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Abstract 
The vision of any organization is to have a productive staff base that is willing 

and capable of executing any task assigned to them. This can be achieved 

when there are incentives motivating the staff to work harder. Thus, this 

study examined the effect of financial incentives on staff productivity in 

Emuoha local government council of Rivers State between 2010-2019. The 

specific objectives of the study were to find out relationship between financial 

incentive packages which the council can adopt to increase staff productivity. 

The study raised the following research questions: what is the relationship 

between financial incentives and staff productivity; what are the impacts of 

financial incentive packages on staff productivity. Expectancy theory by 

Victor Vroom and the Equity theory by John Adams were used as framework 

of analysis for the study. The study adopted survey and purposive sampling 

technique as the research design and sampling technique respectively. 

Secondary data from journals, textbooks and online materials were used to 

compliment information generated from questionnaire items. The data 

generated were presented in tables and analyzed on a 4-point Likert scale 

with a 2.50 criterion mean as the standard. The study found out that there is 

a significant relationship between financial incentive packages and staff 

productivity. Arising from the findings, the study recommended that 

Emohua local government council should introduce financial incentive 
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packages such as overtime pay/performance bonuses, 

compensation/insurance and retirement benefits aside from the basic salary 

of their staff. 

 

Introduction 

Managing staff who all together make up the human resource of any organization with 

better reward system over the years have become one of the most salient but complex 

issues organizations face in modem times (Mueller, p.2011). This is because, most times, 

increase in the latter’s output is a function of how well motivated their staff are. As far as 

productivity is concerned, staff motivation and incentives have been found to be the most 

commonly adopted technique used in enhancing productivity and service delivery at work 

place (Ogohi, 2019, pp.41-48). Also, Zaman, Nadia, Shah and Jamsheed (2011, p.327) posit 

that staff members are seen as the most important assets of any organization; therefore to 

get efficient and effective result from them, motivation is necessary. Staff plays critical roles 

in the daily operations of any organization especially in our very competitive and ever-

changing environment. To Banjoko (1996, p.34), the most important issue to any staff is his 

financial and non-financial remuneration, and scarcely has any matter led to sour 

management-employee relationship or strike action than wage or financial issues. This 

means that every employer of labour must pay high attention to financial benefits and 

other motivational incentives which make the staff committed to their jobs.  

 

To Mundhra (2010) cited in Ogohi, (2019, pp.41-48), motivation is divided into two 

categories, extrinsic and intrinsic. Extrinsic motivation comes from external factors such as 

financial rewards and needs to be rejigged at regular intervals in order not to lose its effect 

while intrinsic motivation comes from inside the individual and is the kind of motivation 

every organization wishes its employees to have. Mundhra (2010) further stated that in 

today’s competitive and global workplace, one of the strategies that successful 

organizations adopt to attract qualified candidates, retain top talents, and maintain a 

highly motivated workforce is the use of financial motivation and other approaches to 

make them execute efficiently the goals of the organization. What this means therefore is 

that today’s employees are more attracted to organizations that motivate and support their 

staff by giving them all the support and financial motivation which help them execute their 

jobs. 

 

To Milton (2013) cited in Ogohi (2019, p.42), incentives are rewards granted according to 

variations in the attainment of specific output. It is also called a stimulus to greater action. 

They may be used to induce action towards greater effort. Incentives are therefore 

motivations for extra work. They could be financial or non-financial rewards, but when 

given to staff, they become zealous and motivated to put in more effort in making sure the 
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organization gets the best. Staff must be motivated through adequate incentives plans and 

reward systems as this will invariably encourage them to be proactive and have right 

attitude to work, thereby increasing organizational productivity (Armstrong, 2007). 

 

In the local government sector, motivating people to give their best has become more 

crucial than ever before. Thus, for productivity to increase in Emohua local government 

council, the staff must be well motivated through adequate financial incentive packages 

that are proportional to their performance or productivity. This is because financial 

incentives often times determines the attitude of many workers at work place and also help 

in building cordial relationship between employee and management which translates to 

higher organizational productivity. Hence, the essence of this paper is to understand the 

relevance of financial incentives in improving staff productivity in Emohua Local 

Government Council of Rivers State, Nigeria. 

 

1.2 Statement of the problem 

Local government is the third tier of government in Nigeria established by law to run the 

affairs of the rural people. Epelle & Ibianu (2006) posit that the 1976 Reforms, and other 

legislations after it, gave recognition, powers and functions to the third tier of government 

to develop the rural areas and the people therein. Unfortunately, most of the local 

government councils in Nigeria are not living up-to this responsibility due to low morale, 

poor commitment to work by staff, poor staff and as a corollary, poor staff productivity 

