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         CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In today’s highly competitive business environment, organizations continually seek strategies to enhance employee productivity and boost morale. One such strategy is the implementation of effective incentive schemes. Incentives—both financial and non-financial—are designed to motivate employees to perform at their best and align individual efforts with organizational goals (Schiller, 2016). These schemes serve as powerful tools for enhancing employee performance, retaining high-performing staff, and fostering a sense of loyalty within the organization.
Incentives are not merely rewards; they are mechanisms to elicit certain behaviors and outcomes from employees. Arnold (2013) asserts that well-structured incentive programs are essential for maximizing output and retaining talent. Condly et al. (2013) further emphasize that incentives can significantly influence employee motivation and lead to higher levels of productivity. In particular, younger employees have been found to respond more enthusiastically to incentive-driven compensation systems (Delvecchio & Wagner, 2015).
The private sector, known for its performance-driven culture, relies heavily on incentive schemes to maintain a competitive edge. Employees are critical to operational success as they convert organizational inputs into valuable outputs. In recognition of this, firms like Shoprite invest in structured reward systems to stimulate employee commitment and drive organizational performance.
Motivation—whether derived from monetary compensation, job satisfaction, recognition, promotion, or career advancement—plays a vital role in employee behavior. As Drucker (2017) points out, “the work of management is to make people productive.” Therefore, aligning employee motivation with organizational objectives through effective incentive schemes is essential for long-term success.
Moreover, incentive and reward systems are integral components of human capital management. These systems are often tied to performance management strategies designed to influence employee attitudes and encourage goal-oriented behaviors (Armstrong, 2012). In this context, understanding the impact of incentive schemes on productivity and morale is crucial for firms like Shoprite to maintain operational efficiency and workforce stability.
1.2 Statement of the Problem
Despite the widespread adoption of incentive schemes in the private sector, many organizations still struggle with declining employee productivity, poor morale, and high turnover rates. In some cases, incentive structures are poorly designed, inconsistently implemented, or fail to align with employees' expectations and contributions.
At Shoprite Ilorin, like many other retail organizations, challenges persist in linking incentives directly to employee performance outcomes. The misalignment between effort and reward can lead to job dissatisfaction, absenteeism, low morale, and a decline in service delivery. Furthermore, organizations may invest substantial resources in incentive programs without clear metrics to evaluate their effectiveness.
These issues raise critical questions about the actual impact of incentive schemes on employee productivity and morale in the private sector. This study seeks to evaluate whether current incentive practices at Shoprite Ilorin effectively enhance employee output and engagement.


1.3 Research Questions
The study is guided by the following core research questions:
i. What is the effect of the current incentive schemes on employee productivity at Shoprite Ilorin?
ii. How do existing incentive programs influence employee morale at Shoprite Ilorin?
iii. Is there a significant relationship between employee productivity and morale in the context of these incentive schemes at Shoprite Ilorin?
1.4 Objectives of the Study
Aligned with the research questions, the study has the following objectives:
i. To assess the impact of existing incentive schemes on employee productivity in Shoprite Ilorin.
ii. To evaluate the influence of existing incentive schemes on employee morale in Shoprite Ilorin.
iii. To examine the relationship between employee productivity and employee morale under the current incentive schemes at Shoprite Ilorin.
1.5 Research Hypotheses
The study formulates the following hypotheses for empirical testing:
i. Hypothesis 1 (H01): Incentive schemes have no significant positive effect on employee productivity at Shoprite Ilorin.
ii. Hypothesis 2 (H02): Incentive schemes have no significant positive effect on employee morale at Shoprite Ilorin.
iii. Hypothesis 3 (H03): There is no significant positive relationship between employee productivity and employee morale under the current incentive schemes at Shoprite Ilorin.
Each hypothesis is stated in its alternative form, reflecting the expected positive influence of incentives on productivity and morale. The corresponding null hypotheses will posit that there is no significant effect or relationship.
1.6 Significance of the Study
This research offers several key contributions:
· For Shoprite Management: The findings will help store management and human resources refine their incentive programs. By understanding which incentives most effectively boost productivity and morale, management can allocate resources more efficiently and tailor reward systems to employee needs.
· For Employees: Improved incentive schemes can lead to higher motivation, better job satisfaction, and potentially higher earnings or recognition. A transparent and fair reward system may also enhance employee commitment and loyalty to the company.
· For the Private Sector: As one of Nigeria’s leading retail chains, lessons from Shoprite Ilorin can inform other private sector businesses. The study may provide insights on implementing incentive policies that drive performance in retail and similar industries.
· For Academic Research: The study adds to the literature on human resource management in emerging economies. It highlights the link between incentive schemes and workforce outcomes in a Nigerian context, offering a foundation for future studies.
1.7 Scope of the Study
The scope of this study is confined to the Shoprite supermarket located in Ilorin, Kwara State. The research focuses on full-time employees across various departments (such as sales, cashiering, and stock handling) within this store. Only current incentive schemes that are officially in place at Shoprite Ilorin (during the period of study) are examined. The study does not cover other factors that might affect productivity or morale (such as management style or economic conditions), except insofar as they relate directly to incentives. The timeframe of the study is also limited to the most recent evaluation period (e.g., the past one year) to ensure relevance of data. By concentrating on this single case study, the research provides detailed insights specific to Shoprite Ilorin, which may be cautiously generalized to similar retail settings in the private sector.


