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ABSTRACT

For any organization 1o compete favourably in today’s competitive socien;
emplovees' attitudes and commitment towards work goes a long way in
determining the employees' performance and organization's productiviry.
Excellent producis/services provided and offered by an organisation cqircreate
a positive perception and ever lasting image in the eves of the public. The
mottvarional incentives of a company's employee play a major role in achieving
nigh level of empioyees performance. The main objective of this study is to
examine the effect of incentives on siaff performance in Industrial Training
Funds. Other objectives are: i. 1o examine the nature of incentives in an
organization ii. To examine the effects of incentives on staff performance in ITF
Jos Plateau Stare. iii. To investigate how incentives propel the performance of
staff in ITF. iv. 7o assess the impact and various motivational tools available in
the organisation. A descriptive research method was adopted for this study
using one hundred (100) valid questionnaires were completed by members of
siaff of ITF in Plateau Srate Nigeria using random sampling technique. The data
collected were further analyzed using percentages which were represented in
tables, supported by Chi-square to represent the raw data in a meaningful
manner. At-the-end the-study conchuided thar monerary ncentive has a huge
impact on employees performance in ITF and recommended that a robust
incentive pactages be improved upon. the course of this study, chapter one
intends to infroduce the fopic. chapier two looked at the relevant literature

reviews, chapler three examines various methodological frameworks jor the

study ie. data was collected from the siaff of ITF, using questionnaive. In

ckaléare;'fom; the researcher analysed the daia using appropriate statistical

methods and test. Therefore, chapter five summmarises, concludes and made

recommendations based onthe research findings.



Incentive and 1ts Eifect on Staif Performance in Indusnal Traming Fund (1TF) Jos Pisteau Stae.

INTRODUCTION

The success and the survival of any
organization are determined by the wayv
the workers are remunerated and
rewarded (Lawler, 2003). The reward
system and motivating incentives will
determine the level of employees'
commitment and their attitude to work. As
noted by Dexit & Bhati (2012). poor
incentives packages have been the major
factor affecting employees' commitment
and productivity.

For any organization to achieve its
objectives in any competitive society,
emplovers of labour must have a thorough
understanding of what drives the
emplovees to perform efficiently and
reward them accordingly. Besides,
employees must be motivated through
adequate incentives plans and reward
systems and this will invariably
encourage them 1o be proactive and have
right attitude to work, thereby promote
organizational productivity (Armstrong,
2007).

In a highly dynamic organization.

T TTTTrentives—strategies—are_deployed by

emplovers of labour to ensure that the best
brains are retained in the best inte:est of
the organization (Al Jenaibi, 2010).
Consequently, productivity can only be
enhanced if the employees are well
motivated through adequate incentive
packages that are proportional to their
performance. Meanwhile, 1o avoid wrong
perception and controversy by the
employees, reward system must be clearly

communicated to emplovees with job
measurement which will project the much
needed motivational drive in the
employees (Hartman, 2011). Incentives
propel and influence emplovecs’ attitudes
in work place and as well stimulate
undersianding benween the emplover and
the employee which will consequently
culmulate into unprecedented
performance for both the emplovees and
the organization (Heneman 1992),

Given the global nature of the existing
socio-economic challenges, it has become
quite difficult for most organizations to
cope with the unending emplovee
demands, among them being the
provision of an appropriate incentive
scheme. Incentives provide an avenue
through which management can
effectively link performance and
competence of the employees (Pay
Review, 2013). In the recent past.
employees have participated in strikes
meant to ugitate for an improvement of
their overall welfare system. This has
been complicated further by the existing
public outcry over the questionable
quality and nature of services rendered ai

_ the public institutions (Hartman, 2011).

The problem is also compounded by
essentially, inadequate and lack of
appropriate, relevant and effective

incentive strategles in public
organizations which is perhaps the cause
of decline in the delivery of quality
services to the public at large.

Although several effort in the past to
improve motivational packages in the
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public sector proved abortive. It is against
this backdrop that this paper using
expeclancy and agency theories of
mcentive seek to bring to fore the effects
of incentives on staff performance in ITF
los. using the following hypothesis to
guide the work:

1. HO: There is no significant
relationship between incentive
packages and emplovee's
performance in an organisation.

H1: There is a significant
relationship between incentive
packages and employse's
performance inan organisatior..

2. HO: Monetary and non-monetary
incentive packages do not have
significant impact on
emplovees' productivity.

H1: Monetary and non-monetary
incentive packages do have
significant impact on employees'
productivity. (see appendix A for test
of hypothesis)

CONCEPTUALFRAMEWORK

The Concept of Incentive
Adegquate incentives have t=en found to
be one of the means through which
organization can adopt to motivate and
increase their workers' performance.
There are many studies in the literature,
which examine the monetary and
nonmonetary incentives and their effects
on organizational variables (Al-Nsour
2012). Incentive programs are putin place
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by various organisations to compensate
and reward performance of employees
who perform more than expectation
(Mueller, 2011). Incentive packages are
financial or non-financial rewards offered
to employees to compel them to exert
more effort into any giving 1ask (Narional
Commission on Productivity and Work
Quality 1975). [ncentives is a force that
cause employees to behave in certain
ways and on any given day, they may
choose to work as hard as possible at a job,
to work just hard enough to avoid a
reprimand, or to do as little as possible
(Griffin, 2002). Meanwhile, incentives
are designed to get the maximum
performance from the employees and help
retain the most productive among them
{Amold 2013). Organization can consider
a variety of ways to reward the employees
for their work performance, but an
organization need to consider using the
best employee incentives to get the
desired results.

