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CHAPTER ONE
[bookmark: _Toc54468296]INTRODUCTION
[bookmark: _Toc54468297]1.1 Background to the Study
The world today is now being characterized by increased global competition and a rapidly changing business environment, as It is widely been accepted by organizational experts that manpower is one of the most valuable asset of every organization because work is carried out through human beings. Companies and organizations are forced to continuously re-evaluate how they work. Many times, organizations may drastically change their method of operations, which put great focus on the Human Resource (HR) strategies and operations of an organization. Companies often claim that their employees or human capital are their most important asset. As such, work motivation and effort towards humanizing the work place has become a subject of serious focus (Hackman & Oldham, 2021). 
The true success of an organization is dependent on employees, as the organizational personnel can divert the direction of the organization from low profit to high profit and vice versa. Reward has been seen to be a vital instrument in employee performance. A well rewarded employee feels that he/she is being valued by the company that he/she is working for. They are also encouraged to work harder and better if they are aware that their well-being is taken seriously by their employers, and that their career and self-development are also being honed and taken care of by their company. Employees are the engine of organization vehicles while reward is the fuel. No organization can achieve its stated objectives without its employees.  
High Performance of employee depends on what kind of reward policies an organization offers. Several methods are used to increase employee performance. Reward policies are one of the important practices of human resources among which monetary rewards directly affects employee performance and also organization offers non-monetary rewards to increase the motivational level of employees which will help increase the performance of employee and result will be the increased productivity of organization. Effective non-financial rewards can change a person’s attitude in the workplace which itself brings a positive change in environment and also enhances employee performance. When employees have positive attitude towards their job, they feel committed with the organization and get engaged. 
Non-financial reward promotes employees’ excellent job performance through opportunities (Ballentine, 2003). Non-financial incentives and rewards offer employee autonomy and personal recognition and include Conducive working  environment, flexible work hours, training, new and challenging opportunities, allowances such as free telephone calls, free fuel, fringe benefits such as leave i.e. extra days off for excellent employees, pension, free lunch, health insurance. These incentives are sometimes called rewards, as they meet the employee’s internal needs such as recognition, self-esteem and fulfillment, thereby influencing employee performance.  
[bookmark: _Toc54468298]Bagraim (2021) stated that employees have different needs, some have financial goals, others have professional goals, and others have personal goals. Therefore, same incentives cannot apply to all employees as they all are at different stages of their lives and this call for different management styles. If managers had a clue on what the employees really need to be motivated, then we would have a happy workforce and companies would generally benefit from this as it would eventually reflect on the output. It would as well reduce employee turnover which is costly as companies lose talented and experienced employees and spend millions in fresh recruitment, training and development of new staff. Such costs can only be avoided if employers motivate their staff so that their employees remain loyal to their respective companies for mutual benefit in that employees are able to achieve their own goals as well as the company goals. Herzberg argued that, for an employee to be truly rewarded (motivated), the employee’s job has to be fully enriched where the employee has the opportunity for achievement and recognition, stimulation, responsibility, and advancement. Herzberg outlined that employees to be rewarded (motivated), they must be given personal responsibility of the output of their tasks as this gives them the drive to work hard to achieve their goals.  
1.2 Statement of the problem
It has been identified that employees reward(motivation) is significant because even people with the required knowledge, skills and abilities may perform poorly if they are not rewarded constantly, management are expected to deal with their employees with utmost care; therefore, reward is paramount for good results in an organization. Lack of reward can adversely affect employee, in worst cases, resulting in morbidity and mortality (Okanga& Kamara, 2020).  Bagraim (2021) stated that employees have different needs, some have financial goals, others have professional goals, and others have personal goals. Therefore, same incentives cannot apply to all employees as they all are at different stages of their lives and this call for different management styles, on this basis call for the research of this topic titled the effect of non-financial reward on employee’s performance in manufacturing industry in Ilorin a case study of Sam pharmaceutical industry in Ilorin as it has been identified that management lays more emphasis on financial reward forgetting that every employee has their own system of been motivated, neglecting the non-financial reward aspect which are conducive working environment, training and development, Conducive working  Environment s, leaves, job interest, time off among others are large being overlooked.
[bookmark: _Toc54468299]1.3 	Research Questions
This research is borne out of the effort to evaluate non-financial reward on employee’s performance. Therefore, the research questions is based on the following question.
i.	Does conducive working environment has any significant effect on employee’s 	performance? 
ii.	To what extent does conducive working environment affect  employee’s 	performance?
iii.	To what extent does training and development affect employees performance?
iv.	Is there any impact of training and development affect employees performance
[bookmark: _Toc54468300]1.4	Research Objectives
[bookmark: _Toc54468301]The main objectives of this research is to investigate the effect of non-financial reward on employee’s performance in manufacturing industry in Ilorin a case study of Sam pharmaceutical industry in Ilorin, while other objectives are to;
i. Ascertain the impact of conducive working environment on employees’ performance in 
pharmaceutical industry.
ii. Determines the extent in which conducive working environment affect employee’s performance 
in pharmaceutical industry.
iii. Examine the extent in which training and development affect employees performance in 
pharmaceutical industry; and
iv. Identify how training and development affect the employees in pharmaceutical 	industry.
1.5 	Research Hypotheses
[bookmark: _Toc54468302]An hypothesis is a tentative statement about the relationship that exists between a tow or among many variables. It is a conjectural statement about a relationship and need to be tested subsequently accepted or rejected. In view of the research question that this study seeks to answer, the following hypothesis will be tested.
H01:	There is no significant effect of conducive working environment on employee’s 	effectiveness
H02:	There is no significant effect of conducive working environment on employee’s 	efficiency.
H03:	There is no significant effect of training and development on employee’s 	effectiveness
H04:	There is no significant effect of training and development on employee’s efficiency. 
1.6 	Significance of the study
The present study has great significance. First of all, the study findings will provide an idea about the non-financial rewards and employees’ performance in order to provide key information to further research work in such areas. In the same way, the study will provide knowledge and guidelines to reveal if employee’s effectiveness affects the overall goal of the organization. 
[bookmark: _Toc54468303][bookmark: _Toc54468304]1.7 	Scope of the Study
[bookmark: _Toc54468305]This research work, the effect of non-financial rewards on employee’s performance, tends to know if non-financial rewards has have effective and efficient towards the performance of employees in Sam pharmaceutical industry in Ilorin. Sam industry in Ilorin will cover from the last five years of the organization. This is due to easy accessibility of data and for proper record and analysis of research.
[bookmark: _Toc54468307]1.8 	Definition of Terms
For the purpose of this research work, the following terms shall mean the terms ascribed to them, i.e. the definition of some relevant terms in this study will aid the understanding of the study.
Employee Effectiveness: The degree to which employees are successful in producing a desired result; success.
Employee Efficiency: The state or quality of being efficient, or able to accomplish something with the least waste of time and effort; competency in performance.
Non -Financial Rewards: This are non-monetary rewards that are given by management to employees to satisfy employees’ needs to have recognition, achievement responsibility, autonomy, influence and personal growth at the workplace.