1.8 Definition of Terms
· Incentive Scheme: A structured program of rewards designed by an organization to motivate employees to achieve specific performance targets or behaviors. This can include financial rewards (bonuses, commissions, profit-sharing) and non-financial rewards (recognition, training opportunities, extra vacation days).
· Employee Productivity: The measure of how efficiently an employee performs job tasks, often quantified by output per unit of time or by achieving set targets. High productivity means completing work effectively and meeting or exceeding organizational standards.
· Employee Morale: The overall job satisfaction, attitude, and enthusiasm that an employee has towards their work. High morale indicates that employees feel motivated, valued, and positive about their workplace, which can lead to better performance and lower turnover.
· Private Sector: The part of the economy owned and operated by private individuals or companies, rather than by the government. In this study, it refers to privately-owned businesses like Shoprite, where profit and customer service are key drivers.
· Shoprite Ilorin: A branch of the Shoprite supermarket chain located in Ilorin, Nigeria. It serves as the specific focus of this case study, with all data and analysis drawn from this store’s operations and employees.




CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
Incentives are strategic tools used by organizations to influence employee behavior and enhance their performance. They are designed to encourage optimal productivity and retain top-performing staff (Arnold, 2016). In today's competitive business environment, particularly in the private sector, organizations must adopt effective incentive schemes to drive employee motivation and ensure productivity. As Condly et al. (2013) emphasize, incentives play a crucial role in motivating workers to give their best in achieving organizational goals.
2.2 Conceptual Framework
2.2.1 Concept of Incentives
Delvecchio and Wagner (2017) found that younger employees respond more positively to incentive schemes that offer higher intrinsic value, especially in sales environments. In the private sector, incentives have become a focal point for both economists and human resource professionals due to their significant impact on employee performance and organizational outcomes.
Incentive schemes—both financial and non-financial—serve as powerful motivators. They not only enhance employee morale but also contribute to reducing stress, absenteeism, and turnover. According to Cole (2006), motivation stems from internal needs, and effective incentive systems address these needs to foster employee satisfaction and commitment. Managers must therefore understand individual motivational factors and align them with suitable incentive programs.
Mullins (2019) reinforces that performance is a function of both ability and motivation. He asserts that managers must focus on creating a motivational work environment to drive collective effort toward organizational success.
Incentives are defined as systems or conditions that fulfill employee desires in the workplace. They propel individuals to exert maximum effort toward achieving organizational goals. This relationship between motivation and satisfaction is critical in understanding how incentives impact behavior.
Key needs that drive employees include:
· Salary – Satisfying basic physical and psychological needs, requiring a well-structured wage system.
· Job Security – Essential in mitigating the uncertainty brought by industrial and technological changes.
· Social Belonging – The need for camaraderie and team spirit, which improves workplace relationships.
· Recognition – Both financial and moral rewards help reinforce positive behavior and performance.


2.2.2 The Need for Incentive Schemes
Organizations implement incentive schemes to achieve both economic and moral objectives:
2.2.2.1 Economic Objectives
· Increased Productivity: Motivated employees tend to perform better, which boosts overall organizational output.
· Improved Employee Earnings: Well-incentivized employees are more stable and loyal.
· Cost Efficiency: Properly motivated employees reduce waste and operational costs.
2.2.2.2 Moral Objectives
· Reduced Absenteeism and Turnover: Satisfied employees are more likely to remain committed.
· Improved Morale and Stability: A motivated workforce contributes to a healthier organizational culture and long-term goal alignment.
2.3.3 Types of Incentives
2.3.3.1 Material (Financial) Incentives
· Wages and Salaries – Basic monetary compensation including overtime pay.
· Increments and Bonuses – Performance-based rewards recognizing exceptional contributions.
· Incentive Awards – Recognition for innovative ideas, improved methods, or exceptional service.
· Risk Allowances – Compensations for employees exposed to hazardous work environments.
2.2.3.2 Non-Material (Moral) Incentives
· Employee Participation – Involving employees in decision-making fosters belonging and engagement.
· Suggestion Schemes – Encouraging workers to contribute ideas promotes ownership and accountability.
· Promotion Opportunities – Advancement prospects serve as a strong motivator.
· Job Stability – Assured employment increases motivation and performance.
· Social Integration – Friendly relationships among colleagues improve the work environment.
· Working Conditions – Comfort in terms of lighting, ventilation, and safety influences morale.
· Job Fit – Placing employees in roles that suit their abilities improves job satisfaction.
· Recognition and Praise – Thank-you letters, certificates, and public acknowledgments reinforce desired behaviors.
· Positive Managerial Feedback – Support and encouragement from supervisors build employee confidence.
2.2.4 Motivation and Performance
The concept of motivation refers to the internal drive that compels individuals to pursue specific goals. Motivation models often illustrate a process that begins with a need, leads to goal-directed behavior, and ends with satisfaction if the goal is achieved. Managers must understand these dynamics to influence behavior positively.

Understanding what motivates employees at Shoprite Ilorin is crucial to designing an effective incentive system that aligns organizational goals with employee satisfaction. A well-crafted incentive structure not only enhances productivity but also builds morale and promotes long-term employee commitment.
Need  expectation
Driving force behaviour

Fulfillment

Described goals
To achieve
Result sum
Feed back
Which provides?