Incentives are an instrumental drive
towards employee motivation and
performance and it has great benefits and
high potentials to motivate workers to pui
in their best in anv giving task {Condly et
al. 2003). “High productivity may be
determined by workers emplovees' ability
to work-and therefore employees that are
not well rewarded produce less”(Alaba,
2007). Luthans (1998) divided these
incentives into monetary incentives and
non-monetary incentives which is also
known as financial or non-financial

incentives.

Mecanwhile, employees could be
intrinsically or exwrinsically motivated.
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Intrinsic motivation is an inward drive
coming from within the person which
makes him to work effectively and
efficiently toward the realization of
organizational productivity (Gilmore &
William, 2009). It arises from nartural
psychological needs, such as needs for
competence and autonomy. It is a self-
generated urge that comes from inside
an emplovee and influences him/her 1o
work harder. They are connected 1o job
related and social incenuves such as
opportunity to use one's ability.
interesting work. recognition of a good
performance, development
opportunities, a sense of challenge and
achievement, participation in decision
making, and being treated in a caring
and thoughrtful manner etc. On the other
hand, extrinsic motivaiion exists when
behaviour is performed to attain
externally administered incentives
(Allen & Kelman, 2001 ).

Extrinsic motivation is related to
“tangible” incentives such as wages and
salanies. iringe benefits, cash bonuses,
security, promotion, wall plaques, free
dinner or movie tickets etc. Intrinsic and
extrinsic Incentives are two important

Tools 1o ensurimg motivation,
commitment and satisfaction of
employees in the world of work. It is
therefore possible to state that
nonmonetary incenltives as a
motivational 100} address both intrinsic
and extrinsic motivation concepts.
While monetary incentives may only be
classified as a factor leading to extrinsic
motivation. Therefore, for employees to

remain efficient and highly productive. and
competitive, management need te
understand why individuals and group
behave the way they do. so that thev can be
satisfied, happy and highly productive
{(Ombaui. etal., 2010).

Staff Performance as a Concept:
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a). Organisational Performance

The body of research on the
elationship between emplovee
satisfaction and organisation
performance continues 10 grow.
Organisational productivity and
efficiency are attained by satisfving
employees and being sensitive to both
their physiological and socio-
emotional needs in a holistic manner
(Aguinis, 2005). A study conducied by
Cole and Cole (2003) reports that there
is a positive correlation between the
job attitudes of individuals and their
performance. Bono, and Patton (2001)
also found a positive relationship
between individual emplovee
satisfaction and factors such as
motivation, job involvement.
organisational citizenship and job
performance. In another analysis
conchicted by Hartér, Schmidt and
Hayes (2002). it was found that thare is
a positive retationship between
employee satisfaction and
productivity, profit, turnover and
customer satisfaction in nearly 8000
business units in 36 organisations
across the five continents of the world.

Studies conducted by Wanyama (201 0)



confirms that there is a positive
correlation between overall
employee satisfaction with the
organisation's financial and market
performance, The study further
concluded that employee
satisfaction, behaviour and
turnover predicted the following
vear's profitability, and that these
are even more strongly correlated
with customer satisfaction. A
survey conducted by Price
Waterhouse Coopers (2002) which
involved several multinational
companies sustains that employee
satisfaction as well as decreased
turnover are major contributors of
long-term sharcholder returns.

Conversely, employee
dissatisfaction resuliing from poor
workplace environments can also
ead 10 a decrease in productiviry
leading to poor organisational
performance (Welsh, 2012). It is
important for management in
organisations to create a wark
environment that facilitates higher
employee satisfaction levels. This
is because employee safisfaction
has a stimulus effect on the loyalty
and confidence of employees,
improves the quality of outputs and
also increases productivity (Nolan,
2012). Satisfied employees tend to
perceive that the organisation will
be more satisfying in the long run,
they care about the quality of their
work and are more committed to
the organisation, leading to a
demonstration of organisational
citizenship behaviours (Nawab,
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2011) is also of the opinion that
satisfied employees have higher
retention rales and are more
productive. When employees are
dissatisfied, their physical and mental
health is negatively affected (Mullins.
2006). Consequently, organisational
performance will also deteriorate as
more production time will be lost
because dissatisfied employees are
likely to take more leave (Marjunath,
2012); therefore, if steps are taken to
improve employee satisfaction, overall
success of the organisation is enhanced
and the results can be reflected through
happier employees, enhanced
workforce productivity, reduced
workdays and higher profits. This also
tvpifies the importance of people in
organisations, since people are the
promoters of excellent organisaiional

performance.

in the context of the service indastry,

substantial research evidence reveals

that there is a positive association

between employes satisfaction and

customer satisfaction (Malik, 201]).

