JOURNAL OF THE DEPARTMENT OF PUBLIC ADMINISTRATION
UNIVERSITY OF ILORIN, NIGERIA.

y B s



(1JAD)
LORIN JOURNAL of AENHIETEA'I'IGH AND DEVELOPMENT (1JAD)

e Editorial Board
Chairman, Editorial Board Prof. Muftau A. Tjalya

Editor-in-Chief
Dr, Oyedele Samuel Olanrewaju
samolaoyedele@gmail.com
Business Managers .
: ndele. it@unilorin.edu.ng/wuratomiEyiea.c
Dr Akindele Iyiola Tomilola Alkande _ g B
r Language Editors Prof. 5. T. Babatunde Dr. A. S. Abubakar
Editorial Secretary
Ishola Abdulrasaq Ajadi
ishola.aa@unilorin.edung
Editorial Advisory Board
Prof, Toyin Falola University of Texas, Austin, usa
Prof. Matthew Okotoni Obafemi Awolowo University, lle-Ife
Prof, Haruna Dlakwa University of Maiduguri, Maiduguri
Prof. Moti Ukertor Universiy of Abuja, Abuja
Prof. Adejo Odoh Ahmadu Bello University, Zaria
Prof, Saliu Hassan University of llorin, llorin
Prof. Shehu Dalhatu Bayero University, Kano
Prof, Kunle Ajayi Ekiti State University
Prof. Sat. Obiyan Obafemi Awolowo University, lle-Ife
Prof. Juliana Taiwo Makinde ~ “Obafemi Awolowo University, Tle-lfe
Prof, Charles Ukeje Obafemi Awolowo University, lle-Ife
Prof. Adeyemi Sidikat. L. University of Hlorin, llorin
Prof. Albert Isaac Olawale University of Ibadan, Ibadar
Prol. Sharlene Swartz Human Social Researct . |
ok Solomien Moy University of Lagos, Akoka. | iy
- Majonyomi Banji Lagos State University, Ojo
TR e
Yrof bert M ' . 1
Dr, Enﬂdﬁrmk:‘:mlm Mikhailovi University of Texas, Austin, United States.
Dr. Nduka Otiong. Rmm’uﬂm for the Hum
Dr. Augustine E. Ayuk. Carleton University, Ottawa, Canada.
Clayton State University, Georgia,
. Akin Olufowose Atlanta. United States.
Institute of Public Administration of Nigeria, Abujs

i



TLORIN JOURNAL OF ADMINISTRATION AND DEVELOPMENT (LTAD)
Confenis

Editorial Board
Instruction to Contributors
Editorial Comments
Contents

Managing Rewards in the Civil Service:- Implication
for Employee’s Performance in Lagos State, Nigeria

Benson, Sehinde Kunle, Ph.D '
Lasisi, Idris Olukayode,

Effect of Salary/Wage Administration and
Incentives offer on Employee’s Performance in
the Lower Niger River Basin Development
Authority, llorin, Niger.

Dunmade, Emmanuel Olaniyi Ph.D

Kadiri Ismaila Bolarinwa Ph.D

Yahaya Idowu Jamiu.

Community Develoipment Strategies in Lagos
State, Nigeria:- An Overview
Irene, Oseremen Felix Ph.D

Socio-Economic and Political Implications
of Boko Haram Uprising on Nigeria
Sanni, Umar Ibrahim

Bello Adamu Hotoro

Governance, Migration Trends and Security
Challenges in Nigeria

Egugho, Chuks Cletus

Oikhala, Gabriel Izokpu Ph.D
Osungboye, Biola Muhibat

a;:s:r:ssmcnl of Capacity Acquisition
grammes on Poverty Reduction in

Okpokwu Local Guv:gmcnl Area of

Benue State, Nigeria

Ochigho Henrry

Umar Yary Abubakar

Bello Mohammed Lawan




TLORIN JOURNAL OF ADMINISTRATION AND DEVELOPMENT (17AD) VOLUME 5 NO. 1, JUNE, 2019

The Relevance of Traditional Rulership T 1 84 - 102
in the contemporary Local Government Administration in Nigeria

Mohammed Ndejikko Mohammed

New Public Management and Public 103 - 117
Sector Reforms in Nigeria.