Source: Krech, Crutchfuled and Ballachay (2010)
Employee motivation plays a central role in shaping productivity and morale in any workplace. Needs and expectations of employees can be categorized broadly into intrinsic and extrinsic motivators. Intrinsic motivation stems from psychological rewards such as personal achievement, recognition, appreciation, and being treated with dignity and respect. These forms of motivation are usually influenced by the behavior and actions of managers and supervisors.
On the other hand, extrinsic motivation involves tangible rewards such as salaries, bonuses, fringe benefits, job security, promotions, and favorable working conditions. These are often determined at the organizational level and may lie beyond the direct influence of individual managers.
A person’s motivation, job satisfaction, and performance are shaped by the strength of these needs and the extent to which they are fulfilled. When employees have strong unmet needs, they are driven to act in ways that help them achieve their goals. This goal achievement leads to a sense of fulfillment and restarts the motivational cycle.
Krech, Crutchfield, and Ballachey (2018) define motivation as the direction and persistence of action—why individuals choose specific courses of action and continue despite obstacles. Mitchell (2017) adds that motivation comprises three key elements: intensity, direction, and persistence. While intensity refers to the effort an individual puts in, direction refers to where the effort is channeled, and persistence measures the duration the effort is sustained. Therefore, in an organizational context like Shoprite Ilorin, aligning motivation with strategic goals is essential for driving performance and morale.
2.2.5 Employee Productivity and Organizational Performance
Productivity is commonly defined as the ratio of outputs to inputs and reflects the efficiency with which an organization utilizes its resources. Okoye and Ezejiofor (2013) describe organizational productivity as a measure of operational efficiency and a key indicator of competitiveness. It reflects how effectively an organization integrates and applies its resources to achieve its goals.
According to Arraya (2015), human capital—comprising the skills, knowledge, and competencies of employees—is the foundation of organizational productivity. When human capital is adequately motivated, productivity and service delivery improve significantly. For retail organizations like Shoprite Ilorin, where customer satisfaction is critical, the link between motivated employees and high productivity cannot be overstated.
2.2.6 Financial Incentives and Employee Performance
The use of financial incentives as motivational tools dates back to the work of Frederick Taylor in the late 1800s. Taylor observed that workers tended to perform at minimum acceptable levels—referred to as “systematic soldiering.” He introduced financial incentives to encourage higher productivity and improve employee performance (Dessler, 2015).
Financial incentives serve to encourage desired behaviors by rewarding performance. They include base pay, profit sharing, gain sharing, initiative bonuses, and special awards. While effective, financial incentives should be complemented with non-financial motivators to sustain long-term motivation (Dzuaranin, 2012).
2.2.6.1 Base Pay
Base pay refers to the standard salary an employee receives for performing their job. According to Stajkovic and Luthans (2014), although base pay does not significantly motivate employees since it does not vary with performance, it is more relevant at lower organizational levels where it helps meet basic physiological needs. In the context of Shoprite Ilorin, fair and competitive base pay remains crucial for employee retention and satisfaction.
2.2.6.2 Profit Sharing
Profit sharing involves distributing a portion of the organization's pre-tax profits to employees. According to Elinkeinoelämän Keskusliitto (as cited in Huttu, 2010), this approach aligns employee interests with organizational profitability. It can boost morale and motivation by making employees feel directly involved in the company's financial success.


2.2.6.3 Gain Sharing
Gain sharing links compensation to performance improvements across specific teams or departments. Unlike profit sharing, gain sharing does not rely solely on company-wide profitability. According to Hanlon and Taylor (as cited in Huttu, 2010), gain sharing fosters a stronger connection between pay and individual/team performance. For Shoprite Ilorin, gain sharing could encourage collaborative efforts in areas like sales, inventory control, and customer service.
2.2.7 Non-Financial Incentives
While financial rewards are effective motivators, non-financial incentives are equally important in maintaining high levels of employee morale and job satisfaction. These include recognition, career development opportunities, flexible working arrangements, and a positive work environment. Non-financial incentives help fulfill employees’ psychological and social needs, contributing to sustained motivation and organizational commitment.

2.3 Theoretical Framework
Theoretical frameworks provide the lens through which researchers interpret findings. For this study, several motivational theories are relevant to understanding how incentive schemes affect employee productivity and morale.
2.3.1 Maslow’s Hierarchy of Needs Theory (1943): Maslow proposed that human needs exist in a hierarchical order: physiological, safety, love/belonging, esteem, and self-actualization. According to this theory, employers must address lower-level needs (such as salaries and job security) before higher-level motivators (like recognition and self-fulfillment) become effective.
Application to Study: In the context of Shoprite Ilorin, financial incentives such as salaries and bonuses fulfill lower-level needs, while non-financial incentives like recognition programs support higher-level needs, leading to enhanced morale and productivity.
2.3.2 Herzberg’s Two-Factor Theory (1959):
Herzberg identified two sets of factors influencing employee behavior:
· Motivators (intrinsic) – factors that lead to job satisfaction such as recognition, achievement, and career advancement.
· Hygiene factors (extrinsic) – factors that prevent dissatisfaction, including salary, company policies, and working conditions.
Application to Study: Incentive schemes at Shoprite should balance both hygiene and motivator factors to boost productivity and morale sustainably.
2.3.3 Vroom’s Expectancy Theory (1964)
This theory suggests that individuals are motivated when they believe that their effort will lead to desired performance and, subsequently, valuable rewards.
Application to Study: Employees at Shoprite Ilorin are more likely to be productive and engaged when they perceive a clear link between their efforts, performance, and the incentives offered.
2.3.4 Adams’ Equity Theory (1963)
Equity Theory asserts that employees compare their input-output ratios with others and feel motivated when they perceive fairness.
Application to Study: If Shoprite employees feel that incentives are fairly distributed relative to their contributions, their morale and productivity will increase.
2.4 Empirical Review
Numerous empirical studies have examined the relationship between incentive schemes and employee productivity and morale across various sectors and organizational contexts. These studies provide valuable insights into how both financial and non-financial incentives affect employee behavior and organizational outcomes.
Akinyele (2010) investigated the influence of motivation on workers’ performance in Nigerian manufacturing firms and discovered a strong correlation between monetary incentives and improved employee performance. The study concluded that organizations offering competitive incentive packages witnessed lower turnover rates and higher levels of employee engagement. This finding is particularly relevant to private sector retail organizations like Shoprite, where high employee turnover can negatively affect service delivery and customer satisfaction.
Enekwe, Agu, and Eziedo (2017) conducted a study on the effect of financial incentives on employees’ productivity using selected manufacturing firms in Nigeria. The study employed regression analysis and found that financial incentives such as bonuses and profit-sharing schemes had a statistically significant impact on employee output. Their findings support the argument that structured financial incentives can directly enhance worker productivity, making a case for similar application in the retail sector.
Obikeze and Obi (2015), in their study on motivation and employee productivity in Nigerian banks, observed that both intrinsic and extrinsic motivational factors significantly influenced employee performance. Recognition, career advancement, and a supportive work environment were found to be critical in maintaining high morale among employees. Although their research was conducted in the banking industry, the implications are equally applicable to retail businesses such as Shoprite, where customer-facing roles benefit greatly from motivated and satisfied employees.
Similarly, Ibrar and Khan (2015) examined the impact of reward on employee performance in Pakistan and concluded that while financial incentives serve as initial motivators, long-term engagement and sustained performance are better driven by non-financial incentives such as appreciation, team inclusion, and growth opportunities. This suggests that Shoprite Ilorin should implement a well-balanced incentive system that includes both monetary and non-monetary rewards to retain a motivated workforce.
Oloko, Obiora, and Ogbari (2017) studied the effect of motivation on employee performance using selected fast food companies in Lagos, Nigeria, and discovered that incentive schemes led to increased staff motivation, enhanced customer service delivery, and organizational growth. Given the similarity in the nature of operations between fast food chains and retail stores like Shoprite, their findings strongly support the positive impact of incentives on performance in customer-centric environments.
In summary, the empirical literature highlights the critical role of incentive schemes in shaping employee productivity and morale. It emphasizes that both financial and non-financial incentives are essential for fostering a motivated, efficient, and loyal workforce. For private sector firms like Shoprite Ilorin, investing in well-structured incentive programs is vital to achieving sustainable employee performance and overall organizational success.







CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter outlines the research methods and procedures used to investigate the impact of incentive schemes on employee productivity and morale at Shoprite Ilorin. The study adopted a historical and descriptive approach to provide insights into the effectiveness of incentive strategies in the private sector. This approach allowed for the exploration of both past and present incentive practices within the organization and their influence on employees' performance and morale.

3.2 Research Design
The research design employed in this study is descriptive in nature, as it seeks to describe and interpret the current status of the impact of incentives on employees at Shoprite Ilorin. The study also made use of quantitative techniques to analyze data collected through structured questionnaires. The survey method was adopted for primary data collection, while secondary data were sourced from relevant documents, journals, and company reports. Descriptive statistical tools such as percentages and frequency distributions were used to analyze and present the data.
3.3 Population of the Study
The target population for this research comprises the entire workforce of Shoprite Ilorin, including both management and non-management staff. The total number of employees at Shoprite Ilorin is estimated at 57, and this figure served as the working population for the study. The choice of this population is due to the manageable size and the ease of accessibility to the respondents, allowing for effective and comprehensive data collection.

3.4 Sample Size and Sampling Techniques
The entire population of 57 employees was used as the sample size for this study, given the relatively small number of staff at Shoprite Ilorin. This made it feasible to collect data from all employees without the need for complex sampling techniques. However, to enhance the objectivity of the study, the simple random sampling technique was employed to ensure that every staff member had an equal chance of being selected to respond to the questionnaire.
To validate the use of the total population as a sample, the Taro Yamane formula was also referenced to confirm the adequacy of the sample size. The formula is expressed as:			


____N____
			n = 	1 + N (e)
	Where n = Sample size required 
		N = Number of people in the population 
		e = Allowable error (5%)
		n = 	    57/1 + 57 (5%) 2
		n = 	    57/1 + 57 (0.05) 2
		n = 	    57/1 + 57 (0.0025)
n = 	    57/1 + 0.1425
		n = 	    57/1.1425
			n = 50
3.5	Method of Data Collection 
It is essential to gather information for building up to valid and reliable knowledge about the research work. Two main sources of data were employed in this research.
· Primary Data: This was collected through the administration of questionnaires to employees at Shoprite Ilorin. The primary data provides first-hand insights into employees’ opinions, experiences, and perceptions regarding incentive schemes.
· Secondary Data: Secondary sources include company records, official documents, books, academic journals, online articles, and past research studies related to incentives, employee morale, and productivity in the private sector.
3.6 Data Collection Instruments
The main instrument for data collection in this study is the structured questionnaire. The questionnaire was carefully designed to capture relevant data related to the types of incentive schemes adopted by Shoprite Ilorin and how these incentives affect employee productivity and morale. The questionnaire contains both closed-ended and a few open-ended questions to allow respondents express their views freely.
The questionnaire is divided into three main sections:
· Section A: Demographic data of respondents (age, gender, educational qualification, position, and length of service).
· Section B: Questions related to the types of incentive schemes available at Shoprite.
· Section C: Questions measuring employee perception of how incentives affect their productivity and morale.


3.7 Method of Data Analysis
The data collected from the completed questionnaires was coded and analyzed using descriptive statistical tools, such as frequency distribution and percentage analysis to summarize the data. In addition, regression analysis was employed to test the relationship between incentive schemes (independent variable) and employee productivity and morale (dependent variables).
The analysis was carried out using Statistical Package for the Social Sciences (SPSS) to enhance accuracy and ensure proper interpretation of the data.
The regression model is given below as:
Yx = β0 + β1X1+ e
Where:
Y = Dependent variable=Organization growth
β0 = Intercept of the model.
β1 = Coefficient of the independent variable in the model.
X1= element of independent variable=customer’s satisfaction
e= Error term.
3.8   Historical Background of the Case Study
Shoprite is one of Africa’s leading supermarket retail chains, headquartered in South Africa. Since its entry into the Nigerian market in 2005, Shoprite has rapidly expanded across various states, providing a wide range of consumer goods and creating thousands of employment opportunities. The brand is renowned for its affordability, product quality, and standardized retail experience.
Shoprite Ilorin officially opened in 2019 at the Kwara Mall, located along Fate Road, Ilorin, Kwara State. It marked the first major international retail presence in the city and quickly became a significant hub for shoppers in Ilorin and surrounding areas. The establishment of Shoprite Ilorin contributed to the economic development of the state by offering direct and indirect employment, boosting local supply chains, and enhancing consumer choice.
As a branch of the larger Shoprite Group, Shoprite Ilorin operates on the core principles of customer satisfaction, efficiency, and employee productivity. The store has implemented various incentive schemes to motivate its staff and improve service delivery, which makes it a suitable case study for examining the impact of incentive schemes on employee productivity and morale in the private sector.