(Epelle & Umor-Omagile, 2017). The essence for the establishment of any organization, 

whether big or small, is to attain specific targets and objectives and this can only be 

achieved when staff are motivated to work. In other words, in order to achieve 

organizational goals and objectives, certain motivational factors must be put in place to 

spur the workers to put in their best. Dixit and Bhati (2012, p.44) assert that poor incentive 

packages have been a major problem affecting both staff commitment to their jobs as well 

as their productivity in many organizations. However, for any organization to attain its 

goals in any competitive society, employers of labour must have a thorough understanding 

of what drives their staff to perform efficiently and reward them accordingly (Mueller, 

2011). What this means is that incentives whether financial or non-financial have a positive 

relationship with staff productivity. 
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When staff of Emohua Local Government Council are not motivated to carry out their 

assigned jobs, productivity goes low. This is because most staff are motivated to work more 

by what they see or what they expect to get in return for their performance. Lack of 

financial incentives in Emohua local government council; have led to strained relationship 

between the staff and the local government administrators. Little wonder Whiting (1963, 

p.44) posits that most organizations actually fail due to their inability to motivate their staff 

to work effectively. The management of financial incentives in Emohua local government 

is a very critical issue that should not be over looked, because if neglected totally may lead 

to disruption of work process, poor commitment to work, low staff morale and 

consequently, poor staff productivity at the grass root level of government. When staff are 

not encouraged they may not put in their best to help the local government achieve its 

functions as contained in the Fourth schedule of the 1999 Constitution of the Federal 

Republic of Nigeria. 

 

1.3 Research Questions 

Sequel to the issues raised above, our study will be guided by the following research 

questions: 

1. Is there any relationship between financial incentive packages and staff 

productivity in Emohua local government council? 

2. What type of financial incentive package can Emohua local government adopt to 

get better staff productivity? 

 

1.4 Objectives of the Study 

1. To ascertain the relationship between financial incentives and staff productivity in 

Emohua local government council. 

2. To identify financial incentive packages that can enhance staff productivity in 

Emohua local government council 

 

1.5 Scope of the Study 

The timeframe for this study is 2010-2020. The location of the study is Emohua Local 

Government Council. The variables under study are the concepts of incentives (financial 

and non-financial), productivity, staff productivity. The choice of the timeframe is on 

account of the perceived poor service delivery noted in Emohua Local Government 

Council within the period and the need to ascertain if there is a relationship between 

financial incentives and staff productivity. 
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1.6 Significance of the study 

The significance of any study is centered on the theoretical and empirical advantages 

which the readers derive from the study. Theoretically, this study is significant as it will 

contribute to the body of knowledge in the field of public administration, human resource 

management, local government administration as well as management of the private 

sector. The study reviewed concepts such as productivity, staff productivity, incentives, 

financial incentives and local government. This will provide source reference to further 

studies on financial motivation and staff productivity in both private and public 

institutions.  

 

Practically, this study will help administrators in Emohua local government council, Rivers 

State to understand the impact of financial incentives on staff productivity. 

 

2.0 Literature Review 

2.1 Incentives 

Incentives are things that motivate an individual or group to perform an action. It can also 

be said to be a factor that motivates a person to achieve a particular goal. Incentives are 

therefore motivations for work. Incentives can also be described as any compensation with 

the exception of basic wages or salaries that vary based on the capacity of the workforce to 

attain certain standards, such as pre-determined procedures and stated organizational 

goals and objectives (Martocchio, 2006, p.67). They may be used to spur greater effort 

because of the expected reward they offer for increased productivity. 

 

Meridith (2015) cited in Ogohi (2019, p.42) sees incentives as any factor which increases the 

zeal and commitment of any staff to perform better and to exert more effort beyond 

expectations. Hartman, Kurtzand & Moser (1994, p.35) stated that incentive is one 

technique used to encourage staff to carry out their part of the employment contract. In 

general, an incentive scheme is any compensation that has been designed to recognize 

some specific accomplishment on the part of staff; it is expected that the prospect of the 

incentive payment will trigger the desired productivity from the latter. 

 

Condly, Richard, & Harold (2003, p.46) posit that incentives are instruments that drive 

employee motivation and performance and have great benefits and high potentials to 

motivate workers to put in their best in any given task. Incentive is therefore a force that 

causes staff to behave in certain ways based on what they expect to gain afterwards. 

 

In this study, financial incentive is seen as any facility designed to motivate staff to 

improve their productivity or to increase their effort toward producing better results. The 
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primary aim of incentive packages is to increase staff productivity. This paper also sees 

incentives as any positive motivational influence given to staff in any organization which 

in turn encourages such staff or group of staff to improve performance and increase 

productivity. Thus, it can be said that all the measures outside of payment of monthly 

salaries taken by the Emohua local government council to improve the performance of its 

staff are incentives. 