[bookmark: _Toc54468308][bookmark: _Toc372031383]CHAPTER TWO
[bookmark: _Toc54468309][bookmark: _Toc372031384]Literature Review
[bookmark: _Toc54468310]2.0	Introduction
This chapter examines previous literature related to the effects of non-financial rewards and employee’s performance in Sam Pharmaceutical Industry in Ilorin. It reviews the past studies that help the researcher to understand and identify the problem being studied more appropriately. This chapter also explains empirical review, i.e. past research on non-financial rewards, theories and gaps in literature.
[bookmark: _Toc54468311]2.1 	Conceptual Review
[bookmark: _Toc54468312]2.1.1 The Concept of Non-Financial Rewards
Torrington (2020) defines rewards as any payments linked to the working of an individual or working group with prior arrangements. They are programs that an employer uses to supplement employees’ compensation, such as paid time off, medical insurance, company car, and more for job well done, or good employee performance. Reward can either be   Monetary (financial Reward) or Non-Monetary based (Non-Financial). 
Non -financial rewards are non-monetary rewards that are given by management to employees to satisfy employees’ needs to have recognition, achievement responsibility, autonomy, influence and personal growth at the workplace. They incorporate the notion of relational rewards, which are intangible rewards concerned with the work environment such as quality of work life, the work itself as well as work life balance. 
Bratton (2021) defines rewards as referring to all monetary, non-monetary and psychological payments that an organization provides for its employees in exchange for the work they perform.  Hameed, Ramzan and Zubair(2021) identifies non-financial rewards as psychological or intrinsic rewards that people do, and their working environment. According to Hertzberg (2021),whilst financial rewards are purely hygiene factors ,non-financial rewards address the psychological needs  of employers and can  unlock  latent effort and engender greater  organization  commitment. Pfeiffer (2020) identifies that non-financial rewards focus on achievement, recognition, responsibility, influence and personal growth. Non-monetary rewards are more varied and unique than monetary rewards and offer major advantages.  They help meet employees’ needs for recognition, growth and responsibility and most can be relatively inexpensive. Torrington (2020) establishes that in the organization, non-monetary rewards range from small merchandise rewards to certificates of appreciation. The technical requirements are  equally  varied, ranging  from rewards  with no documentation  (certificates  of appreciation)  to rewards requiring management's signature (external rewards) before being submitted to the employees Armstrong et al., (1994) identifies  that non-financial  rewards focus on the needs most people have and they include the need for achievement, responsibility,  recognition, influence and achievement.  
Greenberg (2019) holds the view that Non-monetary rewards increase intrinsic motivation within employees; in other words, these types of rewards increase employees’ motivation to work by raising their self-esteem. While financial rewards encourage workers’ externally, nonfinancial rewards can satisfy employees just as well by making them feel like a valued part of an organization and showing them that they are appreciated. People look at these things more in terms of information about their worth to the company and their ability to achieve and succeed with their goals.  Examples of non-financial rewards include job security, personal development programs, praise or recognition and well as employee recognition programs. Nonfinancial reward can be extrinsic such as praise or recognition or intrinsic associated with job challenge or interest. Contemporary employers are increasingly realizing the value of non-financial rewards in driving employees towards organizational goals. As such, they strive constantly to identify the best strategies to motivate their employees to improve productivity. In a study, Ahmed, Mohamed, Oyagi and Tirimba (2021) indicate that working conditions, training and recognition all influence employee productivity. To elicit the best performance from employees, there is need for some sort of motivation beyond the weekly pay check. Workers have needs that a workplace ought to fulfil in order to avoid demotivation or distraction from work. Therefore, organizations need to place emphasis on non-financial motivators to retain, attract, increase workers’ efforts, satisfaction and commitment. 
[bookmark: _Toc54468313]2.1.1.1 Work Environment and Employee Performance
Employee welfare is a term that describes various services, benefits and facilities offered to employees by the employers. The welfare measures need not be monetary, but can be in any kind/forms. This includes items such as allowances, housing, transportation, medical insurance and food. It also includes monitoring of working conditions, creation of industrial harmony through infrastructure for health, industrial relations and insurance against disease, accident and unemployment for the workers and their families. Through such generous benefits, the employer can make life worth living for employees (Ayinde, 2021). 
Many scholars argue that there exists some relationship between employee’s performance and work environment. For instance, Sila (2021) opines that poor standards of living, bad health, lack of education and housing, poor transportation to and from work, bad conditions in the work place, all reduce workers’ productivity. In a vicious cycle, low productivity, in turn, reduces the capacity of society to improve working conditions. Work environment includes certain additional activities provided by an organization like housing, transportation, medical, recreational and cultural facilities, libraries, and gym and health club among others in hope of winning the satisfaction index of an employee.   
Developments in service industry have heightened the need to motivate employees by creating environments that are conducive to work. Hameed et al. (2021) have examined the relationship between motivational factors and job performance of employees in Malaysian service industry. Job performance was their dependent variable and motivational factors, namely payment, job security, promotion, freedom, friendly environment and training were their independent variables. The findings of the study showed that among the motivational factors, two variables were significant predictors of job performance. Training contributed 40.4% to job performance while promotion contributed an additional 3%. The study also established that intrinsic motivational factors were more important compared to extrinsic motivational factors such as payment, job security, and friendly environment. Freedom, which is an intrinsic variable, however, was not found to be significantly related to job performance. The reviewed study was carried out in Malaysia to have a better understanding of the factors of employee motivation and their association with performance. The present study examined the effects of non-financial motivators on employee performance in Baringo County Referral Hospital in Kenya. 
Keitany (2021), in a study on the perceived relationship between employee welfare programs and employee performance at Kenya Pipeline Company, adopted a descriptive research design. His target population was all the employees of Kenya Pipeline from which 10% were sampled using stratified sampling technique. The results of the study showed that Kenya Pipeline Company provides its employees with various employee welfare programs such as sports facilities, pension scheme, rooms for meetings, leniency sick and maternity leave, exam leaves, canteens, health insurance covers, safety garments/apparatus, sanitary facilities, car loans, transportation, provision to work from remote stations among others.  
The study by Keitany (2021) also showed that there was a positive impact on the employee performance at Kenya Pipeline Company by increased attributes to performance on their accountability, meeting performance targets, loyalty to the company, diligence, proper interpersonal communication and self-drive to undertake agreed tasks. The findings also established that there was a positive linear relationship between welfare programmes and employee performance. Even though the reviewed study was conducted in Kenya and the present study will be conducted in Kenya as well, the reviewed study examined the perceived relationship between employee welfare programs and employee performance at Kenya Pipeline Company while the present study will examine the role of work environment on employee motivation in Baringo County Referral Hospital – Kabarnet. 
[bookmark: _Toc54468314]2.1.1.2 Training and Employee Performance
Training is the systematic development of the attitude and skill behaviour pattern required by an individual in order to perform adequately a given task (Torjaman, 2022). To Torjaman, training is designed to change the behaviour of the employee in the work place in order to stimulate efficiency and higher performance standards. Training of employees is equal to investing in the organizational most important asset which is the employee. It develops their skills, changes their attitude towards work and builds their loyalty to the company hence improved performance. Training also helps build the foundation for career advancement hence staff recognition through promotions further leads to job satisfaction (Dabale, Jagero&Nyauchi, 2021). 
Training is designed to provide learners with the knowledge and skills needed for their present job (Fitzgerald, 1992) because few people come to the job with the complete knowledge and experience necessary to perform their assigned job. Bebchuk, Cremers and Peyer (2021) provide a systematic explanation of investment in human capital and associated productivity, wages, and mobility of workers. Such investment not only creates competitive advantages for an organization, but also provides innovations and opportunities to learn new technologies and improve employee skills, knowledge and firm performance. In fact, there is an increasing awareness in organizations that invest in training and they could improve organizational performance in terms of increased sales and productivity, enhanced quality and market share, reduced turnover, absence and conflict (Salas & Cannon-Bowers, 2020).  
Ngari (2021) conducted a research to investigate the influence of in-service training on employee performance in the Judiciary’s Lower Courts in Nairobi, Kenya. The aim of the study was to establish whether induction training, on-the-job training, off-job training and career development training influence employee performance. The study focused on the three courts in Nairobi, namely Milimani, Kibera and Makadara Law Courts. A descriptive survey design was adopted using both qualitative and quantitative research paradigms. The target population was all   employees of the Judiciary comprising of heads of stations, magistrates and paralegal staff.  The sample size was 85 employees and data was collected using questionnaires and interview guides. The results of the study showed that most of the magistrates had attended induction training while the paralegal staff had not attended induction training. The results also showed that induction training has a positive effect on employee attitude and behaviour and it positively affects performance. The conclusion drawn from this study was that induction training influences employee performance in the judiciary by increasing skill levels, productivity and affects customer satisfaction positively. 
Off-job training on the other hand was found to transfer knowledge to actual job, increase interaction of employees, contribute to employee retention, boost morale and affect customer satisfaction positively. It was also found to enhance employee performance and employee loyalty to the organization. The results of the study also indicated that most of the employees have not undertaken career development training as they are mostly self-sponsored. This study investigated the influence of in-service training on employee performance in the judiciary’s lower courts in Nairobi while the present study examined the role of training on employee performance in Baringo County Referral Hospital – Kabarnet. 
Kennedy (2021) have investigated the impact of training and development on job performance in the Judicial Service of Ghana. The study noted that the Judicial Service of Ghana, as a public service institution was the organ responsible for the day to day administration of the courts and tribunals of the land. Therefore, part of its budgetary allocation was earmarked solely for training of judges, magistrates and judicial staff to enhance their capacity to perform their duties effectively and efficiently in order to achieve the vision and mission of the service.  It was also noted that despite the huge investments, the judicial service of Ghana was still unable to achieve its vision and mission especially in reducing delays in the processing of court cases and the need to cope with new trends in efficient justice delivery.  It was for this reason that the study sought to evaluate the impact of the huge investment made in training on job performance of judicial staff. The study findings revealed that the training conducted by the judicial service of Ghana for its employees was very negligible.  
[bookmark: _Toc54468315]2.1.1.3 Employee Recognition
 	Harrison (2021) defines employee recognition as the timely, informal or formal acknowledgement of a person's or team's behavior, effort or business result that supports the organization's goals and values, and which has clearly been beyond normal expectations. Sarvadi (2022) establishes  that  the key focus of recognition is to make employees feel appreciated and valued. Mason, (2021) in his research has proven that employees who get recognized tend to have higher self-esteem, more confidence, more willingness to take on new challenges and more eagerness to be innovative. For organizations to address these expectations an understanding of employee motivation is required, of which employee recognition is one of them. Beer et al, (2019) views Employee recognition programs to cover a wide spectrum of activities. They range from a spontaneous and private thank you to broad and formal programs in which specific types of behavior are encouraged and in which the procedures for attaining recognition are clearly identified. Robbins (2022) identifies appreciation is a fundamental human need. Employees respond to appreciation expressed through recognition of their good work because it confirms their work is valued. When employees and their work are valued, their satisfaction and productivity rises, and they are motivated to maintain or improve their good work. Roshan (2016) asserts that when management send clear messages to all members of a company informing them about expected attitudes and behaviors, and praise or recognize good performance, employees feel appreciated, thus praise and recognition are essential to an outstanding workplace. Kim (2022) views employee recognition as a fundamental aspect of employee motivation   as everyone wants a pat on the back to make them feel good. 
[bookmark: _Toc54468316]2.1.1.4 Employee Voice
Bryson (2020) defines Employee voice as any union or non-union based method of communication between employees and management. Pucketet al., (2020)   define Employee voice as the term increasingly used to cover a whole variety of processes and structures which enable and contribute which enable and sometimes empower employees directly and indirectly    contribute to decision making in the firm. Mill Ward et.al. (2020)  views employee voice as the ability of employees to influence action of employer. Salamon, (2021) is of the view that Employee voice improves communication and encourages staff retention through fair treatment thereby increasing employee motivation. Marchingtonet al., (2019) identified two forms of employee voice and these according to their study are representative participation and upward problem solving. They identified joint consultative committees as the most common form of representative management where management and employees representatives usually but not always meet on a regular basis to discuss issues of mutual concern. Armstrong, (2021) identified various forms of upward problem solving and these include attitude surveys, suggestions schemes as well as project teams. Robbins (2001) see employee voice as a form of intrinsic motivation that helps employees to put up their best. According to him, participating in decision making and having a say in issues that affect employees help them to put up their best. According to Freeman et al., (1984), that employee voice plays a vital role in minimizing turnover rate as they provide employees with the voice mechanisms through which they can rectify the work related problems and can negotiate higher compensation packages. Their arguments are supported by Battet al., (2002) who believe that employees in union set ups are expected to have higher compensation than they could earn in similar jobs in non-unionized set up and secondly unions strengthen employees by providing them with a voice in determining policies that reduce pay inequality, grievance and arbitration procedures for appealing managerial decisions. 
[bookmark: _Toc54468317]2.1.1.5 Enriched Jobs
Reed, (2016) defines Enriched jobs as jobs that are crafted in a way to motivate employees by giving them more responsibilities and variety in their jobs. Leech et al., (2022) view Job enrichment as a type of job redesign intended to reverse the effects of tasks that are repetitive requiring little autonomy. Some of these effects are boredom, lack of flexibility, and employee dissatisfaction Hackman and Oldham, (1980) claim that although many employees desire the additional challenge and responsibility associated with performing enriched jobs, others may not.  Therefore, leaders should consider several moderators when attempting to enrich jobs to motivate.  
[bookmark: _Toc54468318]2.1.2 Employee Performance
