servants in Nigeria. The upgrading
of the civil servant is a motivational incentive for greater productivity motivational
needs are of total importance and signilicance because the success or failure of any
organization is largely determined by the output of such organization then have
been cases of inefficieney in the public bureaucracy especially the local

government system.



There are basic rules and regulations that are being followed befare someone can
be promoted in Nigeria, they are the Tollowing

{a) That promotion in the Civil Service should be bused on the atiendance and
successlul completion ol shorttime training progranmies by ¢ivil servants on their
professions, management and lcadership:

(b} That promotion in the Civil Service ul cenain Grade Level be tied to
membership of professional organizations

(¢) That officers on appointment with international orpanizations ubroad should,
on their return, be permitied (o sit Tor promotion cxonination and it successful,
should be granted appropriate notional promotion o = eble them be at par with
their cotleugues:

(d} That notional dates of conyersion upgrading of offwers should be the dates ol
acquiring the relevant additional qualifications:

(¢) That officers who pass pronotion examination but coald not be promoted due
to vacaney constraints should not be subjected o repe such examinations when
vacancics become available. Such ofticers should be promoted in order ol merit of
their performance in the examination whenever vacancies are available.

(1) That officers who passes the required promotion exa aination shoold have their
salaries upgraded to the next leval and the salary e made personal to them

(Akinvemi. 2010).

2.2.2 Motivation

Baron (201 1) delines motivation as the variable that didves employees o "want Lo
act" and "choose o act” cceeed nothe workplace. Further, notivation 1s
explained as the encrgy that encourages work-related bl jor and intluences one's
work style. direction. intensity and duration. Hellricge! (2006) viewed motivation

as any impact that brings out, guides. Or SUSIINS @ Persies gounl-divected behaviors
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‘.,,Ivancevich (1004) Suggested that motivation refers to those OBIOE ol ot
. triggers certain behaviors and regulates its form, gourse, intensity and duration,
. Obikeze (2005) viewed motivation as the process of guiding an employee’s actions
~ towards a particular end via the manipulation of rewards, Kreitner (2005)
deseribed motivation as the mental process giving behaviors the will-power, drive,
and tendency to act in a certain way in order to attain certain unsatistied needs.
Beach (2005) described motivation as the individual’s readiness to expend energy
so as lo accomplish set poals. Fle is of the opinion that motivation relates to a
person’s enthusiasm for specilic patierns or behaviors. Also he further stated that
the ambitions, needs and wants of a person may influence, direct and control their
attitude. Davies (2005) susgested thal the concept of motivation entails what goes
on inside a person that results certain behaviors, As regards organizations, he
stresses that an absence of motivation is reason encugh [hr a worker not to attain
gratification from the work.

Agbeto (2002) also stated that motivation is anything that moves an individual
(owards a specific goal. Iurthermore Koontz (200%) arpued that molivation as a
term is applicable to the drive. yearnings. needs and wishes of a person. George
and Jones (2012) termed work motivation as self- induced forees that control the
directions and behavioral patterns of the workforce in an organization taking into
account their levels of commitment and enthusiasm towards the successful
accomplishment of sel gosls. Berelson and Staines (1003 ) opined that motivation is
an inner state that inspires actions as well as direet and channel behavior towards a
goal. Guay er al (2010) argued that motivation deals with “the motives underlying
hehaviors”. In addition, (Broussard. 2004) defined motivation simply as “those
clements that pushes an individual to act ornotto e

Based on the above delinitions, motivation could be delined as a mental force that
is induced by external or inherent factors in an employee which influence an
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employee level of productivity. According to De Cenzo ef al., (2006), people who
are motivated use a greater effort to perform a job than those who are not
motivated. 1t is pertinent to note that il employee are motivated it will have greater
influence on their job performance which will lead to increase in employee
productivity, although management are aware of this notion, bul they might not

know the exact factor or scries of factors that will motivawe the employee,

Intrinsic Motivation

Intrinsic motivation can be referred to us motivation derived from within the
individual or from the activity itself, it can be said (o have an affirmative outcome
on the conduct, performance and well-being of an individual (Ryan, 2000). George
and Jones (2012) are of the apinion that employee would be devoted to his job for
as long as he believes the job is able o satisly his veant Intrinsically driven work
conduets, are behaviars perforiied for one’s own sake that is, the mspiration to
work emanates from within the individual, Here the worker is motivated because
he derives happiness in doing the job.