 

2.1.1 Financial incentives 

Financial incentives refer to those incentives which are in monetary form or can be 

measured in monetary terms. Pattanayak (2005, p.45) posits that financial incentives can 

come in different forms such as; basic salary, compensation, insurance, profit sharing, 

retirement plans, employee stock, overtime pay, attendance incentives, competition and 

contests, output-oriented merit increases, performance bonuses, piecework, safety 

incentives, suggestion awards etc. In today’s socio-economic world, money has become a 

very important part of our lives. We need money to satisfy almost all our needs due to its 

purchasing power. This study perceives financial incentives to mean all those monetary 

packages which can be given to staff of Emohua Local Government Council so as to bring 

out the best in them and get them more committed to their work. Financial incentives can 

be provided on an individual or group basis and it satisfies the monetary and future 

security needs of the staff. 

 

2.1.2 Non-Financial Incentives 

Apart from the monetary and future security needs, an individual also has psychological, 

social and emotional needs. Satisfying these needs also plays important role in his 

motivation. Non-financial incentives focus mainly on the fulfillment of these needs and 

thus cannot be measured in terms of money. Examples of non financial incentives are: 

career advancement opportunities, job enrichment, job security, employee recognition 

programme, employee participation in decision making process and employee 

empowerment. In this study, non-financial incentives comprises of the motivational 

benefits given to the workers to help them achieve their psychological needs. 

 

2.2 Staff 

Staff is used to refer to the pensionable and permanent employees as different from the 

elected officials working in Emohua Local Government Council. They are workers who 

make up the eight departments in the local government council and harness their effort to 

ensure that the local government performs its constitutional roles to the rural inhabitants. 
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2.3 Productivity 

Productivity is the quantitative relation between output and what is used as resources to 

produce them. To Rathnam (1990, p.l89), productivity is the transformation of inputs 

(including the available raw materials) into something meaningful. Rathnam (1990) further 

states that productivity is frequently lauded by the business community, media 

commentators and politicians as a veritable means of improving living standards, yet there 

is little agreement on what productivity actually is. To economists, productivity is the 

efficiency with which firms, organizations, industry, and the economy as a whole, convert 

inputs (labour, capital, and raw materials) into output (Faraday, 1971). Bhatti & Qureshi 

(2007, pp.54-55) are of the view that productivity can be seen as a measure of performance 

that encompasses both efficiency and effectiveness. It can also be referred to as the ratio of 

output or production capacity of the workers in an organization to the inputs given them. 

They further stated that productivity is the correlation that exists between the quantity of 

inputs and outputs from a clearly defined process. Productivity is seen when output 

reflects a higher percentage of what is invested. 

 

This study sees productivity as staff effectiveness, efficiency, and growth in output. For 

any organization to become productive there must be adequate motivation of the human 

beings that work for such organization who in turn maximize available material to increase 

productivity. Productivity over time has become a global concern, which every 

organization is concerned about because it determines the longevity of the latter (Arraya 

& Pellissier, 2013, pp.98-99).  

 

2.3.1 Staff productivity 

The longevity of any organization according to Lawler (2003, p.35) is determined by the 

way the staff who work in such organization are rewarded and motivated at any given 

time. This is because the performance of any organization is dependent on the commitment 

of the working staff. We can therefore say that reward system and motivating incentives 

will determine the level of staff productivity and their attitude to work. When 

organizations carry out recruitment process in search of new hands, they go for the best 

hands. This is because they expect high productivity from such group of persons. When 

such staff are employed, they are assigned different functions within the organization 

which they are expected to perform in order to help grow the organization. 

 

Dixit and Bhati (2012) noted that poor incentives packages have been a major factor 

affecting staff productivity. However, for any organization to achieve its objectives in our 

competitive society, employers of labour must have a thorough understanding of what 

drives the staff to perform efficiently and reward them accordingly (Mueller, 2011). 
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Besides, when a staff is motivated through financial incentives and other reward systems, 

he or she becomes encouraged to be more proactive and active at work place which will in 

turn help the organization to increase productivity (Armstrong, 2007). 

 

2.4 Relationship between Financial Incentives and Staff Productivity 

Overall, there is no doubt that incentives have a positive impact on staff productivity levels 

in many organizations. Generally, most organizations through the use of incentives seek 

out ways to motivate their work force. These incentives could be in form of good working 

conditions, work environment and compensation amongst others (Lawler, 2003, p.35). 

Incentives are regarded as variable payments (monetary and non-monetary) made to 

workers or a team of workers based on the quantity of output or results attained. On the 

other hand, it can be seen as payments made with the purpose of stimulating workers’ 

performance and productivity levels towards achieving greater objectives (Banjoko, 2006, 

p.67). 

 

Achie and Kurah (2016) are of the view that staff productivity is influenced or determined 

by financial incentives; this is because there is a correlation between staff productivity arid 

financial incentives. Staff increases productivity when they are motivated or know that 

they will be compensated for the efforts they put into the job. Most staff are motivated 

when given incentives and this makes them feel good about their jobs and perform 

optimally. Some staff are money-conscious while others find recognition and rewards 

personally motivating (Achie & Kurah, 2016). Incentives within the workplace have a 

direct impact on staff productivity. This is because staff members who are motivated and 

excited about their jobs carry out their responsibilities to the best of their ability and 

production increases. 

