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                                                        ABSTRACT
[bookmark: _Hlk64489364]How successful a company becomes depends on the effectiveness of the performance of its employees. Workers' efforts, on the other hand, would be directed toward this goal if the expectations for a just and reasonable reward scheme are fulfilled. The reward system thus falls within the company’s wider process of performance management. Management uses the reward program to channel employees' interest in desired directions, such as enhancing accessibility and further optimizing company efficiency. The aim of this analysis was to see how Dangonte Cement Plc's reward programs affected employee efficiency. This dissertation was driven based on the following primary goals: (I) to identify the current reward systems used by Dangote Cement Plc. (II) to identify the most influential factor of employee satisfaction between Financial and Non-Financial Rewards at Dangote Cement Plc. (III) to assess the impact of rewards on employee performance at Dangote Cement Plc. (IV) to suggest recommendations on how the reward system of Dangote Cement Plc can be improved to improve employee performance. The thesis employed a descriptive analysis design that combined quantitative and qualitative methods. A data collection tool (questionnaire) was used to survey 60 employees from the company. The data was analysed with use of descriptive statistics (SPSS and excel) and data presented as frequency distribution tables and charts. Analysis of this study revealed that the organisation does not have any practical reward system in place or if it does have a reward system then it is not effective, or the concept of reward systems is not fully understood by employees. The results also found there was a negative impact of reward system on employee performance. While respondents are believed to be ready to increase performance when they get a reward, others believe there is disparity in how employees are rewarded which influence their performance. The study further indicated that employees are more inclined to financial rewards while rewards of non-financial terms were less satisfactory to staff.
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                                                         CHAPTER ONE
                                                        INTRODUCTION
This section presents the background of the study, organisational background, problem statement, aims and objectives, research questions, significance of the research and scope of the study.
Background of the study  
Reward systems are increasingly becoming a strategic instrument for many businesses in this new world of globalisation in which industries have moved beyond national limits and workers are now shielded by multinational laws and interaction. To navigate the volatile market world that now transcends national borders, the rise of globalisation has placed greater demand on business management to be strategic, imaginative, and innovative (Ezigbo 2011) 
To be able to 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 or organisations motivate their workforce for the workers to perform better.
Organizational development is essentially based on employee efficiency. The performance of workers depends greatly on how motivated these workers are. This has led to the utilisation of diverse strategies to improve the performance of the staff. Any company's performance apart from the fact that it depend on the quality of human capital available to the organisation, also have as need, the ability to stir up employees to perform at their optimum  (Pratheepkanth 2011). This involves the formation of a workforce that is empowered to deliver the company's best possible output and efficiency to meet its corporate goals and objectives. When a company undertakes to meet employee expectations, it encourages the employee to wish to repay this favour with hard work and loyalty. This is because the level of productivity of a worker is determined by their level of motivation. (Bayon 2013)
As a result, reward systems have become a very important aspect of organisations (Maund 2001). On the other hand, while reward systems makes it easier for organisations to recruit the right employees, retaining them and continuously inspiring them to achieve favourable output. High worker turnover, low productivity levels and a general laissez-faire mentality in the workplace will result if a reward system is poorly organised.
A reward system is a mechanism intended to offer high achievers recognition and provide rewards for low performers to reach their maximum potential (Armstrong 2012). In addition, incentive programmes have been described as one of the most successful variables to improve work satisfaction and resourcefulness for workers. Thus, embodied in Reward systems are policies laying out a set of rules for handling incentives, and a set of policies that allocate monetary and non- monetary incentives, processes that have to do Procedures for maintaining the structure and ensuring it runs with reliability and flexibility while delivering value for money included determining the relative scale of the task (job evaluation) and measuring employee success (performance management).To evaluate the degree of employee satisfaction in the enhancement of performance, a company must then take a hard look at the contribution of incentives itself. Employees certainly view rewards as constructive motivation for the job they do in supplying clients with services. If employees are to deliver high-quality performance, they must be adequately prepared, motivated, and compensated.
Typically, employees are driven to work by the desires they have that require fulfilment. These employees are committed to occupations that they find to be able to fulfil their desires by the incentive they will earn for the work they do. The form of motivation is highly dependent on the nature of the reward. Therefore, remuneration is one of the variables that will enhance the efficiency of employees and organisations by rising productivity, performance consistency and promoting optimistic employees’ action to be aligned with the goals of the organisation (Bayon 2013).
Reward is one of the most critical factors in inspiring staff to put forward the best of their efforts and to bring about knew ideas for improvement that will lead to greater company viability and to further enhance organizational efficiency in monetary terms and non-financially as well (Dewhurst et al., 2010). According to Armstrong (2006), One of the most common reward goals is to inspire workers to do more since rewards systems are used for achieving positive outcomes as a management system. Employees will offer their best in today's work environment when they have a sense or belief that management will reward their efforts (Baron, 1983). Employees not only want decent wages and benefits, they want to be respected and recognised for their role, handled equally, do valuable jobs, provide opportunities for growth and chances to participate in the organization (Frey,1997). For it is the daily activities that make workers believe that their efforts are valued and that their own special characteristics are acknowledged. Getting benefits from the reward systems means having the right reward plan, strategic layout, and successful execution. 
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). 
Clark (2001) asserts that the material needs of workers must co-operate with the organization's goals of making it possible to make the greatest possible use of human capital, to maximise and reduce labour costs, while retaining the maximum number of workers. Both aims are met by a satisfactory system of rewards intended to inspire and empower workers and add value to their jobs. The reward system of any company should therefore be structured to promote productivity.
According to Chiang and Birtch (2008), organizations appear to rely on financial benefits, and non-financial rewards are increasingly neglected meanwhile employees now expect motivation beyond cash rewards (Millmore et al, 2007). This suggests that in exchange for their investment, workers expect other returns that are of worth and significant to them, rather than just money (Johnson and Welsh, 1999). 
Therefore, effective employee reward systems can increase work performance significantly. In other words, good rewards can be said to be the most vital way to get workers engage with their work and their organisation. They will inspire workers to improve their job efficiency and quantities and to match their success with organisational goals. Therefore, they can be a very important influence on the behaviour, morale and success of employees and should be an integral component of every management plan.
Organisational Background 
Dangote Cement is Africa's largest cement manufacturer, with activities throughout 10 countries in the continent, revenues more than US $2.3 billion. As at 2020, it will be a fully integrated quarry-to-customer supplier with a potential of up to 48.6 million tonnes per annum (Mta) across Africa.With headquarters in Nigeria, the company also operates in Cameroon, Congo, Ghana, Senegal, Sierra Leone, Ethiopia,  South Africa, Tanzania, and Zambia. Dangote Cement's dominance in Africa has been founded on the dedication and hard work of the entire team. For this study, the focus is on Dangote Cement Plc, a subsidiary of Dangote Industries Limited, a diversified and fully integrated conglomerate as well as a leading brand across Africa in businesses such as cement, sugar, salt, pasta, drinks, and real estate. It is based in Douala, Cameroon's economic capital.
The company’s vision is to become world runner in cement manufacturing, to be kwon for the quality of their products and services and for how they conduct our business. While their mission is to deliver strong returns to shareholders by selling high-quality products at affordable prices, backed by excellent customer service.
Problem Statement
[bookmark: _Hlk56549972]As any organization's aim is to make profits, it is necessary to evaluate the effect of organisational employee-employer relationships as bad employer-employee ties can have a detrimental impact on the organisation. Organizations are social systems where the most critical considerations for success and productivity are human capital. Without the efforts and devotion of their workers, they will not achieve. Yet sometimes companies place profit first and neglect the workers who are the key contributors to the earnings of the organisation. The provision of incentives and their effective execution is one aspect of the diverse business strategies used to enhance employee and organizational efficiency.
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.
[bookmark: _Hlk56537138]This study therefore is to evaluate the reward systems of Dangote Cement Plc and to determine whether or not their remuneration schemes have an effect on how the workers perform in the company. Thus, this research seeks to understand the impact of reward systems on employee’s performance at Dangote Cement Plc
Aims and Objectives
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 identify the most influential factor of employee satisfaction with regards to rewards, both Financial and Non-Financial at Dangote Cement Plc.
To assess the impact of rewards on employee performance at Dangote Cement Plc.
To suggest recommendations on how the reward system of Dangote Cement Plc can be improved to improve employee performance.