Newstrom and Davies (2002) define employee performance as the degree to which an employee identifies with the organization and wants to continue actively participating in it. Like a strong magnetic force attracting one metallic object to another, it is a measure of the employees' willingness to remain with a firm in the future. It often reflects the employees' belief in the mission and goals of the firm, willingness to expend effort in their accomplishment, and intentions to continue working there. Commitment is usually stronger among longer-term employees, those who have experienced personal success in the organization, and those working with a committed employee group.
Madigan, Norton and Testa (2021) posit that committed employees would work diligently, conscientiously, provide value, promote the organization's services or products and seek continuous improvement. In exchange, they expect a work environment that fosters growth and empowerment, allows for a better balance of personal and work life, provides the necessary resources to satisfy the needs of customers and provides for their education and training. Employee’s commitment increases the employee’s performance and reduces turnover, and thus loyalty of employees depends on the satisfaction of their wants and desires. In organizations, committed employees have been found to be willing to build and maintain long-lasting relationships with their employer. Osterman (2020) posit that employees may be highly skeptical of the management initiatives and both actively and passively resist to the changes, resulting in unsuccessful change efforts, decrease in morale or productivity, and increases in turnover or subsequent organizational failures. Effective management teams need to recognize that positive employee attitudes are often vital to achieving organizational goals. When employees believe that they have the ability to participate in decisions, research suggests there will be a positive impact on the work environment (Lawler, 2021). 
[bookmark: _Toc54468319]2.2 	Theoretical Review
Kilbourn (2020) posits that the theoretical perspective in a research reflects the researcher’s theoretical orientation, which is crucial to interpreting the data in a qualitative study, irrespective of whether it is explicitly or implicitly stated. Several theories are considered to be underpinning the study and include the expectancy theory and the equity theory.  
[bookmark: _Toc54468320]2.2.1 Expectancy Theory
The expectancy theory by Victor Vroomas propounded suggests that employees are more likely to be motivated to perform when they perceive that there is a strong link between their performance and the reward they receive (Mendonca, 2002). According to Robbins (2003), expectancy theory refers to the strength and attractiveness of individual’s expectation of the outcome produced by performance. The attractiveness of expected reward for given input will determine one’s motivational soundness according to this theory and whether that reward responds to individual‟s personal goals. Robbins (2003) explained that there are three relationships; effort – performance, performance – reward and rewards – personal goals which will direct ones behavior. Expectancy Theory predicts ones level of motivation depends on the attractiveness of the rewards sought and the probability of obtaining those rewards (Bohlander& Snell, 2022). If employees perceive that they may get valued rewards from the organization, they tend to put greater effort into work. Expectancy Theory includes three dimensions, say, expectancy, instrumentality and valence, the level of all of which must be high if desired behaviors are looked forward to in employees‟ work.  
Expectancy theory of motivation explains the link between motivation and performance. The theory proposes that performance at individual level depends on high motivation, possession of the necessary skills and abilities and an appropriate role and understanding of that role (Savaneviciene & Stankeviciute, 2020). It is a short step to specify the human resource management practices that encourage high skills and abilities, for example careful selection and high investment in training; high motivation, for example employee involvement and performance-related pay; and an appropriate role structure and role perception, for example job design and extensive communication and feedback. 
According to Vroom (2022) “the effects of motivation on performance are dependent on the level of ability of the worker, and the relationship of ability to performance is dependent on the motivation of the worker.” The effects of ability and motivation on performance are not additive but interactive.
In an organizational context employees are often evaluated by their performance. If an employee believes that the effort given will lead to performance which is acknowledged by the management they will try to put their best efforts into practice. This leads to the expectancy that great effort will lead to performance which is noticed and rewarded. Instrumentality is used to explain the suitability of the rewards to performance. If the outcome (rewards) is corresponding to individual’s personal goals a positive emotional attitude towards the outcomes (rewards) will be developed. Ramlall (2022) explained that an individual estimates an outcome to be positively valence once the outcome is considered wanted in other words once the reward matches one’s personal goals. Robbins (2003) said that the expectancy theory gives good explanation why employees are not motivated; they might feel that the excellent performance is not acknowledged in the organization due to several reasons. If the organization’s performance appraisal system is created to evaluate non-performance related factors such as tenure, an individual may feel that no matter how much they work they will not be rewarded. Employees may also feel that the supervisor doesn’t like them and therefore they are not given fair appraisals. Employees may think that they don’t have the needed competencies to gain high performance levels which will be rewarded. The most pessimistic view is that the great performance will never be acknowledged in the organizational context. 
[bookmark: _Toc54468321]2.2.2 Equity Theory
Equity theory deals strongly with the aspects of organizational justice, whether the individuals feel that they are treated fairly at work or not. The felt equity or inequity will impact their level of effort given in the work environment (Arnold, 2020). Ramlall (2022) posits that an individual on employee – employer relationship evaluates not only the benefits and rewards he or she receives and whether the input given to the organization is in balance with the output but also the relevance of inputs given and outputs received by other employees inside or outside the employing organization. Individual inputs can be education, effort, experience, and competence in comparison to outputs such as salary, recognition and salary increases. If an individual notices an imbalance on the input - outcome ratio according to his or her own experiences and in comparison to the others, tension is accumulated. 
Arnold, (2020) noted that individuals who feel under rewarded will have stronger, negative feelings than the ones who are over rewarded. If inequity is met in the employee-employer relationship individuals are likely to change their inputs to correspond the outcomes i.e lower the work effort to equal the outcomes, change the referent to which they are comparing the felt inequity or distort perceptions of self or others.   
For this research work, the victor vrooms expectancy theory will be implemented as the theory helps to link motivation and performance and also the suggests that employees are more likely to be motivated to perform when they receive i.e. if an employee is able to perform up to a maximum satisfaction,there is a particular amount of reward that he or she is been rewarded,and when an employee knows that the basis for his or her reward is attached the length of work he or she performs, they tend to work harder as the attractiveness of expected reward for given input will determine one’s motivational soundness according to this theory and whether that reward responds to individual’s goals, and this leads to the expectancy that great effort will lead to performance which is noticed and rewarded.
The theory also gives good explanation why employees are not motivated; they might feel that the excellent performance is not acknowledged in the organization due to several reasons. If the organization’s performance appraisal system is not created to evaluate non-performance related factors such as tenure, an individual may feel that no matter how much they work they will not be rewarded. Employees may also feel that the supervisor’s doesn’t like them and therefore that are not given fair appraisals. Employees may think that they don’t have the needed competencies to gain high performance levels which will be rewarded. The most pessimistic view is that the great the performance will never be acknowledged in the organizational context.
[bookmark: _Toc54468322]2.3 	Empirical Review
Anderson and Geldenhuys (2021) carried out an investigation into the relationship between absenteeism and employer-sponsored child care. Given the high loss of returns due to absenteeism, exploring different ways of managing absenteeism in South African companies, such as family-friendly practices, had become important. Establishing onsite employer-sponsored child-care facilities is an example of such practices. The purpose of the article was, initially, to report on exploratory research that was done to study the relationship between absenteeism and on-site employer-sponsored child care. The following dimensions of malingering were examined over a period of one year: absence frequency, absence severity, attitudinal absence and medical absence. The results of two companies, one with a facility and one without a facility, were then compared in order to establish the relationship between absenteeism and an on-site facility. Secondly, this article also reported on the relationship between demographic variables and absenteeism. The outcome indicated a significant negative relationship between on-site employer-sponsored child care and absenteeism. Regarding the influence of demographical variables, significant differences were found with respect to absenteeism-based marital status and age, while no significant difference was found with respect to absenteeism based on gender and race. That made a specific contribution to studies on the use of on-site employer-sponsored child-care facilities for managing absenteeism, specifically in the South African context, and also sheds new light on the influence of demographical variables on absenteeism.
Syukra (2021) examined the relationship between training, compensation and employment promotion with labour productivity of employees in the public health center. The study found that the gap between the labour productivity of developed and developing countries was different. Indonesia had a number of output gap ratio of labour.  Productivity in 2020 was 65.7 percent compared to 75.2 percent of China’s. In the province of West Sumatra, the ratio of labour productivity in different types of health workers and health-care institutions in 2020 averaged only 53.2 percent. The aim of the study was to determine the relationship between training, compensation, employment promotion with labour productivity employees in Public Health Centre of Bukittinggi– West Sumatera. The research design used in the study was descriptive and analytical with a cross-sectional study, the study population was both government employees at public health center, and honourary civil servants who were still active and the samples were taken in total sampling. The independent variables in the study were training, compensation, employee promotion, and the dependent variable was labour productivity. The research instrument used in the research was a questionnaire to determine the relationship between training, compensation, and employment promotion with labour productivity employees in Public Health Centre of Bukittinggi–West Sumatra and the data analysis was bivariate analysis using the Chi-Square test and the degree of confidence (CI) 95 percent ( Ɑ= 0.05). The study found the employees who agreed with a good training increased work capacity by 21 (67.7 percent), employees who claimed compensation received had fulfilled expectations by 17 (54.8 percent), employees who agreed with the importance of employee promotion by 22 (71 percent) and employees who had a good labour productivity by 24 (77 percent). The research also showed that there was a significant association between the employment promotions with labour productivity. The test was also obtained from the OR value of 12,500 which means that respondents who expected and received employee promotions had good labour productivity as much as 12.5 times that of the respondents who did not expect and got an employee promotion. From the study, it could be concluded that the information had a strong influence on labour productivity. Employees who had hope of getting better employment promotion opportunities to result in labour productivity were 12 times better than employees who did not expect a promotion. The study advised   policymakers to better organize the employment promotion mechanism to make it more equitable and proportional to the achievements. 
Mohammad, Indra, and Abu (2020) carried out a study on the relationship between motivational factors and job performance of employees in Malaysian Service Industry. Developments in the service industry had heightened the need for motivating employees. The aim of the study was to have a better understanding of the factors of employee motivation and their association with job performance in Malaysian servicing organizations. The dependent variable in the study was job performance. The independent variables were motivational factors namely payment, job security, promotion, freedom, a friendly environment, and training. A correlation research design was used in the study. The survey method was used to collect data. The research tool was a structured questionnaire. A convenience sampling technique was used to select the respondents for the study. 
A total of 130 employees of service organizations constituted the sample. The results obtained from the study showed that among the motivational factors, two variables were found to be significant predictors of job performance. Training contributed 40.4 percent to job performance while promotion contributed an additional 3 percent.  Finding of the research was that intrinsic motivational factors were considered more important compared to extrinsic motivational factors such as payment, job security, and friendly environment. Freedom an intrinsic variable, however, was not found to be significantly related to job performance. 
Hatice (2020) examined the influence of intrinsic and extrinsic rewards on employee results:  An empirical analysis was conducted in Turkish manufacturing industry in AfyonKocatepe University. The study discussed in the article questions whether certain reward practices used by organizations were better than others when compared with the employee results based on TQM. Reward systems and TQM relevant literature were first examined. In the sample, which consisted of 217 businesses that operated in the Turkish manufacturing industry and applied TQM, intrinsic and extrinsic reward practices of firms on people results were analyzed. The results of the survey were analyzed through descriptive statistics, ANOVA and MANOVA. As the main finding of the research, it was determined that application level of intrinsic and extrinsic rewards in Turkish manufacturing industry was not high. It was identified that intrinsic rewards had a significant influence on employee results; however extrinsic rewards did not have significant control over employee results in Turkish manufacturing industry. The study highlighted the importance of the intrinsic reward system for implementing TQM. 
Josephine (2021) carried out a research on non-financial reward and employee retention in private primary schools in Kenya (Kiambu County). Most researches undertaken had focused on the monetary aspects of reward. Little effort had been taken to understand the value of non-financial rewards. The objective of the research was to determine whether private schools in Kenya were utilizing non-financial rewards as a competitive benefit in retraining their employees. A survey was done on the heads and teachers of selected private schools to find out their perception of the use of different non-financial rewards in retaining their services in their institutions. The objectives of the study were achieved through conducting a survey on the employees of selected schools .The results that described the entire population was used. The main findings were that job flexibility was an important tool because it gave the employee some authority in their working hours. That gave them room to cater for any other eventualities that might arise in their life away from the office hence the job did not turn out to be a hindrance to their duties prompting them to serve the institution longer years. The findings under paternity leave were almost at a tie because the greater part of the respondents had gone through the stage of paternity leave and others had no intention of the same thereby finding it not relevant. That required an employer to gain knowledge of the employee well enough to ensure he or she offers benefits that were relevant to them. From the results of the research, non-financial rewards took dominance as a factor of employee retention. It was recommended that organizations review their reward practices to make sure alignment with the potential impact of changes in the macro environment and to make allowance for diverse requirements based on the demographic factors of their employees.
[bookmark: _Toc54468323]2.4 	Gap in Literature
Much has been written on non-financial reward and employee’s performance. However, most studies discuss the ways non-financial reward can affect employee’s performance in an organization. As against the above, little or no effort has been made to investigate how the contribution of non-financial reward can go a long way in affecting employee’s performance. 
Several studies have been carried out on employees’ performance especially on financial rewards, but not much on non-financial reward. The need to sever this ground so as to extend the frontier of knowledge in order to help improve non-financial knowledge. This research work will go a long way in addressing the issues of non-financial reward in an organization as there are various ways to reward an employee than rewarding them financially.



