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ABSTRACT
This research proposes to investigate the effect of incentives skills on labours’ productivity in Building construction using Lagos state as a case study. The objectives of the study are to identify the types of incentives used in construction Firm, and to identify the effect of incentives on construction industry generally. Three main research questions were formulated for the study to guide through the project. The population of the study consists of Architects, Builders, Engineers and Quantity Surveyors active in the construction in the construction industry. sixty well-structured questionnaires were distributed and fifty-five questionnaires were retrieved. The data collected were analyzed with descriptive statistics of frequency and percentile. The research shows the respondents were of the opinion that there is a significant relationship between the use of incentive programme and worker’s performance as it reduces project time and cost, improves quality and enhances achievement of desired outcome
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CHAPTER ONE
1.0	INTRODUCTION
1.1	BACKGROUND TO THE STUDY
All organizations are concerned with what should be done to achieve sustained high levels of performance through workers. So therefore Olugbenga (2011), defined incentive as a rewards given to an individual or group that cause them to respond with specific behaviours. Stolovitch (2002) defined incentives as something or item valued by an individual or group that is offered in exchange for increased performance. Incentives can be positive or negative, tangible or intangible. 
According to Olugbenga (2011), incentive may be financial, or nonfinancial. Such rewards may be available to workers, workers, or top managers. Whether the incentive is linked directly to such items as safety, quality or absenteeism, the reward follows successful performance.
 Edwinah (2013), defined reward as a powerful human resource management tools for employment, retention, and inspiration for work done. It is a factor that must be considered if organizations want to remain competitive in its industry. What employees expect of their employers is no longer just “a reasonable day’s pay for a reasonable day’s work” but rather a competitive remuneration package with new innovative methods of providing benefits. 
Incentive provides employees with a tangible reward for their services to the organization. It also provides them with a source of livelihood. Incentive programmes are vital to both organizations and employees. According to Rao (2011), incentive schemes are programmes developed purposely to encourage a specific course of action or stimulate workers to behave in a particular manner. Rao (2011), incentive schemes envisage a basic rate usually on time basis, applicable to all workers and incentive rates payable to the more efficient among workers as extra compensation for their deserved performance in terms of cost, time and quality. Specific types of incentive schemes used in the construction industry include the profit sharing, day work, piecework, standard time or hour system, hour saved system, etc. (Harris and McCaffer, 2005).
  1.2	STATEMENT OF THE PROBLEM
Incentives has created a lot of challenges to workers input and output in construction industry. The negligence of adequate structure in pay incentive, fringe incentive, and bonus and over time benefits has caused a lot of inequitable justice on the administration of incentive scheme. The resultant effect on employee performance could be negative. 
The negative attributes can be seen as poor turnover, poor product quality improvement, job dissatisfaction, low morale, low commitment, absenteeism, low turnover intentions to stay with the organization.
Companies are spending huge amounts of money on their reward programs which aim at motivating, retaining, committing and attracting new workers in the construction industries, despite the great amount of money used in these incentives and rewards, only few of the constriction workers are able to justify and measure whether they are efficient. 
1.3	AIM OF THE STUDY
The aim of the study is to investigate into the influence of incentives on workers’ performance in the Nigerian construction industry as a means to identify those which result in the improvement on the performance of construction workers.
Thus, it further investigates how incentive system influence workers input and output in the construction industry at large.
1.4	OBJECTIVES OF THE STUDY
The objectives of the study are as follows: 
1. To identify the types of incentives used in construction Industry

2. To identify the effects of incentives skills on labour productivity in the construction industry

3. to examine the challenges and limitations in implementing incentives programs in the construction sector 
1.5	RESEARCH QUESTIONS
1. What are the productivity impact of incentives on workers in construction Industry?
2. Does incentives positively affects the output of labour in the construction industry?
3. what are the types of incentives used in the construction industry?
4. Does the construction industry cater for its workers through good incentives program?
1.6	SIGNIFICANCE OF THE STUDY
This work would be useful and beneficial not only to students of Kwara State Polytechnic alone, but to other students in various schools in Nigeria. It will also help to contribute to the existing body of knowledge among students in various schools and serve as a reference for future research work. 
The study is very important as it will enhance further development in construction industries in taking a quick reference.