Research Questions 
[bookmark: _Hlk59093046]Does Dangote Cement Plc currently have a reward system?
Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.? 
What is the impact of rewards on employee performance at Dangote Cement Plc.? 
what are the most vital rewards that motivates employees at Dangote Cement Plc.?
How can the reward system be made better to enhance performance of workers at Dangote Cement Plc.?
Significance of the Research
The purpose of an incentive system is to grow, develop and put into effect reward policies, processes, and practices necessary to support the achievement of the organization’s business goals. 
According to Panagiotakopoulos (2013) whose main goal was to explore Signiant motivating variables which exert influence on employees’ motivation, it came to the  conclusion that the formation of a reward system largely dependent on the external environment which influences employees need, asserting  that it is of vital importance to integrate employees into the process of development and improvement of reward policies in an organisation. Thus, this study will be significant to the following group of people.  
To the company: The results of this study would give the company an overview of its reward and pay structures and will encourages the organisation. The study will benefit similar organisations on how to improve their existing reward systems address issues relating to rewards and employee performances.
To the Human Resource Department: the result of the study will be beneficial to the Human Resource department of the organisation in that it will help them in designing a competitive reward policy and procedures which can improve reward systems and the Impact of Reward System on the performance of the employees and ultimately improve productivity and quality of work.
To the employees: This study will also help employees of Dangote Cement Plc to be able to address the issues and bring forth potential solutions for the organisation’s reward system.
To the researcher: The study would be of considerable significance as the researcher aims to gain research skills that will be used to perform research on other topics. Skills such as designing questionnaires, engaging with new people, and collecting the data needed and processing information.
Scope of the Study  
This study is conducted in Douala, Cameroon and cantered explicitly on the impact of
reward system on performance of employees. The study is limited to the employees of the Dangote Cement Plc in Douala, Cameroon.
In summary, this section of the study constituted of the background to the study, organisational background, problem statement, aims, research questions, significance of the research and scope of the study.















