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[bookmark: _Toc54642129]1.0 Introduction
To gain and or enhance competition and obtain sustainable comparative advantage, contemporary companies struggle with several problems relating to the retention of workers. Problems associated with the retention of workers have increased mainly following the growth of globalisation as workers from various countries are handled with distinct cultural backgrounds. Organizations around the world are concerned with successful human resource initiatives to increase their productivity. It is obvious that the efficiency of workers in an expanding company is a critical factor in the success of the company. Employees, formally known in contemporary organisations as human capital, are rightly regarded as the most valuable tools for the performance of an enterprise. High productivity and the preservation of talented employees have been reflected as one of the priorities of ensuring competitive advantage, but it has become a challenge for companies in the modern economic cycle. (Armstrong, 2012). Rewarding workers therefore is a means through which companies and of organisations motivate their workforce for the workers to perform better.
[bookmark: _Toc54642130]1.1 Background of the study
Rewards play a very significant role in any organisation in that it motivates employees leading to an increase in their performances and aligning the business strategy with the objectives. This is because the individual performance does contribute to the performance of the department and team leading to higher productivity. As such the company’s aims, philosophies and culture should be compatible with reward systems to inspire workers to do well at the same time helping to accomplish the organisation's objectives. It is necessary, therefore, to use rewards for the company as a way of inspiring workers to operate with greater dedication.
The reward system is not only an integral mechanism for observing staff performance but may also be used as a strategy for motivation. Any company can retain and recruit new talent with an effective reward system. Employee roles and activities are structured to accomplish organisational goals, targets. productivity and effectiveness of workers are tailored for the achievement of the goal and the organisation's objectives. Employees certainly perceive rewards or compensations as valuable motivation for the job they do in serving clients. It is therefore helpful to design, motivate and reward them adequately if the workers are to deliver high quality performance.
In companies, rewards have many functions. They serve to create a stronger work arrangement, keep on to good employees and reduce the turnover of workers  (Watson 2003). The overall objective is to increase the willingness of employees to work in the organisation, to improve their productivity and hence performance  (Gkorezis, Petridou 2008).
According to James et al (2008), rewards should be provided on individual employee wants. A whole spectrum of financial and non-financial rewards draws, maintain, and involve employees (CIPD, 2020). In contemporary market world, workers will perform at their best when they have a sense or belief that their contributions will be rewarded by management.
In this light, this case seeks to explore the impact of rewards systems on the performance employees at Dangote Cement Plc.
[bookmark: _Toc54642131]1.2 Problem statement
Reward systems are generally known to as tools used by companies to encourage their workers and improve their performance and in turn improves the performance of the organisation. The effect of this is that employees tend to place more emphasis on those areas which they know offers better rewards subsequently shying away from areas or activities with less rewards. This can adversely lead to overperformance or underperformance on the part of the employees automatically affecting the performance of the organisation. Research conducted by Dewhurst (2010) indicates that a well manage reward system will motivate low performers, but could improve work satisfaction, particularly for high performers. However, some workers are more attracted by extrinsic rewards due to variations in personalities and personal desires, while others favour intrinsic rewards. Jobs and career advancement of staff should also be considered  (Andrew, Kent 2007). In addition, rewards generate a sense that workers are valuable and management respects and appreciates their contributions towards the achievement of organisational goals. Thus, this research seeks to understand the impact of reward systems on employee’s performance at Dangote Cement Plc
[bookmark: _Toc54642132]1.3 Rational 
The intend of this research is to explore important areas including, the end result of this research to find out  current reward system of Dangote Cement Plc, discuss its function, strengths, and limitations, and point out possible system changes to enhance the efficiency of employees.
Secondly, this research seeks to boost the consciousness of the workers about the company's reward system, especially on their individual results, which gives the business in the industry a competitive edge. Reward system awareness is likely to inspire workers to develop socially, improve professionally and create new career opportunities.
Finally, the study seeks to identify the most influential factor of employee satisfaction between Financial Non-Financial Rewards, provide recommendations for the company which can be used to enhance the reward system and, as a result, maximise the efficiency of its workers, and can also be beneficial for other organisations with a similar reward structure. The accompanying research analysis will also be useful for other business organisations.
[bookmark: _Toc54642133]1.4 Aims and objectives of the research.
In the case of Dangote Cement Plc, the key objective of the research is to examine and acknowledge the impact of rewards on the performance of employees in the organization. The objectives of this study are:
To identify the current reward systems used by Dangote Cement Plc.
To evaluate the impact of rewards on employee performance at Dangote Cement Plc.
To identify the most influential factor of employee satisfaction between Financial Non-Financial Rewards at Dangote Cement Plc. 
To suggest recommendations on how the reward system of Dangote Cement Plc can be improved to improve employee performance.
[bookmark: _Toc54642134]1.5 Research question.
Does Dangote Cement Plc currently have a reward system?
what are the most vital rewards that motivates employees at Dangote Cement Plc.?
What is the impact of rewards on employee performance at Dangote Cement Plc.? 
Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.? 
How can the reward system be made better to enhance performance of  workers at Dangote Cement Plc.?