Providing emplovees with an

outstanding internal working

environment is likely to lead to

satisfied employees who are both loval

to the organisation and arc capahle of
providing customers with an

exceptional service experience.

Customers will naturally recognise and

value the excellent service offered to

them, leading to an exhibition of
loyalty behaviours, such as repeat

purchases and increased referrals (Lee.

2011). These behaviours suggest;

therefore that satisfied employees will

create satisfied and loyal customers,
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which will result in better
organisational performance. It is
important then for service
organisations to direct sufficient
resources towards emplovee
satisfaction programimnes.

Behaviorally anchored rating
scales (BARS): This method
replaces traditional numerical
anchors tools with behavioral
prototypes of real work behaviors.
BARS let evaluator to rank
employee based on observable
behavioral dimension. The
elements of this method are result
of combination of major elements
of critical incident and adjective
rating scale appraisal methods
(Wiese, 1998). BARS have five
stages (Decenzo, 2002):

1) Generate Critical Incidents.

2) Develop performance
dimensions,

3)Relocate incidents,

4) Rating of level of performance
for each incidentand

5) Development of the final
instrument.

Performance 1s a multi-..

dimensional concept. On the 1nost
basic level, Frimpong & Fan
(2009) distinguish berween task
and contextual performance. Task
perfor-mance refers to an
individuals proficiency with which
he or she performs activities which
contribute to the organizations
technical core This contribution
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can be both direct (e.g.. in the case of
production waorkers). or indirect te.g.,
in the case of managers or staff
personnel).

Contextual performance refers to
activities which do not contribute to
the t1echnical core but which support
the organizational, social, and
psvchological envi-ronment in which
organizauional goals are pursued.
Contextual performance includes not
only behaviors such as helping
coworkers or being a reliable member
of the organization, but alse making
suggestions about how to improve
work procedures.

Three basic assumptions are
associated with the differentiation
between task and contextual
performance (Enew & Nigel, 2007):

(1) Activities relevant for task
performance vary between jobs
whereas contextual performance
activities are relatively similar across
Jobs:

(2) task performance 1s related to
ability, whereas contextual
performance is-related 1o personality
and motivation; s

{3} task performance is more
prescribed and constitutes in-tole
behaviour, whereas contextual
performance is more discretionary and
extra-role

b). Task Performance
Task performance in itself is multi-
dimensional. For example, ammong the



eight performance components
proposed by Campbell (1990),
there are five factors which refer 1o
task performance:

(1) job-specific task proficiency,
(2Ynon-job-specific task
proficiency,

(3) written and oral
communication proficiency,

(4) supervision—in the case of a
supervisory or leadership
position—and partly

(5) management/administration.
Each of these factors comprses 2
number of sub-factors which may
varv between different jobs.

For example,. the
management/administration factor
comprises sub dimensions such as
(1) planning and organizing,

{2) guiding. directing, and
motivating subordinates and
providing feed-back,

(3) training. coaching, and
developing subordinates,

(4) communication effectively and
keeping others informed (A).

T recent- vears; researchers -paid-
atiention to specific aspects of task .

performance. For example,
innovation and customer-oriented
behavior become increasingly
important as organizations put
greater emphasis on customer
service (Diener& Biswas, 2002).
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The Impact of Incentive on Employees
Performance

Employee satisfaction throughout the
history of organisational and behavioural
research, the subject of employee
satisfaction has always attracted
widespread empirical examination, leading
to a number of interesting definitions.
Priyce, Kakabadse, & Lloyd (2011) define
employee satisfaction as the effective
orientation that an employee has towards
his or her work. [t may also be recognised as
the individual's perception and evaluation
of the overall work environment. Elish &
Pennington (2004) define employee
satisfaction as a global feeling about one's
work or a related cluster of attitudes about
various facets of the work environment,
Employee satisfaction may also be
perceived as a 'positive emotional state
resulting from the appraisal of one's job or
job experiences' (Elish & Pennington,
2004). A common aspect that connects these
definitions is that employee satisfaction 1§
concerned with what people in an
organisation feel about their overall work.
A study conducted by Atambo (2012) gives
emphasis to environmental factors and
personal characteristics as the two most
influential variables that determine the level
of employee satisfaetion-Al-Aamiri (20 10)
also found low employee satisfaction levels
amongst empioyees whose expectations fell
short.

He also maintains that, the person-
environment fit paradigm has been widely
recognised as the most appropriate
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explanation for employee satisfaction.
Additionaily, other researchers uphold
that emplovee satisfaction is influenced
by the interaction of a family of factors
such as recognition, communication.
co-workers, fringe benefits, working
conditions, the nature of the work itself.
the nature of the organisation itself,
organisational systems, policies and
procedures, compensation, personal
development, promotion, appreciation,
security, and supervision (Alexander,
2001). For most management scientists,
meeting the needs of emplovees
remains the prime employee
satisfaction-enhancement strategy (Al-
Aamri, 2011). However, coniemporary
research advances have challenged this
view, which attests to the multi-factonal
character of employee satisfaction.