                                                         CHAPTER TWO
                                                    LITERATURE REVIEW 
Conceptual Review 
Over the years, one of the policies that has been discovered is good remuneration that a company should follow to augment the performance of its employees and thereby boost the productivity of organisations. By means of the rising concern of human resources and personnel experts about the degree of productivity obtained from employees caused by poor remuneration, the performance of workers has become essential. This attitude is also a social one and is very important to recognise issues that are obtained in industrial settings due to the nonchalant attitudes of managers to control their employees by rewarding them well to increase their output. As such, all efforts therefore must be aimed at improving the interest of workers in their jobs to make them able to give their work their best.
Reward Management 
In companies, the creation and management of reward programmes and processes is a core role, whether it is part of the mandate of senior management, human resources experts or reward specialists and it is the company’s decision and choices on how to compensate its workers. However in terms of incentive strategy, processes, structure and policy, the choices an organisation makes are highly important for the health and efficient operation of the organisation and are a crucial transmitter of messages to the external product and labour market through which the business works and to the internal labour market. In terms of employee reward, the choices companies make have consequences for recruiting, employee engagement, coordination and control, teamwork, efficiency, job satisfaction levels and retention of employees. Efficient control of rewards is, however, extremely complex, and therefore not without challenge  (Thompson, Beardwell 2017). 
How reward is managed is affiliated with the development and enforcement of strategies and policies aimed at reasonably, fairly, and reliably awarding the staff in line with their input to the company (Armstrong, Murlis 2004). That is, Reward Management is charged with developing, implementing, and managing reward policies and activities aimed at maximising corporate, individual and group performance (Armstrong, Murlis 2004). The strategic goal of reward management is to develop and implement the reward plans, processes, and practices required to help the organization achieve its organizational goals. As a result, the primary goals of incentives are to hire and retain staff, encourage employees to achieve good performance levels, and attract and improve employees' desired behaviour.
Total rewards 
The total reward principle stresses the importance of treating all facets of reward as an interconnected and cohesive whole, according to Armstrong and Murlis (2004). All the components of the overall reward are related together including base salary, performance-based pay, skill or commitment, job incentives and non-financial incentives, which provide inherent rewards from the work environment and the work itself. A total reward strategy is holistic; that is, dependence is not put in isolation on one or two reward systems or levers. All the aspects in which people will be compensated and satisfied with their jobs are accounted for. There are two main components of the rewards systems: these rewards are financial and non-financial. Rewards mechanisms such as merit-pay, market-based pay, profit-related pay is used in the financial rewards, while non-financial rewards concentrate on people's desires for appreciation, accomplishment, transparency, and personal development. Total reward encompasses all that employee values in the work arrangement, according to O'Neal (1998).
Reward 
A reward is a bonus that a worker receives from an organization in exchange for their services or in return for work done (Lin 2007). Multiple essential incentive mechanisms may be used to reimburse and maximize the utilization of human resources. According to Carraher et al. (2006), an effective compensation scheme is essential for an organization's performance, and its productivity should be linked to reward. Companies must establish policies and procedures, as well as implement an incentive scheme, under those policies and procedures that increase worker satisfaction.
Rewards is subjective in that not all that is commonly viewed by other workers as a reward may be interpreted by another worker as such. A promotion that involves moving from one city to another for example, may be perceived by some employees as a reward but not to some others  (Flamholtz 1996).
According to Flamholtz (1996), There are different forms of rewards offered by companies to employees. These includes financial, intrinsic, extrinsic, nonmonetary, and social rewards. The network of rewards, according to McCormick and Tifflin (1979), can be classified as intrinsic or extrinsic. The intrinsic incentive system is one that is built into the job and appreciated by the employee because of fulfilling a piece of work or meeting his goals. Extrinsic incentives, on the contrary, arrive from the outside and are apparent to recognize the employee's efforts. Extrinsic rewards are unrelated to the job's mission, including compensation, living arrangements, fringe benefits, safety and promotion, service contract, salary, opportunities, promotions, payments, and job security, working atmosphere and working conditions  (Badrinarayan, Tilekar 2011). Therefore, companies must assess the reward system to deliver.
Financial (Monetary or Extrinsic) Rewards
The most predominant means of organisational motivation and encouragement are incentives that fall under this category. This comprise of wages and salaries, and other forms of compensation in the form of bonuses and benefits  (Flamholtz 1996). Employees are paid with cash, either as a salary or as a commission. This pay-out is expected because of the work the employee was hired to do. Financial incentives are cash prizes that an employee gets in addition to regular compensation because of good results. Such incentives are consistent with corporate objectives. A compensation also follows as individuals supports a company in meeting its goals. Most financial remuneration is extrinsic. Extrinsic drive is fuelled by tangible rewards such as raises in pay, bonuses, and paid time off. Extrinsic rewards are unique rewards earned by workers, unrelated to the jobs, which come from an external source, such as management. Things such as cash, discounts, and fringe benefits make up extrinsic rewards. Extrinsic rewards include basic income needs for livelihood, a sense of security and continuity, and acknowledgement. Thus, an extrinsic reward can be said to be the organization's output including compensation, status, work protection and fringe benefits.
Non-financial (Nonmonetary or Intrinsic) Rewards
The concept nonmonetary rewards apply to any non-financial company reward, such as promotions, performance awards, prerogatives, prestige an employee gets from an organisation  (Flamholtz 1996). Employees' psychological development is linked to this form of reward (Williamson, Burnett et al. 2009). There are inherent advantages ranging from control, feedback, and participation in decision-making. The intrinsic compensation scheme was created with the intention of valuing workers in a type of self-confidence, which is related to their perceptions of organizational performance and growth. Workers are satisfied when appreciated by their companies for performing well at work. They are intrinsic to the task at hand and are internal to the work since they must be completed solely on one's own initiative. Also, they are necessary for sustained behaviour improvement.
Concept of Reward Systems
The underlying principle to keep in mind is that incentive programmes are meant to promote and strengthen the continuation of certain forms of behaviours. This suggests also that the anticipated result of the incentive system must be valued positively by the individual because if they’re not valued, then it is not a reward. These effects may be either the intrinsic consequence of the individual's own actions, such as a feeling of accomplishment, or external to the individual, such as the receiving of a pay raise or a promotion  (Flamholtz 1996).
Employers in a globalized world rivals are searching for new ways to inspire workers to perform optimally. All these methods are to use an efficient compensation scheme. Reward schemes that not only recruit and maintain high-performing employees, but also motivate them to achieve their goals (Downes, Choi 2014). Reward schemes have evolved in the past and have thus acted as a basis for the creation of new ones that further align the needs of both employees and employers. Based on the company's need to use the incentive system, reward schemes have a variety of elements and processes. What any company considers as its objectives for profitability and development are the criteria that are required to be used in the reward system to make sure that the right behaviour is rewarded while unsolicited behaviours are not. This involves the breakdown and restructuring of organisational strategies into understandable and observable actions and performance. The result is some form of management control mechanism that monitors and rewards performance.
Reward systems generally consist of various parts and the monetary component of the reward system is the first and most popular of the system with a high motivating effect on employee performance even though it is not the most crucial of the reward system  (Merchant, Van der Stede, Wim A 2007)
The non-monetary components, which are intangible and non-cash, come next such as exercise of responsibility, job opportunities, health care, learning and skills acquisition opportunities, professional advancement, the intrinsic satisfaction of the both the work and the consistency of the working life of the company. And according to Jaghult (2005), other forms of non-monetary a component of the incentive scheme includes word of appreciation and recognition certificates. The non-monetary component of the reward system tends to possess a long-lasting impact on the employee's engagement compared to the monetary part. However, all elements must be used for a reward system to be efficient. The criteria for receiving these reward systems are always set in advance and the performance must be represented in a measurable way (Jaghult 2005).
Reward system comprises of the integrated processes, procedures, and undertakings of a company to reward its workers in line with their commitment, ability and skill and their market value (Armstrong, Michael 2006). As indicated by Johnson, Houmanfar and Smith (2010), the aim of an incentive scheme is to recruit, maintain, and inspire employees to help an organization achieve its strategic and short-term goals. This will be accomplished by working to ensure that it has the trained, knowledgeable, devoted and well-motivated workers it requires, to fulfil employees' aspirations that they will be handled equally, fairly and consistently in regards to the job they do and their commitment.
Reward Systems and Employee Performance
Numerous researches on the issues of reward as it affects the efficiency of workers have been undertaken in Africa and one of such studies is that carried out by Danso et al. (2013), on the effects of reward systems on employee performance in the Commercial Bank of Ghana and found that abuse of reward systems is one of the problems facing many banks in the West African region. Additionally, studies by Nyandema et al. (2014) which investigates the effect of intrinsic reward on employee motivation as well as the effect of extrinsic reward on employee motivation and reached the conclusion that both intrinsic and extrinsic reward systems influence Kenyan companies' employee career growth and motivation. In this light, incentives may be used to enhance performance by setting goals in relation to the job offered, such as surpassing any sales goals and if the worker achieves their goal, an additional amount of their salary will be given them which will make them aspire to accomplish more (Durant, Kramer et al. 2006). 
Studies have shown that the individuals tend to enhance their performance when they are appreciated and rewarded. To stimulate peak performance, often part of the remaining profits or the end of year benefit may be shared. This is also another means by which an organization can improve its efficiency. Managers who can visit and thank staff who have done well have a huge impact on employee success. Companies should reward employees more often and it increases results significantly relative to receiving incentives just once a year. This is due to the fact that repeated promotions are quickly linked to improved results (Thomson, Rampton 2003).
One of the important, if not the primary factors impacting the morale and overall performance of workers and the organisation is motivation. Workers even with specific job objectives, important skills and an environment that is work-friendly and helpful may still be unable to do their job in a productive manner without adequate incentives to achieve the defined job objectives  (Ngwa, Adeleke et al. 2019a).
The objective of an organisation's reward systems is to motivate staff to deal with the procedures, policies, and strategies necessary to ensure that individuals contribute to the organisation financially as well as non-financially. A hand of employees seems to be motivated by appreciation, some by bonuses in terms of cash, and the others also want to benefit from the effort they put into their job. For any organisation therefore, motivation is very important as it enhances an employee's job performance (AGA, MBAH et al. 2018). This is due to certain advantages it offers, including leading workers to accomplish a company’s objectives, boosting workers efficiency levels, improving workforce stability, and improving an organization's cordial relationship with its employees. To this effect, the organisation will be able to introduce multiple policies to improve its performance by understanding what inspires its employees. To fully understand the morale of an individual, the company must recognise that various rewards motivate various workers differently.
Reward and Job Performance
Employee compensation is tied to the motivation for performance improvement by the company. Notwithstanding, organizations are limited by the kind and range of reward services they have. The justification for using the employee's rewards is that while he/she is motivated, the worker can meet his financial and non-financial needs without which employees will leave until something is done. 
Employee salaries and incentives are well rewarded for endorsing and acknowledging other work performance (Sajuyigbe, Olaoye et al. 2013). Management must therefore evaluate employee willingness to enhance rewards and boost productivity in a particular role closely linked to the performance of a company  (Aktar, Sachu et al. 2012). Rewards go a long way to impact both the productivity of the employee and the organisation. Rewards are enhancements and motivation of all workers to take exception to and to execute new tasks and to work with others in an amiable environment  (San Ong, Teh 2012). To add to that, rewards encourage employees to become more disciplined, fully committed, and self-managed.
The size of the reward to has a vital role to play with regards to job performance (Sajuyigbe, Olaoye et al. 2013). Performance incentives, salaries, praise, and acknowledgement are mechanisms for increasing motivation that management uses to help workers work consistently and effectively. So, the employee reward plan is critical and should be the focus of workers and employers. According to Anku-Tsede and Kutin (2013) a reward system is the means of reactivating and engaging the sense of purpose and relationship of workers in an organisation. As a result, there will be rewards for quality performance and work when the reward system is successfully enforced. Otherwise, where the rewards system is poorly implemented it can result in performance that is not productive and thus low morale.
The Concept of Employee Performance
Employee efficiency, according to Venkatraman and Ramanujam (1986), is a test of a company's ability to meet operating goals. Employee performance can be assessed in many ways, including the evidence of employee engagement with their job, the value of worker’s work, as well as the consistency that employees display in the work environment.  Employee performance is the efficient execution of a task by an employee or a group of employees, as has been put forth and evaluated by the company's supervisor. In a changing world, it necessitates meeting pre-defined and reasonable goals while enabling efficient and effective usage of available resources. It considers production timeliness and attendance at work, as well as the quality and efficacy of completed work. Employee performance is defined by what they do rather than what they produce or the outcomes of their careers.
Carlson (2006) suggests five practises for handling human capital that can impact performance. These include establishing a competitive pay standard, training and development, a recruitment package, performance evaluation, and maintaining morale. Employee perceptions of their own actions and contributions to the organization's success are referred to as perceived employee performance.
Theoretical Review 
Expectancy Theory and Performance
Vroom introduced the theory of expectancy to target work motivation in 1964. It explains why people succeed or fail to deliver their best work to a company. The Vroom (1964) model is based on three key variables: expectancy, instrumentality, and valence. There are already different versions of the model, some of which are detailed, but the Vroom (1964) model is based on three key variables: expectancy, instrumentality, and valence. This theory focusses on the premise that individuals prefer some effects from their actions over others. It suggests that performance is dependent on the perceived expectation of effort spent in achieving the much-needed results. To this effect, if a worker fancy promotion, the worker will not want to perform at his/her best unless the worker is confident the efforts put in will lead to promotion. Management teams must also strive to ensure that greater commitment contributes to better results leading to beneficial rewards (Ryan & Pointon, 2005). As a result, expectancies influence whether or not a person can still attempt to receive a reward. Individuals who are self-assured and well-trained have higher expectancies than those who are less self-assured.
As a result, performance is seen as a combination of initiative, atmosphere, and capacity. Although an individual's initiative contributes significantly to results, without proper ability and a positive atmosphere, it will be impossible to attain good performance no matter how hard one tried. Managers who wish their employees to succeed must then provide them with the appropriate preparation and atmosphere in order for them to do so.
The other major assumption in the theory of expectancy is that of instrumentality which is based on the believe that performance will result in a desired outcome  (Tosi, Rizzo et al. 1995). As a result, it implies that when workers engage in a particular behaviour, they do so with the goal of obtaining a desired reward.
Instrumentality has two outcome levels (that is, work related and needs related). The quantity of operation or the resulting degree of success is addressed by work-related outcomes. If an individual works hard, he or she hopes to produce results such as the production of quality products or the availability of valued service. The benefits associated with performance when an individual achieves a first level outcome, such as recognition, wage increase, or acknowledgement, which typically pave the way to a second level outcome, are known as need-related outcomes (Mullins 1996).
Valence is the last core principle in the theory of expectancy and is the importance or attractiveness of a result. Valence's scale is between -100 and +100.  As a result, someone who is desperate for a result has a worth of +100. A valence of -100 indicates that an individual is strongly motivated to avoid a negative outcome, such as being shot. A value of zero, on the other hand, denotes a lack of interest in a result and thus is useless as a motivator (White 1995). According to the expectancy concept, all three conditions of expectancy, instrumentality, and valence must be met for motivation to exist. An employee will not be able to work hard if he or she believes that his or her efforts will not contribute to the job's success, if there are no performance rewards, or if the employee does not trust the rewards. However, if the amount of valence is positive, employees will work hard automatically in most situations.
Maslow’s Hierarchy of Needs Theory 
Maslow produced one of the first works describing employee motivation in 1954, and as stated by Armstrong (2013), the hierarchy of needs theory of Maslow served as a foundation for other theories that have further emerged in literature. The core principle articulated in the theory here is that an individual's most fundamental level of needs must be fulfilled before an individual creates a deep desire or gets inspired for higher-level needs. In the relevant literature, once the basic level of needs is not sufficiently met, a worker is not going to be motivated to perform better.
The phrase "metamotivation" was also developed by Maslow to characterize an individual's level of motivation that wishes to achieve above basic needs and continuously aims for improvement. He clarified that it is not a simple feat to inspire workers due to human complexities, and companies must have a successful well-thought-out incentive scheme to be able to impact the degree of workplace satisfaction, commitment to a company, performance and personal advancement of the workforce  (Latham 2012).
According to Maslow, one of the most famous motivation philosophers, people are driven to fulfil their desires, which can be organized in a hierarchy of importance, and this pushes people to genuinely try to change their circumstances. Maslow claims that men are still looking for what they do not have. Maslow divided his needs into five categories, and the theory's significance stems from the fact that lower-level needs must be met before higher-level expectations can be met (Schultz, 1982).
Previous researchers have usually concentrated on variables such as genetics, achievement, or power individually to explain what excites, guides, and sustains human behaviour. Maslow's study aimed to create a wide framework of human motivation-related research, while previous scholars had customarily lay emphasis on variables such as biology, accomplishment, or power separately to understand what excites, directs, and sustains human actions. Centred on two classes, Maslow put forward a hierarchy of human needs (deficiency needs and growth needs). For an individual to perform each of this need will have to be satisfied and if deficiency arise in the future, the individual may intervene to eliminate the deficiency. The various groupings of this hierarchy also offer some valuable insights into how the needs of workers should be addressed to achieve effective rewards and recognition.
The first level needs apply to physiological needs including food, water, rest, and sex, which are necessary for survival which can be met in the work environments where workers can communicate including activities such as breaks, meals, and holidays.
The second level needs are safety and security needs, including the need for environmental protection from physical and psychological risks. According to Baron (1983) as cited by Roberts (2005), this group will fall under organisational benefit programmes and job security. 
The psychological needs that provide a sense of identity, connection, affiliation, and recognition by others will be Level 3 needs that involve the need for social contact and affection and care. As sited by Roberts (2005), Baron (1983) posited that Employees at this stage ought to know that they are valued and that they bring in a difference to the company.  
The fourth level needs relate to others' desire for self-respect and esteem. From here the desire for both intrinsic and extrinsic inspiration arises. Human beings require psychological (intrinsic) touch and physical touch (extrinsic). The need is very strong for external acknowledgement and recognition of who we are and what we do. To address this need, organisations that know this use quality recognition. 
Level 5 is the desire for self-actualization, which refers to the ability to reach one's full potential and evolve into unique individuals. As companies become mindful of the need for self-expression, more emphasis is focused on giving workers opportunities to tackle personal development issues. When people invest more of their time in the workplace, it becomes the duty of companies to help such people fulfil these higher-level standards.
As a result of its effectiveness, Maslow's principle has proven to be very influential with managers. The implications for managers are straightforward: create situations in which employees' lower-level aspirations are met, allowing them to achieve their maximum capacity - self-actualization. With this theoretical framework, before implementing complex rewards and recognition programmes, companies must focus on and continue with the basics. In the absence of meeting the underlying needs of workers, these programmes would be confronted with disappointment (Baron, 1983).