 

Schraeder & Becton (1998, pp.18-27) assert that there is great correlation between financial 

incentives and staff productivity in any organization. When staff are given incentive 

packages such as; basic salary, commissions, bonus, insurance, profit sharing, retirement 

plans, subsidized housing they are bound to increase productivity. To Armstrong (2007), 

staff productivity increases when adequate incentive plans and reward systems are given 

to them. When this happens, it invariably encourages them to be proactive and develop 

right attitude to work, thereby boosting organizational productivity. Thus the import of 

motivational factors, to Bemardin (2007, p.47), cannot be overlooked by any organization 

in increasing the productivity level of its staff especially when trying to gain competitive 

advantage. 
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This study aligns itself with the view of Armstrong (2007) and Schraeder & Becton (1998, 

p.18) that there is a link or relationship between final incentive and staff productivity and 

this is due to the fact that lack of staff incentives leads to poor productivity and vice versa. 

For staff to perform at higher levels, the local government administrators have a crucial 

part to play in ensuring that that they motivate their staff in order to make them increase 

productivity. When staff are comfortable and happy, they put in extra effort on their job 

and this is seen in the increased productivity. 

 

2.5 Local Government 

Local government as a tier of government is basically created to provide services and 

welfare to the rural areas and as well bring good governance closer to the rural population 

(Epelle & Ibiamu, 2016, p.208). Thus, local government is created basically to cater for the 

needs of rural people. They are expected to provide the basic needs of the people who live 

there. To Okoli (2005), local government is a unit of government created by an act of 

parliament to administer the responsibilities of government and see to the welfare and 

needs of the local people.  The local government is seen as the platform for democratic 

participation of the rural people so as to prepare them for higher political activities. The 

local government is thus an entity that is needed in every country so as to promote 

democracy and improve the governmental process of the society. 

 

To Oni (1993), local government is that level of government that is created by law to 

exercise control over a geographical area with common social and political ties. These 

powers should give the council substantial control over local affairs as well as the staff, 

institutional and financial powers to initiate and direct the provision of services and to 

determine and implement projects so as to complement the activities of the state and 

federal governments in their areas. This paper therefore sees local government as that level 

of government that is closest to the people at the grass root with a mandate to help develop 

and cater for their needs. It is legally distinct and has powers to raise revenue and 

undertake assigned responsibilities under a leadership that is elected (appointed, in rare 

instances) and answerable to the local population. Hence, local government exercises 

power that is decentralized in the form of devolution. 

 

2.6 Theoretical framework 

This study adopted both Victor Vroom’s expectancy theory developed in 1964 and Equity 

theory, also known as the Equity theory of motivation developed in 1963 by John Stacey 

Adams and as a framework of analysis. 
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2.6.1 Expectancy Theory 

Expectancy theory of motivation was developed by Victor H. Vroom in 1964 and extended 

by Porter and Lawler in 1968 (George & Jones, 2012). The theory assumes that our 

behaviour is based on making a conscious choice from a set of possible alternative 

behaviours. The theory proposes that the behaviour we choose will always be the one that 

maximizes our pleasure and minimizes our pain (Vroom, 1964). Expectancy theory lays 

more emphasis on performance variables. The theory believes that a person's motivation 

toward an action would be determined by the expectation that the effort would culminate 

in success (George & Jones, 2012). Basically, to Vroom (1964) expectancy theory posits that 

staff will be motivated to increase productivity when they are sure that their efforts will 

lead to good performance reward or incentive such as bonuses, salary increase, or a 

promotion that will satisfy the staff personal goals. The theory outlines three key elements 

that determine a worker’s level of motivation: expectancy, instrumentality and valence 

(Estes & Polnick, 2012, pp.l-7). 

 

1. Effort→Performance Relationship (Performance Expectancy) 

Expectancy is the belief that if you work hard (effort) you will be able to hit the 

targets (performance) that have been set for you by your manager. 

2. Performance→Reward Relationship (Performance-Outcome Expectancy) 

Employees believe that performing at a particular level will result in desired 

outcome. 

3. Rewards→Personal Goals Relationship (Outcome Valence) 

Employees believe that organizational rewards (outcome) will satisfy their 

personal goals. 

 

The diagram below further illustrates the theory;  

Figure 1: Vroom’s Expectancy Theory 

 

 

 

 

 

 

 

 

 

 

Source: (Vroom, 1964) 
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When applied to this study, staff working in Emohua local government council of Rivers 

State will be motivated to increase productivity when they believe they will be rewarded 

with financial incentives and bonuses for putting more effort at their jobs. 

 

The logic here is that when staff knows that they have a worthy reward (valence), they will 

be motivated to put in more effort (commitment, dedication, time) to the job which will 

help them increase productivity (instrumentality) so as to meet the targets set for them and 

from which they will get fair reward. 