Intrinsic motivation is a very personal form ol motivation and revolves around
completing a task for the sake ol the task {Whang, 2014 In this case. an employee
completes a task early because it is rewarding to him or her, not because of a
reward that might be carned.

For example. a worker who is employed as a cook in o hotel, and such worker is
been paid low salary compare 1o other people who vork in the hotel, the worker is
not motivated by the salary, but by the pleasure he or shy derived in cooking. He or
she did not see cooking as a job but as [un. Henee, such ciployee is motivated as a
result of the pleasure she derived in cooking rather than the salary. The pleasure
ihe worker derived in working is the intrinsic Cactor that motivate the emplayee.
Therefore when an individual engages in activities without any apparent
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inducements with the exception of the activity itself suel an il s R
) : al s said to be

motivated intrinsically (Nwannebuife, 2017),

Extrinsic Motivation

Extrinsic motivation is most oflen associated with tie engagement in activities
because they lead 1o desirable consequences separate (tom the activity such as
tangible rewards. Hence, the behavior is a means (o an ¢nd and not invelved in for
its own sake (Deci 2005). Deci (2005) stated that extrinsically motivated behaviors
as those where the controlling mechanism is casily seen and Deei and Ryan (2005)
stated in their work that extrinsically motivated belaviors are generally done as a
consequence of pressure and result in low sclf-esteem and anxicty. Extrinsic
motivated work behavier stemns from such tangible rewards sueh as pay, bonuses,
and prometion among others

Extrinsic mativation is derived lram ouside the persan or from those things that
are external to the work or activity iself. positely influences behavior,
performance and productivity (Ryan & Deci. 2000), Hut this study locuses on
employee’s work environment. remuneration as well as iruining as tactors that may
inlluence an employee’s productivity levels inoan organization. The above

mentioned factors are discussed below:

Work Environment

Akinyele (2010) suggested that about $0% ol productivity concerns are as a result
of the nature ol a worker’s environment i1 most aroanizations. A lavorable work
setling guaraniees the weli-being of workers which v wbly will encourage them
t apply themselves o their responsibilities with a Ligh (2vel of morale which may
transform into higher productivity (Akinyele, 2007). Kohun (201.2), defines
working environment as an entirely which comprises the totality of lorces, actions
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and other influential factors that are currently and, or polentially contending with
the employee’s activities and performance. Waorking environment is the sum of the
interrelationship that exists within the employees and the environment in which the
~employees work. That is it has to do with the otality of the work place
environment such as social amenities. working facilities. working condition and
even the climale condition. Managing and suslaining

.

a waorlk environment
eflectively demands making sure the surroundivgs tre conducive, attractive,
acceptable, resourcelul, and motivating to the workioree thereby giving workers a
sense of pride and purpose in the jobs they perform (Brenner, 2004 ).

Opperman (2002} defines working environment as o composite of three major sub-
environments: the lechnical environment, the human environment and  the
organizational environment. Technical environment refers to tools, equipment,
technological infrastructure and other physical or technical elements, I'he technical
environment creates elements that cnable employees perform  thell respective
responsibilities and activites. The human environment vefers 1o peers, others with
whom emplovees relates, weam and work eroups. interactiona: issues, the
leadership and management, Yesulu (2000) claimed tat the kind of conditions
workers are subjected to physically in the wark place is significant to output. A
work environment should be a place where worlker find it condusive 1o carry out
their day 1o day activities without hindrance, for instance. a bakery that is situated
in an environment that is prone Lo erosion. the worlkers will be concern coming Lo
worle when it rained or when il paining because the voud that lead 1o the bakery
might have been Hoaded which will be hectic or inconvenience for them o pass
through and by the time they zet 10 work. they might be demoralized which will
lead to decrease in their level of production. A conducive work environment