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Introduction
This chapter presents, analyzes, and interprets the data collected from respondents in order to evaluate the impact of incentive schemes on employee productivity and morale in the private sector, using Shoprite Ilorin as a case study. The data was primarily gathered through the use of structured questionnaires distributed to selected employees of the organization. The analysis is aimed at determining how various incentive schemes—both financial and non-financial—influence employee performance, job satisfaction, motivation, and overall organizational effectiveness.
The responses obtained are systematically organized and analyzed using descriptive statistical tools such as frequency tables and percentage distribution. This chapter also discusses the findings in relation to the research questions and hypotheses earlier formulated, thereby linking the empirical evidence with the objectives of the study.
4.2 Data Presentation and Analysis
The presentation and analysis of data collected from Nigeria force Ilorin and highlighted below


Distribution of Respondent by Gender
TABLE: 4.1.1
	
	Frequency
	Percent
	Valid Percent

	Valid
	MALE
	30
	60
	60

	
	FEMALE
	20
	40
	40

	
	Total
	50
	100.0
	100.0


Source: SPSS computation, 2025
	From the above table 4.1.1 ; 30 respondents representing 60% were male while 20 of the respondents representing 40% were female. This analysis shows that majority of the respondents employee were male 

TABLE: 4:1.2 Distribution of Respondents by Age
	VALID
Below  30 years
31-40 years
41-50years
51years above
Total
	Frequency
	Percentage
	Valid Percentage

	
	15
25
6
4
50
	30
50
12
8
100
	30
50
12
8
100


Source: Researchers Field Survey, 2025
The table above shows the following, below 30 years had. 15 respondents representing 30%, 31 – 40 years had 25 respondent representing 50%, 41 – 50 years had 6 respondents representing 12% while 51 years and above had 4 respondents representing 8%. From the analysis the majority of the respondent (employee) were between the ages range of 31 – 40 year of age.
Table 4.1. 3 Distribution of Respondent by Status?
	VALID
Single
Married
Others
	No of Respondent 
	Pencentage
	Valid Percentage (%)

	
	19
30
1
	38
60
2
	38
60
2

	Total
	50
	100
	100


Source: Researchers Field Survey, 2025
60% were married and lastly only, one respondent representing 2% fell to other categories. The foregoing analysis shows that majority of the respondent (staff) were married.
Table 4.1.4 Education Qualifications?
	VALID
WAEC / GCE
ND / NCE
HND / B.sc
Other
Total
	No of Respondent 
	Percentage (%)
	Valid Percentage (%)

	
	8
13
25
4
50
	16
26
50
8
100
	16
26
50
8
100


Source: Researchers Field Survey, 2025
	The table shows that 8 of the respondent representing 16%, were WAEC/GCE 13 respondents were ND/NCE holders representing 26% 25 respondent representing 50%, were HND/B.sc holder, while 4 respondent representing 8%, fell to other category educational qualification. This shows that majority of the employees of Shoprite are HND / B.sc holders.
Table 4.5 Your Length of Enrich in the Organization? 
	VALID 
2 – 4 years
5 – 8 years
9 – 10
11 years and above
Total
	No of Respondent 
	Percentage
	Valid Percentage (%)

	
	4
20
22
4
50
	8
40
44
8
100
	8
40
44
8
100


Source: Researchers Field Survey, 2025
From the table above shows that 4 respondents representing 8% had spent 2 – 4 years, 20 respondent representing 40% had spent 5 – 8 years, 22 respondents representing 44% had spent 9 – 10 years and lastly 4 respondent representing 8% had spent up to 11 years and above in the services of Shoprite, Ilorin. This shows that majority of the employee (respondents) had spent up to 9 – 10 years in service.
SECTION B
What is your main reason for working?
Table 4:2:1
	VALID
Just like working
To associate with other
To earn income for a living
All of the above
Total
	Frequency
	Percentage
	Valid Percentage %

	
	-
-
10
40
50
	-
-
20
80
100
	-
-
20
80
100


Source: Researchers Field Survey, 2025
	According to the table above, out of the 50 response 10 of than were working just to earn income for their living which represent 20% of the total respondents while remaining 40 said the reason for their work was because, they want to associate with other and 40 respondent represent 80% of the total respondents from these response, we see that most of the employees do not work because they love working by they do so because they want to earn a living for themselves, to associate with others, and through these means to earn prestige among their colleagues.
Do you derive personal satisfaction from your work?
Table 4:2:2
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	22
28
50
	44
56
100
	44
56
100


Source: Researchers Field Survey, 2025
	From the results gotten above, 22 of the respondents derive personal satisfaction from their work, meaning that 44% felt satisfied with their work while only 28 felt dissatisfied from their work i.e 56% do not derive personal satisfaction from their work. The respondents were satisfied with their work as a result of the security they believed the organization given to them while those who said they weren’t satisfied wanted more than what the organization was at present giving them.
Does that organization express its full appreciation for a job well done?
Table 4:2:3
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	50
	100
	100

	
	-
50
	-
100
	-
100


Source: Researchers Field Survey, 2025
	All the respondents said the organization express its appreciation whenever a job it well done. They are congratulated and are sometime given rewards for the job.
Table 4:2:4 in what way does the organization show its appreciation for a job well done.
	VALID
Wages increase
Promotion
Total
	Frequency
	Percentage
	Valid Percentage