Irene, Oseremen Felix Ph.D

Political Institutions and Development in Africa 118 - 131
Muraina, Mujeeb Opeyemi

Adefeso Hammed Adetola Ph.D

Ethics, Good Governance and National 132 - 146
Development in Nigeria

Adegbami Adeleke

Osungboye, Biola Muibat

Assesment of Legislative Turnover 147- 165
in Nigeria (2003 to 2019)

Abioye Wasiu Olatanji

Amin, Amin,

Public Service Delivery and the Looming 166 - 183

Epidemic of Unreached Women Living at
the Edge of the Society:- Can open and
Distance Education Help

Ogunlela 1. Yemisi Ph.D



TLORIN JOURNAL OF ADMINISTRATION AND DEVELOPMENT (1JAD) VOLUME 8 NO. 1, JUNE, 2019

Effect of Salary/Wage Administration and Incentives
Offer onEmployees' Performance in the Lower Niger
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Abstract
Human resources are the most important asset that any organization can possess and as a
result, their welfare needs being given priority aitention since they provide basis for the
achievement of organization's sustainable competitive advantage. The study therefore seeks
to examine the impact of effective salary / wage adminisiration and incentive affer on
employees’ performance in the Lower Niger River Basin Development Authority, Ilorin. A
sample of one hundred and fifty - two (132) respondents made up of the staff of Lower Niger
River Basin Developments Authority (LNRBDA) was utilized. Simple random sampling
technigue was used for the study with the use of structured questionnaire so as fo draw
pertinent information from the respondents. The descriptive statistics used comprised simple
percentages and tables, while inferential statistics wtilized were multiple regression, The
findings of the study showed that staff members in LNRBDA are dissavisfied with the mode
and manner at which salary/wages are administered in the organization (Mean =23.0 < 24.0
cut of poiny). The findings revealed further that available incentives/facilities fall short of the
workers' expectations. It is therefore concluded that salary/wage administration and offer of
incentives have significant effect on employees' performance (R'=0.063; F=4.974, p< 0.03)
This study recommends prioritization afworkﬂ!'wﬂhubyduwmqﬂﬂlﬂm
Horin through admirable salary/ wage payment and also through offer of regular incentives
that are capable of enhancing employees' performance in the organization..
Keywords:Employees' Performance, Bonus / Incentives, Compensation, Human Resource
Management,and Salary / Wages Administration
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Ohjectives of the Study

rhe main objective of this study is to examine the impact of effective salary/wage

ydministration and incentives on employees' performance in the Lower Niger River Basin

Development Authority, llorin (LNRBDA), while the specific objectives of the study are to:

investigate the employees' assessment of salary/wage administration in the Lower

Niger River Basin Development Authority;

determine the employees' level of satisfaction with available incentives/facilities/

packages in the Lower Niger River Basin Development Authority; and

il ascertain the effect of salary/wage administration and incentives on employees’
performance inthe LNRBDA. '

Research Hypothesis

H,: There is no significant effect of salary/wage administration and incentives on_

employees' performance.

Literature Review

Conceptual Clarifications

Salary/Wage

Ojeleye (2017) argues that most often than not, the rationale behind any individual working
in the organization is to be remunerated in the form of wages or compensation. However, 2
number of definitions have been advanced on salaries and wages with a view to make known
the dissimilarity between these twin terms. Ojeleye {2017) maintains that salary as a periodic
payment that is fixed for non-manual employees and generally with no extra for productivity
which is commonly paid monthly and expressed in annual terms, while a wage denotes
payment made to manual workers, often calculated on hourly basis or piece rates. Also,
Surbhi (2015) describes salary as fixed money paid to the workers on regular basis for their
contributions to their workplaces, whereas wages are the hourly- based payment offered to
the labour for the aggregate of work done in a day,