should have [unctioning health Tacilities, relusaton conters, restatiant and a

i all weme lor the ¢ o situation where by the
convenient transportation scheme lor the employes. in situation where by
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" employee are able to meet up with the expeetation of the managemen, « conducive
~ 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 introduce a transportation scheme that will bring the
employee to work and take them back home daily, the shoe lactory is likely
experience an increase in production because the employee will be motivated to
work without thinking of the stress to get home and the factory will also save the
time in which the production ol shoe start daily because almost all the employee
will resume at the same time which will make the production elitetive and
efficient.
:?Base on the above definitions and illustrations, work cnivironment can be defined
as the physical environment which includes social amenities, climatic condition,
technological infrastructure und working tools thal have eflect or influence the

employee level of productivity.

Remuneration

Maicibi (2005} defined remuncration us pay or rewar siven to individuals for
work done. He [further identilied the indicators ol rernuneration which inelude:
basic salary, wages, health schemes, pension schemes, transport allowances,
overtime allowances and responsibility allowanees. Remuneration relers to the
amount of money and benefits that an employee receives from his organization in
return for his or her contributions to the erganization (Hamidi er a/ 2014). This
practically satisfies material, social and psychological needs of the individual
(Altinoz et al 2012). Remuneration or pay is linked with general saiisfaction and
more closely linked with pay satisfaction (Lumley etal 2011).

According to Allis and Ryan (2008), the cost of remunerating workers that is in
form of payments. wages and other benefits - are o huge and inereasing part of
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‘pperational expenditures; yet, productivity may decrense amongst employees if
such payments and benelits are not made uvailable o (hein. Simply put employees
are more industrious end productive when reasonuble pay is attached to
. performance. Remunerating is an important factor that influences the level of
productivity of an employee. Al times. employee sce increase in remuneration as a
means of appreciating their level of productivity and ulso that there is need for
them to increase their level of productivity or at least maintain their current level of
productivity.

Although compensating workers may have an elfect on productivity, other factors
gan also increase output with litle or no costs to the orzanization, While pay can
' be seen as an example, workers also appreciate being validated if they are to be
productive in the workplace. The need 1o feel that their jobs are of value and
contributes significantly to the success of the organization is important o the
workers, While adequately compensating themt may help, validation does not
necessarily have to be linancial: This is because simply thanking them can also
make an employee feel appreciated. Employee reccive their remuneration inform
of basic salary, wages, overtime, pension schemes, frinee benetits and allowances

such as medical allowance, transport allowance. wardrob> allowance among others.

2.3 Basic Salary and Wages

Braton & Gold, (2003) basic salary is o fixed periodical payment for non-manual
employees usually expressed in annual terms. paid per month with generally no
additions lor productivity. Wuge relers 10 payment Lo manual workers, always
caleulated on hourly or piece rates. Surbhi 2015) alse defined salary as a fixed
amount paid to the employees at regular intervals for their performance and
productivily whereas wages are the hourlv- based paynent given to the labor for
the amount of work [inished ina day. He further arguey ! vl while Sularied persons
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pe generally said 1o be doing “white collar office jobs” which implies that an
~individual is well educated, skilled and is employed with seme firns and s o
good position in the sociely, whereas the waged person are said to be doing “blue
collar labour job” which implics that an individual is engaged in the unskilled or
semi-skilled job and is drawing wages on a daily basis.

One purpose of a person as an employee of a company is to earn income in the
form of wages or compensation. Wages s received to meel basic needs such as
food, clothing and housing. Every company in determining the amount of wages
paid to the employee must be feasible, so that the lowest wage that is given to meet
the needs of their life (Kanzunnudin, 20071 Agburu (2012) argued for the
.m‘portance of salaries and wages in Nigeria, he stated that wages should not only
be adequate but they must also show some element of squity, this is particularly
true from the point ol the employees. Anything short of a fair and cquitable wage
or reward can quickly atract the wrath of employees in an economy such as
Nigeria. For many Nigerian employces. wages or salaries are highly critical issues.
They are decisive because without them in sulficicnt quantities, life becomes
extremely precarious for the worker and members ol hisfer family. As direct
financial rewards, wages and salaries are the most emphasized by the employees,
thus they sort of take a centre stage in the scheme of things as far as rewards for

work is concerned.