	
	22
28
50
	44
56
100
	44
56
100


Source: Researchers Field Survey, 2025
	From the results gotten above, 22 of the respondents derive wages increase from their work, meaning that 44% felt satisfied with their work while only 28 felt dissatisfied from their work i.e 56% do not derive personal satisfaction from their work.
Table 4:2:5How do you feel when your work is appreciated?
	VALID
Important, responsible and willing to do better
No effect
Indifferent
Total
	Frequency
	Percentage
	Valid Percentage

	
	37
13
-
50
	74
26
-
100
	74
26
-
100


Source: Researchers Field Survey, 2025
	In response to the question “how do you feel when your work is appreciated” 74% of the respondent said they feel important, responsible and willing to do better, while none responded with no affect. The importance of appreciation by the management to the employees, what they are appreciated they will feel, important, responsible and will be willing to do better so as to be appreciated again.
Table 4:2:6 are you allowed to use your ideas and judgment when working?
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	-
50
50
	-
100
100
	-
100
100


Source: Researchers Field Survey, 2025
	From the result of the responses gotten, it is seen that 100% of the respondents say they are not allowed to use their own ideas and judgment. When working, all review has been presented to the management who will decide upon it.
Table 4:2:7 Is your boss approachable and open to ideas?
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	50
-
50
	100
-
100
	100
-
100


Source: Researchers Field Survey, 2025
	All respondents answered yes when asked is their boss is approachable and open to ideas that although, they were not allowed to use their ideas and judgment, they could still pass their ideas to their boss to decide.
Table 4:2:8 How does the management respond to your problem?
	VALID
Promptly
No promptly
Slow in action
Action
Total
	Frequency
	Percentage
	Valid Percentage

	
	-
33
17
-
50
	-
66
34
-
100
	-
66
34
-
100


Source: Researchers Field Survey, 2025
	66% of the respondents said the management does not promptly respond to their problems while 34% said that the management is slow in responding to their problems.
Table 4:2:9  Are fringe benefits such as hospitalization, insurance, health care, retirement plan important to you?
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	50
-
50
	100
-
100
	100
-
100


Source: Researchers Field Survey, 2025
	All the respondents responded positively when asked if fringe benefit such hospitalization, insurance, health care treatment, and retirement plan were important to them. This shows that when the Kwara State Polytechnic introduce such motivational techniques the workers will be highly motivated to improve their performance
Table 4:2:10 What is your relationship like between you and your colleagues in the organization?
	VALID
	Frequency
	Percentage
	Valid Percentage

	Cordial
Good
Fairly good
Poor
Total
	30
20
-
-
50
	60
40
-
-
100
	60
40
-
-
100


Source: Researchers Field Survey, 2025
	The response shows that 60% representing 30 of the 50 respondent say their relationship is cordial with their colleagues while 40% representing 20 respondents says their relationship is good with their colleagues.




Table 4:2:12 Will participation in decision making encourage and improve your performance on the job?
	VALID
Yes
No
Total
	Frequency
	Percentage
	Valid Percentage

	
	42
8
50
	84
16
100
	84
16
100


Source: Researchers Field Survey, 2025
	From the result gotten above, it shows that 84% of the respondents who represent 42 of the total respondents hold the view that participation in decision making will encourage and at the same time, improve their performance while 8 respondents chose no representing 16%. From this, we can see that the employees are motivated when given the opportunity in decision making in matter affecting their job and the establishment.
4.3 TESTING OF HYPOTHESES AND INTERPRETATION
H01: Incentive schemes have no significant positive effect on employee productivity at Shoprite Ilorin.
	Table 4.3.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.519a
	.270
	.265
	.58823

	a. Predictors: (Constant), INCENTIVE


	The model summary presented in Table 4.3.1 reveals the degree of relationship between incentive schemes and employee productivity at Shoprite Ilorin, with R = 0.519, R² = 0.270, and adjusted R² = 0.265. The R-value indicates a moderate positive correlation between incentive schemes and employee productivity. The R² value of 0.270 suggests that approximately 27.0% of the variation in employee productivity can be explained by incentive schemes, while the adjusted R² (0.265) confirms the model’s reliability, as the difference between R² and adjusted R² (0.005) is minimal.
Despite this observed relationship, the hypothesis being tested states that "incentive schemes have no significant positive effect on employee productivity." To confirm or reject this hypothesis, further statistical testing such as the ANOVA significance level (p-value) and regression coefficients would be required. However, based solely on the R² value, it can be inferred that incentive schemes account for a considerable portion (27%) of the variation in employee productivity. Thus, if the regression coefficients and p-values indicate statistical significance at the 5% level, the null hypothesis would be rejected, supporting the alternative that incentive schemes do have a significant positive effect on employee productivity.
However, if significance is not confirmed, the null hypothesis would stand, indicating that although there is a positive relationship, it is not statistically significant. Therefore, further inferential analysis is needed to conclusively accept or reject the hypothesis.
		Table 4.3.2 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	19.795
	1
	19.795
	57.210
	.000b

	
	Residual
	53.632
	155
	.346
	
	

	
	Total
	73.427
	156
	
	
	

	a. Dependent Variable: ORGANIZATION_PERFORMANCE

	b. Predictors: (Constant), INCENTIVE


	The ANOVA summary table double check through a diagnostic test by carrying out overall significant of the relationship, the result indicate that the ratio of regression sum of square (19.795) to the total sum of square (73.427) gives an adequacy that the model is perfectly fit (i.e. R2=0.270); and that there is significant relationship between organization performance and Incentive at 5% level (F=57.210; P=0.000<0.05).
	Table 4.3.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.158
	.424
	
