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Abstract 

The study is aimed at examining the relationship 

between incentives and employees within the 

Polytechnics in Northeast Nigeria. The research 

was quantitative and explanatory, where a cross-

sectional survey of 722 Academic and senior non-

Academic staff of 10 Polytechnics in Northeast 

Nigeria was carried out using random sampling 

techniques. However, data were collected using a 

structured questionnaire, distributed with the aid of 

field assistants; the data were analyzed via IBM 

SPSS software version 2.0. The analyses of the 

variables Incentive, Employees (performance, 

Motivation, Job satisfaction) show a positive and 

significant relationship between incentive and job 

performance, motivation and job satisfaction. It 

was recommended that the Polytechnics incentives 

schemes should be adequately times and ensure 

justice and fairness in their implementation to 

motivate, incentives should be, actually, linked with 

the performance level of staff, which clearly 

differentiates between employees according to their 

performance, as this will encourage employees to 

do their best to improve their performance, 

productivity and job satisfaction, regardless of their 

job title. 
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Organizations over the years are facing challenges on both internal and external 

work environment; organizations, therefore, cannot maintain institutional 

performance without providing incentives to their employees based on their 

effective and efficient role. Like other organizations facing many challenges 

under globalization, especially in terms of providing incentives to employees, 

there is need for Polytechnics to formulate an integrated system of incentives to 

commensurate with the development of works to serve general objectives of 

increasing technical knowledge, reduction of cost, providing high-quality 

services, achieving competitive share amidst several organizations in the 

country. 

Incentives are designed to encourage the performance of employees regardless 

of the form of incentives. It plays an important role in promoting employees 

capacity and moving abilities, motivating them to develop their skills, abilities 

and balance between organization requirement and the individuals' needs which 

improve the organization performance effectively and efficiently. Incentives are 

aimed to direct and drive the power and potential of employees to want to work 

hard and enthusiastic in achieving optimal work in order to realize the goals that 

have been determined. 

Typically different types of incentives are categorized into two groups. These 

groups are financial and non-financial incentives. Financial incentives include 

base pay, profit sharing, gain sharing, benefits, initiative rewards and special 

rewards. Except for benefits and exclusive rewards, financial incentives are 

typically paid as money. However, benefits and exclusive rewards are part of 

financial incentives because recipients benefit from them economically. 

 Company car, company flat, life insurance, private medical care and annual 

holiday entitlement are examples of different benefits. Also, flexible working 

hours and exercise possibilities are examples of various benefits. Nowadays, it 

is talked a lot about flexible benefits. Inflexible or cafeteria benefit systems 

employer offers different kinds of benefits, and employees can choose their own 

benefits packets among benefits that had been provided by the employer. 

Non-financial incentives include feedback, recognition, possibilities to 

participation, the work itself and permanence of the employment. Feedback has 

been defined actions taken by an external agent in order to provide information 

regarding some aspects of one's task performance (Kluger & DeNisi 2006). 
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One of the advantages of non-financial incentives is that according to a 

definition it besides motivating also provides essential knowledge of employee 

performance for employee itself. Recognition can, for example, be a verbal 

confession from the work that has been done well or the employee of the month 

prize. Participation means that employees' can take part in and influence the 

organization's operations and contents of their work (Brown 2016; Fernie & 

Metcalf 2015). For example, employees' possibilities to choose working order 

or their working times are examples of participation. Also, the work itself can 

be seen as a reward if work is exciting and challenging. The permanence of the 

employment is important because in a permanent job employee can plan more 

his or her future. Because of that, the permanence of employment can be seen 

as a reward. 

Incentives are designed to encourage the performance of employees regardless 

of the form of incentives. It plays a vital role in promoting employees' capacity 

and moving abilities, motivating them to develop their skills, abilities and 

balance between organization requirements and the individuals' needs which 

improve the productivity of the employee, thereby enhancing organization 

performance effectively and efficiently. 

The problem identifies in this study is to examine the relationship between 

incentive programs and employees in northeast Nigerian Polytechnics. The 

following questions will, therefore, be answered by this study: To what extent 

does incentive affect the performance of employees? How do incentives 

enhance motivation among employees in Polytechnics? To what extent do 

incentives improve employees' satisfaction in Polytechnics? 