[bookmark: _Toc54642135]2.0 Literature review 
The researcher has integrated the discovery of numerous important empirical experiments similar to the present case in the sense of the literature review to fulfil substantive research on the evidence on the key variables of the research sample. This paper is based on research by Panagiotakopoulos (2013), whose key aim of the study was to explore significant motivational factors that are influencing the motivation of employees. Panagiotakopoulos (2013) asserted that the creation of a reward system relies heavily on the external environment that impacts the need for workers and that incorporating workers into an organisation's developmental and improvement process of reward policies is of crucial importance. Different scientific publications from magazines, academic papers and electronic libraries will be use additional knowledge.
[bookmark: _Toc54642136]3.0 Methodology
In this research, both qualitative and quantitative data collection methodology would be used to obtain thorough and multi-perspective perception of the impact of reward systems on employee performance. In this analysis, the essence of the questions discussed is focused on explanatory research.
literature review will be used to provide details on the relationship between rewards and the performance of Dangote Cement Plc workforce in Cameroon. In addition, to explain the relationship between rewards and performance, an overview of the findings is given. Such information provides a valid reason for the use of explanatory research to understand the influence of rewards on performance at Dangote Cement Plc. To perform the study, both primary and secondary data may be used as it is based on the results gathered from multiple participants participating in this research. Data will be collected from individual employees at Dangote Cement Plc.
[bookmark: _Toc54642137]3.1 Research strategy: 
 This consists of mixed of quantitative, qualitative components. Qualitative data is not quantifiable nor observable because it is dependent on data analysis, while quantitative data is observable, numerical, and quantifiable. For every design there are limitations and advantages. Qualitative design is beneficial because it can research participants' thoughts, emotions, beliefs, whereas quantitative cannot (Ritchie, et al 2012). This study uses hybrid design because the researcher did not want to skip the employee's own quality experience, which might have been collected by survey alone. The mixed structure guarantees that the validity and efficiency of the study is optimised by quantitative and qualitative data manipulation.
[bookmark: _Toc54642138]3.2 Research purpose:
This study is an explanatory analysis since, in the light of current hypotheses, the goal is to test the interactions between the reward system and employee performance.
[bookmark: _Toc54642139]3.3 Research method
This study is focused on both the compilation of primary and secondary data. The research consulted academic books, research papers published in academic journals, business surveys, and news articles for secondary evidence. In the context of a literature review, the conclusions and observations of secondary study are discussed in chapter 2. Primary data was also obtained from this analysis. As this analysis is focused on mixed design, this study gathered both qualitative and quantitative data.
[bookmark: _Toc54642140]3.4 Methods of data collection
[bookmark: _Toc54642141]3.4.1 Questionnaire: 
Questionnaire analysis continues to be one of the most used techniques in analysis and, relative to other approaches, it has some major advantages. This study will use primary data collected using questionnaire that contain both open ended and closed ended questions designed on a 5-point Likert Scale from the chosen employees of Dangote Cement Plc.
This will allow the researcher to collect the necessary amount of data in a comparatively shorter period of time and at the same time to be the most cost-effective data collection process (Peters, et al. 2013). 
The open-ended questions are the basic study questions about each research purpose for which knowledge needs to be acquired. Bryman et al. (2014:199) state that an “open-ended question allows the respondents to answer as they wish”. The aim of this study was focused on the measurements and interpretation methods that were collected from the tools for data collection, namely the open-ended questionnaire. The emphasis on data collection was focused on the measurement of how information was gathered and evaluated from the open-ended questionnaire. Bryman et al. (2014:41) state that “qualitative data is usually descriptive and involves the collection and analysis of primarily nonnumerical data”. 
[bookmark: _Toc54642142]3.5 Data analysis
There are several categories of data methods, such as quantitative and qualitative data methods. (Lemeshow, 2014). In this case, the data collected will be analyse with help of the SPSS tool. Descriptive statistics such as frequency tables, percentages, means, standard deviation will be used to analyse the data collected. Simple descriptive statistics involving some tables and bar charts will be used to present the findings.

[bookmark: _Toc54642143]3.6 Sampling technique.
Simple random sampling can be used to guarantee that any employee is fairly likely to be chosen to prevent survey bias and ensure that the results are sufficiently accurate to be generalised. 
[bookmark: _Toc54642144]3.7 Ethical consideration 
This applies to the principles and ideals of showing honesty within the study population in the research process. There are several ethical issues that are generally considered in research studies.  (Hammersley, Traianou 2012). Firstly, before conducting part of the analysis , the researcher obtains the consent of the participants and permits the participant to cancel their participation at any point, secondly , the researcher receives management permission and the participants are notified of the research and guarantee provided to the participants as they will be covered under the Data Protection Act of 1988.
[bookmark: _Toc54642145]3.8 Limitation of the research 
Upon conclusion of the report, this research is expected to face numerous limitations. some of which include   Lack of quality data, budget limits, time constraints and sample size usability are the limitations. The correspondents could not respond to the questionnaire and remove themselves from any conflicts because of security considerations. 
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