In order to improve employee
satisfaction, it is important to measure
and establish the existing levels first
(Khan, 2010). However, due to its
multi-faceted nature, the measurement
of employee satisfaction varies from
one organisation to the other. Some
organisations use anonymous emplovee

—-satisfactien—surveys -which are
administered periodically to measure
the levels of employee satisfaction
(Deshpande, Arekar, Sharma &
Somaiya, 2012). In other organisations,
meetings are held between management
and small groups of employees where
the latter are asked questions pertaining
to their satisfaction (Ybema, Smulders
& Bongers, 2010).

However, in other organisations, exit
interviews are the primary employee
satisfaction measurement tools (Schulz,
2001). The importance of these methods lies
in that they elicit satisfaction sentimenis
from employees themselves. Employee
satisfaction has thus been widely
recognised as a predictor of productivity
and performance in organisations (Ifinedo,
2003).

THEORETICAL FRAMEWORK

Several theories explain the effect of
incentives; however expectancy theorv and
agency theory are adopted to explain the
situation of employees' incentive in [TF Jos.

a). Expectancy theory

Expectancy theorv (Vroom, 1964)
posits that people make decisions in
such a way to obtain a desired outcome
because they expect to maximize their
satisfaction by choosing that particular
ouicome. Valence, expectancy and
instrumentally are the three main
components of this theory and how an
individual perceives these beliefs leads
to the motivational force which includes
a certain level of effort which leads to
the desired outcome. So according to
this theory, when performance-.
contingent incentives are present,
because of the increased expectancy
about the effort-outcome relationship
and an increased valence of the
oulcome, the motivation and thereby
effort of the subject will increase.

b). Agency theory

Agency theory (Eisenhardt, 1989)
posits the following assumptions:
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humans are motivated by self-interest,
are rational and are risk-aversive. The
aspect of risk aversion makes the
subject share risk which is inefficient.
However, the motivational benefits
are assumed to exceed this loss, So as
long as a task does not increase their
economic well-being, an individual
will exert no effort. According to this
theory, to align the interests of the
agent (emplovee) with the interests of
the principal (emplover), incentive
based schemes to reward agents can
be used to reduce agency loss and
maximizing the interest of the
principal. So financial incentives have
io provide motivation to exert effort.
That is, the financial incentives have
to be high enough to trigger the
individual to perform well on a task.

METHODOLOGY

One hundred (100) questionnaires were
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produced and administered to the both
senior and junior staff of ITF Plateau
state. These respondents represent the
entire staff population of ITF Jos Plateau
State at the time of this research study. the
responses from the administered
guestionnaires were cellected and
collated using the Chi-square method by
sumumerising the statistical table using
percentage (see appendix A for more
details).

Furthermore, because of the impossibility
of the researcher to cover the entire
population, random sampling was
preferred in sourcing out data. The
research conclusions are drawn from the
summarized tables and result of the .hi-
square test of hypothesis. The informarion
regarding data collected are shown in the
following tables below:

Table 1: showing total number of
questionnaires administered

| Questionnaires | Respondents | Cumulative | Percentages Cumulative
(%)
Senior Janior Respondents | Senior Junior | Percentage (%)
Remmed |40 |60 | 100 140 |60 [100
Not returned = = - 0 ) i
Total 40 60 100 40 60 100

Source: questionnaire responses, 2019

The table 1 above shows a total number of one hundred (100) questionnaires were

administered and returned appropriately.
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Table 2: showing the Distribution of respondenis by Gender

' Percentage (%)

i Sex Frequency (No)

| Male 60 ' 60%
j! Female + 40 | 40%
! Total 100 100%

Source: Field survey, 2019
Table 2; shows the distribution of respondents by sex where 60% of them were males

and 40% of them were females.

Table 3: showing the distribution of respondents by years of service

T
Year Frequency | Percentage (%)
(No)
|
1-5 30 30%
6-10 60 60%
11-20 10 10%
o .I.Ima.L_,__ RS 1600 | 100%
L

Source: questionnaire responses, 2019

Table 3 : shows the distribution of respondents by age where 30% were from 1-Syears of
service, 60% were from 6-10 years and 10% were from 11-20 years of service as

employees in the organization.
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Table 4: showing the distribution of respondents according to Educational Qualification.

% Variables Ir Population Percentage —f
| ONDNCE i 60 60% ]
| B.Sc/HNDBA. 1 20 20%
| M.Sc/M.A/MBA/MPA | 20 20%
| Total | 100 100%

Source: questionnaire responses, 2019

From the table above, the qualifications of the respondents are displayed by their level of
participation in re:;pOndmcr to the quequonnalre Where 60% are holders of OND/NCE,
20% were BSc/HND/BA holders, 20% are M.Sc. holders and additional professional
qualifications.

Table 5: showing the distribution of respondents according to desigriation

J Respondents . Cumulative | Percenta ges | Cumulative | cumulative
I ! | (%e)
. Senior Junior Respondents Senior Junior_Y Percentage (%) | Total
40 50 100 40 60 100 100
4 11

Source: questionnaire responses, 2019

of the sampled population as 40% fell under the junior

The table above shows the ranks o
staff, and 60% are senior staff.