1.7	SCOPE OF THE STUDY
This research investigates the influence of incentives on workers’ performance in the Nigerian construction industry. It is limited to making finding about how incentives influence on the performance of workers in terms of input and output.
1.8	LIMITATION OF THE STUDY
Financial constraint- Insufficient fund tends to impede the efficiency of the researcher in sourcing for the relevant materials, literature or information and in the process of data collection (internet, questionnaire and interview). 
Time constraint- The researcher will simultaneously engage in this study with other academic work. This consequently will cut down on the time devoted for the research work.
1.9	DEFINITION OF TERMS
Effect: a powerful or major impact or effect on someone or something 
Incentives: an act or a thing that motivates or encourages someone to do something. Something that incites or tends to incite to action. 
 Labour: someone employed as part of a construction crew and will perform tasks that often involve physical labour on construction.
Productivity: the state or quality of being productive. The state or fact of being able to generate, create goods and services. The output as regards something.
Construction Industry: a branch of manufacture and trade based on building, maintaining and repairing structures. 
                            
CHAPTER TWO
2.0	REVIEW OF RELATED LITERATURE

2.1	INTRODUCTION
Construction industry has always been one of the largest industries in Nigeria. In the last decade, with greater emphasis being given on infrastructure development, the industry has grown by leaps and bounds both in quantitative and qualitative terms. The business is no longer restricted to construction of residential buildings or factories but has extended to a wide range of services like construction of residential and commercial complexes, shopping and entertainment malls, industrial and software parks / towns, regional and national highways, roads, bridges, sea ports, airports, irrigation and water treatment projects, canals and so on. Nigeria has become a major outsourcing hub of the world in sectors like Information technology, Business Processes, Pharmaceuticals, Gem and jewellery, Biotechnology and Manufacturing. 
This has resulted in a major surge in demand for quality commercial and industrial construction services. Further, with increasing concentration of highly paid working class in the commercial and industrial cities, the need for increased residential, shopping and entertainment related constructions has also surged. Along with increasing demand the construction business is also witnessing surging competition.  The competition is not only within Nigerian players, but also from international players who see Nigeria as a large and growing market in the construction field. 
In today's business world, with increased complexities & competition, the management have become a crucial area of interest. Management is playing a key role in today's corporate sector. In present scenario, the success or failure of an organization mostly depends on its management.
 Management is playing an important role by taking up the efficiency, productivity of an organization at higher levels. Management study has become a 'must do' situation for any organization. Today. for implementing any particular approach of management, it has become necessary to go through various concepts of management. It doesn’t know of any major project backed by good ideas, vigor and enthusiasm that has been stopped by shortage of cash. I do know industries whose growth has been partly stopped or hampered because they can't maintain an efficient labor force and I think this will hold true even more in the future - Fred K Foulkes.
2.2	CONCEPTUAL FRAMEWORK
2.2.1	Concept of Incentive
The term "incentives", "Rewards", and "Recognition" are used interchangeably in the organization setting and Incentives can be defined as a monetary and non-monetary aspect of improving or enhancing the performance of workers in construction industry. Furthermore, incentives is a means of boosting the rate at which the workers in construction industries work overtime for the company to meet up a particular task and also, it identify the importance of workers to the management of construction industry. Furthermore, there is no broader difference among them. However, the main category is the incentives. 
Meridith (2015) defines incentives as any source medium that encourages an employee or group of employee's to perform better and to exert more effort beyond expectations. Basically incentives are divided into two main groups: Financial incentives and non-financial. Financial incentives include direct payment of cash while non-financial. incentives may be involvement in decision. Hartman, Kurtzand and Moser (1994) state that incentives are one technique by employee's" carry out their end of the employment contract, that is, compensating employees for their efforts. In general, an incentive scheme (payment or programme) is any compensation that has been designed to recognize some specific accomplishment on the part of an employee. It is expected that the prospect of the incentive payment will “trigger" the desired employee's productivity behaviour in the employee. Incentives are either individual or group (organization wide). In this study, financial incentives are designed to motivate employee's to improve their employee's productivity to increase effort and output and by producing better results expressed in such terms as objectives for profit, productivity, sales turnover, cost reduction, quality customer service and on time delivery. This financial compensation provides extra money for achievement in terms of contribution or output. The emphasis in financial compensation is on equity, in the sense of paying people according to their just deserts". Incentive schemes relate compensation to productivity. 
2.2.2	Types of Incentives
Incentives can be defined as monetary or non-monetary reward offered to the workers for contributing more efficiency. Incentive can be extra payment or something more than the regular salary or wage. Incentive acts as a very good stimulator or motivator because it encourages the workers to improve their efficiency level and reach the target. The two common types of incentives are:
1. Monetary or Financial Incentives
The reward or incentive which can be calculated in terms of money is known as monetary incentive. These incentives are offered to workers who have more physiological, social and security need active in them. The common monetary incentives
are:
i. Pay and allowances: Regular increments in salary every year and grant of allowance act as good motivators. In some organizations pay hikes and allowances are directly linked with the performance of the employee. To get increment and allowance workers perform to their best ability.
ii. Profits sharing: The organization offer share in the profits to the workers as a common incentive for encouraging the workers for working efficiently. Under profits sharing schemes generally the companies fix a percentage of profits, and if the profits exceed that percentage then the surplus profits are distributed among the workers. It encourages the workers to work efficiently to increase the profits of the company so that they can get share in the profits.
iii. Co-partnership/stock option: Sharing the profit does not give ownership right to the workers. Many companies offer share in management or participation in management along with share in profit to its workers as an incentive to get efficient working form the workers. The co-partnership is offered by issue of shares on exceeding a fixed target.
iv. Bonus: Bonus is a onetime extra reward offered to the employee for sharing high performance. Generally, when the workers reach their target or exceed the target then they are paid extra amount called bonus. Bonus is also given in the form of free trips to foreign countries, paid vacations or gold etc. some companies have the scheme of offering bonus during the festival times.
v. Commission: Commission is the common incentive offered to workers working under sales department. Generally, the sales personal gets the basic salary and also with these efforts put in by them. 
vi. Suggestion system: Under suggestion system the workers are given reward if the organization gains with the suggestion offered by the employee. For example, if an employee suggests a cost saving technique of then extra payment is given to employee for giving that suggestion. The amount of reward or payment given to the employee under suggestion system depends on the gain or benefit which organization gets with that suggestion it is a very good incentive to keep the initiative level of workers high.
vii. Productivity linked with wage incentive: These are wage rate plans which offer higher wages for more productivity. Under differential piece wage system efficient workers are paid higher wages as compared to inefficient workers. To get higher wages workers perform efficiently.
viii. Retirement benefits. Some organizations offer retirement benefits such as pension, provident fund, gratuity etc. to motivate people. These incentives are suitable for workers who have security and safety need.
ix. Perks/ fringe Benefits/ perquisites: If refers to special benefits such as medical facility, free education for children, housing facility etc. these benefits are over and above salary. These extra benefits are related with the performance of the workers.
2. Non-Monetary/Non-Financial Incentives
Money is not the only motivator, the workers who have more of esteem and self-actualization need active in them get satisfied with the non-monetary incentives only. The incentives which cannot be calculated terms of money are known as non-monetary incentives. Generally, people working at high job position or at high rank get satisfied with non-monetary incentives. The common means or ways of non-monetary incentives are:
i. Status. Status refers to rank, authority, responsibility, recognition and prestige related to job. By offering higher status or rank in the organization managers can motivate workers having esteem and self- actualization need active in them.
ii. Organizational climate. It refers to relations between superior/ subordinates. These are the characteristics which describe and organization. These characteristics have direct influence over the behavior of a member. A positive approach adapted by manager creates better organizational climate whereas negative approach may spoil the climate, Workers are always motivated in the healthy organizational climate.
iii. Career advancement. Managers must provide promotional opportunities to workers. Whenever there are promotional opportunities workers improve their skill and efficiency with the hope that they will be promoted to high level. Promotion is a very big stimulator or motivator which induces people to perform to their best level.
iv. Job enrichment/ assignment of challenging job. Workers get bored by performing routine job. They enjoy doing jobs which offer them variety and opportunity to show their skill. By offering challenging jobs, autonomy to perform job, interesting jobs, workers get satisfied and they are motivated. Interesting, enriched and challenging job itself is a very good motivator or stimulator.
v. Employee's recognition: Recognition means giving special regard or respect which satisfies the ego of the subordinates. Ego-satisfaction is a very good motivator. Whenever the good efforts or the positive attitudes are show by the subordinates then it must be recognized by the superior in public or in presence of other workers. Whenever if there is any negative attitude or mistake is done by subordinate then it should be discussed in private by calling the employee in cabin. Examples of employee's recognition are congratulating employee for good performance, displaying the achievement of employee, giving certificate of achievement. distributing mementos, gifts etc.
vi. Job security: Job security means life time bonding between workers and organization. Job security means giving permanent or confirmation letter. Job security ensures safety and security need but it may have negative impact. Once the workers get job secured they lose interest in job. 