Incentives importance is apparent in the work area and its positive reflection on 

job satisfaction which, in turn, will be reflected in employees' productivity and 

motivation to their work. Furthermore, recent times witnessed talks about 

exploiting incentive schemes in the public sectors, especially in the third world 

countries. Therefore, this study came to shed light on an important aspect that 

contributes to solving this problem, since the successful management is one that 

poses how to use its workers full capacity and effectiveness to achieve its 

objectives, through scatting the effective incentives system that can positively 

influence workers performance in a manner that increases their motivation, and 

job satisfaction, while helping it to advance profitably and survive. 
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Theoretical Framework 

One of the most well-known theories of human motivation theory is that of 

McClelland. He developed meaning and model for motivation. He stated that 

primary motivators are vital to meeting a person's needs because they describe 

a pattern of how an individual may behave. Three types of motivational needs 

dominate this theory of motivation: the need for achievement, need for 

affiliation and the need for power. McClelland asserts that people have either 

one of these needs or a combination of these three needs, which motivate them 

toward a specific pattern of behaviour. 

• Need for achievement: This is the need to accomplish goals, stand out 

and be successful. A person with this type of requirement will set goals 

that are challenging but rational. The purposes have to be demanding so 

that the person can feel a sense of achievement. However, the targets 

also have to be specific and realistic as the person believes that when a 

goal is unrealistic; its performance is dependent on possibility rather 

than personal skill or contribution. This type of person prefers to work 

alone or with other high achievers. 

• Need for affiliation: This is the need for friendly relationships and 

human interaction. There is a need to feel liked and received by others, 

especially by co-workers and employers. 

• Need for power: This is the need to lead others and make an impact. 

This need can be exhibited in two ways. The first is the need for personal 

power that may be viewed as undesirable as the person simply needs to 

feel that they have control over others. The second type is the need for 

institutional power. People with the need for institutional power want to 

direct the efforts of their team, to further the objectives of their 

organization Atkinson and Feather,(1966) determined a person's 

achievement orientation toward a specific task into two separate 

motives: to achieve success, and to avoid failure. The motivation to 

achieve success is determined by three things: the need to succeed or 

need for achievement; the person's estimate of the possibility of success 

in performing a particular task; and the incentive for success that is, how 

much the person wants to succeed in that specific task. Similarly, three 

considerations also determine the motive to avoid failure, these are the 

need to avoid negligence which is also similar to the need to achieve 
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success, and it varies among individuals; the person's estimate of the 

uncertainty surrounding failure at a task; the real value of failure at that 

particular task, i.e., how unpleasant it would be to fail. 

 

Maslow's hierarchy of needs consist on five basic needs ─ physiological needs 

(e.g. food, water, sleep, warmth), safety needs (e.g. security, protection), social 

needs (e.g. sense of belonging to group, love), esteem needs (e.g. recognition, 

status) and self-actualization needs (e.g. self-development, realization). 

According to Maslow, the needs which are deprived act as a primary motivator 

but lower-level needs have to be satiated before an individual can move to 

satisfy next level needs. (Maslow 1943) This means, for example, that 

individual who is starving does not motivate about possibilities to gain status 

which belong in upper esteem needs. Maslow hypothesized that lower-level 

needs (i.e. physiological and safety needs) could be satiated by money. Instead, 

higher-order needs are more likely to be satisfied with meaningful and exciting 

work than monetary rewards. (Maslow 1943) This would mean that individuals 

who are at lower levels of Maslow's hierarchy of needs can be motivated 

through extrinsic rewards but in upper-level intrinsic motivation and intrinsic 

motivators are more critical. 

In Herzberg's motivation-hygiene theory, Herzberg categorized factors into two 

groups, factors that contribute to satisfaction and factors that contribute 

dissatisfaction at work. Factors that contribute satisfaction are called motivation 

factors, and factors that contribute dissatisfaction are hygiene factors. 

According to Herzberg, factors that lead to job dissatisfaction are different than 

factors that influence job satisfaction. Because of that, it follows that these two 

feelings are not opposites for each other. In other words, hygiene factors cannot 

distribute job satisfaction, and motivation factors cannot lead to job 

dissatisfaction. Hygiene factors include supervision, interpersonal relationship, 

salary and status. Motivation factors consist of achievement, recognition, the 

work itself, responsibility and growth. (Herzberg 1968) According to theory, 

motivation factors are a source of motivation. Besides, theory hypothesis that 

individual cannot be motivated through hygiene factors, for example, salary. 

Usually, Herzberg's hygiene factors are seen as extrinsic motivation factors. 

However, Herzberg's theory hypothesis hygiene factors cannot motivate 

individuals. Because of that, there is no such thing as extrinsic motivation, 
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according to Herzberg. Indeed Herzberg (1968) has stated that re-ward provider 

is motivated to get a rewarding target to do something, but the goal itself is not, 

even though he or she would do the task. 