2.4 Bonuses and Incentives

Romanoff (2008) defined bonus as a single payment made at the end of the
performance period typically a year to reyward edraordinary effort or achievement
while incentive is a tangible or intangible reward that is designed to motivate a
person or group to behave in & certain way. He further stressed that incentives
differ [rom bonuses in that incentives define both what needs to be accomplished,

20



‘———ﬁ_

_ what the employee will receive in return [or accomplishing it, As a result
incentives have greater behavioral and motiv.tional impact. Heathficld (2016)
bonus pay Is compensation over and above the umount ol pay specified as a basic
salary or hourly rate ol pay. The basic amount of compensation is specified in the
employee offer letter, in the employee personnel file, or in a contract, Employers
an distribute bonus pay randomly as the company can afford to pay a bonus, or
the amount of the bonus puy can be specificd by ontract,

To Bardot (2014) a bonus is a payment whicli is baclkward-looking and usually
diseretionary or at least not expected [rom the employee(s). A decision is made to

pay it to one, a group or all employees, bused on eriteria decided by management

to reward past achievements, such as reaching v speciiic prolit or some important
milestones for the organization. Bonus pavinent 15 ticd to the achievement of
specific objectives that have been pre-deternined and communicated to the
employees that are on the plan. The purpose ol bovus is to enswre that the
employee are motivated Lo achicve the target that is been given o them by their
employee. Bonus or incentives can be paid in cush or in non-monetary award such
as gifts, award and promotion at work. The incentive pian is not discretionary; il

the upfront, agreed objectives are reached, the povment o award is made.

2.5 Fringe Benefits
Fringe benelits which focuses on enhancing the quality in terms of lifestyle of the

employee; [ringe benefits include  certain fevel of satety and financial seeurity

taking into consideration their [amily relations. Fringe benefits are forms of

indirect compensation provided for a worker ur group of workers as a result of
their status as members of the organization (Muthis and Jackson, 2063}, Examples
¢ benefits are: retirement or pension plans, medical insurance, use of

of irin
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behavior could involve what the employee knows A i

L | ploy nows, how he works, his relations and
interactions with co-workers and supervisors. Training thus consisis of planned
| ] s ed
programmes designed o improve performance at the individual, group or

_ organizational levels, Cascio (2012).

2.9 Theoretical Framework
The theoretical adopled for this project is Masiow's Need Hierarchy theory. This
theory is adopted because it has to do motivalion or incentive of an employee

within an organization and how best an employce can be motivated.

- 2.9.1 Maslow’s Need Hierarchy Theory

This theory was propounded by Abraham Harold Maslow. It is the simple and
widely accepted theory. Abraham Maslow’s hicrarchy of needs is the most well-
known theory of motivation. Abraham Maslow developed a model in which basic,
low-level needs stich as physiologicul requiren.ents und safety must be satisfied
before higher-level needs such as self={ulfiltment are pursued. In this hierarchical
model, when a need is mostly satisfied it no longer motivates and the next higher

need takes its place. Maslow's hierarchy ol needs is shown in the following
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Physiological needs ave those required o - istain life, such as: air, water,
pourishinent, sleep. According 10 Maslow's theory, il such needs are not satisfied
e ofe's motivation will arise from the quest 'y setisly them. Higher needs such
as social needs and esteem are not lelv until one has met the needs basic Lo one's
bodily functioning. Once physiological needs are met. one's attention turns to
salety and security in order to be free from the threar of physical and emotional
harm. Such needs might be fulfilled by: Living in o salt area, Medical insurance,
Job security, ete. According Lo Maslow's hierarchy, if a person feels that he or she
is in harm's way, higher needs will not reeeive niuch auention.