Bonus and Incentives

Romanoff(2008) views bonus as a separate payment effected at the close of the performance
period usually a year to recompense exceptional accomplishment for the organization, while
imcentive is a tangible or intangible compensation designed 1o motivate an individual or
group for enhanced performance. He adds that incentives are different from bonuses given
that incentives outline what are expected to be achieved as well as what the employee will be
entitled to as benefits. Likewise, Investopedia (2016) terms bonus as an added benefit
granted 1o the workers above the regular salary or wage. A bonus is a reward used for the
tchievement of organization's desired result or for the employee's commitment to the
organization's business,

Employees' Performance

Employee performance as a concept has been described variously by a number of authors,
lor examples, Hofer (1983) opines that performance is a concept connected with the
occurrence under consideration, Calvin (2017) sees performance as relevant job activities
that are anticipated from an individual in the workplace, and how well those activities are

carried out,
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nnate grabbing instinct and whose needs are insatiable. The theory makes known three
undamental propositions which include:

People; most times do have dissimilar needs and these needs range from biological
' -ods which are situated at the lower level to psychological needs positioned at the upper
gxireme
. Human beings; always do possess constant state of motivation and do not often
.r1ain a state of satisfaction, apart from a short time; and
1l Individuals' needs are organized hierarchically, so that the lowest level needs must
e met and satisfied ahead the higher level needs (Maslow, 1970).
viaslow's Need Hierarch Model

Figure 1: Source: Maslow, 1970
G-::ingbyMnsluwﬂmnmﬁmlulu:idlﬁun,mmﬁﬂlyunmmutnnmmhﬂu
success of any organization is dependent greatly on the effectiveness and efficiency of the
employees; it is possible for employee’s attitudinal behaviours in the workplace to be
influenced against the attainment of the organization's predetermined objectives. This can
be occasioned when his needs are unmet and dissatisfied. In another way round, employees
would do everything possible within their control to be at their best in terms of
performancewhen their needs are identified and attended to accordingly. This is because
motivation is a propeller towards workers' enhanced productivity. They can be encouraged
1o work harder by being offered better salary or benefits capable of raising their standards of
living as Maslow pinpointed in his theory.

However. with the coniributions of Abraham Maslow to the field of management, his
hierarchy of needs’ theory was not criticism free, but it could be asserted that, the theory is

very much appropriate for this study.

Empirical Review

Okeke, Nwele and Achilike (2017) researched on the impact of effective wages and salary
administration on civil service productivity in Nigeria with a focus on Anambra State.
Descriptive survey design was utilized for the study. Chi-square and T- test were employed
o test the hypotheses of the study. The findings of the study showed that employees are in
need of good salary and wages for high productivity in the state civil service. The study
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Tablel. Employees' assessment of salary/wage adnwuistration in the Lower Niger
River Basin Development Authority

Varinble Assessment Frequency Percentage
(0 (%)
Poor 85 559
Administration of Wages Avernge 41 27.0
and  Salary in the Good 20 13.2
ofganLaten Very Good 6 3.9
. Tolal 152 100.0
Very Much Dissatisfied 69 454
Dissatisfied 12 21.1
Satisfaction with Current Satisfied to some extent 18 250
Salary Satisfied 13 8.6
Total 152 100.0
Poor 80 526
Incentives scheme/fringe Average 51 116
benefits available in the Good 17 112
organization Very Good 4 26
Total 152 100.0
No Opinion 42 27.6
Revision of pay Not Encouraging 58 382
Encouraging 52 342
Total 152 100.0
Source: Researchers’ Computation, 2019 e

Table | shows employees' assessment of salary/wage administration in the Lower Niger

River Basin Development Authority. However, 55.9% of the employees in the organization

assessed the administration of salary and wages 1o be poor, 27.0% graded it to be average,

and 13.2% opined that it was good, while 3.9% ranked it as very good. Also in terms of
employees' satisfaction with their current salary, 45.4% of the employees were very much

dissatisfied, while 21.1% were dissatisfied, 25.0% were satisfied to some extent, whereas

8.6% of the employees were satisfied. Incentives scheme and fringe benefits available in the

organization has 52.6% of the employees that rated it poor. 33.6% of the workers assessed it
average, 11.2% graded it good and 2.6% rated it very good. Regards the opinion of the
employees on the revision of pay in the organisation, 34.2% of them described it as
encouraging, 38.2% maintained that it was not encouraging, while 27.6% of them indicated
no opinion. As shown in the result, employees in the Lower Niger River Basin Development
Authority were not completely satisfied with the administration of salary/wage in the
organization.
Research Question 2: What is employees' level of satisfaction with available
incentives/facilities/ packages in the Lower Niger River Basin Development Authority?