SECTION B: The Effects of Incentives on Staff Performance in I'TF Jos Platean
State.

Table 6: showing response to question 1: Do vou think there is a link between
incentive packages and the level of employees' performance in an organization?
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{ Questionnaires | Respondent | Cumulative I Percentages | Cumulative
$ (%)
Senior Junior Respondents | Senior | Junior | Percentage
(")
Yes 30 40 70 30 40 70
No 10 15 25 10 15 25
Not sure - 5 5 - 3 5
Total 40 60 100 40 60 100

Source: questionnaire responses, 2019

The table above shows there is a link between incentive packages and the level of
employees' performance in Industrial Training Funds (ITF) with about 30% senior and
40% junior staff confirming as against 10% senior staff and 15% junior staff saying no
while 5% of junior are not sure. Therefore, from the analysis it is not misleading to say
that there is a link between incentive packages and the level of employees' performance
in an organization.

Table 7 shov-ing response to question 2: Do you think these incentive packages are
beneficial to the employees performance in the organisation?

Questionnaires | Respondents | Cumulative | Percentages | Cumulative
(Ye)
Senior Junior Respondents | Senior | Junior | Percentage
(%)
Yes 30 40 70 30 40 70
No 10 10 10 10 10 25
Not sure - 10 10 - 10 5
Total 40 60 100 40 60 100
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Source: questionnaire responses, 2019
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The table above shows that 30% senior staff and 40% junior represent the population
who maintain that the incentive packages are beneficial to workers productivity and
10% each of both expressed a contrary view as to whether it is relevant to their work
performance. The position of the researcher therefore is that the incentive packages in
ITF are beneficial to employees' performance.

Table 8: showing response to question 3:
the incentive packages in the organisation?

Can you say employees are satisfied with

Questionnaires | Respondents | Cumulative g;x)*eentages Cumulative
s
Senior Jupior Respondents | Senior | Junior | Percentage
(%)
Yes | 10 10 20 30 40 . 70
No |20 50 70 10 |15 |25
| Notsure | 10 4 10 - 15 s
Total 40 60 100 40 60 100

Source: questionnaire responses, 2019

The table above shows that 20% senior staff and 50% junior staff represent the
population who maintain that they are not satisfy with the mcentive packages and 10%
senior staff and 10% junior staff expressed a positive view as to the satisfaction of the
organizational incetitives. The position of the-researcher therefore is that employees
will definitely contimue to desire more just like in the case of Oliver Twist who “asked

for more”.
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Table 9 showing response to question 4: Do you think the incentive packages in [TF
need to be improved upon?

' ] =
Questionnaires E Respondents | Cumulative | Percentages | Cumulative i
_ : (%) !
i | |
¥ . . l
Senior Junior | Respondents | Senior | Junior | Percentage
(%)
Yes | 30 50 | 100 30 |50 [100
No 5 - - 5 - -
Not sure 5 110 &
Total 40 60 100 40 50 100

Source: questionnaire responses, 2019 _

From the table above 30% senior staff and 50% junior staff said they would like the
incentive packages to be improved upon in ITF while 5% of senior staff said no 5% and
10% were not sure,

Table 10: showing response to question 5: Incentive packages enhance overall
employees performance in the organization.

Questionnaires ] Respondents | Cumulative (P;l;centn ges | Cumulative
_Senior | Junior . | Respondent | Senior | Junior | Percentage
s (%)
Yes 30 33 65 30 38 68
No 5 15 20 5 15 20
Not sure 5 10 15 5 10 15
Total 40 60 100 40 60 100

Source: questionnaire responses, 2019
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The table above shows that 30% senior staff and 35% junior staff represent the
population who maintain that the incentive packages in ITF enhance overall employees
performance and 3% and 15% expressed a contrary view as to whether incentive
packages in ITF enhance overall employees performance while 5% and 10% were not
sure. The position of the researcher therefore is that incentive packages in ITF enhance
overall employees performance and development.

Table 11 showing response to question 6: which of these incentives will you say
motivates you most as an employee in the organization?

r—

Questionnaires | Respondents | Cumulative | Percentages | Cumulative
(%e)
Senior Junior Hespondent | Senior | Junior | Percentage
5 (%)
All 3 15 20 30 40 70
monetary
incentives
All 20 50 70 10 15 25
non-monetary
incentives
Bothincentives | 5 5 10 - 5 5
Total 30 70 100 40 60 100

Source: questionnaire responses, 2019 - — -

From the table above 5% for senior staff and 15% of junior staff said monetary
incentives motivate them most, 20% and 50% of the respondents said all non-monetary
incentives motivate them and 5% each expressed both incentives motivate them.
Therefore, monetary incentive seemed to be favoured most.
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Table 12 showing response to question 7: Incentives (both monetary and non-
monetary ) have positive impact on emiployees’ performance in an organsation?