 

George and Jones (2012) mentioned that for workers to be motivated and perform at higher 

levels, all conditions must be satisfied. Thus, local government administrators must entice 

staff with both financial and non financial incentives so as to increase their expectancy and 

consequently make them work hard to increase productivity. 

 

Instrumentality, which is the second element associated with the theory, refers to the 

worker’s beliefs and confidence that first level outcomes will lead to second level outcomes 

(Vroom, 1964). This is to say that workers will place high valence on performance at higher 

levels when they believe that such a level of performance is instrumental in gaining other 

gratifying outcomes (e.g. additional pay). 

 

Vroom (1964) described valence as a function of the desires, principles, goals, and sources 

of inspiration guiding workers. Purvis, Zagenczyk & McCray (2015, pp. 3 - 1 4 )  defined it 

as the level of individual attractions of the kind of benefits that accompany the attainment 

of set organizational objectives. 

 

2.6.2 Equity Theory 

Equity theory, also known as the Equity Theory of Motivation, was developed in 1963 by 

John Stacey Adams, a workplace behavioral psychologist. Equity theory is based on the 

idea that individuals are motivated by fairness. In simple terms, equity theory states that 

if an individual identifies an inequity between himself and his peers, he will adjust the 

level of his commitment and become less productive thus creating fairness in his eyes 

(Adams, 1965). Equity theory tells us that the higher a staff perception of equity (fairness), 

the more motivated he will be at work place and vice versa. 

 

Adams further adopted three key variables in explaining the behavior of workers at the 

work place and they are (i) input, (ii) outcomes and (iii) referents. Adams defined “inputs” 

as those things that an individual does in order to receive an output. They are the 

contribution the individual makes in order to increase organizational growth and they 
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include commitment, enthusiasm, experience, competence, education, and any other 

personal sacrifices made. “Outcomes” on the other hand are benefits and reward the staff 

receives as a result of his inputs to the organization. Some of these benefits will be tangible, 

such as salary, bonus, pension, holiday allowances, while others will be intangible, such 

as recognition. A “referent” group is a collection of people a person uses for the purpose 

of comparison. For Adams equity theory of motivation, there are four referent groups 

people compare themselves with: 

 

1. Self-inside: the employee’s experiences in a different position within his current 

organization. 

2. Self-outside: the employee’s experiences in a position outside the employee’s 

current organization or work place. 

3. Others-inside: others within the individual’s current organization. 

4. Others-outside: others outside of the individual organization. 

 

In essence, the theory proposes that high levels of staff productivity in the workplace can 

only be achieved when each staff perceives his treatment to be fair in relations to others. 

 

When applied to this research, staff members in Emohua local government council of 

Rivers State are more likely to increase productivity if what they receive as output (wages 

or bonus) is commensurate with what others receive in other local government councils. 

The staff compares themselves to other local government workers (referents) both inside 

and outside of the local government who are in same position as they are. In doing so, they 

compare the total of all inputs (time, education, experience and competence) against the 

total of all outputs (salary, bonus, pension, holiday allowances) given to them by the local 

government administrators. If they perceive unfairness between input and outcome they 

will adjust their inputs or level of productivity and commitment to the job. This means that 

staff productivity is dependent on the financial incentives (outputs) given to them. Also, 

when other local government council staff (referents) are paid promptly and given better 

remuneration while they in Emohua Local Government Council are not given same 

treatment it will affect their productivity level. Finally, the expectancy theory and equity 

theory relies on the input (efforts) output (rewards) variables. Meaning they both assume 

that staff in any organization can be motivated to increase productivity through higher 

rewards and incentives (outcome and valence). 

 

3.0 Methodology 

This study adopted survey method and the purposive sampling technique respectively as 

the design and sampling technique for the study. Survey design helped in generating 
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information with the aid of a questionnaire and it also helped the researchers to cover a 

large population during the study.  

 

The study population is the seven hundred and twelve (712) established staff working in 

the eight (8) departments in Emohua Local Government Council. The research made use 

of primary and secondary sources of data. The primary data were collected from 

questionnaire items generated from the research questions. The study used ten (10) 

questionnaire items and administered 200 questionnaires to different staff from the eight 

departments in the local government council namely: Administrative, works, finance, 

health, education, budgeting & planning, agriculture and procurement departments. A 

total of one hundred and fifty (150) copies of the questionnaire were retrieved successfully 

without error and used for the study. 

 

The questionnaire had 10 items on the subject matter. Secondary data were collected from 

journals, newspapers, online materials, and textbooks bordering on the subject matter. 

 

The primary data generated from the respondents was analyzed with the use of statistical 

tables and the four-point Likert scale method based on a criterion mean of 2.5 which was 

used to generate the mean and the standard deviation. The results of the analysis were 

used to answer the research questions of the study while content analysis was used as a 

tool to analyze the secondary data. 