Herzberg Two-Factor Theory 
The link regarding employee performance and motivation is what the Two-Factor theory was set out to give a rundown of. Fredrick Herzrberg confirmed with Maslow that by satisfying low level needs, it really isn't possible to keep workers happy. thus, employers have to strive to satisfy the higher needs of workers notably psychological needs such as appreciation and recognition.
The theory therefore suggests that by anticipating personal and professional advancement of workers, managers can pursue career changes to be assured that they have substantial personal and professional progress in their current jobs in the future (Herzberg 1966).
The Two-Factor research identified two forms of employee motivation factors: motivating factors that seek to inspire workers to perform in their roles and duties, and hygiene factors that usually ensure that employees stay comfortable and fulfilled. This brought about the development of the theory of motivation-hygiene by Herzberg whereby he discussed the impact of these variables. Satisfiers (motivators) are the factors that maximize satisfaction, while dissatisfiers are the factors that lead to dissatisfaction (hygiene factors).
The theory of Herzberg also believes that threat, discipline or similar kinds of stimuli introduced by employers can increase workers performance, but these strategies have a short-term effect on workers and can negatively impact on employee motivation in the long term and contribute to a decline in performance  (Stringer, Didham et al. 2011).
In addition, the Two-Factor model investigates both intrinsic and extrinsic incentives, explaining that a consistent reward scheme can only be produced by using both approaches to help companies empower workers and enhance their performance (Herzberg, Mausner et al. 2011).
Douglas Hall’s Age Theory of Motivation
The motivation theory of Hall applies mostly to the chronological age of a person and the needs are primarily based on the age, which refers to what point the person is at in their career. workers in their early careers are searching for promotion, connections, money, and chances to improve skills, according to Hall's hypothesis  (La Motta 1995).
In this light, workers under the age of 30 prioritize "good salary" over "interesting work" in the hierarchy of what matters in a career, whereas those over 50 prioritize "interesting work." Thus, appreciation for workers between 40 and 55 will be to be left alone in the best way possible to do their work as well to be self-directed. Therefore, performance rewards and appreciation should be targeted towards the needs of workers of different ages. It is also clear that a "one size fits all" reward and recognition strategy would not achieve success  (La Motta 1995). 
Financial Reward Programmes (Compensation and Benefits)
Adequate and equal pay is one of the main standards for the satisfaction of work life. Remuneration applies primarily to all the ways in which a company can compensate workers for the services they offer. Wage and compensation payments, fringe benefits such as holidays, retirement and medical assistance, status badges, advancement and protection benefits may be included in these promotions  (Sethi, Pinzon 1998). Compensation therefore is the main benefit given to employers in return for civil service contributions in the job contract.
Methods and strategies for compensation administration can greatly influence the interaction between a company and its workers. Perhaps the most noticeable and potent examples of the culture of the company are the rewards given to workers, and the prospects for these rewards. The system of incentives should be designed to drive, enhance, and often change the community in order to meet the company's goals (Schuster, Zingheim 1992).
Martocchio (1998) as reported by Roberts (2005) proposes that culture of various countries defines and establishes the context for money to inspire individuals. According to him if they assume that improved results would lead to higher compensation, workers will aim for high levels of performance. Whether or not people use money as a motivator relies on what they consider as incentive. Many of the previously stated motivation theories indicate that motivation is an unconsciously guided desire to fulfil a primary objective and workers will make a tremendous attempt to reach objectives that would leave them feeling secure.
Money doesn't quite inspire, but instead encourages an individual to attain a target to earn its reward (Mol 1992). As noted by the Herzberg’s theory of hygiene-motivator, extrinsic incentives in terms of pay, bonuses, working environments, or business policy do not inspire. They merely ensure that performance is at an optimal standard, giving that motivated individuals will thus perform at levels greater than the optimal benchmark.
Roberts (2005) put forth the arguments of Lawler (1990) which suggests that if money changes behaviour, and therefore performance, money as an incentive will induce unhealthy behaviour. The influence of money as a motivator depends, according to him, primarily on the pay system implemented in the company. He additionally notes that money either do not inspire or motivate the incorrect actions because pay schemes in place are not designed well.
While money can be used to motivate people, it is not the only or most effective source of motivation. As a result, organizational designs, particularly compensation designs, that rely solely on pay and ignore the importance of intrinsic incentives may fail to tap into a deep source of motivation that can motivate people to perform at exceptional levels.
Non-Financial Recognition Programmes 
It is evident that in the overall incentive management system, rewards or salary and benefits have a vital role to play. However, it seems that a successful method of incentive distribution involves rewards, both financial and non-financial (Deeprose 1994).
According to Nelson (1995) sited by Roberts (2005), the importance of indirect rewards, comprising of random, nonmonetary ways of appreciation as employee motivators, is growing for following ways. The first explanation is that formal incentives are less successful in motivating workers, such as salaries, bonuses, and promotions. Furthermore, informal incentives are becoming more and more competitive and given priority by workers in today’s companies.
Effective programmes for employee appreciation that provide meaningful benefits that people can envision earning and loving, inspire employees to their highest standard of performance more quickly. This can be achieved at a significantly smaller cost than monetary incentives (Sarvadi 2005). 
Recognition systems are designed to keep workers engaged and active and are effective means to reinforce the goals and priorities of the organisation. Organizations will reap the rewards of a motivated, engaged employees that works forward to making an impact to the company. Often a simple, sincere, spoken 'thank you' is all it takes. Genuine appreciation by an employer is a vital aspect of making a worker feel rewarded and inspired.
Different Types of Employees
There seem to be five distinct employee types (seekers of status, maximisers of income, formalists, autonomists, and loyalists). All five categories of workers have a relationship with intrinsic and extrinsic incentives, as well as the rise and fall in performance in relation to monetary means. Extrinsic workers are those who seek status and maximize income, and they improve their performance in exchange for monetary rewards. The seekers of status engage with their environment, but they are not interested in consuming their income. If they make more money, they can improve their performance, quite if they feel they can prevail against their co-workers. The maximisers of income are only worried over their salaries and employment to them is only a requirement to earn more money.
Formalists, autonomists, and loyalists are all intrinsically motivated, and monetary incentives decrease their performance. Formalists, whether medical doctors or attorneys, follow the right protocols. With external rewards, these individuals are difficult to inspire. They are more worried that about following the right protocol than their own actions. Their relationship to money is that if they do not get adequate pay for following the protocols, they will feel unappreciated and tend to doubt themselves and their results. Autonomists want the environment to be preserved and changed. These workers do not think for items or money.  They try to meet their goals as accurately as possible on their own. If they are given tangible rewards for their performance, the inherent motivation of these individuals may diminish, or even be lost, because they see their job as self-fulfilment. The Loyalists are the last ones. They associate themselves with the importance and objectives displayed by the company they work with. Such workers prefer to work inside the company for a long time and it would be an attack on their performance to give them cash rewards.
Rewards, both financial and non-financial are the basic forms of incentives. While financial rewards are more associated with extrinsic rewards, non-financial is associated with intrinsic rewards  (Atkinson, Lucas et al. 2011). To positively impact performance practices among workers, management must ensure a balance between all forms of incentives. Frequently, rewards in financial terms are tied to the idea of pay-for-performance to include career promotion, performance bonuses, tips, presents for gratuities, commissions, among others. Non-financial incentives are non-monetary or non-cash rewards, and social acknowledgement via gratitude letters or awards, recognition, and public praise, among others, are examples of such rewards. Non-material rewards are also a term used for non-financial rewards (Georgellis, Iossa et al. 2011).
To attain the intended performance of highly efficient and productive workers, managers must establish a sense of collective opportunity among employees to keep them engaged enough to sustain optimum performance. This benefit will act as a motivator to the worker to do well by excelling in his/her job in achieving a given target or goal which will contribute to organisational progress.
Pinder (2014) emphasized the importance of an organization carefully establishing a pay system that fairly assesses employees' success at all stages and rewards them in accordance with their wishes and desires. The philosophy and culture of performance management in a corporation is essential to the worker's understanding of the company's incentive scheme. The program must be considered by workers to be just, equitable and capable of satisfying their intrinsic and extrinsic needs. The authors proposed that explaining the incentive management method and performance evaluation system accurately is essential to developing a favourable image among workers of the rewards system. Management therefore plays a critical role in communicating the incentive scheme to the workforce, particularly department managers and human resources workers.
Many companies have succeeded in improving their performance by adopting policies that seek to include systems of recognition that identify and appreciate top performers. Compared to intrinsic incentives, some management are more focused on extrinsic rewards, but achievement lies in combining all forms of rewards. Intrinsic incentives are intangible or psychological that serve to provide high performers with recognition and acknowledgement and thereby play a vital role in inspiring workers to achieve greater change. Workers’ dedication to enhancing job performance and employee engagement to organisations is strongly dependent on the compensation they earn for their performance (Cerasoli, Nicklin et al. 2014).
Empirical Review
A research paper on the “impact of reward and recognition programs on employee motivation and satisfaction” was conducted by Ahmed and Ali (2008). Exploratory research design was used. The sample selected for the study was 80 Unilever company employees and a questionnaire were used to collect data. To determine the degree of relationship between reward and satisfaction and motivation, the collected data were analysed using Pearson's correlation. Results have shown a positive correlation between benefits and employee satisfaction as well as motivation. Satisfaction indicators have been identified; 86 percent salary, 74 percent promotion, 61 percent job conditions, 37 percent personal. Research has demonstrated evidence for a favourable relationship between employee satisfaction and reward.
Duberg and Mollen (2010) conducted another study on reward systems in the health and geriatric care sectors. The study's main concern had been structure of reward schemes in health and geriatric care, as well as whether existing reward systems have an impact on the quality of care. The study's goal was to gain a better understanding of health and geriatric care incentive programs, as well as to consider how these programs are structured and what effect they have on health and geriatric care quality. 6 leaders from the private and public sectors were interviewed using a qualitative methodology. Research results found that salaries are an important component of the compensation system; yet, other rewards such as promotions and shares were shown to create a pleasant workplace and happier workers than it is to motivate more efficient workers. The findings revealed that the conditions for working in public sector incentive programmes are minimal because of the scarcity of funding and the diverse processes of large organisations with old practises. This needs to be reconsidered in order to ensure the effectiveness of working with well-designed reward schemes like those found in private care organizations. The researcher proposed that more experiments needs to be performed in comparison the reward system and analyse its effect on an entity in comparison to one that does not.
Axelsson and Bokedal (2009) did a report on rewards at Volvo Car Company, motivating different generations. This study was centred on a Volvo Car Company case study in Göteborg. Empirical evidence is based on 20 interviews with managers at the organisation. Results showed that bonuses and shares are not significantly motivating mangers compared to challenging jobs and non-monetary incentives. Titles are not at all motivating. For all generations, however, prospects for development are inspiring. It has been concluded that generational gaps exist. However, salaries were regarded by both groups to be substantial while non-monetary incentives to be of considerable significance. The authors proposed that studies be carried out on reward systems and how they influence other interesting things, such as gender, the stage of life.
The connection between reward management system applications and employee performance of bank staff in Istanbul's global banks is explored in a study by Pnar (2011). He believes that the quality of employee success is dependent on incentive schemes. Moreover, (Madhuri K., 2014) states that the perceived degree of incentives and morale has a direct connection between workers of the private sector and that monetary rewards have a significant influence on employee motivation than non-monetary rewards.
In terms of the relationships between rewards, job satisfaction, and employee performance, a research conducted by Payam, Ali, Seyed, & Mahmood (2013) aims to explore different variables. There were two categories of incentives found in the report, and they were financial and non-financial rewards. The result revealed that rewards would impact work satisfaction and therefore the performance of employees. Finally, the report suggests a new paradigm focused on the importance of work satisfaction mediation.
The Impact of Compensation on Employee Performance in selected bank organisations in Awka Metropolis is established by Nnaji and Nnadozie (2015). The key purpose of this analysis is to establish if there is a relationship between the scheme of incentives and the success of employees. More precisely, the analysis seeks to discuss the correlation between intrinsic (non-financial) and extrinsic (financial) rewards employee performance. The observational findings found that there is a connection between incentives and employee performance, and that there is a substantial variation in the impact on employee performance in terms of intrinsic and extrinsic rewards.
A thesis carried out by Irshad A. (2016) pointed out the effect on efficiency of workers of extrinsic compensation. Primary data was obtained through the circulation of questionnaires to employees employed in the banking sector. He concluded that employee performance is favourably influenced by pay and working conditions.
A research on employee perception on effective reward system and motivating incentives to enhance performance in Irish owned restaurants was done by Quadri (2019). The primary aim of the analysis is to investigate the role of an effective reward system and incentives for motivation to increase employee productivity levels. The study is carried out in the context of the Irish Restaurant Industry and Comet Restaurant Dublin in particular. The primary data collection method of semi-structured interviews for data collection purposes was suggested in the research report, which enabled qualitative data to resolve the selected research issue. it has been concluded that performance enhancement is the key focus area in the organisations for human resource managers in restaurant industry. The service industry solely relies on the efficient performance of the employees and hence maintaining and enhancing the performance of the employees is the most crucial essentiality on the part of the management. 
The research study also found that all workers expect incentives for exceptional success, which they regard as the most important motivational factor. Workers assume that because they bring in more time than most employees, they will be rewarded appropriately. The effective reward systems will execute the effective human resource measure for determining the good performance level of employees. 
It is increasingly obvious that a strong system of compensation and appreciation will add to the engagement of individuals and their ability and motivation to learn and develop their abilities which can result in greater retention. One of the major factors influencing their level of satisfaction is the kinds of incentives and appreciation that individuals obtain. More and more people are highly praised and appreciated, the happier they seem to be with their work and life. This ensures that happy workers are less likely to resign, switch jobs, form unions, or be unavailable. In short, companies are better off supporting individuals with a degree of reward that allows them to be at least generally happy. Aligned also in studies is that there are many companies that still do not maximise the benefit that could be added by a well-structured overall incentive scheme. Many companies tend to continue to make the error of providing systems that rely solely on compensation, rather than a balanced combination of reward and recognition.
A successful reward system which emphasizes on engaging workers and their teams can act as a motivating factor for workers to attain excellent performance, thereby meeting the aims and objectives of the organisation.