CHAPTER THREE
[bookmark: _Toc54468325]Methodology
[bookmark: _Toc54468326]3.0 	Preamble
The chapter will examine the research design and the research methodology that will be adopted in answering the research question and testing the research hypothesis regarding the effect of Non-financial reward and employee’s performance in Sam pharmaceutical company. The chapter will also be discussing on research philosophy, population of study, sample size determination, sampling techniques, source of data, research Instruments, validity of research instruments, reliability of the research Instruments and ethical consideration.
[bookmark: _Toc54468327]3.1 	Research Methods
Research method consists of all techniques that are used for conducting research. For the purpose of this research, survey and observation methods will be used. Apart from this method, there are other methods such as case study, archival, action research, grounded theory, Ipso factor etc. survey and observation method is considered to be more suitable because the population is too large to be studied. Moreover, these methods give room for flexibility in terms of data collection. 
[bookmark: _Toc54468328]3.2 	Research Philosophy
The philosophy guiding this research work is epistemological (Knowledge based). And the approach for this study is pragmatism, it allows for a mix method (qualitative and quantitative). It will involve distribution of questionnaires, whereby the opinion of respondents will be collected so as to use it for the research work. Furthermore, the researcher will observe the selected Case study and its activities while interviewing the staffs in order to validate the data to be collected.
[bookmark: _Toc54468329]3.3 	Research Design
This section will provide a detailed outline on how the data will be collected in order to deliver valid, reliable and accurate results. This study will adopt both qualitative and quantitative method, as to enable the researcher to describe and explain clearly, the phenomenon under study. Due to time constraint, the study will also adopt the cross sectional time horizon as well as prospective reference period. It allows the researcher to view the current situation and predict the future. This research will use both primary and secondary data for the purpose of analysis.
[bookmark: _Toc54468330]3.4 	Population of study
The population relates to the total number of items or unit in any field of enquiry (Kothari, 2022). According to Otokiti (2020) population referred to as full set of cases from which a sample is taken. The population to be studied is 83, and according to Sturtly (2003) he said, when the population is less than thirty (<30), the entire population should be studied but when it is greater than thirty (>30), the sampling size should be determined. 
[bookmark: _Toc54468331]3.5 	Sample Size Determination
Owing to the fact that, it is impossible to study the entire population due to some constraints. To obtain a valid representative sample from the total population, the researcher will adopt Taro Yamane (1976) formula which is stated as follows
n
n= sample size
N= population size
e= sampling error when e= 0.05
n
n
n
n= 68.7
n= 69 (approximately)
[bookmark: _Toc54468332]3.6 	Sample Frame
The sample frame describes the list of the accessible population from which the sample will be drawn. For this study, out of 83 total populations, the questionnaires will be given to 69 employees according to what is determined using Taro Yamane formula to represent the whole population.
[bookmark: _Toc54468333]3.7 	Sampling Techniques
This study made use of non-probability sampling techniques to select participant for the study. Convenience sampling techniques is used so as to make the researcher get adequate information at his disposal conveniently.
Convenience sampling was then adopted to select participant in a larger population for a study by assigning unique numbers to members of the target population that includes 1-10 digits numbers in such a way that each digit selected in each numbers has no connection or relationship with the previous or subsequent digits.
[bookmark: _Toc54468334]3.8 	Sources of Data
There are two main sources of data, primary and secondary sources of data. This study will utilize primary source of data due to the nature of the research, this will be done by distributing questionnaires to the employees and a bit of personal interview by the researcher.
[bookmark: _Toc54468335]3.9 	Research Instruments	
This research is a qualitative and quantitative research. The core assumption of this form of inquiry is that the combination of both approaches provides more complete understanding of the research problem than either approach alone (Collis and Hussey 2003). The questionnaires will be closing ended (structured) in order to restrain the respondents from derailing from expected results (Kothari, 2022). The structured questionnaires allows for coding and quantitative analysis. In designing the questionnaires, Likert scaling technique will be used from a 5 point (strongly agree) to 1point (strongly disagree). The researcher will also employ an interview method (open ended) especially for the management.
[bookmark: _Toc54468336]3.10 	Validity of research instruments
In clarifying the validity of the research instrument to deliver objective response, four types of validity has been identified such as content validity, predictive validity, con-current validity, construct validity. In order to test the validity of this research, the interviewed majorly will be on final year students and the work of other scholars relating to this research work will be reviewed for comparison. 
[bookmark: _Toc54468337]3.11 	Reliability of research instrument
Research reliability relates to the consistency in results obtained. There are various methods of testing the reliability e.g. test re-test, split half test etc. For the purpose of this research, test& re-test will be adopted. Three weeks interval will be given after first administration of questionnaires to test the reliability of the first results obtained.
[bookmark: _Toc54468338]3.12 	Ethical Consideration
While carrying out the research, the respondents will neither be pressurized nor intruded to the privacy of respondents/students in any way. The information to be gathered will be treated with extreme caution and the identity of respondents/students remains confidential. The consent of the organizations will be sought before commencement of the research. Moreover, this research will avoid any form of inappropriate use of information which can affect the safety of the respondents.
[bookmark: _Toc54468339]
CHAPTER FOUR
[bookmark: _Toc54468340]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc54468341]4.0 	Preamble
This chapter is concerned with the presentation, analysis and interpretation of data gathered from the responses to administered questionnaires. It also includes an empirical testing of hypothesis made about this study and each of their interpretations. It should be noted that Statistical Package for Social Science (SPSS) was used for analyzing frequencies and testing research hypotheses. 
[bookmark: _Toc54468342]4.1 	Presentation of Data
A total of Sixty Nine (69) copies of questionnaire were distributed to staffs of Sam Pharmaceutical Industry In Ilorin for this study. Out of which sixty seven (67) copies of questionnaire representing 97.1% were completed and returned, and three (2) copies of questionnaire representing 2.9% were not returned.