 

A criterion mean was determined as follows: SA = 4; A = 3; D =2; SD = 1 

Hence, criterion mean =  
Weighted total

Sample size
 

And; 
This 4 + 3 + 2 + 1

4
  =   

10

4
  =  2.5 

 

Hence, the sum of the scores divided by the total number of options, thus 2.5 becomes the 

criterion mean. Any item that has a mean score which is below 2.5 is regarded as negative 

and therefore rejected while any mean from 2.5 and above is regard as positive and 

therefore accepted. 

 

3.1 Research setting 

Emohua Local Government Council 

Emohua Local Government was among the nine (9) Local Governments created on the 3rd 

of September, 1991 through Decree No. 10 of 1999 by erstwhile President Ibrahim 

Babangida’s administration. The Local Government was created out of the Old Ikwerre 
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Local Government Area. Since its creation in September, 1991 till date, Emohua Local 

Government Council had gotten twenty seven (27) Administrators/Caretakers Committee 

Chairmen (Field Study, 2020). The Local Government is one of the economically endowed 

Local Governments in the Niger Delta Region as they produce crude oil and has arable 

land for farming. Emohua Local Government Council has a total of Seven hundred and 

twelve (712) established staff in the different departments. The Head of Local Government 

administration assists the chairman to supervise the different departments in the Council 

which are the Administrative, works, finance, health, education, budgeting & planning, 

agriculture and procurement departments. 

 

3.2  Data Presentation and Discussion of Findings 

 Table 1: Questionnaire Distribution Table  

S/N Departments Number of 

questionnaires 

administered 

Number of 

questionnaires 

retrieved without 

error 

Invalid 

questionnaires 

1. Administration 25 20 5 

2. Works , 25 19 6 

3. Finance 25 20 5  

4. Health 25 20 5 

5. Education 25 19 6 

6. Budget/planning 25 20 5 

7. Agriculture 25 19 6 

8. Procurement 25 13 12 

 Total 200 150 50 

Source: Field work, 2020 

 

Table 1 above shows that the research selected and sampled workers from the eight 

departments, and 25 copies of the questionnaires were evenly administered, totaling 200 

copies, although the total number of questionnaires retrieved varied; 20 copies were 

retrieved from administrative department, 19 from works, 20 from finance, 20 from health, 

19 from education, 20 from budget and planning, 19 from agriculture and 13 from 

procurement totaling 150 copies successfully retrieved and validly used for the study while 

50 were either invalid or not returned at all. 

  



South-South Journal of Humanities and international Studies                      Vol.4 No. 2 June, 2021 
 

Financial Incentives and Staff Productivity: A Study of Emohua Local Government C ouncil…  15 

Research Question 1: 

Relationship between financial incentive packages and staff productivity. 

Table 2: Relationship between financial incentive packages and staff productivity in 

Emohua local government 

S/N Relationship 

between financial 

incentive packages 

and staff 

productivity in 

Emohua local 

government 

council 

SA 

(4) 

A  

(3) 

D 

(2) 

SD 

(1) 

Total Mean Decision 

1. 
Financial incentives 

increases staff 

productivity 

49 (196) 37 (111) 29  (58) 35 (35) 150 (400) 

2.66 
Accepted 

2. Staff productivity 

has no relationship 

with financial 

incentives 

30 (120) 34 (102) 36  (72) 50 (50) 150 (344) 2.29 Rejected 

3. Staff becomes more 

committed for any 

work 

36 (144) 69 (207) 20  (40) 25  (25) 150 (416) 2.77 Accepted 

4. Staff cannot 

perform better even 

though they receive 

incentives 

40 (160) 19  (57) 50  (100) 41  (41) 150 (358) 2.38 Rejected 

5. Financial incentives 

can contribute to 

high staff 

productivity or 

performance 

30 (120) 

60 (180) 

20  (40) 40 (40) 150 (380) 2.53 Accepted 

Source: Field work, 2020 

 

Table 2 above has five (5) questionnaire items on the subject and was interpreted based on 

the frequency of the respondents’ responses with different degree of percentages on each 

as discussed below. The result from table 2 above shows that financial incentives can be 

used as a strategy to improve and increase staff productivity in Emohua Local Government 

Council. This is so because results analyzed shows that the respondents accepted financial 

incentives increases staff productivity with a 2.66 mean which is above the criterion mean 

of 2.50. Also questionnaire items 3 and 5 where accepted with a mean frequency of 2.77 

and 2.53 showing that when staff are motivated with incentives they become more 

committed to their job and they increase performance. This is in line with the view of Myles 

(2002), who believes that an organization that seeks to reward its staff for their 

performance would make them more productive hence improving their performance and 

loyalty to the organizations. But respondents rejected questionnaire items 2 with 2.29 mean 

and item 4 with mean of 2.38 because they fell below the 2.50 criterion mean which means 

that there is a relationship between staff productivity and financial incentives. And this 
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confirms the position of Achie & Kurah (2016) who stated that staff productivity is 

influenced or determined by financial incentives; or in other words, there is a correlation 

between financial incentives and productivity among staff. 