                                                        CHAPTER THREE 
                                              RESEARCH METHODOLOGY 
This chapter examines the methods and procedures adopted by the researcher in carrying out this study. It comprises of the following: Research design, area of study and population, sample, sampling technique, instrument for data collection, validity and reliability, methods of data analysis.
Research Design
A research design is a plan for the research project. It provides guidelines which direct the research towards solving the research problem. A research design, according to Nwana (1981), is a concept used to denote a series of decisions that must be made prior to data collection. The survey study design was used in this analysis, which involves gathering and analysing data from a small group of individuals that are assumed to be reflective of the whole group. Since only a portion of the population is used as a study of the total population, this design is less vigorous and financially less costly.
Population and Sampling Size
The target population refers to all members of a given community to which the researcher is connected, while the open population refers to all members of the group that are beyond the researcher's control. The population to be targeted for the study was employees working at Dangote Cement Plc in Douala, Cameroon. The target population on a whole was 60 respondents.
Sampling Techniques
A sampling technique is a plan specifying how the elements will be drawn or chosen from the general population. The simple random sampling technique was used as the sampling method. A simple random sampling technique is designed so that each member or unit in the population has an equal chance for selection. A random sampling procedure, according to Mbua (2003), guarantees that each member has a fair probability of being chosen, avoiding bias.
Instrument for Data Collection 
The instrument use for collection of data is the questionnaire. In this regard an attitude scale was used. The questionnaire carries the name of the researcher and the purpose of the research.  