2.3	INCENTIVE PLANS

An incentive scheme is a plan to motivate individual or group performance. An incentive scheme basically involves monetary rewards, ie, incentive pay but also includes non-monetary rewards. Incentives are variable rewards granted according to level of achievement of specific results. Incentives are payment for performance or payment by results. In other words, an incentive plan must include in its purview the characteristics of tim based and output-based systems of wage payment. 
There are a large number of such plans that are applied in industrial concerns these days However, before these different types of plans are discussed, the various requirements of a sound wage-incentive system must be noted.
2.3.1	Characteristics of Sound Incentive Plans Are:
1. The incentive plan consist of both monetary and nonmonetary schemes
2. The incentive plan must be guaranteed minimum wages to all employees of the organisation.
3. The incentive plan should be properly communicated to all the employees of the organisation to encourage both individual and group performance.
4. The employee is expected to perform his task within the standard time because the standard time is fixed and set after making job analysis or time and motion study. Characteristics of Incentive:
(a) Incentives have direct linking to performance.
(b) Incentives induce the employee to move from existing level of performance to optimum achievable performance.
(c) It helps to improve level of technology and thus increases productivity.
(d) Incentives are measurable in monetary terms.
(e) The timing, accuracy and frequency of incentives or the very basis of successful incentive plans.
(f) Incentive plan encourages attendance and reduces absenteeism.
(g) Incentives vary from person to person, depending on their performance.
(h) Minimum wages are guaranteed to all workers.
2.4	FEATURES OF INCENTIVE
An incentive plan has the following important features:
a. An incentive plan may consist of both 'monetary' and 'non-monetary' elements. Mixed elements can provide the diversity needed to match the needs of individual employees.
b. The timing, accuracy and frequency of incentives are the very basis of a successful incentive plan.
c. The plan requires that it should be properly communicated to the employees to encourage individual performance, provide feedback and encourage redirection. A manager takes different measures to motivate the employees to improve their performance. These measures are called incentives which can be financial or non-financial. Financial incentives refer to those incentives which are in direct monetary form or are measurable in monetary terms. They serve to motivate the employees for better performance.
2.4.1	Financial incentives are as follows:
a. Profit sharing - It is often discussed that labour being the live factor in production, is entitled to share in the surplus earned by his firm. Employers often use this device to extort their loyalty and reduce the influence of trade unions. This provides group incentive to the workers for higher productivity and greater profitability.
b. Co-partnership - Under this system, employees are offered company shares at a price lower than the market price. Thus, employees share the capital as well as profits. The workers get their usual wages, a share in the profits of the company and a share in the management of the company as well. When co-partnership operates with profit sharing, the employees are allowed to leave their bonus with the company as shares (bonus shares).
c. Bonus - It is a reward that is offered on a one-time basis for high performance. A bonus may be in cash or in some other form, e.g., many sales organisations periodically offer prizes, such as trips, for their top sales people.
d. Commission/Productivity linked wage incentives - Under this plan, a sales person be paid a guaranteed base salary plus a commission on sales. A commission plan has the advantage at relating rewards directly to performance.
2.5	EFFECT OF INCENTIVES ON WORKERS IN CONSTRUCTION INDUSTRIES
1. All organizations are concerned with what should be done to achieve sustained high levels of performance through workers. So therefore incentive as a rewards given to an individual or group that cause them to respond with specific behaviors which help the construction industries to achieve their work on time specifically when there is time frame for the current project at hand. 
2. Therefore, output increase of the construction sector not only rises earnings and profit of those working in that sector but also contribute to improvement of worker’s performance in construction industries. 
3. Incentives improve the standard of living of the workers on site because this will be added to their wages/salary and is also serves as an additional income for the workers in construction industries
4. Incentives help the company/firm to achieve their goal/work on time
5. It helps the workers in construction industries to identify their strength and usefulness to the company that without them the company won’t move forward It helps the workers to know how positively their have contributed to the growth and development of construction industries.
6. It makes the construction industries to identify the strong and weak workers among their workers should incase there is an emergence task to be carried out they will know the workers to assigned the job too.
7. Incentives plays vital role in construction industries because workers work day and night and due to incentives the company meet up with their task and add more to the name of construction industries.
8. Incentives has been a very good instrument for the construction industries in speeding up their jobs.
2.6	OTHER FACTORS THAT HAVE AN EFFECT ON WORKER PERFORMANCE
Robbins (2003) emphasized the importance of worker job satisfaction as a factor influencing, amongst others, worker work performance. He argues that, happy workers are not necessarily productive workers. This argument is in line with Poisat"s (2006) deduction that, satisfied workers are not necessarily productive workers. Robbins (2003), however, suggests that the opposite might be more accurate that productivity will probably lead to satisfaction.
Spreitzer and Quinn (2001) points on the feeling workers have of losing control over their work when they argue that, it has become a challenge for organizations to create an organizational culture where all workers would want to work to their full potential and where they can take initiative and act as an owner of the 
firm. They claim that, organizations that can create such a culture will attract and keep the best and the brightest workers who perform highly and hence generate an important competitive advantage.
When workers did not know what management desired, because no clear goals were given, they felt that lower levels of creativity resulted. In a study of 400 project teams, Pinto and Prescott (1988) found that, a clearly stated mission enabled teams to focus on the development of new ideas and subsequently predicted successful innovations.

