Once a person has met thie Llower level physiological and safety needs, higher level
heeds become important. the first ol which are -ueial nzeds. Soetal needs are those
related to interaction with other peaple and my ineiude: Need for triends, Need
for belonging, nevd L give and peceive love, Once w person fecls u sense ol
"belonging", the need to [sel important arises. {gteent needs may be classilied as

25
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CHAPTER THYEF
3.0 METHODOLOGY

3.1 INTRODUCTION
[his chapler gives an introduction Lo the methadology that was adopted and used
in the study. The study focused on the nfluence ol promotion as an incentive for

high productivity in Jigawa State Polytechnic,

3.2 POPULATION OF THE sTUDY

Lhe population of this study inyolves the whele all ot Jieawa State Polvtechnic

Dulse .

3.3 RESEARCH DESIGN

The research desien used in this project work is the survey design.

3.4 SOURCE OF DATA

The data for this research was collected basically throngh the primary source of
data by the use of questionnaire which will be tistributed among the stalof Dutse
local government while the scconddary will e alnaied Irom ¢ ublished and

unpublished data source.
3.5 SAMPLE SIZE

The sample population for the study will be closen wt random, A samiple size of

this study is 30.
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5.1 SAMPLE SIZE DETERMINATION
hese are the public organization of Dutse o.ql government | the sample size

' determine of the respondents is 50 respondents of e entire population . it is

ceted from the sample size that the research work use information with the sole
' aim that the findings or the outcome will adequately peneralized the population .
the sample size of this study research study consist of mathematical caleulation
whereby the Taro yemeni (1967) formulae is applicd
the formulae is
N=n
1+n(e)?
ere n = the sample size
N= The Population Under Study
E= The margin of error (it could be 0.10, 0.5 or 0.01)
N=135
14125 (0.10)
=125
=1+ 125 (0.01)
N=125
001 X T125=1 .30
=125
(8] 25 =230
N=130
2.30

=00

24
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s QUESTIONNAIRE DESIGNED AND ADMINISTRATION

- Some of the structured questions were designed, the questionnaire has two parts,
e first part ask question about the socio-demographic characteristics of the
spondents, while the second parl involve quesiions design in such o way that the

- respondent had Lo answer cither with a yes or a no to questions
3.7 DATA ANALYSIS

~ The data obtained from this study is analysed using simple percentage, and will be

presented in the form ol tbles and Hgure
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CHAPTER 7OUR

DATA PRESENTATION AND ANALYSIS
= 4,1 INTRODUCTION
. This chapter focuses on the presentation and anulysiy of data oblained by the

researcher. The data is analysed using simple siistical methods and representation

on tables.

Analysis ol data will be carried out using statistical tools described in chapter 3.

4.2 DEMOGRAPHIC DATA OF THE RESPONGENTS
Section A :-Socio-demographic characteristics of the respondents

Table 4.1: Gender

@a’s‘pomg’r - FRIFOUENCY I PERCENTAGE
| FEMALE {2 2% 1
TOTAL T ) o

Source: Field survey, 2021
Table 4.1 shows the distribution of respondent © gender [he table shows that 38
i {76) percent ol respondent were males while 12 represent 24 percent ol the

respondents wcré females. This implies tha majority of the respondents

participated in this researeh study were males.
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LEAVING 32

TOTAL 50

Source: Field survey. 2(3?_1

* holders. 20 respondents representing 40% SSt
representing 20% are ND/NCE holders, whilel?
HND/BSC HND/PGD holders,

educated enough to give a reliable data tor the st

4.3 RESPONSE PRESENTATION AN AN
Section B ¢

Rcspon_sc R - Trtqucnuv
Yes = & 50

No [

- SEGUI S
Fotal [ 50

Source: Field survey, 2021
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Table 4.4 shows that 7 respondents representing 149

this means tha

Deals with questions that has o du

Table 4.5: Can Proniotion be used us an inces

The table above shows that all the respondents saidd

an incentive for high productivity, this shows that

*

H ma

4% ‘\
[ 40%
i

’1(‘()/()

100%

GO fiest leaving certificate

IZ holders, while 10 respondents
respondents representing 26% are
majority of the respondents are

iy,

ALYSES

with (Le research topic

tive fur employee productivity?