Table 4.2                              Analysis of Response Rate
Valid/Returned			67				            97.1%
Invalid/Unreturned			2					2.9%
Total					69					100%
Source: Author’s Fieldwork Computation, 2025
[bookmark: _Toc54468343]
4.3	 Presentation of Data
Table 4.3.1	Distribution table for Demographic of the Respondents
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	1. 
	Gender
	Male
Female
Total
	55
12
67
	82.3
17.7
100.00

	2. 
	Age
	Less than 30years
31-40
41-50
51 and above
Total 
	25
24
12
5
67
	37.6
35.9
18.5
7.8
100.00

	3. 
	Marital Status
	Single
Married
Total
	29
38
67
	43.0
57.0
100.00

	4. 
	Educational Background
	SSCE
OND/NCE
Degree/HND
MBA/Msc
Total
	11
20
26
6
67
	15.7
37.4
38.1
8.8
100.00

	5. 
	Years of Experience 
	1-10years 
11-20years 
Total
	41
26
67
	60.7
39.3
100.0


Source: Researcher’s Field Survey, 2025
Table 4.3.1 above presents the demographic questions of the respondents. Hence, the first section analyzed the gender of the respondents which states that 55 of the respondents representing 82.3% were Males and also 12 respondents representing 17.7% were females. This by implication means that there are statistically more males respondents than their females counterpart.
Furthermore, the distribution above shows that 25 of the respondents representing 37.6% falls in the age bracket of less than 30 years old, 24 of the respondents representing 35.9% are between 31-40 years. In addition, 12 respondents with 18.5% are between the ages of 41 - 50 years, while 5 of the respondents representing 7.8% are between the ages of 51years and above. This by implication means that employees with the highest Age number are in the age bracket of less than 30years which constitute 37.6%.
Also, the table states that 29 of the respondents representing 43.0% are single, 38 of the respondents representing 57.0% are married. This implies that most of the respondents to the questionnaire are married with a percentage 57.0%.
Furthermore, it can be seen from the educational background that 11 of the respondents amounting to 15.7% were O’Level holder, 20 of the respondents amounting to 37.4% are OND/NCE, 38.1% (26) were B.Sc./HND Holder, 6 of the respondents amounting to 8.8% which has the least of the respondents are MBA/M.Sc. holders. This by implications means that there are more respondents with B.Sc./HND Holders. 
Lastly, it can be seen that of the respondents with a percentage of 60.7% have a working experience of 1-10years, 26 of the responders amounting to 39.3% have a working experience of 11-20yeears. This means that the highest of the respondents have a working experience of 1-10years. 
	[bookmark: _Toc54468344]4.3.2 Re-occurrence of weak effectiveness is due to poor working environment.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	15
	22.4
	22.4
	22.4

	
	Agreed
	43
	64.5
	64.5
	86.9

	
	Undecided
	9
	13.1
	13.1
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
It can be depicted from the above data that 15 of the respondents amounting to 22.4% strongly agreed to the statement that re-occurrence of weak effectiveness is due to poor working environment while 43 (64.5%) which has the highest respondents strongly agreed to the statement, 9 (13.1%) which has the least of the respondents undecided to the statement that re-occurrence of weak effectiveness is due to poor working environment. 
	[bookmark: _Toc54468345]4.3.3 Lack of conducive working environment affect organization effectiveness.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	26
	39.3
	39.3
	39.3

	
	Agreed
	29
	43.0
	43.0
	82.2

	
	Undecided
	9
	14.0
	14.0
	96.3

	
	Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
It can be depicted from the above data that 26 of the respondents amounting to 39.3% strongly agreed to the statement that lack of conducive working environment affect organization effectiveness while 29 (43.0%) which has the highest respondents agreed to the statement, 9 (14.1%) undecided with the statement while 2(3.7%) which has the least of the respondents disagreed to the statement that lack of conducive working environment affect organization effectiveness.
	[bookmark: _Toc54468346]4.3.4 Conducive working environment is the best strategy to resolve lack of organizational effectiveness.


	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	21
	30.8
	30.8
	30.8

	
	Agreed
	19
	29.0
	29.0
	59.8

	
	Undecided
	23
	33.6
	33.6
	93.5

	
	Disagreed
	1
	2.8
	2.8
	96.3

	
	Strongly Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
It can be depicted from the above data that 21 of the respondents amounting to 30.8% strongly agreed to the statement that conducive working environment is the best strategy to resolve lack of organizational effectiveness while 19 (29.0%) agreed to the statement, 23 (33.6%) which has the highest respondents undecided to the statement, 1 (2.8%) which has the least of the respondents disagreed to the statement and lastly, 2(3.7%) of the respondents strongly disagreed with the statement that conducive working environment is the best strategy to resolve lack of organizational effectiveness
	[bookmark: _Toc54468347]4.3.5Conducive work place environment promote good hygiene among staffs and management which allows them to work above expectations.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	18
	27.1
	27.1
	27.1

	
	Agreed
	37
	55.1
	55.1
	82.2

	
	Undecided
	11
	15.9
	15.9
	98.1

	
	Disagreed
	1
	1.9
	1.9
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 18 of the respondents amounting to 27.1% strongly agreed to the statement that conducive work place environment promote good hygiene among staffs and management which allows them to work above expectations while 37(55.1%) which has the highest of respondents agreed to the statement, 11 (15.9%) of the respondents undecided to the statement and lastly, 1 (1.9%) of the respondents which is the least disagreed to the statement that conducive work place environment promote good hygiene among staffs and management which allows them to work above expectations. 
	[bookmark: _Toc54468348]4.3.6 Good working conditions has been considered a good incentive to encourage good performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	18
	27.1
	27.1
	27.1

	
	Agreed
	36
	54.2
	54.2
	81.3

	
	Undecided
	11
	16.8
	16.8
	98.1

	
	Disagreed
	1
	1.9
	1.9
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 18 of the respondents amounting to 27.1% strongly agreed to the statement that good working conditions has been considered a good incentive to encourage good performance while 36 (54.2%) which has the highest of respondents agreed to the statement that good working conditions has been considered a good incentive to encourage good performance, 11(16.8%) of the respondents undecided to the statement and lastly, 1 (1.9%) of the respondents which is the least disagreed to the statement that good working conditions has been considered a good incentive to encourage good performance.
	[bookmark: _Toc54468349]4.3.7 The effectiveness of employee in this organization is achieved due to the motivation factors given to them.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	13
	18.7
	18.7
	18.7