—

Questionnaires i Respondents : Cumulative ] Percentages - Cumulative j
. I | (%)
| | | i
Senior Junior 1 Respondents | Senior | Junior I Percentage
| | (%)
|
Yes 28 40 |40 40 |40 | 80 *
| No 5 20 20 s |10 |15
Not sure 2 110 10 3 13 }5
|
Total 30 70 100 i 30 70 ] 100 |
L i I I

Souvrce: questionnaire responses, 2019

From the table above 28% of senior siaffand 40% of Junior in Industrial Training Funds
agread that both monetary and non-monetary incentives impact on their performance
.Only 3% and 20% said no, and 2% and 10% were not sure respectively.

Table 13 showing response to question 8: Monetary incentives enhance workers
performance.

Questionnaires | Respondents ;| Cumunlative | Percentages | Cumulative
(%)
Senior Junior Respondents Senior | Junior | Perceniage

= = T (%)
Yes 20 50 50 20 50 70
No 10 10 10 15 5 20
Not sure - 10 10 - 10 10
Total 30 70 100 45 65 100

Source: questionnaire responses, 2019
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rom the table 2bove 20% and 50%¢ of both senior and junior staff respondents said
monetary incentives enhance workers performance, 10% each said no and 10% junior
stafl were not sure,

Table 14 showing response to question 9; As incentives improve, employees’
performance in an organization improves too?

et

Questionnaires

Respondents ! Cumulative | Percentages ' Cumulative

i | | |
| : i i [‘5”)

| | | | : |
1| ' Senior E Junior ! Respondents | Senior i Junior | Percentage l
i [ ; g,

! , : i (%) |
; ; [ | | T {
| Yes ' 30 | 70 100 50 |50 100 f
T N 5

i o ! -

. Notsure - | - - - - - l

! ! I t =

. Total 30 i 70 | 100 50 150 {100 J

Source: questionnaire responses. 2019

From the table above 30% and 70% of both senior and junior staff the respondents in
industriai traiming Funds said incentives improve emplovees' performance in an

organization.

Table 15 showing response to question 10: are incentives in vour own opinion critical
to the overall Performance of employees and organization?

Questionnaires | Respondents | Cumulative | Percentages ; Cumulative !
e B = o )
i i i
Seaior Junibr ‘ Respondents | Senior | Junior | Percentage (%)
Yes 30 40 70 40 30 70
No - 15 15 - 15 15
Notsure ~ 15 15 - i3 135
Total 30 60 100 40 60 100
L e}
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Source: questionnaire responses, 2019

From the table above 30% and 40 of both senior and junior staff agreed that incentives
improve, employees' performance in an organization while 15% of junior staff were of
the opinion that it does not, 15% of the junior staff were not sure whether it is critical to

the overall performance of the organization.

DISCUSSION OF FINDINGS

The research tested two hypothetical
propositions and from the results of the
test, the research concluded that there is
a significant relationship between
incentive packages and employee's
performance in an organization also
revealed by the two selected groups-
senior and junior staff of industrial
training funds (1TF) Jos Plateau State.

The relationship was witness after the
questionnaires were collected and
analysed. There exists research about the
time devoted to a task when monetary
incentives are applies. Tversky and
Kahneman (1986) argue that incentives
work by focusing attention and lengthen
the time of consideration. As a
consequence, decision errors which arise

———from Twsufficient—attention—-are
presumable prevented by rewards. This
means thai monetary incentives help
increase the level of performance.
However, they also state that: “The
corrective power of incentives depends
on the nature of the particular error and
canpot be taken for granted”. Also Stone
and Ziebart (1995) confirm that monetary
rewards increase the extent of attention
given to a task.

Libby and Lipe (1992) state that recall can be
positively affected by effort in the presence of
monetary incentives. Consequently,
judgment biases are diminished since
financial incentives encourage the individual
to work harder at recall and hence improve

performance.
CONCLUSION

This researcii is unique in two ways. First, it
studies the effect of incentives and
employees performance in ITF. The Study
shows that the employee motivation has
direct impact on productivity and growth, A
highly motivated employee invests his / her
best effort in carrying out each and every
aspect of his / her duties and
responsibilities. Improved job
performances of the employee will also add
value to the organization itself and to the

~employee's productivity. The following

recommendations have been made based on
the study:

i. The management should
motivate employees with
meritorious promotions, job
rotation and job enrichment to
reduce boredom and challenge
them to be innovative.
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1.

1.

v

Y.

The management
should pay attention to
employees training so
as to develop sharper
skills that will make
them to be more
effective and efficient.

The management
should ensure that the
salaries of the
emplovees and other
fringe benefits are paid
promptly as these will
motivate them to be
more commitied 1o their
duties.

Management should
consider adopting
flexible human resource
policies for employee's
welfare.

Management should
also provide monetary
incentives for
employees to be
motivated.
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APPENDIX A.
FORMULARTO TEST HYPOTHESIS

The questionnaire distributed and retrieved will be

T T apalysed in (His section” This will be tested using

the-Chi-square method and analysis noted in the
preceeding chapter. Findings from the Chi-square
table vis-a-vis the calculated value will form the
basis for deciding on whether you reject or accept
the hypothesis.