Agency theory hypothesis people are utility maximizes. According to agency 

theory, individual motivation is solely dependent on self-interest, which is, in 

turn, the function of wealth and leisure. Therefore agency theory posits that 

people will exert effort only on tasks which increases somehow their economic 

well-being. 

According to Bandura's self-efficacy (or social-cognitive) theory, the critical 

determinant of effort is an individual's belief about his or her ability to perform 

a specific task. An individual estimate whether he or she can execute a given 

task at a particular level of performance. Self-efficacy is a variable which affects 

effort. The theory also suggests that self-efficacy has indirect effects on the 

effort through goal setting and goal commitment. 

 

Review of Empirical Studies 

Abang et al., (2009) examined the human resource practices and the impact of 

incentives on manufacturing companies in Malaysia Bailey, et al. considered 

the effects of piece-rate and goal contingent incentives, as against fixed-pay, on 

initial performance and subsequent improvement rate in an assembly task. They 

concluded that both overall and initial performance, but not improvement rate, 

are higher in the incentive-pay groups. It was discovered in their study that lack 

of differential improvement rates may be explained by two factors: subjects and 

effort allocation, since improving initial performance may be easier than 

improving subsequent performance; and the nature of these typical incentive-

pay plans, which do not reward improvement directly. 

Al-Harthi, (1999), in his paper, studied the relationship between financial and 

moral incentives to raise the efficiency of employees in the Department of Civil 

Defense in Riyadh, Saudi Arabia. He discovered that financial and moral 

incentives are insufficient and may result to decrease in the level of performance 

of employees. Promotion is seen as the most critical incentives affecting the 

efficiency of the employees' performance. In contrast, financial incentives 

ranked first in importance to raise the effectiveness of the performance of 

employees, followed by moral incentives. A field study on motivation and its 

role in increasing the level of employee performance in Riyadh, Saudi Arabia 
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was conducted by Angari (1999), the results indicate that there was no 

satisfaction for financial and moral incentives, the financial incentives ranked 

first among other incentives. The most crucial problem faced by the employees 

is the lack of a clearing dependent and promotion incentive rules in the civil 

service. 

Research conducted Wasito (2014) explains the influence of material incentives 

on motivation has a significant impact, where the higher the incentive given the 

company, the higher the motive of his work. Material incentives are one of the 

company's financial compensations beyond the basic salary that employees 

receive on their performance. 

The company believes that the system of compensation in general and the 

material incentive 

The system, in particular, affects the motivation of employees in doing their 

work. Further research conducted by (Permatasari, 2011; Handrian, 2015), 

resulted in similar conclusions in the influence of incentives on employee 

motivation. In addition to similarity in the conclusions section, the same thing 

is found in the dimensions of work motivation and dimensions. 

Another study by Al-Aydi (2000) investigates the effect of incentives on the 

level of performance in the textile industry in Iraq. He found out that there is a 

weak relationship between the incentives system and the level of performance 

and between the wages system and the level of performance. Also, there is a 

strong relationship between rewards and the level of financial performance, 

appropriate promotion system and level of performance. Alwabel (2005) 

investigates the role of financial and moral incentives in raising the performance 

level of employees from the viewpoint of public security officers participating 

in the Hajj season. The results showed that there are no incentives standards 

provided to the officers. Still, the degree of their satisfaction is very high, and 

incentives play a significant role in raising the level of performance. 

Shawn et al. (2007) in their study of individual incentives and team 

performance: lessons from a game where students were organized into small 

groups this was developed to assist a discussion on the basic principles of 

effective reward system design. 

 However, one of the exciting things about the game is that incentive schemes 

are manipulated so that one player within the group strives for an individual 

incentive, while the rest of the team play for a group rewards. Through the 
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activity, students learn what happens when there is a conflict between personal 

interest and team interest incentives. Moreover, this activity exposes an 

excellent opportunity on how to discuss group dynamics, communication and 

coordination and especially the importance of maintaining a systemic view of 

organizational performance. 

 Abang A et al. (2009) examined the human resource practices and the impact 

of incentives on manufacturing companies in Malaysia, and it was found that 

performance of firm has significant implications for employees and 

organizations. The results, however, indicated that there are two components of 

human resource practices, namely, training and information technology which 

directly impacts how and organization performs. In their study it was also found 

that how the incentive is being given in an organization is positively related to 

how well the organization has achieved. Still, the relationship between both HR 

practices and organizational performance was not established. 

Koonmee (2010) also discusses Development of Organizational Justice in 

Incentive Allocation of the Thai Public Sector by comparing the roles of 

distributive and procedural justice on national personnel's attitudinal outcomes 

(incentive satisfaction and job performance). It was found that incentive 

satisfaction and job performance in 2008 is predicted by distributive justice and 

procedural justice than in 2006. 