CHAPTER THREE
3.0	RESEARCH METHODOLOGY
3.1	Introduction 
This chapter deals with the method employed in solving the problem of the study. It discusses the research design approach used, the study area, population of the study, sample and sampling techniques used. It also examines the instruments used for the study, the method of administration and collection of questionnaire for the study.
3.2	Research Design 
The type of research that will be carried out is descriptive using survey method and the reason for using this type of method is because the research is not experimental. 
3.3	Population of Study 
The population of the study consisted of Architects, Builders, Engineers and Quantity Surveyors active in the construction in the construction industry. A total number of 60 questionnaires will serve as the entire population. The questionnaire will be given to 20 Architects, 20 builders, 10 Engineers and 10 Quantity Surveyor which are built environment practicing professionals
3.4	Method of Data Collection
The method of data collection for this research is basically on two sources which are primary and secondary source. Primary source: The primary data were obtained through questionnaire and interview. The respondents include consultants and contractors on various construction site. Secondary mean: In the secondary means, works of previous researchers on the topic will be reviewed. This will be by consulting textbooks, journal, newspaper etc. that previously deal with research topic method of data analysis 
3.6	Research Instrument
 	The methods adopted in collecting these data are: 
a. Relevant information was extracted from textbooks, journal, magazines, and published and unpublished studies relevant for the literature review. So, those theories can be compared with the information that was gotten from the numerous establishments.
 b. Oral interview were conducted among the representative of the selected establishment as sample size as related to their experience in the Construction Industry
 c. Structured questionnaires were also administered on the chosen establishment selected to collection relevant information relating to the study. 
3.7	Data Analysis
In the method of data analysis, this descriptive static of frequencies and percentage will be used for the collection of demographic data will be tested using Likert scale statistics. It is important to identify the type of scale used in the analysis since the statistical test is dependent on the type of scale. Four types of scale are identified as ordinary, ratio, nominal and interval. In this research the ordinal scale of data (Likert Scale) was used whereby 1= Strongly Disagree (SD), 2= Disagree (D), 3= Agree (A), 4= Strongly Agree (SA). 
The result would be analyzed in percentage and figure using descriptive statistics and presented in the form of pie charts and tables.



CHAPTER FOUR
4.0	DATA ANALYSIS AND PRESENTATION
4.1	Introduction 
Presentation and data analysis was done using tables, percentiles, and demographic representation of the respondents. Efforts is made to present data and analyze data.
This chapter is prepared to collaborate and expatiate the information gotten from respondents of the Estate Surveyor, Bureau of Land, Developer in respect to the topic. 
4.2 Administration and Retrieval of Questionnaires.
A total number of 60 questionnaires were administered to the said area for proper understanding and insight of incentive effect on workers in construction industry. 
Table 1: shows how the Questionnaires was administered
	Respondent
	Questionnaires Distributed 
	Questionnaire Collected 
	Percentage of Questionnaires 

	Medium construction firm
	30
	30
	54.5

	Small construction firm
	30
	25
	45.5

	Total 
	60
	55
	100


 Source: Field Survey, 2025
From the above table, 30 questionnaires were distributed to medium construction, while 30 questionnaires were distributed to small construction firm. The total number of questionnaires retrieved was 55.