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 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. According to Bryman et al. (2014:199), an open-ended question encourages respondents to respond 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”. 
Validity of the Instrument 
To ensure the validity of the research instrument, after the construction of the questionnaire, it was given to the supervisor who read the items and reconstructed some items so that the instrument was cable of producing the required information.
Procedure for Data Collection
The questionnaire was sent through mail which was then shared to the employees for them to respond. A total of 60 questionnaires were sent electronically to respondents and the questionnaire will take approximately 15-20 minutes to be completed.
Method of Data Analysis 
Quantitative and qualitative data approaches are only two of the many types of data methods available. (2014, Lemeshow) The data was coded and entered into a social science mathematical kit (SPSS). Microsoft excel. Since the research was quantitative, the results were summarized using basic numerical figures such as tables, percentages, and charts. These were chosen because they encouraged researchers to look at the relationships that they were interested in.

The percentage will be calculated using the formula.
Percentage = number of respondent x 100 ÷ total number of respondents

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 Information about respondents, procedures to be followed, benefits of the study to the and extent of privacy and confidentiality will be given and ensured. The researchers chose to keep all respondents working for the company anonymous to protect all participants as such, respondents will not mention their names to ensure a high degree of privacy.   







                                

[bookmark: _Hlk64498258]                                        CHAPTER FOUR
                                                          FINDINGS
Here are presented the findings of the study based on the research questions presented in chapter one.
[bookmark: _Hlk64498304]Research Questions
· Does Dangote Cement Plc currently have a reward system?
· Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.?
· What is the impact of rewards on employee performance at Dangote Cement Plc.?
· what are the most vital rewards that motivates employees at Dangote Cement Plc.?
· How can the reward system be made better to enhance performance of workers at Dangote Cement Plc.?
PART I
Demographic Data
Here are the analyses of the gender and age of respondents in relation to the study. The method of analysis was by percentages. 
[bookmark: _Hlk64498918]Table 1: Frequency and Percentages based on Gender
	Sex 
	Frequency 
	Percentages 

	Male 
	27
	45%

	Female
	10
	17%

	Absent
	23
	38%

	Total 
	60 
	100%



The study involved gender distribution of respondents to answer the questionnaires provided as shown on the table. The following table depicts that respondents of male and female answered the questionnaires distributed. Out of 60 respondents 27 (45%) were male while 10 (17%) were females, while 38% of the respondents did not actually participated in the research due to some uncontrollable reasons. This indicates that majority of the employees are male. This implies that the male population of the company has the chance to be represented in every matter.

           
   
Figure 1: pie chart for gender
[bookmark: _Hlk64498942]
Table 2: Frequency and Percentage Based on Age of respondents
	Age 
	Frequency 
	percentage

	18-23
	16
	27%

	24-29
	13
	22%

	30-35     
	3
	5%

	36-41
	5
	8%

	42 and above   
	0
	0%

	Absence 
	23
	38%

	Total 
	60
	100%



The age of the respondents was important in this sample in determining the results of the impact of reward systems on employee performance. Looking at the age group of respondents, the larger number of employees is between the ages of 18-25 and 29-35 which adds to a combined 29 respondents representing to 27% and 22% of the total respondents. Next age groups which constitute 8% of the respondents are 36-41 years of age.  5% of the population from the ages 36-41. 38% of the respondent were absent. From this result we can observe that most employees are of the productive age group.

    

    
             Figure 2: Pie chart for age 








PART II
Research question one
Does Dangote Cement Plc currently have a reward system?
This section of the questionnaire was design to provide answers for the above question. 
[bookmark: _Hlk64498970]Table 3: Frequency and Percentage of respondents
	Item 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Absence 

	There are rewards or a reward system in place that the company offer which would make working here easier or more valuable and hence influence performance.

	4(7%)
	5(8%)
	0(0%)
	11(18%)
	17(28%)
	23(38%)

	The current reward system offered motivate you to perform the work diligently.

	4(7%)
	4(7%)
	0(0%)
	9(15%)
	20(33%)
	23(38%)

	The company consult the employees when designing the rewards systems.