Schmidt (2010) explained that the efforts of economists to emphasize the 

significance of incentives as determinants of organizational performance was 

successful to some extent, this may have left the mistaken impression that 

getting the incentives right is the only task requiring the attention of senior 

executives when designing corporate organizations. He identified the incentive-

intensive companies envisioned by economists as mercenary organizations, or 

companies whose unique feature is near-complete dependence on financial 

rewards and controls. However, he cited the difficulties of devising an effective 

incentive system that cannot be gamed which he calls the organizational 

equivalent of an anti-gravity machine; the paper questioned whether such 

organizations are likely to yield superior performance. 

Elumah et al. (2016) examined the impact of financial and moral incentives on 

organizational performance. They conclude as thus: The level of incentives 

provided to employees in the Nigerian Universities is adequate. Financial 

incentives ranked in 1stplace while moral incentives ranked in the 2nd place. 
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All of the studies ignore to describe the relationship between incentives as the 

driving force of employees in Organizations. The reviews are diverging to 

explain about the concept of the relationship between "incentive" as an 

independent variable and "employees' as the dependent.   

 

Material and Methods 

The study is quantitative and explanatory, as well as sample survey design was 

adopted as the research design method; Data was collected using both primary 

data via observation and survey methods of the questionnaire. While Secondary 

Sources includes: past data of the Polytechnics understudy, journals, 

periodicals, textbooks, magazines, newspapers, encyclopedias, other people’s 

project reports, web and library were used 

The population of the study comprises of 722 staff of 10 Polytechnics, in 

northeast Nigeria, which consists of Federal Polytechnic, Mubi. Abubakar 

Tafari Ali Polytechnic, Bauchi. Federal Polytechnic, Bauchi. Ramat 

Polytechnic, Maiduguri. Federal Polytechnic, Damaturu. Mai Idris Alooma 

Polytechnic, Gaidam. Gombe State Polytechnic, Bajoga. Taraba State 

Polytechnic, Suntai. Federal Polytechnic, Bali. Adamawa State Polytechnic, 

Yola. A statistical formula was used in determining the sample size. Yaro 

Yamani formula, For this study, structured questionnaires were used, using 5 

points Likert Scales ranging from 1 “Strongly disagree” to 5 “Strongly agree”. 

The surveys used for this study were adopted and modified from previous 

related studies on incentives. Also, For this study, Multiple Regression Analysis 

(MRA) and Correlation analyses were used for the examinations of data 

collected. 

The reliability of the instrument was tested with the aid of IBM SPSS version 

20, and based on the results obtained; all the constructs met the requirement of 

Cronbach’s Alpha of above 0.7 coefficients. The following Hypotheses were 

formulated to guide the research: 

H1: Incentive will significantly influence the employees’ performance. 

H2: Incentive will significantly influence the employees’ motivation. 

H3: Incentive will significantly influence employees’ job satisfaction. 

 

Results, Discussion and Findings 

Correlational Analysis 
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Table 1 presents the inter-construct correlation analysis of the relationship 

between Incentive and Employees (performance, Motivation, Job satisfaction) 

in the Polytechnics of north-eastern Nigeria. The relationship between them was 

analysed using Pearson product-moment correlation coefficient. Preliminary 

analyses were performed to ensure no violation of the assumptions of normality, 

linearity and homoscedasticity. 

It was found that incentive has a strong and positive correlation with the 

dependent variable of the study; Employees performance (r = 0.534**), 

motivation (r = 0.574**), and Job satisfaction (r = 0.568**) were correlated in 

a statistically significant at the 0.01 level (2-tailed). Finally, the shared 

variances, which are the coefficient of determination among the variables, were 

quite good with the majority having more than 35% and this shows that 

incentives explain more than 35% of the variances in respondents’ scores on all 

the independent variables measurements. 

 

 

Table 1: Inter-constructs Correlation 

 INV PRM  PRM  PRM 

INV 1    

PRM  0.534**   1   

MTV 0.574**  0.610**  1  

JSTIS 0.568**  0.539**  0.606** 1 

n = 221 and p < .001 

 

Regression Analysis 

Here all the hypotheses formulated were tested using simple and multiple 

regression analyses 

Table 2: Direct relationship between latent variables and Incentive 

Construct R square 

(R2) 

Unstd. Β Std. β t 

Value 

P 

Value 

Decision 

PRM&INV .187 .479 .432 4.595 *** Significant 

MTV&INV .227 .470 .476 4.560  *** Significant 

JSTIS&INV 035 .124 .186 2.093 .006 Significant 

Source: Extracted from IBM SPSS 2.0 Outputs, 2020. 
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PRM = Performance, MTV = Motivation, JSTIS = Job satisfaction, INV = 

Incentives, R2 = coefficient of determination, Unstd. β = Unstandardized beta, 

Std. β = Standardized/Actual beta & P = probability value.    