	
	Agreed
	44
	66.4
	66.4
	85.0

	
	Undecided
	8
	12.1
	12.1
	97.2

	
	Disagreed
	2
	2.8
	2.8
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 13 of the respondents amounting to 18.7% strongly agreed to the statement that the statement that the effectiveness of employee in this organization is achieved due to the motivation factors given to them while 44 (66.4%) which has the highest of respondents agreed to the statement that the effectiveness of employee in this organization is achieved due to the motivation factors given to them., 8 (12.1%) of the respondents undecided to the statement and lastly, (2.8%) of the respondents which is the least disagreed to the statement that the effectiveness of employee in this organization is achieved due to the motivation factors given to them.
	[bookmark: _Toc54468350]4.3.8 Adequate and timely motivational tool from the management to lower and Middle level management increase the organization’s service quality.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	23
	33.6
	33.6
	33.6

	
	Agreed
	31
	45.8
	45.8
	79.4

	
	Undecided
	9
	14.0
	14.0
	93.5

	
	Disagreed
	4
	6.5
	6.5
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 23 of the respondents amounting to 33.6% strongly agreed to the statement that t adequate and timely motivational tool from the management to lower and middle level management increase the organization’s service quality while 31 (45.8%) which has the highest of respondents agreed to the statement that adequate and timely motivational tool from the management to lower and middle level management increase the organization’s service quality, 9(14.0%) of the respondents undecided to the statement and lastly, 4(6.5%) of the respondents which is the least disagreed to the statement that adequate and timely motivational tool from the management to lower and middle level management increase the organization’s service quality.
	[bookmark: _Toc54468351]4.3.9 Employees in my organization feel motivated when their request is been attended to.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	16
	24.3
	24.3
	24.3

	
	Agreed
	33
	50.5
	50.5
	74.8

	
	Undecided
	7
	10.3
	10.3
	85.0

	
	Disagreed
	10
	15.0
	15.0
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 16 of the respondents amounting to 24.3% strongly agreed to the statement that the statement that employees in my organization feel motivated when their request is been attended to while 33(50.5%) which has the highest of respondents agreed to the statement that employees in my organization feel motivated when their request is been attended to, 7 (10.3%) of the respondents which has the least of respondents amounting to (10.3%) undecided to the statement that employees in my organization feel motivated when their request is been attended  and lastly 10 (15.0%) of the respondents disagreed to the statement. 
	[bookmark: _Toc54468352]4.3.10 The best way to effectively improve organization service quality is by employees’ motivation.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	12
	17.8
	17.8
	17.8

	
	Agreed
	42
	62.6
	62.6
	80.4

	
	Undecided
	9
	13.1
	13.1
	93.5

	
	Disagreed
	4
	6.5
	6.5
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 12 of the respondents amounting to 17.8% strongly agreed to the statement that the best way to effectively improve organization service quality is by employees’ motivation while 42 (62.6%) which has the highest of respondents agreed to the statement, 19 (13.1%) of the respondents undecided to the statement and lastly 4 (6.5%) of the respondents which has the least of respondents disagreed to the statement that the best way to effectively improve organization service quality is by employees’ motivation.
	[bookmark: _Toc54468353]4.3.11 The best reward system to be given to an employee is training and development

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	21
	31.8
	31.8
	31.8

	
	Agreed
	28
	41.1
	41.1
	72.9

	
	Undecided
	16
	23.4
	23.4
	96.3

	
	Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
Table above shows that 34 of the respondents amounting to 31.8% strongly agreed to the statement that the best way to effectively improve organization service quality is by employees’ motivation., 44 (41.1%) which has the highest of respondents agreed to the statement, 25 (23.4%) of the respondents undecided to the statement and lastly 4(3.7%) of the respondents which has the least of respondents disagreed to the statement that the best way to effectively improve organization service quality is by employees’ motivation.

	[bookmark: _Toc54468354]4.3.12 Employees tends to work more smart when they are been carried out on a professional training skills.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	19
	28.0
	28.0
	28.0

	
	Agreed
	28
	41.1
	41.1
	69.2

	
	Undecided
	15
	22.4
	22.4
	91.6

	
	Disagreed
	2
	2.8
	2.8
	94.4

	
	Strongly Disagreed
	4
	5.6
	5.6
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 19 of the respondents amounting to 28.0% strongly agreed with the statement that employees tends to work more smart when they are been carried out on a professional training skills, 28 (41.1%) which has the highest of respondents agreed to the statement, 15 (22.4%) of the respondents undecided to the statement 2(2.8%) of the respondents which has the least of respondents disagreed with the statement and lastly 6 (5.6%) of the respondents strongly disagreed with the statement employees tends to work more smart when they are been carried out on a professional training skill
	[bookmark: _Toc54468355]4.3.13 My organization provides for me the opportunity of training and development in my working place.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	17
	25.2
	25.2
	25.2

	
	Agreed
	22
	32.7
	32.7
	57.9

	
	Undecided
	15
	22.4
	22.4
	80.4

	
	Disagreed
	8
	11.2
	11.2
	91.6

	
	Strongly Disagreed
	6
	8.4
	8.4
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 17 of the respondents amounting to 25.2% strongly agreed with the statement that my organization provides for me the opportunity of training and development in my working place., 22 (32.7%) which has the highest of respondents agreed with the statement, 15 (22.4%) of the respondents undecided to the statement 8 (11.2%) of the respondents disagreed to the statement and lastly 6 (8.4%) of the respondents which is the lowest strongly disagreed with the statement that my organization provides for me the opportunity of training and development in my working place.

	[bookmark: _Toc54468356]4.3.14 Excellent and adequate training programmes is the best tools to be given to staff in order to give their customer best service quality.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	19
	28.0
	28.0
	28.0

	
	Agreed
	24
	35.5
	35.5
	63.6

	
	Undecided
	13
	18.7
	18.7
	82.2

	
	Disagreed
	9
	14.0
	14.0
	96.3

	
	Strongly Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 19 of the respondents amounting to 28.0% strongly agreed with the statement that excellent and adequate training programmes is the best tools to be given to staff in order to give their customer best service quality 24 (35.5%) which has the highest of respondents agreed with the statement, 13 (18.7%) of the respondents undecided to the statement 9 (14.0%) of the respondents disagreed with the statement and lastly 2 (3.7%) of the respondents which is the lowest strongly disagreed with the statement that excellent and adequate training programmes is the best tools to be given to staff in order to give their customer best service quality. 
	[bookmark: _Toc54468357]4.3.15 Proper training is the best strategy to resolve lack of organizational effectiveness.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	26
	38.3
	38.3
	38.3

	
	Agreed
	29
	43.0
	43.0
	81.3

	
	Undecided
	9
	14.0
	14.0
	95.3

	
	Disagreed
	3
	4.7
	4.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 26 of the respondents amounting to 38.0% strongly agreed with the statement that proper training is the best strategy to resolve lack of organizational effectiveness 29 (43.0%) which has the highest of respondents agreed to the statement, 9 (14.0%) of the respondents undecided to the statement 3(4.7%) which is the lowest strongly disagreed to the statement that proper training is the best strategy to resolve lack of organizational effectiveness.
	[bookmark: _Toc54468358]4.3.16 Non-Financial reward system have been the only source to the increase of service quality in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	15
	22.4
	22.4
	22.4

	
	Agreed
	43
	64.5
	64.5
	86.9

	
	Undecided
	9
	13.1
	13.1
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 15 of the respondents amounting to 22.4% strongly agreed to the statement that non-financial reward system have been the only source to the increase of service quality in my organization 43(64.5 %) which has the highest of respondents agreed to the statement and lastly 9 (13.1%) which is the lowest undecided to the statement that non-financial reward system have been the only source to the increase of service quality in my organization.
	[bookmark: _Toc54468359]4.3.17 The best strategy to increase the organizational output is through the non-financial reward system

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	21
	31.8
	31.8
	31.8

	
	Agreed
	28
	41.1
	41.1
	72.9

	
	Undecided
	16
	23.4
	23.4
	96.3

	
	Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 21 of the respondents amounting to 31.8% strongly agreed to the statement that the best strategy to increase the organizational output is through the non-financial reward system 28 (41.1%) which has the highest of respondents agreed to the statement, 16 (23.4%) of the respondents undecided to the statement and lastly 2 (3.7%) which is the lowest disagreed to the statement that the best strategy to increase the organizational output is through the non-financial reward system.
	[bookmark: _Toc54468360]4.3.18 Rewarding employee has been considered as the best strategy used to give resolution to efficiency to meet the set organization target in order to increase its output.