19
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Emplo d
;Hkﬁn in III:t mr Niger River Basin Development A
SN Incentives Mean fgi
A Leave facilities 3.07 +
B Medical facilities 2.70 1.
C Drinking water 243 1.07
D Canteen 2.4 1.08
E Rest and lunch room 2.12 1.19
F Children education facilitics 2.51 1.26
G Housing facilities 174 1.19
H Special medical aid 259 1.18
I Retirement benefits 159 L1l
(i_rmli Mean valoe . 130

emaployecs were dissatisfied (DS) with available leave facilities in the o
However, the mean rating for each of the available incentives showed that emplc
ot contented with the incentives/facilities/ packages on ground in the Lower Niger'

Basin Development Authority.
Research Hypothesis
H,: There is no significant effect of salary/wage administration and incentives or
employees' Performance. i
Table3. Summary of Regression Analyses on effect of RIS
incentives on employees’ performance (N=152) salary/wage o
Constant s SEB . t

liives it o 4%} 135 Lg'!ﬁ

-126 051 g L2468

k 197 '

; P

F

'F*ﬂm.mm Empl 4.974%
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variables yicld a coefficient of a multiple and el %
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0.063. This value is statistically significant at 0.05 probability level. In other words,
salary/wage administration and incentives variablecan explain for 6.3% of the observed
variance in employees' performance. This result also illustrates that incentives exert
<ignificant effect on employees' performance. This result therefore concludes that there was
s significant effect of salary/wage administration and incentives on employees’
serformance. This finding is in agreement with the observation or discovery of Ojeleye
2017) from the findings of his study that there is a strong and positive relationship befween
remuneration and employees’ performance and that salary/wage and bonus/incenfives are
warkers' motivator for higher performance.

(onclusion and Recommendations

Conclusion

Consequent to the findings of the study, it could therefore be deduced that good salary/ wage
sdministration together with offer of incentives to the employees are effective tool for
sromoting employees’ job satisfaction and superlative performance in the workplace.
Effective salary / wage administration has thus become an integral quality or feature for
stimulating employees for better and higher work performance. Hence, it could be
concluded that salary/wage administration and offer of incentives have significant effect on
employees' performance in the Lower Niger River Basin Development Authority, Horin.
Recommendation

Sequel to the fact that workers are not in any way satisfied with the manner in which
salary/wages are administered in the Lower Niger River Basin Development Authority, and
also that they are highly discontenied over the poor or inadequate and irregular incentives
given to them in the organization, the following recommendations are offered:

i The management of LNRBDA, lorin should endeavour not to take for granted any
longer the offer of ncentives and other benefits dus to its staff as failure to prioritize workers'
welfare is capable of lessening their morale and resulting in poor performance,

ik The management of LNRBDA, florin should make an effort in knowing and
offering to its workers similar benefits being enjoyed by employees in the sisters’
establishments in other locations of the country. This will go a long way to position them not
only for increased productivity, butalso quality service delivery.

References

Ahuja, K. (2006). Personnel  management 1" od. New Delhi, India: Kalyani
Publishers.

Alwaki, M.N.(2018).An evaluation of the impact of remuneration on employee attitude and
performance in organizations, International Journal of Academic Research in

Business and Social S:imnﬂ._ﬂ{?],dlﬂuﬂﬂ.

Calvin, O. Y, 2017. The impact of remunetation on employees' performance: A study of
Abdul Gusau Polytechnic, Talata-Mafara and State College of Education Maru,
7amfara State. Arabian Journal of Business and Management Review. Nigerian
Chapter. 4 (2),34 -43,

Collins, D.C. & Raubolt, R. R. (1975). A study of employees' resistance to job enrichment.