4.3: Presentation of Data
Table 2: Sex of Respondent 
	Response 
	Frequency 
	Percentage 

	Male 
	35
	63.6

	Female 20 
	20 
	36.4 

	Total 
	55
	100


Source: Field Survey, 2025
The table above showed that out 55 respondents, 35 were male representing 63.6% while 20 were female representing 36.4%
Table 2: Age of Respondents 
	Age 
	Frequency 
	Percentage 

	20 -30 
	30 
	54.5

	31 -40
	15 
	27.2

	41- 50 
	10 
	18.3

	Total 
	55
	100


Source: Field Survey, 2025
The table above shows that 54.5 were between 20-30 years, 31 – 40,41-50 were 15, 10, representing 27.2%, 18.3% respectively. 





Table 3: Occupation of the Respondent 
	Occupation 
	Frequency 
	Percentage

	Civil Servant 
	15
	27.2

	Public servant 
	10
	18.3

	Self employed 
	20
	36.4

	Others 
	10 
	18.3

	Total 
	55
	100


Source: Field Survey, 2025
Above table that 15 were civil servant representing 27.2%, public servants were 10 with 18.3%, self-employed were 20 showing 36.4% while others indicate 10 18.3%
Table 4: Job position of the respondent
	Response 
	Frequency 
	Percentage 

	Builder 
	15
	27.2

	Architect 
	10
	18.3

	Civil Engineer 
	20
	36.4

	Quantity Surveyor 
	10
	18.3

	Total 
	55
	100


Above table show 15 respondents representing 27.2% are builders, 10 respondents are architects representing 18.3% while 20 respondents are civil Engineer with 36.4% which constitute majority of the respondents. Also 10 respondents are quantity surveyor represented by 18.3%



Table 5: working Experience of the Respondents 
	Responses 
	Frequency 
	Percentage 

	1- 5 years 
	13
	23.6

	6-10 years
	27
	49.1

	11-15 years 
	10
	18.2

	16-20 years 
	5
	9.1

	Total 
	55
	100


Source: Field Survey, 2025
The table above showed that 13 respondent representing 23.6% has nothing less than 1-5 years, 49.1 % has 6-10 years of experience. 18.2 % were of the opinion that they had 11-15 years of experience, while 5 respondents agreed on 16-20 years which constitute 9.1 %
Table 7: what type of incentive do you offer in your Construction Company?
	Response 
	Frequency 
	Percentage 

	Financial incentives 
	40 
	72.7

	Non – financial 
	15 
	27.3

	Total 
	55
	100


Source: Field Survey, 2025
Table above showed that out of 55 respondents, 55 (72.7%) used financial incentives while 15 (27.3%) use non-financial incentives. 



Table 8: Effect of incentives on workers in your company
	Response 
	Frequency 
	Percentage 

	To help standard of living 
	5
	9.1

	To help the workers in the company to identify their strength 
	10 
	18.3

	It helps workers to know how positively they contribute to the company 
	10
	18.3

	All the above 
	30 
	54.5 

	Total 
	55
	100


Source: Field Survey, 2025
The table above indicate that all the aforementioned representing 30 (54.4%) are majorly be represented by the majority.
4.4 Analysis of Section B
Address the effect of incentives on workers in construction industries 
Please tick ( ) the extent you believe the following effect of incentive will have on workers in construction industries. 
	Questions 
	Response 
	Frequency 
	Percentage 

	Incentive has a significant impact or effect on workers in construction industries 
	SA
A
U
SD
D
Total 
	30
20
-
-
5
55
	54.5
36.4


19.1
100

	Workers performance rate in construction industries site or offices are determine by good or bad incentives 
	SA
A
U
SD
D
Total
	20
30
5
-
-
55
	36.4
54.5
19.1


100

	Performance appraisal done on workers time to time can help positive output in construction industries 
	SA
A
U
SD
D
Total 

	5
35
5
-
10
55
	19.1
63.6
19.1

18.2
100

	Incentives are filled with diverse workers but level of participation and output is basically determine by good incentive 
	SA
A
U
SD
D
Total 
	35
10
5
-
10
55
	63.1
18.2
19.1