	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	17
	25.2
	25.2
	25.2

	
	Agreed
	22
	32.7
	32.7
	57.9

	
	Undecided
	15
	22.4
	22.4
	80.4

	
	Disagreed
	8
	11.2
	11.2
	91.6

	
	Strongly Disagreed
	6
	8.4
	8.4
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 17 of the respondents amounting to 25.2% strongly agreed to the statement that rewarding employee has been considered as the best strategy used to give resolution to efficiency to meet the set organization target in order to increase its output, 22 (32.7%) which has the highest of respondents agreed to the statement, 15 (22.4%) of the respondents undecided to the statement 8 (11.2%) of the respondents disagreed to the statement and lastly 6 (8.4%) of the respondents which is the lowest strongly disagreed to the statement that rewarding employee has been considered as the best strategy used to give resolution to efficiency to meet the set organization target in order to increase its output
	[bookmark: _Toc54468361]4.3.19 Employees reward system has a significance impact on achieving organizational output.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	19
	28.0
	28.0
	28.0

	
	Agreed
	24
	35.5
	35.5
	63.6

	
	Undecided
	13
	18.7
	18.7
	82.2

	
	Disagreed
	9
	14.0
	14.0
	96.3

	
	Strongly Disagreed
	2
	3.7
	3.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 19 of the respondents amounting to 28.0% strongly agreed to the statement that employees reward system has a significance impact on achieving organizational output 24 (35.5%) which has the highest of respondents agreed to the statement, 13 (18.7%) of the respondents undecided to the statement 9 (14.0%) of the respondents disagreed to the statement and lastly 2 (3.7%) of the respondents which is the lowest strongly disagreed to the statement that employees reward system has a significance impact on achieving organizational output.
	[bookmark: _Toc54468362]4.3.20 Lack of adequate reward system negatively affects output of the organisation.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	26
	38.3
	38.3
	38.3

	
	Agreed
	29
	43.0
	43.0
	81.3

	
	Undecided
	9
	14.0
	14.0
	95.3

	
	Disagreed
	3
	4.7
	4.7
	100.0

	
	Total
	67
	100.0
	100.0
	


Source: Filed survey, 2025
The table above shows that 26 of the respondents amounting to 38.0% strongly agreed to the statement that lack of adequate reward system negatively affects output of the organisation 29 (43.0%) which has the highest of respondents agreed to the statement, 9 (14.0%) of the respondents undecided to the statement 3(4.7%) which is the lowest strongly disagreed to the statement that lack of adequate reward system negatively affects output of the organisation. 
[bookmark: _Toc54468363]4.4 Hypothesis Testing
[bookmark: _Toc54468364]4.4.1 Hypothesis One
HO:  There is no significant effect of Conducive working  Environment on employee’s effectiveness
Effect on the employee’s effectiveness of the organization.
H1: There is a significant effect of Conducive working  Environment on employee’s effectiveness
	Table 4.4.1.1  Model Summary

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

	1
	.761a
	.579
	.576
	1.06033

	a. Predictors: (Constant), Conducive working  Environment


The model summary as indicated in table 4.4.1.1 above shows that R Square is 0.579; this implies that 57% of variation in the dependent variable (Employee’s effectiveness) were explained by the Independent variable (Conducive working  Environment) while the remaining 43% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	4.4.1.2 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	217.837
	1
	217.837
	193.752
	.000b

	
	Residual
	158.527
	65
	1.124
	
	

	
	Total
	376.364
	66
	
	
	

	a. Dependent Variable: Employee’s effectiveness

	b. Predictors: (Constant), Conducive working  Environment


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (217.837) in comparison to the residual sum of squares with value of 158.527 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (193.752) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the Independent variable as a whole can jointly influence the increment in the dependent variable (Employee’s effectiveness).
Table 4.4.1.3
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.684
	.273
	
	9.846
	.000

	
	Conducive working  Environment
	.567
	.041
	.761
	13.919
	.000



Interpretation 
The dependent variable as shown in the table 4.4.1.3 was Employee’s effectiveness. This was used as a yardstick to examine the impact between the two variables (i.e. Conducive working  Environment and Employee’s effectiveness). The predictors is Conducive working  Environment, as depicted in table 4.4.1.3, it is obvious that there is a direct relationship between Conducive working  Environment and Employee’s effectiveness. 
According to the result in the table above Conducive working  Environment t-test coefficient is 13.919 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that Conducive working  Environment has a significant effect on employee’s effectiveness of Sam Pharmaceutical Industry in Ilorin. Hence, it explains how significant hypothesis one is to be recommended to employee’s effectiveness in Sam Pharmaceutical Industry in Ilorin.
[bookmark: _Toc54468365]4.4.2 Test for Hypothesis 2
H0 There is no significant effect of Conducive working  Environment on employee’s efficiency..
H1 There is no significant effect of Conducive working  Environment on employee’s efficiency.
	4.4.2.1  Model Summary

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

	1
	.517a
	.667
	.662
	1.63511

	a. Predictors: (Constant), Conducive working  Environment


The model summary as indicated in table 4.4.2.1 above shows that R Square is 0.667; this implies that 66% of variation in the dependent variable (Employee’s efficiency) were explained by the Independent variable (Conducive working  Environment) while the remaining 34% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	[bookmark: _Toc54468366]4.4.2.2   ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	137.655
	1
	137.655
	51.487
	.000b

	
	Residual
	376.975
	65
	2.674
	
	

	
	Total
	514.629
	66
	
	
	

	a. Dependent Variable: Employee’s efficiency

	b. Predictors: (Constant), Conducive working  Environment 


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (137.655) in comparison to the residual sum of squares with value of 376.975 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (51.487) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable Employee’s efficiency.
	[bookmark: _Toc54468367]4.4.2.3  Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.245
	.420
	
	10.098
	.000

	
	Conducive working  Environment
	.451
	.063
	.517
	7.175
	.000

	a. Dependent Variable: Employee’s efficiency 


Interpretation 
The dependent variable entrepreneurial skill is used as a yardstick to examine the impact between the two variables (i.e. Conducive working  Environment and Employee’s efficiency). The predictors is Conducive working  Environment, as depicted in table 4.4.2.3 it is obvious that there is a direct relationship between Conducive working  Environment and Employee’s efficiency
According to the result in the table above Job satisfaction t-test coefficient is 7.175 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that Conducive working  Environment has a significant effect on employee’s efficiency. Hence, it explains how significant hypothesis one is to be recommended to Sam Pharmaceutical Industry in Ilorin
[bookmark: _Toc54468368]4.4.3 Test for Hypothesis 3
H0 There is no significant effect of Training and development on employee’s effectiveness
H1 There is no significant effect of Training and development on employee’s effectiveness
	[bookmark: _Toc54468369]4.4.3.1 Model Summary

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

	1
	.588a
	.922
	.342
	1.04629

	a. Predictors: (Constant), Training and development 


The model summary as indicated in table 4.4.3.1 above shows that R Square is 0.92; this implies that 92% of variation in the dependent variable (Employee’s effectiveness) were explained by the Independent variable (Training and development ) while the remaining 8% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	[bookmark: _Toc54468370]4.4.3.2 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	99.667
	1
	99.667
	91.043
	.000b

	
	Residual
	188.293
	65
	1.095
	
	

	
	Total
	287.960
	6
	
	
	

	a. Dependent Variable: Employee’s effectiveness


b. Predictors: (Constant), Training and development 
The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (99.667) in comparison to the residual sum of squares with value of 188.293 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (91.043) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Employee’s effectiveness).
	[bookmark: _Toc54468371]4.4.3.3 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.618
	.282
	
	2.192
	.030

	
	Training and development  
	.613
	.064
	.588
	9.542
	.000


a. Dependent Variable: Employee’s effectiveness 


Interpretation 
The dependent variable Entrepreneurial skill was used as a yardstick to examine the impact between the two variables (i.e. Training and development and Employee’s effectiveness). The predictors is Training and development this has a direct relationship between business management skill and Employee’s effectiveness. 
According to the result in the table above business management skill t-test coefficient is 9.542 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level.
[bookmark: _Toc54468372]4.4.4 Test for Hypothesis 4
H0There is no significant effect of training and development on employee’s efficiency. 
H1There is no significant effect of training and development on employee’s efficiency. 
	[bookmark: _Toc54468373]4.4.4.1 Model Summary

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

	1
	.788a
	.620
	.618
	1.04369

	a. Predictors: (Constant), Training and development


The model summary as indicated in table 4.3.1.9 above shows that R Square is 0.62; this implies that 62% of variation in the dependent variable  (Employee’s efficiency) were explained by the Independent variable (Training and development) while the remaining 8% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	[bookmark: _Toc54468374]4.4.4.2 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	305.953
	1
	305.953
	280.875
	.000b

	
	Residual
	187.357
	65
	1.089
	
	

	
	Total
	493.310
	66
	
	
	

	a. Dependent Variable: Employee’s efficiency.  

	b. Predictors: (Constant), Training and development


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (305.953) in comparison to the residual sum of squares with value of 187.357 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (280.875) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (employee’s efficiency).
	[bookmark: _Toc54468375]4.4.4.3 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.737
	.256
	
	-2.877
	.005

	
	Training and development
	1.138
	.068
	.788
	16.759
	.000

	a. Dependent Variable: Employee’s efficiency. 