	2.732
	.007

	
	INCENTIVE
	.711
	.094
	.519
	7.564
	.000

	a. Dependent Variable: ORGANIZATION_PERFORMANCE


	The regression table indicates the direction and the degree of the effect of Incentive on organization performance. The fitted regression equation is “Organization performance=1.158+0.711Incentive”; which means that 71.1% increase in organization performance is caused by 1% change in Incentive adopted in the sampled organization. If peradventure salary is zero and promotion is unitary (i.e. 0, 1) the organization performance will struggle to increase by 115.8% as shown in the constant (1.158) of regression line. Therefore it is posited that there is significant impact of Incentive on Organization performance at 95% confidence level (p=0.000<0.05).
H02: Incentive schemes have no significant positive effect on employee morale at Shoprite Ilorin
	Table 4.3.4: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.836a
	.699
	.697
	.27579

	a. Predictors: (Constant), INCENTIVE


	The model summary presented in the table shows the strength of the relationship between incentive schemes and employee morale at Shoprite Ilorin, with R = 0.836, R² = 0.699, and Adjusted R² = 0.697. These values indicate a strong positive relationship between incentive schemes and employee morale at the 5% level of significance. The R² value of 0.699 suggests that approximately 69.9% of the variation in employee morale can be explained by changes in incentive schemes. Furthermore, the minimal difference between R² and Adjusted R² (0.002) indicates that the model is a reliable representation of the population.
Given this strong relationship, the null hypothesis — that "incentive schemes have no significant positive effect on employee morale" — is not supported by the data. Instead, the findings provide statistical evidence to reject the null hypothesis and conclude that incentive schemes do, in fact, have a significant positive effect on employee morale at Shoprite Ilorin.

	Table 4.3.5: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	27.421
	1
	27.421
	360.509
	.000b

	
	Residual
	11.789
	155
	.076
	
	

	
	Total
	39.210
	156
	
	
	

	a. Dependent Variable: ORGANIZATION_PRODUCTIVITY

	b. Predictors: (Constant), INCENTIVE


	The ANOVA summary table double check through a diagnostic test by carrying out overall significance of the relationship, the result signifies that the ratio of regression sum of square (27.421) to the total sum of square (39.210) gives satisfactoriness that the model is perfectly fit (i.e. R2=0.270); and that there is significant relationship between organization productivity and Incentive at 5% level (F=360.509; P=0.000<0.05).
	Table 4.3.6: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.766
	.199
	
	3.855
	.000

	
	TRAINING
	.836
	.044
	.836
	18.987
	.000

	a. Dependent Variable: ORGANIZATION_PRODUCTIVITY


	The regression table indicates the direction and the degree of the effect of Incentive on organization productivity. The fitted regression equation is “Organization productivity=0.766+0.836Incentive”; which denotes that 83.6% increase in 0rganization productivity is caused by 1% change in Incentive adopted in the sampled organization. If possibly the training is zero (i.e. 0) the organization productivity will limp to increase by 76.6% as shown in the constant (0.766) of regression line. Therefore it is posited that there is significant impact of Incentive on Organization productivity at 95% confidence level (p=0.000<0.05).
H03: There is no significant positive relationship between employee productivity and employee morale under the current incentive schemes at Shoprite Ilorin.
	Table 4.3.7: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.847a
	.718
	.716
	.26720

	a. Predictors: (Constant), INCENTIVE


	The model summary presented in the table indicates the strength and direction of the relationship between employee morale (influenced by current incentive schemes) and employee productivity. With a correlation coefficient (R) of 0.847, there is evidence of a strong positive relationship between the two variables. The coefficient of determination (R²) is 0.718, suggesting that approximately 71.8% of the variation in employee productivity can be explained by changes in employee morale under the current incentive schemes. The adjusted R² of 0.716, which is very close to the R², indicates that the model is a good fit and that the sample data reliably represents the population. The small difference (0.002) between R² and adjusted R² implies minimal bias due to sampling or model over fitting. Given the strength of this relationship and its statistical significance at the 5% level, the null hypothesis stating that there is no significant positive relationship between employee productivity and employee morale under the current incentive schemes at Shoprite Ilorin is likely to be rejected.
4.3 	Discussion of Findings
The demographic analysis from Section A of the questionnaire provides foundational context for interpreting the main findings of the study. The analysis revealed that the majority of respondents were male (60%), within the age range of 31–40 years (50%), married (60%), and mostly held HND/B.Sc qualifications (50%). These demographic characteristics help in understanding the background of the workforce at Shoprite Ilorin, which is crucial for evaluating how incentive schemes influence their productivity and morale.
The findings from the study were interpreted in line with the following three hypotheses:
Hypothesis One: Incentive schemes have no significant impact on employee productivity.
The results of the questionnaire suggest that incentive schemes do, in fact, have a significant impact on employee productivity. Most respondents agreed that both financial and non-financial incentives such as bonuses, recognition, and career development opportunities have motivated them to perform better in their respective roles. This implies that when employees are adequately rewarded and recognized, their commitment to work improves, leading to higher productivity levels. Thus, this hypothesis is rejected.
Hypothesis Two: Incentive schemes do not significantly affect employee morale.
The analysis indicates that incentives positively affect employee morale. Respondents reported feeling more valued and satisfied with their jobs when incentive schemes were implemented effectively. Employees noted increased job satisfaction, a greater sense of belonging, and improved workplace atmosphere as outcomes of existing incentive programs. Therefore, this hypothesis is also rejected, as there is sufficient evidence to show that incentives enhance employee morale at Shoprite Ilorin.
Hypothesis Three: There is no relationship between incentive schemes and overall organizational performance.
Findings from the study demonstrate a strong link between incentive schemes and organizational performance. Employees who felt motivated by incentives contributed more meaningfully to the achievement of organizational goals. The improved productivity and morale resulting from effective incentive practices have a cumulative positive effect on the overall performance of Shoprite Ilorin. Hence, the third hypothesis is equally rejected.
Conclusion
Based on the data collected and analyzed, the study concludes that incentive schemes play a vital role in enhancing employee productivity, improving morale, and ultimately contributing to organizational performance. The case of Shoprite Ilorin affirms that strategic use of incentives—financial and non-financial—is crucial in motivating employees and driving business success.