Therefore chi-square 1s represented as

X?=Y(Fo-Fe)?
Fe
Where; Fo= Observed frequency of the sample
Fe= Expected frequency
3 =Summation
X*=chi-square

ALPHA LEVEL: this the level of significance o
which the researcher wishes to subject the analysis
to. A choice of 95% which indicates that the
researcher is 95% accurate with only 5%
possibility of error.

DECISION RULE: if x2 calculated is less than
x2 tabulated, reject the alternative hypothesis (H1)
and accept the null hypothesis (Ho).

Accept the null hypothesis (Ho), if the X2
tabulated (i.e. x2t) is greater than the x2
calculated.

On the other hand, reject the null hypothesis (Ho)
ifthe x21 less than the x2 calculated.

TESTOFHYPOTHESIS ONE

HO: There is no significant relationship between
incentive packages and employee’s performance
In an organisation.

H1: There is a significant relationship between
incentive packages and employee's performance

in an organisation.

Table 16: Test of Hypothesis one For Senior
Staffof ITF Jos Plateau State -
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Table 16:

]-'i e;—e-“:_l e dYes Ne NotSure i Total j
Questionnaire . | ' I :
(QUESTIONT 30 10 0 ! 40 ]
|QUESTION2 | 30 L 10 0 | 40 45
é_C?UESTiONS . 30 | i . ]‘ 40 B
| QUESTIONS |30 ; 5 s ‘ 40 F
| QUESTIONS [ 30 , 5 5 ; 40 !
é_’mm: 1 130 1 50 i 20 } 200

NOTE: the above data shows the observed frequency to compute the expected frequency.

Therefore. Expected frequencey (Ef) = Row total multiply by Colzmn total

Grand total
POSITIVE RESPONSE: E=40x130=26
200

NEGATIVE RESPONSE: 40%50=10
200

NOTSURE RESPONSE: 40-20=4
200
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Table 17: showing x"calculated for senior staff of ITF Jos Plateau State.

I T T - £
| O | E | O-E | (O-EY (O-E¥
i | E
30 26 4 16 0.62
10 10 0 0 0
0 4 -4 -16 4
30 26 4 16 0.62
10 10 0 0 0
0 4 -4 -16 4
30 26 4 16 0.62
10 10 0 0 0
0 4 0 0 0
30 26 4 16 0.62
5 10 -5 -25 2.5
5 4 1 1 0.25
30 26 4 16 0.62
5 10 5 25 25
5 4 1 1 0.25
X 15.98

Calculation of degree of freedom (DF)

At 0.05 level of significance with 8Df, the critical value of the Chi-square (x) from the

Df=(R-1) (C-1)
={(5-1} (3-1)
= (4)8(2)

chi-square distribution tableis 15.5]
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DECISION: since the chi-square calculated is 16.00 which exceeded the critical value
of 13.51, the null hypothesis (Ho) which says that “There is no significant relationship
between incentive packages and employee's performance in an organization” is rejected.
Therefore the alternative hypothesis (H1) is accepted which says “There is a significant
relationship between incentive packages and employee's performance in an
organization”.

Table 18: Test of Hypothesis one For Junior Staff of ITF Jos Plateau State

S5elected L Yes | No .| NotSure ITotal
Questionnaire 1

QUESTION ] i 40 15 5 60
QUESTION2 40 10 10 60
QUESTION 3 10 50 . Q 60
QUESTION 4 : 50 0 10 60
QUESTIONS |35 15 10 60
Total 135 90 35 300

NOTE: the above data shows the observed frequency to compute the expected frequency.

Therefore, Expected frequency (Ef) = Row total multiply by Column total
Grand total

POSITIVE RESPONSE: E=60%x]135=27
300

NEGATIVERESPONSE: 60x50=18
300

NOTSURE RESPONSE: 60x35=7
300
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Table 19: showing x'calculated for JuniorstafTof ITF Jos Plateau State

r I ! . e - :
‘0 * E O-E | (O-EY . ME 3 ‘
H 4 i }
i ! | [ | 1
; ' | T ' E
| 40 27 13 | 169 f6.26 1
f1s 18 [ -3 |9 L0 1
; : : T ; {
£ 7 | -2 |- | 0.57 ;
| a0 27 13 J' 169 | 6.26 !
. . i —
| 10 18 - -8 ! 64 | 3.56
10 7 3 9 1.2
] [ T
0 27 .17 -289 | 10.70
I 1
| 50 18 32 | 1024 i 56.89 |
f —
L0 7 i 7 ’
| 50 1 27 |23 529 | 1959 |
H i |
i i !
K | 18 {-18 -324 | 27
I
10 | 7 E 9 1.29 ,
| 35 27 : 8 64 2.37 !
'5 15 | 18 3 9 0.5 '
110 7 3 9 1.29
r L i
| i 145.1
. i i | g I
Df=(R-1) (C-1)
= (5-1)(3-1)
=(4)(2)
=3