 

Research Question 2 

What type of financial incentive package can Emohua Local Government Council adopt to 

improve staff productivity? 

 

Table 3: Respondents’ Perceptions the types of financial incentives that could motivate 

staff to increase productivity in Emohua Local Government 

S/N Types of financial 

incentives that could 

motivate staff to 

increase productivity 

SA   (4) A     (3) D   (2) SD 

(1) 

Total Mean Decision 

6. Overtime 

pay/performance 

bonuses 

42 (168) 40 (120) 29 

(58) 

39 

(39) 

150 

(385) 

2.56 Accepted 

7. Honorary staff awards 21  (84) 40 (120) 39  

(78) 

50 

(50) 

150 

(332) 

2.21 Rejected 

8. Compensation/insuran

ce 

46 (184) 48 (144) 30 

(60) 

26 

(26) 

150 

(414) 

2.76 Accepted 

9. Retirement benefits 40 (160) 46 (138) 30 

(60) 

34 

(34) 

150 

(392) 

2.61 Accepted 

10. Basic salary 24  (96) 43 (129) 33 

(66) 

50 

(50) 

150 

(341) 

2.27 Rejected 

Source: Field work, 2020 

 

The result from table 3 above shows that respondents accepted item 6 with 2.56 mean, item 

8 with a mean of 2.76, item 9 with 2.61 mean all of which are above the criterion mean 

standard of 2.50 and rejected items 7 and 10. This means that respondents believe that 

when they are guaranteed of their performance bonuses, compensation/insurance and 

retirement benefits they are likely to be motivated to increase their productivity. This is in 

line with the view of Pattanayak (2005) that financial incentives can come in different forms 

such as; compensation, insurance, profit sharing, retirement plans, employee stock, 

overtime pay, attendance incentives, competition and contests, output-oriented merit 

increases, performance bonuses, piecework , safety incentives, suggestion awards etc.  
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Conclusions 

From the foregoing, it is safe to say that every organization strives to maintain competitive 

advantage over others. And in doing this, they put all their resources to use including 

motivating their workforce. Staff are the most essential asset of any organization because 

they are the engine room of the organization, whether public or private. Every 

organization, and specifically Emohua local government council, must therefore from 

time to time motivate their staff with different financial incentive packages as this will help 

increase their productivity and make them more dedicated to their work. Vroom (1964) is 

of the view that staff are motivated to put in more efforts on their job when they know they 

will receive a commensurate reward to their work. Every staff expects to receive a reward 

after accomplishing a task hence will be motivated to do more when this is given to him 

or her. 

 

Recommendations 

The study made the following recommendations based on its findings: 

1. Emohua local government council and other public organizations should 

endeavor to motivate their staff as this will help increase staff productivity and 

efficiency in the council. When staff are well motivated, they perform better and 

increase productivity. 

2. In order to improve staff productivity in Emohua local government council, 

authorities should introduce financial incentive packages such as overtime 

pay/performance bonuses, compensation/insurance and retirement benefits aside 

from the basic salary. These packages will further motivate the staff to put in their 

best to the work. 

3. Staff whose productivity help to increase the performance of the local government 

council must be recognized and motivated. When workers are recognized and 

motivated with different incentive packages, it will boost their psychological 

growth and commitment to the job. When this happens, other workers will be 

encouraged to also increase productivity so as to be rewarded in like manner. 

4. The local government council should not just rely on paying the basic salary if they 

actually want the staff to function optimally. They must understand and adopt 

other incentive programmes that best fits their staff. 

5. Administrators must from time to time engage the staff members so as to get 

feedback from them. When feedbacks are gotten, it helps organizations strategize 

effectively for optimal performance. 

 

 

 



South-South Journal of Humanities and international Studies                      Vol.4 No. 2 June, 2021 
 

Financial Incentives and Staff Productivity: A Study of Emohua Local Government C ouncil…  18 

References 

Achie, S. T & Kurah, J. T. (2016). The role of financial incentives as a motivator in 

employee’s productivity in Nigeria electricity distribution companies. International 

Journal of Research in Business Studies and Management, 3(1), 1-2 

Adams, J. S. (1965), Inequality in social exchanges. In L. Berkowitz (ed.), Advances in 

experimental social psychology, New York: Academic Press. 

Armstrong, (2007), Employee reward management and practice. London & Philadelphia: 

Kogan Page. 

Armstrong, M. (2009), A handbook of human resources management practice. London: Kogan 

Page. 

Arraya, M. & Pellissier, R. (2013). Productivity measurement in a sports organization. 

Southern African Business Review, 17 (1), 98-99. 

Banjoko, S. (1996). Human resource management. Lagos: Sabam Publications. 

Banjoko, S. (2006), Managing corporate reward systems. Lagos: Pumark Nigeria Limited. 

Bemardin, H. J. (2007). Human resource management: An experiential approach. Tata: McGraw 

Hill. 