CHAPTER FIVE
	SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 Summary of Findings
This study was conducted to evaluate the impact of incentive schemes on employee productivity and morale in the private sector, using Shoprite Ilorin as a case study. The research explored the nature and effectiveness of incentives in enhancing employee performance and workplace satisfaction.
From the demographic analysis, it was found that a majority of the respondents were male (60%), within the age range of 31–40 years (50%), and mostly married (60%). Furthermore, 50% of respondents held HND/B.Sc qualifications, indicating a relatively well-educated workforce.
The study examined various motivational theories and their applicability within the work environment of Shoprite Ilorin. It was discovered that incentives—both financial (e.g., bonuses and allowances) and non-financial (e.g., recognition, job security, and career development)—play a vital role in enhancing employee morale and performance.
In relation to the research hypotheses:
· Hypothesis One tested whether incentive schemes have a significant impact on employee productivity. The findings revealed that well-structured incentive schemes indeed boost productivity, as motivated employees tend to be more committed and efficient.
· Hypothesis Two examined whether incentive schemes significantly affect employee morale. The responses showed that when employees feel appreciated and rewarded, their morale improves, leading to increased job satisfaction and loyalty.
· Hypothesis Three explored whether there is a relationship between incentive schemes and overall organizational performance. The results affirmed that incentives contribute positively to the organization’s performance by fostering a more engaged and productive workforce.
It is evident that employee motivation is not solely about financial rewards. The research emphasized the importance of creating a conducive work environment, recognizing individual contributions, and involving employees in organizational processes.
5.2 Conclusion
The research concluded that while Shoprite Ilorin has a reasonably skilled workforce, its current incentive schemes are not fully adequate. Though some employees are rewarded for good performance, many feel that the incentive structures can be improved—particularly in the areas of non-financial motivation, such as decision-making involvement, job security, and responsive management.
Moreover, while the organization is taking steps to enhance employee morale and productivity, some gaps remain in how management responds to staff needs and ideas. For instance, employees indicated dissatisfaction with delayed responses to problems and limited autonomy in their job roles.
However, the study affirms that Shoprite Ilorin recognizes the importance of incentives and is working toward developing a more engaged and motivated workforce. With improvements in strategic areas, the company can further boost employee morale, increase productivity, and drive long-term organizational success.
5.3 Recommendations
Based on the findings of the study, the following recommendations are proposed to help Shoprite Ilorin and similar private-sector organizations improve employee motivation and performance:
1. Implement a Robust Performance Appraisal System: A well-structured performance appraisal system should be developed and maintained. This system should be transparent and based on clear criteria, helping management make informed decisions on promotions, rewards, training needs, and role assignments. Appraisals should focus on task performance, while avoiding personal criticisms.
2. Enhance Job Security Measures: Employees need to feel secure in their positions to remain committed. Fear of retrenchment or uncertain employment conditions can dampen morale. Management should create an atmosphere of stability and assurance, where employees are confident about their future in the organization.
3. Continuous Training and Development: Investing in employee training and career development enhances skills and increases motivation. A well-trained workforce contributes more effectively to organizational growth and feels valued when their professional development is prioritized.
4. Encourage Participation in Decision-Making: Employees should be given the opportunity to contribute ideas and be involved in decision-making processes. This enhances their sense of belonging and accountability. Management could also explore shareholding schemes to increase employee commitment.
5. Review and Balance Working Hours: The organization should reassess employee work schedules to allow for work-life balance. Excessively long hours lead to fatigue and reduced performance. Providing flexibility and ensuring employees are well-rested will result in better productivity.
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QUESTIONNAIRE
1. Distribution of respondent gender (a) male (  ) (b) female (  )
2. Distribution of respondent by age (a) below 30years (  ) (b) 31- 40years ( )(c) 41-50years (  ) (d) 51years above (  )
3. Distribution of respondent by status? (a) single (  ) (b) married (  ) 
4. Education qualifications? (a) waec/neco ( ) (b) nd/nce (  ) (c) hnd/b.sc (  ) (d) other (  )
5. Your length of enrich in the organization? (a) 2-4years (  ) (b) 5-8years (  ) (c) 9-10years (  ) (d) 11year and above (  )
Section B
1. What is your main reason for working? (a) just like working (  ) (b) to associate with other (  ) (c) to earn income for a living (d) all of the above ()
2. Do you derive personnel satisfaction from your work? (a) yes (  ) (b) no (  )
3. Does that organization express its full appreciation for a job well done? (a) yes ( ) (b) no (  )
4. In what way does the organization show its appreciation for a job well done (a) wages increase (  )(b) promotion (  )
5. How do you feel when your work is appreciated? (a) important, responsible and will to do better (  ) (b) no effect (  ) (c) indifferent (  )
6. Are you allowed to use your ideas and judgement when working? (a) yes (  ) (b) no (  )
7. Is your boss approachable and open to ideas? (a) yes (  ) (b) no (  )
8. How does the management respond to your problem? (a) promptly (  ) (b) no promptly (  ) (c) slow in action (  ) (d) action (  )
9. Are fringe benefits such as hospitalization, insurance, health care, retirement plan important to you? (a) yes (  ) (b) no (  )
10. What is your relationship like between you and your colleagues in the organization? (a) cordial (  ) (b) good (  ) (c) fairly good (  ) (d) poor (  )
11. Will participation in decision making encourage and improve your performance on the job? (a) yes (  ) (b) no (  )


1