18.2
100

	Proper human and material management inform of incentive package positive contribute to the growth of workers in construction industries 
	SA
A
U
SD
D
Total 
	5
35
5
-
10
55
	19.1
63.6
19.1

18.2
100

	
	
	
	







4.4	Discussion of Findings
The analysis on the above table shows that 54.5% of the respondents strongly agreed to the proposition that incentives has a significant effect on workers in construction industries and it poses either positive or negative effect on organizational performance. Item two reveals that 36.4% agreed, 54.5% strongly agreed which resulted into major positivity in the response above that workers’ performance rate in construction industries, site or offices are determine by good or bad incentives. 
In item three of the table above, Performance appraisal done on workers time to time can help boost positive output in construction industries 63.6% are responses from the respondents who agreed to the proposition, and the 17.5% responses was shown to be indifferent. Item four of the questionnaire analysis shows that Incentives are filled with diverse workers but level of participation and output is basically determining by good incentives owing to 100% agreement recorded from the respondents' responses. 
Item five in the analysis pointed out that Proper human and material management inform of incentive package positive contribute to the growth of workers in construction industries as 63.6% of the respondents agreed to the proposition, while no respondents views were undecided. 
The sixth item proposed that Output in construction industries are basically determined by the level/amount of incentive yield the table recorded 54.5% of the respondents who agreed that it can be managed, and 36.4% responses chose strongly agreed. 
The seventh item of the questionnaire analysis reveals that Construction industries in Nigeria cater for the well-being of its workers through good incentives, majority of the respondents strongly agreed to the statement, agreed respectively. Item eight of the table shows that 63.6% of the respondents agreed to the proposition which states that Different form of construction done in the industries determines the level of participation and growth of workers on construction site while 19.1% was recorded as undecided and 18.1% disagree. 
Item nine reveals that 63.1% respondents agreed introducing incentives on workers in construction industries helps to meet up a particular task while 18.2% agreed. 19.1% were undecided and 18.2% strongly disagree to the statement.

















CHAPTER FIVE
5.0	SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary
Different incentive programme have a positive effect on workers’ morale as well as non-financial rewards. Although, construction industries recognize the significant role of financial and non-financial incentive used in the construction industries, not much is done for the operatives. 
The degree of incentive program is significant and it is hope that project/site Managers in the industry, by exploring the findings of the study, will glean ideas such as pension scheme, security or other welfare policies to elicit high performance to increase worker’s performance.
 The research highlighted that policies on reward packages be outlined in a brochure for workers at the time of employment and that a multiple function and integration of framework which seeks to attract, retain and motivate workers to induce higher performance. So long as there is a strong correlation between performance.
5.2	Conclusion
The findings of this study showed that incentive programme used in the construction industries in Nigeria are of wide variety and different compositions. These incentive programmes impact workers differently and thus perform the function of motivating workers differently. Majority of the respondents are of the opinion that the prospect of promotion and job security are the most preferred incentive programme to be adopted to increase worker’s performance as financial incentives performed better than the non-financial incentives. 
There is a significant relationship between the use of incentive programme and worker’s performance. It reduces project time and cost, improves quality and enhances achievement of desired outcome. Based on the data collected from the field survey, this study therefore concludes that: 
1.  Operate financial incentive programme and that the use of incentive progarmme have impact on worker’s performance in Nigeria construction industries.
2. A good working condition is a good driver for an incentive programme.
5.3	Recommendation 
Some recommendations are stated here based on the findings and conclusion made in this study are:
1.  Management of construction firms should give further encouragement to the provision of financial incentives such as cash awards, retirement plans, Overtime-with -pay, earned bonus incentive, merit rating since they are also preferred by the workers.
2. Management of construction firms should introduce incentives like involvement in decision making as this stimulates sense of common purpose among workers. 
3. Incentives like overtime-with- pay should be carefully handled, as this can lead to workers deliberate substituting official work for overtime.
4. Incentive scheme should not be the type that will get the workers completely exhausted and in case the workers have to work beyond the normal working, the project/site manager should be ready to pay for overtime. It should also have designed in such a way that the firm's goal can accommodate,
5. Effective planning that is work study and survey should be carried out before incentive programme are introduced. When introduced, the effects of such incentive programme on workers' productivity should be constantly monitored.
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