 

Hypotheses Testing 

Hypothesis One (H1): Relationship between incentive and employees 

performance 

The first hypothesis (H1) was stated as “Incentive will significantly influence 

the employees’ performance.” The results of the simple regression analysis 

suggested a positive and significant relationship between incentive and 

employees performance using (Table 2). The output shows that, the R square 

values (R2) of .187, P-value of .000 and standardized & unstandardized 

regression coefficients of .432 and .479. The R2 of .187 explained that 

employees performance explains and contributes only 36.9% of the variance of 

incentive, while, other variables explain 63.1 % of the variance. Furthermore, 

by having P-value of P < .05, the result reaches statistical significance. In other 

words, based on the outputs (R2 = 0.187; P = 0.000 & â= 0.432), it can be 

concluded that incentive has a significant influence on the performance of an 

employee in Polytechnics. Hence, H1: Incentive will significantly influence the 

employees’ performance is accepted. 

 

Hypothesis Two (H2): Relationship between incentive and employees 

motivation. 

The second hypothesis (H2) was stated as “Incentive will significantly influence 

the employees’ motivation.” The results show that the relationship between 

incentive and motivation is significant with (R2 = 0.227; β = 0.476 & P = 0.000). 

It explained that motivation contributes about 41.1% of the variance, while, 58.9 

% of the variance is explained by other variables apart from it. Furthermore, by 

having P-value of < .05, the result reaches statistical significance (Table 2). 

Therefore, the hypothesis (H2) that the incentive will significantly influence the 

employees’ motivation is accepted. 

Hypothesis Three (H3): Relationship between incentive and Job satisfaction. 

The third hypothesis (H3) stated that “Incentive will significantly influence 

employees’ job satisfaction.” This particular hypothesis was tested using simple 

regression, where several years of service and number of employees turnover 

measured against incentives, to identify their unique effects on job satisfaction. 

The result of the simple regression analysis shows a significant relationship 
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between incentive and job satisfaction (Table 2). The output indicates that the 

R square values (R2) of .035, P-value of .006 and standardized & 

unstandardized regression coefficients of .186 and .124 respectively. Therefore, 

the R2 of .035 explained that job satisfaction explains and contributes only 

21.5% of the variance, while, other variables explain 78.5 % of the variance. 

Furthermore, by having P-value of P < .05, the result reaches statistical 

significance. In other words, based on the outputs (R2 = 0.035; P = 0.006 & β 

= 0.186), it can be concluded that incentives has significantly influence on 

employees motivation. Therefore, the hypothesis (H3) that the incentive will 

significantly influence employees’ job satisfaction is accepted. 

 

Conclusion 

A comprehensive Incentives system are the basis that can improve employee 

work performance, increase employee motivation while attaining individual 

employee job satisfaction, which could lead to achieving organizational goals 

optimally. The existence of incentives that provide pay based on work 

performance will enhance employee motivation in the effort to achieve the goals 

set. 

In conclusion, the main aim of this study was to assess the relationship between 

incentive and employees (Performance, motivation and job satisfaction) in the 

Polytechnic of Northeast Nigeria. The results show that performance, 

motivation and job satisfaction, are significantly influenced by incentive in 

Polytechnic in Northeast Nigeria. It can, therefore, be concluded that; 

Polytechnics in Northeast Nigeria recognized the significance of incentives in 

improving employee’s performance, motivation and job satisfaction. 

 

Recommendations 

The significance of incentives on employees’ performance, motivation and job 

satisfaction cannot be overemphasized. However, based on the analyses of 

available data and findings of this study, the study recommends that the 

Polytechnics should grant incentives on proper times and ensuring justice in 

their distribution, encouragement of teamwork spirit culture as a fringe 

incentive, to achieve planned performance levels. Incentives should be linked 

with a performance level in order to differentiate between employees according 
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to their performance and encourage employees to do their best to improve their 

performance, regardless of their job title. 

The Polytechnics should also adopt an effective incentives system that includes 

providing moral support and praise that increases employees performance, 

motivation and job satisfaction, which, will, in turn, increase their potential in 

contributing to the development of the national economy. Overall it is essential 

that employees feel that they are essential assets of the Polytechnics and that 

management is interested in employees, their well. 
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