 Pereentage

IS B
100 |

that promotion cun be used as

all the respondents know the

importance of promotion in suclh organization us Jigawa state polytechnic
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The table about shows thal 40 (80%) said that ihey are beneficiary of the traini

E . ) ) & 1ng
programmes while 10 (20%) of the respondents said that they are not beneficiary
- of training programme that is being provided but the Jigawa state polytechnic

- Table 4.9 : Staff promotion ave based on meri

'\Frcqucncy { Percentage \
Pk :37[ £k S RET ¢ \
s A S |
50 T At R e ﬁ-k\
l i RO bcic i

ource: Field survey, 2021
All the respondent in this study said ves ., thut stall prometion in jigawa stale
polytechnic is based on merit. this is quite boporkl because it will allow the
workers to face their work squarely and this will give room for increase in

productivity

Table 4.10 Promotion sud Truining prograw. are bendicial (o my

development

Response Frequency Percentage

RES I

| |
e !‘5’6 F— 100
L .

i I‘dml |

Source: Field survey, 2021
The table above shows thal all the respondents said that Promotion and Training
program are beneliciol o (heir development thic shaws that the stall of the scheol

are beneliting from varioy prodrmme that the - chosl s erganizing

35



able 4.11 :- My office facilities are up 1o stan dard

[ Frequency

Percentage g

Source: Field survey, 2021 = i,
The table above shows that 20 (40%) ol the respondents said yes that the facility
in their office is up to standard while 30 (60%) oi the respondent said that the

facilities in their office is ot up to the standuard they wanted .

Table 4.12 My S"huriur are effective in leadership

Respouse - TF rcqucnu

I’crccntag:c !

7 500 | i L0 N y’—hi‘i
e [T et
— 1zn 2 T 4 I

50 4 . W {00

SR

Source: Field sunvw 3021
All the respondents in this study said veas that thelr superior is elfective in

leadership . this shows that all all the peopte in e schoot are united.

Table 4.13 The school Administration is democraic

‘l* uquencg ii’crcenmge-
. [50 TR R e e A R
e aweWoe
o BB EERE e

Source: T u,ld sul \"L\ 2021
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E R TR

Total 3 g s
e 1l =

Source: Field survey, 2021
The Table abové shows that 10 (20%0 of the
satisfied with their current salary, while

are not satistied with with their current salary,

Table 4,15 The remuncration | received is ab

[I~1727L7'§]7)0n570 I'requency
Wln\’cs o -

No 30

Total - S0 7

Source: Field survey. 2021
The table above shows that all

they received is able to cover their expense

unlimited and there is need Tor every one Lo [t

that he is able to.

espondent said Yes

TR

Table 4. 15 ¢ Tam satisficd with my current silary

| Percentage

that they are

40 (809 ) o e respondents said that they

Lo o urmy expenses

Pereentage

Lo
L0

of the respond.ats said no that the remuneration

this shows that human want are

I Lis o her need up to the extend



CHAPTER FIVE |

0 SUMMARY CONCLUSION AND RECOMMENDATION

1 SUMMARY

s study focuses on the promotion as it alleel: Employee 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 all the respondents know the
importance of promotion in such organization as Jipawa state polytechnic. Also
thePromotion and Training program are benelicial to their development this shows
that the stalf of the school are beneliting from various programme (hat the school
i organizing.

In this study, 20 (40%) of the respondents said ves that the facility in their office is
up to standard while 30 (60%) of the respond nt aid that the facilities in their
office is not up to the standard they wanted .

All the respondents in this study said that the school Adninistration is democratic,
this shows that the workers will be able 10 participate in various decision making
of the school . 10 (20%) of the respondent suidl that (hey are satishied with their
current salary, while 40 (80%6) ol the respondeiits said that they are not satisfied
with with their current salary. All ol the respondents said that the remuneration
they received is not able 1o cover their expenscs, this shows that human want are
unlimited and there is need for every one 1o [l ) his or her need up to the extend

that he s able to.

5.2 CONCLUSION
Conclusively, the result of this study hus showr: that promotion affect employee
productivity: the resulls peveal thal organizationt praclices aimed at Uhe substantial

reward and compensation of worlkers (or their contributions further enhances their
g s
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