Bhatti, K. K., & Qureshi, T. M. (2007). Impact of employee participation on job satisfaction, 

employee commitment and employee productivity. International Review of Business 

Research, 3(5), 54-55 

Cole, G. A. (2000). Personal management, London: Letts Educational. 

Condly, S. J, Richard, E. & Harold, D. (2003). The effects of incentives on workplace 

performance: A meta-analytic review of research studies. Performance improvement 

quarterly, 16(3), 46-63. 

Dixit, V. & Bhati, V. (2012). A study about employee commitment and its impact on 

sustained productivity in India auto-component industry. European Journal of 

Business and Social Sciences, 1(6), 44-46. 

Epelle, A. & Ibiamu, G. P. (2016). Local government in fourth republic Nigeria: 

Interrogating their role in rural development. Icheke Journal of the Faculty of 

Humanities, 14(1), 207-221. 

Epelle, A. & Umor-Omagile, E. S. (2017). The challenges of local government in the 

development of Nigeria’s rural areas. IAUE Journal of Social Sciences, 14, 210-222. 

Estes, B. & Polnick, B. (2012). Examining motivation theory in higher education: an 

expectancy theory analysis of tenured faculty productivity. International Journal of 

Management, Business, and Administration, 75(1), 1-7. 

Faraday, (1971), The management of productivity. London: Management Publication Ltd.  

George, J. M. & Jones, G. R. (2012), Understanding and managing organizational behavior. 

Reading, MA: Prentice Hall. 



South-South Journal of Humanities and international Studies                      Vol.4 No. 2 June, 2021 
 

Financial Incentives and Staff Productivity: A Study of Emohua Local Government C ouncil…  19 

Hartman, R. J., Kurtzr, E. M. & Moses, E. K. (1994). Synthesis of transit practice 3: Incentive 

programs to improve transit employee’s productivity. New York: National Academy. 

Heathfield, S. M. (2013). What Are incentives at work? Retrieved from, 

http://www.humanresources.about.com/od/emploveerecognition/g/what-are-

incentives-at-work.htm on 1/7/2020 

Kepner, K, (2003), The role of monetary and non-monetary incentives in the workplace as influence 

by career stage. Institute of food and agriculture sciences, University of Florida, 

Gainesville. 

Lawler, E. (2003), Treat people right. San Francisco: Jossey-Based Inc. 

Linda, M. (2001). The human side of enterprise. New York: McGraw Hill. 

Luthans, F. (2003). Organizational behavior. Boston: McGraw- Hill. 

Martocchio, J. (2006). Strategic compensation: A human resource management approach New 

Jersey: Prentice Hall. 

Mueller, D. R. (2011). Financial incentives to increase employees’ motivation. Retrieved from 

www.ehow.com 

Myles, D. (2000). Effective coaching: Lessons from the coach. 

Nelson, B. (2003). Money is not the Root of all Motivation. Health Care Registration 12(10). 

Ogohi, C. D. (2019). Effects of incentives on employees’ productivity. International Journal 

of Business Marketing and Management, 4(3), 41-48. 

Okoli, M. U. (2005). Local government administrative system: An introductory and comparative 

approach. Onitsha: Abbots books ltd. 

Osibanjo, A. O., Abiodun, A. J., & Fadugba, A. O. (2012). Executive perception of the 

impact of flextime on organizational performance: Evidence from the Nigerian 

private Sector. International Journal of Applied Behavioural Economics, 1(3), 43-66. 

Pattanayak, B. (2005). Human resources management: Prentice-Hall of India Pub. Ltd. 

Purvis, R. L., Zagenczyk, T. J. & McCray, G. E. (2015). What’s in it for me? Using expectancy 

theory and climate to explain stakeholder participation, its direction and intensity. 

International Journal of Project Management, 33(1), 3-14. 

Rathnam, P. V. (1990), Production, productivity and cost effectiveness, New Delhi: Kitab 

Mahal. 

Reilly, P. (2003). New approaches in reward: Their relevance to the public sector, Public 

Money and Management, 23(4), 245. 

Schraeder, M. & Brecton, B. (1998). An overview of recent trends in incentive pay 

programs. The Coastal Business Journal, 2(1), 18-27. 

Vroom, V. (1964). Work and notivation. New York: John Willey & Sons. 

Whitting, V. F (1963), Work and motivations New York: John Wiley and Sons Publishers.  

http://www.humanresources.about.com/od/emploveerecognition/g/what-are-incentives-at-work.htm
http://www.humanresources.about.com/od/emploveerecognition/g/what-are-incentives-at-work.htm
http://www.ehow.com/


South-South Journal of Humanities and international Studies                      Vol.4 No. 2 June, 2021 
 

Financial Incentives and Staff Productivity: A Study of Emohua Local Government C ouncil…  20 

Zaman, K., Nadia, S. H., Shah, S. S. & Jamsheed, H. (2011). Relationship between rewards 

and employee’s motivation in the non-profit organizations of Pakistan. Business 

Intelligence Journal, 4(2), 327-328.  

 