At 0.05 level of significance with 8Df. the critical value of the Chi-square (x*) from the chi-square
distribution table is 15.51
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DLECISHON: siace the chi-squars celeuisted is 143 | which exceed the critical value of 15.5. the nult
bypothesis (Ho) which savs that “There 18 no significam relationship berween mcentive packages and
employeds periormarnce in an organization” 15 rejected. Therefore the ahernative hypothesis (H1 is
accepted which savs “There is a significamt relationship between incentive packages and employee's
performance in an organization ™. ‘

TESTINGOFHYPOTHESIS 2

HO: Monetary and non-monetary incentive packages do not have significant impact on emplovees’
productivity '

Hl: Monewry and non-monelary incentive packages do have significant impact on employees'
productiviry

Table 20: Test of Hypothesis Two for Senior Staff of ITF Jos Plateau State

| Selected : Yes '. No ENutSurc Total I
i Questionaire f ’ i %
[ QUESTION® |30 10 f 0 40
| QUESTIONT | 30 | 10 0 40 |
| QUESTION§ 10 20 1o | 40 E
| QUESTIONY 130 ; 5 is 40 {
QUESTIONI0 |30 ] 5 s 40
| Total 130 | 50 20 200

NOTE: the abave data shows the observed frequency to compate the expected frequency.

Therefore, Expected frequency (Ef) = Row total multiply by Columun torai
Grand tofal

POSITIVE RESPONSE: E=40x130=26
200

NEGATIVE RESPONSE: 40x50=10
200

NOTSURE RESPONSE: 40%20=4
200
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Table 21: showing x"calculated for senior staff of ITF Jos Plateau State

f_o | E lF 0-E | (O-E)’ | (O-EY l
| | ' E |
! __1 ! |
E_o 26 s | 16 {062 }
i I |
|10 10 0 | o 0 |
0 4 4 16 4
I i 1
30 26 : 4 16 0.62 {
10 10 0 0 0
0 4 _ 16 4
10 26 -4 16 0.62
20 10 10 100 10
10 4 6 36 9
30 26 4 16 0.62
5 10 -5 25 2.5
5 4 ] 1 0.25
30 26 4 16 0.62
5 10 -5 25 2.5
5 4 ] 1 0.25
X 27.91
- b
Calculadon of degree of freedom (DF)
Df=(R-1) (C-1)
=(5-1)(3-1)
=(4)(2)
=4

At 0.05 level of significance with 8Df, the critical value of the Chi-square (x°) from the chi-square
distnbution tableis 15.51

DECISION: since the chi-square calculated is 27.91 which exceed the critical value of 15.51, the null

hypothesis (Ho) which says that “There is no significant relationship between incentive packages and
employee's performance in an organization” is rejected. Therefore the alternative hypothesis (H1) is
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accepted which says “There 1 a significant relationship between incentive packages and employee’s
periormance in an organization”.

Table 22: Test of Hypothesis Two for Junier Staff of ITF Jos Plateau State

I Selected | Yes No Not Sure Total

Questionnaire

QUESTIONSG | 40 15 5 60
QUESTIONT7 | 40 10 10 60
QUESTIONS | 10 50 0 60
QUESTIONY | 50 0 10 &0
QUESTION10 | 33 15 10 60
Total 135 90 35 ' 300

NOTE: the above data shows the observed frequency to compute the expected frequency.

Therefore, Expected frequency (Ef)= Row total multiply by Column total

Grand total
POSITIVE RESPONSE: E=60%135=27
300

NEGATIVE RESPONSE: #90=
300

NOTSURE RESPONSE: 60x35=7
300
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Table 23: shewing x’calculated for Junior staff of ITF Jos Plateau State

1

lo E " O-E (O-EY ' (Q-EY 5
i i i E |
{ i l . i 1
i ¥ § i T |
| 40 27 £ I 169 | 6.26 i
| 15 | 18 5 | bos TL
l 3 i .J ;9 i 1% J
1 | 5 {
s i 7 P2 ’ 4 ! 0.57 f
| J: _:_'=
40 18 {2y | 484 26.89
' i
10 27 ‘ a7 | 289 10.70
10 7 3 256 36.57
16 18 ; 8 64 | 3.56
3
50 |27 }23 | 529 b 10,59
|
0 |7 = 49 7
50 I 18 | 32 1024 56.89
0 | 27 i-27 i 729 27
| |
10 E 3 9 1.29
35 18 17 289 16.05
15 27 12 144 533
10 7 3 9 [ 1.29
- ]
X 2195

-Dﬁ-(R-l) (C-1)
=(5-1(3-1)
=(4)(2)
=3

At 0.05 level of significance with 8Df, the critical value of the Chi-square (x’) from the chi-square
distributiontableis 15,51
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DECISION: since the chi-square calculated is 219.5 which exceeded the critical value of 15.51, the null
hvpothesis (Ho: which says that “Monetary and non-monetary incentive packages do not have significant
impact on empioyees’ productivity” is rejected. Therelore the aliernative hypothesis (H1) is accepted
which savs “Monetary and non-mongtary incentive packages do have significant impact on employees'
productivitvin ITF.