	2(3%)
	0
	0(0%)
	11(18%)
	24(40%)
	23(38%)

	Average percentage
	6%
	5%
	0%
	17%
	34%
	38%



Table 3 shows analysis for question one which main aim was to find out if the company has practical system through which its employees are rewarded. This question produced very interesting results.  The data collected from respondents from the company under study did not agreed with the statement. From the above analysis, 11% of the respondent agreed to the fact that the company has a reward system, 51% of the respondent disagreed to that fact, while 38% of the respondents were absent. This astonishing result leaves one to wonder if there is a culture of reward in the company, or the concept of reward systems is not fully understood by employees. If it does exist, how effective it is.




Figure 3: Pie chart representing the data above.









Research Question Two
Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.? 
This section of the questionnaire was design to provide answers for the above question. 
[bookmark: _Hlk64498993]Table 4: Frequency and Percentage of respondents
	Item 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Absence 

	Overall Financial rewards encourage employees to improve performance

	26(43%)
	7(12%)
	0(0%)
	0(0%)
	4(7%)
	23(38%)

	Overall non-Financial rewards encourage employees to improve performance.

	4(7%)
	0(%)
	0(0%)
	7(12%)
	26(43%)
	23(38%)

	Overall, both Financial and non-financial rewards encourage employees to improve performance.

	13(22%)
	15(25%)
	0(0%)
	3(5%)
	6(10%)
	23(38%)

	Average percentage
	24%
	12%
	0%
	6%
	20%
	38%



From the analysis above, 55% of the respondent agreed to the fact that Financial rewards encourage employees to improve performance, 7% of the respondent disagreed to that fact and 38% of the respondents were absent. (See figure 4).
Also, the data shows a total of 47% of respondents who agreed to the fact that both Financial and Non-Financial rewards encourage employees to improve performance, while 15% of the respondents disagreed to that and 38% of the respondents were absent. (See figure5).
On average, 36% agreed, 26% disagreed while 38% were absent (see figure 6)


Figure 4: Pie chart showing data for Financial and Non-financial Rewards.



Figure 5: Pie chart showing data for both Financial and Non-financial Rewards.

Figure 6: Data representation of Average Percentage for both Financial and Non-financial Rewards.





Figure 7: graphical representation of the above data.

Research Question Three
What is the impact of rewards on employee performance at Dangote Cement Plc.? 
This section of the questionnaire was design to provide answers for the above question. 
[bookmark: _Hlk64499015]Table 5: Frequency and Percentage of respondents
	Item 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Absence 

	My working performance in the company is equivalent to what I earned as a reward. Thus, When I get a bonus increases my job performance increases.
	17(28%)

	1(2%)

	1(2%)
	15(25%)

	3(5%)

	23(38%)

	I feel motivated to increase my performance when I received reward

	4(7%)

	16(27%)

	9(15%)
	8(13%)

	0(0%)

	23(38%)

	There is difference in how co-workers are rewarded which influence my performance

	21(35%)
	9(15%)

	0(0%)
	3(5%)

	4(7%)

	23(38%)

	Average percentage
	23%
	15%
	6%
	14%
	4%
	38%



From the data there is a negative impact of rewards on performance of employees as 38% of the respondents agreed to the fact that their performance is influence by what they receive as rewards. 18% of the respondents disagreed to the fact that rewards impact their performance. 6% of the respondents were neutral as whether rewards have an impact on their performance while 38% of the respondents were absent.

Figure 8: Graphical representation of the data above
Research Question Four
what are the most vital rewards that motivates employees at Dangote Cement Plc.?
The above question was asked to investigate respondent’s awareness of the various reward packages in their organisations and those that they currently enjoy or wish to enjoy. 
[bookmark: _Hlk64499071]Table 6: Frequency and Percentage of Respondent
	Item 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Absence 

	Salary raises.

	1(2%)

	6(10%)
	0(0%)
	10(17%)

	20(33%)
	23(38%)

	Appreciation
	0(0%)
	1(2%)

	0(0%)
	16(27%)
	20(33%)
	23(38%)

	Commission

	17(28%)
	18(31%)
	0(0%)
	0(0%)
	 2(3%)
	23(38%)

	Promotion

	5(8%)
	6(10%)
	0(0%)
	10(17%)

	16(27%)

	23(38%)

	Career Advancement Opportunity

	0(0%)

	1(2%)

	0(0%)
	21(35%)

	15(25%)

	23(38%)

	Average percentage
	8%
	11%
	0%
	19%
	24%
	38%



In recruiting, retaining, and employing workers, salaries and benefits are important. A variety of options are available for companies to compensate their workers and appreciate their contribution. The most successful reward enjoyed by respondents as can be seen from the analysis is commission with 35% of the respondents of the view that commission was the only reward package. The salary variable is what seems familiar and probably matters to the people concerned. On average 43% of the respondents disagreed to have been motivated with any reward, 19% of the respondent agreed to the fact while 38% of the respondents were absent. In addition, respondents wish for other packages like cost of living allowance, transport allowances overtime bonuses, risk allowance and salary increase. 
The responses from the respondents provide management with an idea of the kind of reward packages that they can incorporate in designing of a reward system.

Figure 9: Graphical representation of the data above





Part III:
Research Question Five
How can the reward system be made better to enhance performance of workers at Dangote Cement Plc.?
This section of the questionnaire was design to provide answers for the above question. 
The data collected from this section indicated that a massive 80% of the respondents were not happy with their packages. This is not too good for the image for the company. The large numbers of disgruntled workers in the various departments constitute a time bomb which can lead to quicker employees’ turnover and a long run decrease in productivity. These observations were supported by the comments from one respondent. 
“My working performance is good, but salary doesn’t match input”
To bring out the best from employees, they will have to be happy because when employees are not happy it affects both their effectiveness and efficiency.
 This implies a continuous motivational package for workers to make the job more challenging to make workers give off their best. Further insight to why workers are unhappy with their current compensation packages demonstrated that respondents hold a general perception of equity and unfair basis of rewarding. Those who thought it was fair admitted that it barely met the cost of living. To these group of respondents, the issue was not how much they earn, but whether what they took home at the end of the day really meet their needs. One would realise here that though this was surprising it only confirms the equity theory of motivation. In this case, the worker compares themselves with others inside and might lower productivity to create equity. It can also draw from Maslow’s hierarchy of needs theory where a higher need will need to be filled once a lower need has been seen to. As stated by another respondent. 
“Rewards increases performance because it acts as a source of motivation thereby pushing employees to work more”. 
Another respondent faced with possibility to suggest for the overall process of reward system in the company comment that.
“Offer financial rewards and non-monetary rewards and recognition. Make rewards an integral part of the company. Involve all employees in the development and implementation of rewards and payments and make sure employees view the reward as worth the effort. Make sure that employees understand how to earn the rewards and provide reward immediately after the employee achieve the desired behaviour”. 
It would appear to make sense that they are going to see a raise in productivity as employers reward their staff with awards and maybe even inspire them to work harder.
A complete spectrum of financial and non-financial incentives draws, maintain, and engage people, which will change over time based on personal circumstances. Individuals might not consider the financial aspects of a package especially relevant in certain cases. For example, individuals may be more interested in having access to training and professional advancement at the beginning of their career. Similarly, whether they have a deep commitment to the purpose of an organisation, people may be able to work at reduced wage rates (or even volunteer). 
[bookmark: _Hlk64498389]Summary of Findings
From the above data, one would be tempted to make the following conclusions.
1) The company does not have any practical reward system in place or if it does have a reward system then it is not effective.
2)  Financial reward is more valuable to employees in the organisation compared non-financial reward. Some employees will better appreciate non-financial rewards.
3) When it comes to the impact of rewards on employee performance, data from respondents shows a negative impact on employees as the employees are not satisfied with the current system.
4) Apart from the monthly salaries employees only get to receive commissions as a form of reward.