21



ND DEVELOPMENT (LJAD) VOLUME 5 NO. 1, JUNE, 2019

[LORIN JOURNAL OF ADMINISTRATION £
4),232-248. .
IINWHHCI]Imr::mqﬁ:l{ r']-.-'l.ﬁ- & Khan, KU.D. (2011). T:he: lmE?ﬁL;fjﬂm nnr
Dav, L., Akmal, B S i1 Business Sector of Pakistan. Global Journal o

Employees Job Performance in

i L 11(96):1-5.
s mdh? ll?ﬁiﬁ:ﬁzm CI; ( l!{}ET}. Comparative Effects of Personal and

. “olarelli, 5. . of A
PP, R.::;,:ﬁ::; Influences on Job Outcomes of New Professionals, Journal pplied

»eychology, 72, 558-566 ' A
Fasolo Fhéfscn;mg?;cr. R. & Davis-LaMastro, V. (1990), Perceived organizational support

and employee diligence, commitment, and innovation, Journal of Applied

psvchology, 75,5159 . ] i
Folger, R.G, & Cropanzano, R. (1998), Grgamsannnal Justice and Human Resource

Management, Sage, Beverly Hills, CA . AN )
lellriegel. D., Jackson, S.E. & Slocum, J.W. (1999). Management. Cm:_uma!;l. South

Western College Publishing. ‘ _ |

Hofer, C. W. (1983). %KDUA: A new measure foAdvances In Strategic M“““Eﬁmm£'
assessing organizational performance. In R. Lamb (Ed.), ol. 2: 43-55. New York:
JAI Press.

Investopedia (2016). What is a Bonus. Retrieved on 24th August, 2016 from
htto://www.investopedia.com/terms/b/bonus.asp#ixzz4|GizSFuc

Maslow, A (1970), Motivation and Personality (2nd Ed.). New York: Harper and Row.

Noguera, J. A. ( 2005). Citizens or Workers - Basic Income vs. Welfare-to-Work Policies.
Rutgers Journal Law & Urban Policy, 2:103-114.

Ojeleye, Y.C. (2017). Impact of remuneration on employees' performance. A study of A
Gusau Polytechnic, Talata - Mafara and State College of Education, Maru, Zamfara
State. Arabian Journal of Business and Managenfent®Review (Nigerian Chapter), 4,
(2),34-43. :

Okeke, P. A, Nwele, J. O. & Achilike, N. (2017). Impact of effective wages and salary
administration on civil service productivity in Nigeria: a study of Anambra State.
Asian Journal of Applied Science and Technology (AJAST), 1 (9),421-438.

Olaleye, A, O, (2012). Implications of non- implementation of minimum wagc'in Ekiti -
State. Journal of Sustainable Development in Africa, 16(2), 121-129. |

R I, K.(2 i i i n
umannzgﬁ..{ABUE}. WI;at|51h¢dlfftmnc:b?MEﬂnnbnnusandalﬂnctntwc?ﬂclﬁﬂ&dﬁﬂ
ugust,2016 from http: eperfect la
o I%ﬂgﬂl 7/what-is- if.html
shamala, 1(2009), A study on wage and salary administrati ity. ELK
Scuis Qﬁtyﬁ Faciﬁc_Juurnuls- Special Issue, | —rg. TSN ogvion S
surbhi, S l:!-:i: Lﬁl': [:I';:’ﬁ:mnc_:s‘hehueen Salaries and Wages. Retrieved on 24th August, 2016
e 1p: !m;.:i:_hl‘lemnnﬂs.mm!diffcrcncf:-belwec | ¥
5 ixzz41G1 CT6Vy n-salary-andwages.
jay, M. V& Indradvi, R.

2015). 2 .
performance among l'm{:ulticss} A study on job enrichment and individual

Medit . e with special refer : N
Fatierranean Journal of Social Sciences MCSER Pﬁﬁ;;ﬁ;{{gﬁéﬂﬁn ll;n;\rﬁr}slt.'r‘:-

22

S SN NS

bt |
-

i
|