Interpretation 
Entrepreneurial skill was used as a yardstick to examine the impact between the two variables (i.e. Training and development and Employee’s efficiency). The predictors is Training and development, it is obvious that there is a direct relationship between Training and development and Employee’s efficiency. . 
According to the result in the table above Training and development t-test coefficient is 9.542 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that Training and development has significant effect on employee’s efficiency in SAM Pharmaceutical Industry in Ilorin. Hence, it explains how significant hypothesis two is to be recommended to SAM Pharmaceutical Industry in Ilorin
[bookmark: _Toc54468376]4.5 Discussion of Results
This study examines ‘“Effect of Non-Financial Reward on Employees Performance in Manufacturing Industry in Ilorin. The X construct is Non-Financial Reward in which two variables were to demystify from the concept of Non-Financial Reward which includes two variables which are Conducive working  environment and training and development while Y construct which is Employee performance also consists of two variables which include employee’s effectiveness and employee’s efficiency.  The study tries to employees performance is affected by non-financial reward. The findings however  shows a linear relationship between the two variables used to measure the two constructs after the postulation of four hypotheses which invariably declares that non-financial reward plays an important role in contributing to the performance of employee in SAM pharmaceutical industry, Ilorin. Also from information gathered through questionnaires distributed within the staffs of this organization. 




[bookmark: _Toc54468377]

CHAPTER FIVE
[bookmark: _Toc54468378]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc54468380]5.1 Summary of findings
This section presents the summary of the study as related to the set hypotheses; hence, the following are the summary of the findings.
Hypothesis one states that there is no significant effect of Conducive working  Environment on employee’s effectiveness. However, the null hypothesis was rejected and alternate accepted which states that there is a significant effect of Conducive working  environment on employee’s effectiveness. Also, the study revealed that Conducive working  environment on employee’s effectiveness in the past years and this has brought continuous improvement in the performance of the product in the organization as a result of the adoption. Hence, it can be stated that Conducive working  environment does affect employee’s effectiveness. This aligns with the study of Kennedy (2021) where it was revealed that Conducive working  environment has a significant impact on employee’s effectiveness in SAM pharmaceutical manufacturing industry towards the improvement of organizational goals.
Hypothesis two states that the there is no significant effect of Conducive working  environment on employee’s efficiency. Hence, the null hypothesis was rejected and alternate accepted. The study also revealed that serious attention to Conducive working  environment is crucial as its helps in employee’s efficiency of the organization. 
Hypothesis three states that there is no significant effect of training and development on employee’s effectiveness. Conversely, the null hypothesis was rejected and alternate accepted. The result then revealed that training and development adopted by SAM pharmaceutical manufacturing industry assists in improving the employee’s effectiveness and also the output of the organization is often influenced by the training and development adopted. In addition, the study revealed that increase in employee’s effectiveness is as a result of employee’s effectiveness adopted. This study also aligns with the study of Ngari (2021) where it was revealed that one of the most effective tools used in enhancing employee’s effectiveness.
Hypothesis four states that training and development does not have a positive impacts on the employee’s efficiency. However, the study rejected the null and accepts the alternate hypothesis which states that there is a significant effect of training and development on employee’s efficiency. The study also revealed that increase in employee’s effectiveness depends on the level of training and development. This supports the findings of Newstrom and Davies (2002). 
[bookmark: _Toc54468381]5.2 Conclusions
For the purpose of this research, the study concludes that;
1. Conducive working environment does affect the efficiency of employees in SAM pharmaceutical manufacturing industry. Also, the study concludes that continuous improvement in employees training and development leads to an improvement in employee’s efficiency
2. Employee’s effectiveness may be affected by Conducive working environment.  Furthermore, it was concluded that strategies use in enhancing Conducive working environment often assist in increasing employees effectiveness.
3. Training and Development significantly affects the effectiveness of employees in SAM pharmaceutical manufacturing industry. Also that employee’s effectiveness of an organization is often influenced by training and development.
4. Employee’s efficiency may significantly be affected by the level of training and development  of SAM pharmaceutical manufacturing industry
[bookmark: _Toc54468382]5.3 Recommendations
In relations to the above findings and conclusion, the study recommends that;
1. Conducive working environment should be further intensified as finding has shown how significant it is to SAM pharmaceutical manufacturing industry. This will eventually tell on the efficiency of employees in the organisation.
2. SAM pharmaceutical manufacturing industry and other organizations should also align the issue of Conducive working  environment with the organization policy in order to assist in building the employee’s efficiency
3. SAM pharmaceutical manufacturing industry and other organization should step up the level of training and development as this will enhance and also makes employees effective in return, this will help increase the output of the organization
4. SAM pharmaceutical manufacturing industry should increase the mode of the training and development as this will positively affects the efficiency of employees in the organization. 



[bookmark: _Toc54468385]
REFRENCES
Armstrong, M. (2021). A Handbook of Human Resource Management Practice (11 Ed.) Cambridge, UK: Kogan Page Limited.  
Anderson, C., &Geldenhuys, D. (2021). The strategic importance of motivational rewards for lower-level employees in the manufacturing and retailing industries. South African Journal of Industrial Psychology, 33 (3), 15-23.  
Ayinde, M. S.,(2020), Relationship between employee recognition and employee contribution in service industry. International Journal of Business and Marketing Management 1 (1), 1-8 
Ahmed, S., Mohamed, T., Oyagi, B., &Tirimba, O. I. (2021). Assessment of Non-Financial Motivation on Employee Productivity: Case of Ministry of Finance Headquarters in Hargeisa Somaliland. International Journal of Business Management & Economic Research, 6(6), 400-416. 
Bratton, K. (2021). A Study of Motivation: How to get your Employees Moving. SPEA Honors Thesis, (2022). Indiana University: 5-16 
Frayne, C. A..&Geringer, M. J. (2020), Self-management training for improving job performance: A field experiment involving salespeople. Journal of Applied Psychology, 85, 36 1-372. 
 Greenberg, J. (2020). The impact of Training and Development on Job Performance (A Case Study of the Judicial Service of Ghana) (MBA Thesis). Kwame Nkrumah University of Science and Technology. 
John Bernardin (2021), Human Resource management: An Experimental Approach’, Third Edition, Tata .Publishing Company, New Delhi. 
John Tippet, Ron Kluvers., (2021), Employee Rewards and Motivation in Non-Profit Organizations. Case Study from Australia. International Journal of Business and Management, 4(3), pp7-14. 
Hackman, J.R. and Oldham, G.R. (2021), Development of the Job Diagnostic Survey, Journal of Applied Psychology, Vol. 60, pp. 159-170.  
Hameed, A., Ramzan, M., &Zubair, H. M. K. (2021). Impact of Compensation on Employee performance (Empirical Evidence from Banking Sector of Pakistan). International Journal of Business and social Science, 5(2), 302-309.
Hatice Ö. (2022). The influence of intrinsic and extrinsic rewards on employee results: an empirical analysis in turkish manufacturing industry. Business and Economics Research Journal
Heyman, James and Ariely, Dan. (2022). Effort for Payment: A Tale of Two Markets, Psychological Science, 15 (11). 787-793. 
Josephine W. N., (2021). Non-financial reward and employee retention in private primary schools in Kenya (Kiambu County) 
Kilbourn, J. E. (2022). The paradox of safety hopes and rewards: are you rewarding the right behaviour? Professional Safety, pp. 37-39. 
Keitany, B. J. (2021). Perceived relationship between employee welfare programs and employee performance at Kenya Pipeline Company (MBA Thesis). University of Nairobi.  
Momanyi, G. O., Adoyo, M. A., Mwangi, E. M., &Mokua, D. O. (2022). Value of training on motivation among health workers in Narok County, Kenya. Pan African Medical Journal, 23(1), 261. 
Mohammad, S. A., Indra, D. S. and Abu B. A. (2020). Relationship between motivational factors and job performance of employees in Malaysian Service Industry. Canadian Center of Science and Education. 
Navarro, P. (2021). The MBA core curricula of top-ranked U.S. business schools: A study in failure? Academy of Management Learning & Education, 7(1), 108-123.  
Ngari, M. N. (2021). Influence of In-service training on Employee Performance; A Case study of Judiciary’s Lower Court’s in Nairobi County, Kenya (M.Sc. Dissertation). University of Nairobi.
Neelam, M. (2022). "Resource and output trends in the united states since 1870". American Economic Review. 46 (2): 5–23. 
Okanga, D. A., & Kamara, M. (2017). Influence of staff motivation on the performance of Thika Level 5 Hospital in Kenya. Journal of Business and change management, 4(2), 481-495.
Otieno, B. B. A., Waiganjo, E., &Njeru, A. (2021). Effect of Employee Communication on Organisation Performance in Kenya’s Horticultural Sector. International Journal of Business Administration, 6(2), 138-145. 
Owusu-Boateng, W., &Jeduah, B.A. (2021). Effects of Organizational Communication on Employee Performance: A Case of Agricultural development Bank, Tamale. Public Policy and Administration Research, 4(6), 67-80.
Pucket, D. H., Chakraborty, S., Mahapatra, P., & Steinhardt, L. (2020). Job satisfaction and motivation of health workers in public and private sectors: cross-sectional analysis from two Indian states. Human resources for health, 8(1), 27.
Syukra, A., (2021). The Relationship between training, compensation and employment promotion with labor productivity employees in public health centre (Puskesmas) of Bukittinggi–West Sumatera, Indonesia. Global Journal of Biology, Agriculture and Health Sciences 3(2).44-48 



47