                                                         CHAPTER FIVE
                        DISCUSSION, CONCLUSION, AND RECOMMENDATION 
In this chapter, the research presents the discussion of the findings, conclusion, recommendation and suggestion for further research and limitation of the study.
Discussion of Findings
The study aimed to investigate the Impact of Reward Systems on Employee Performant at Dangote Cement Plc. 
Research Question One 
Does Dangote Cement Plc currently have a reward system?
Findings from the data revealed that the organisation does not have any practical reward system in place or if it does have a reward system then it is not effective or the concept of reward systems is not fully understood by employees and this have a negative impact on employee work values in the organisation in that employees place great value on the various types of rewards offered them by their employers. Where a reward system fails to make provision for such reward and incentives, employees tend to express their dissatisfaction in terms of poor performance and non-commitment to their job.
Research Question Two
Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.? 
There is a significant relationship between financial and non-financial rewards system. Based on the data one would realise that financial rewards have a positive impact on employees and would be very influential in motivating employees, so they perform at their very best. whereas non-financial rewards can motivate some employees, there will be a significant impact when each system is used indifferently. 
Research Question Three
What is the impact of rewards on employee performance at Dangote Cement Plc.? 
In this study, the data reveals there is a negative impact of rewards on employee performance. While respondents are believed to be ready to increase performance when they get a reward, others believe there is disparity in how employees are rewarded which influence their performance.  This shows most of the employees are only willing to increase performance where reward will match their input to work.
Research Question Four
what are the most vital rewards that motivates employees at Dangote Cement Plc.?
From the data analysis, it was found out that workers regard salary offered to be less than satisfactory. The findings of this research also revealed that most of the employees are dissatisfied with level of salary raises (12%) though employee is offered commission. Adding to that, the way promotion is being carried out is a call for concern with only with only 18% of the population getting promotions leaving employees dissatisfied. However, the study found that where a company implements regular pay increases, annual bonuses, and performance-based promotions, job performance improves significantly. Also, recognition in form of appreciation and career advancement would be powerful motivational tools to boost employee performance when correctly and frequently used. 
Conclusion
The impact of reward system in day-to-day performance of employee’s duties cannot be over emphasized especially when it comes to being rewarded for job done. As such, performance of any sort can be improved by increased motivation.
 From the results of this study, one can conclude that the company is not having any defined reward system and should be a concern for the organisation and employees and there is thus one then it has not been properly implemented. Employees will prefer to show their displeasure by poor results and not committed to their work in the absence of sufficient reward. In addition, the study highlighted that suitable and regular employee benefits not only increase their incentive to work harder, but also enhance overall organisational performance. Thus, employees are only willing to put in as much effort as what they get in return.
The results also indicated that rewards, both financial and non-financial, when present can motivate employees to perform better and so their job performance is improved which can be reflected in the overall organisation performance though, respondents place a great value on the financial rewards compared to non-financial rewards. The actual system at the company is not sufficient to consistently motive employees. On the relation between reward systems and employee performance, there is a plurality of opinion. This relation offers an avenue for managers to use the reward system to fine-tune employee conduct towards productivity and efficacy as a motivational tool. It is an opportunity for management to increase employee performance by ensuring that the right worker is adequately compensated by a rewards strategy to make workers know that the company appreciates them and the reward belongs to the people who do their job with success and discipline. Reward applies to workers differently as it is easier to achieve such employee dedication to corporate goals by using an acceptable reward system.
Limitation of the Study Suggestion for Further Studies
A work of this this kind could not be without difficulties. This study focuses only on Dangote Cement Plc Cameroon and can therefore not be generalized because only from this area was the test sample chosen, this research analysis cannot be extended uniformly. It is also advised that, when choosing the test group, the more geographical region be covered to generalise the results in a potential research sample. This study has a sample size of 60 respondents. The researcher is suggesting that more of such research should be conducted to get other views on the Impact of Reward Systems on Employee Performance.
This study should be carried out in the same setting using a larger sample size to give the findings its authenticity under the same conditions.
Also, the researcher could not make use of the SPSS tool because the researcher did not have a proper understanding of the system.
 In the process of study, the researcher has other constraints which included the lack of research assistance, financial constraints, time etc, which limited the researchers work with a small sample that the original sample intended. 
Recommendation
Considering the findings, the research revealed several areas of interest that need the attention of the different stakeholders of the organisation. The researcher would recommend the following in relation to the Impact of Reward Systems on Employee Performant at Dangote Cement Plc.
The company should redesign or restructure its rewards system if it has one and ensure employees are aware and understands the system. It has been recognised that incentives have a positive influence on employee performance. However, there is no perfect reward program because motivation is subjective, and what motivates one employee cannot motivate another. The organisation should then get to know its workers better enough that they can use the best motivational approach.
An assessment or survey of the current level of satisfaction of its workforce by foreign or internal experts should be carried out by the organisation and the areas of change pointed out by its workers should be successfully applied. This would improve the working relationship and maximise the company's productivity.
The results of this analysis suggest that most workers are more concerned with financial rewards. The organisation should also regularly evaluate and change the financial benefits offered to its workers.
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Appendix 1
                                                           Questionnaire 
Dear respondent,
I am NELSON TIMOH FONGOH a postgraduate student of the University of Wales Trinity Saint David (UWTSD) London, undertaking a research project on the Impact of Reward Systems on Employee Performance (a case study of Dangote Cement Plc).
 Please recall that you are selected as a possible participant because you are an employee of this organization. Your participation in the study is completely voluntary.
This study is carried out purely for academic reasons and as such, the information you provide shall be used mainly for that purpose and shall be treated confidentially.
The questionnaire will take approximately 15-20 minutes of your time. Your honest and true
opinion will be valuable for this research. Thank you in advance for your assistance.
Please place a tick () or (X) in the boxes which suits your opinion about the problem under investigation.
Part I: Respondents Personal Information
Sex 
	


	


 Male                  Female     
Age
	


	


	


	


	


18-23 24-29 30-35     36-41 42 and above   

Position Occupied

Part II: Research Questions 
1: Does Dangote Cement Plc currently have a reward system?
1. There are rewards or a reward system in place that the company offer which would make working here easier or more valuable and hence influence performance.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. The current reward system offered motivate you to perform the work diligently.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. The company consult the employees when designing the rewards systems.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



2: Which of the two types of reward (financial and non-financial) is the most influential in satisfying employees at Dangote Cement Plc.? 
1. Overall Financial rewards encourage employees to improve performance
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Overall non-Financial rewards encourage employees to improve performance.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Overall, both Financial and non-financial rewards encourage employees to improve performance.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



3: What is the impact of rewards on employee performance at Dangote Cement Plc.? 
1. My working performance in the company is equivalent to what I earned as a reward. Thus, When I get a bonus increases my job performance increases. 

	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. I feel motivated to increase my performance when I received reward

	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. There is difference in how co-workers are rewarded which influence my performance
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	


4: what are the most vital rewards that motivates employees at Dangote Cement Plc.?
1. Salary raises.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Commission
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Appreciation.
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Promotion
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Career Advancement Opportunity
	Strongly Agree
	Agree 
	Neutral 
	Disagree 
	Strongly Disagree

	
	
	
	
	



1. Others (List them please in box below)
	



Part III: open ended questions
Please write your responses within the boxes provided.
5: How can the reward system be made better to enhance performance of workers at Dangote Cement Plc.?
1. How do you rate your working performance in the company? (Low, good, or excellent) Is it equivalent or not from what you are rewarded? Please explain.
	



1. What do you feel is done to increase and maintain performance in your department?
	



1. Do you believe the rewards have increased employee performance? Why or why not?
	



1. Do you think that reward system should include career plan based on performance?
	



1. What do you suggest for the overall process of reward system in the company? (Base pay/salary, benefits, recognition, promotion, over time payment and working condition)
	








                                                   Thank you for your participation 



 


Column1	
Male	Female	Absence	45	17	38	


18-23	24-29	30-35     	36-41	42 and above   	Absence 	0.27	0.22	0.05	0.08	0	0.38	


Agree 	Disagree	Absence	11	51	38	

Sales	
Agreed	Disagreed	Absence	55	7	38	

Sales	
Agreed	Disagreed	Absence	47	15	38	

Sales	
Agreed	Absence	Disagreed	36	38	26	

Agreed	Finanancial and Non-Financial Rewards	Both Finanacial and Non-Financial Rewards	Average Percentage	55	47	36	Disagreed	Finanancial and Non-Financial Rewards	Both Finanacial and Non-Financial Rewards	Average Percentage	7	15	26	Absence	Finanancial and Non-Financial Rewards	Both Finanacial and Non-Financial Rewards	Average Percentage	38	38	38	



Sales	
Agreed	Absence	Disagreed	Neutral	38	38	18	6	

Sales	
Agreed	Disagreed	Absence	19	43	38	
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