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Abstract 
This work examines the Impact of incentive and motivation in enhancing 

workers performance in construction industries, a case study of 

construction industries in Katsina state, Nigeria. The research objective 

and question were formulated to guide this work, descriptive research 

design was adopted and the five construction industries in Katsina were 

randomly selected for this research work and appropriate question were 

distributed to 100 Built Environment Professionals in the construction 

industries. According to the results it shows that there are importance of 

motivation and incentives ofconstruction workers in construction industry 

and also there are factors that influence and challenges the motivation and 

incentive of construction of workers in construction industries in Nigeria. 

Thus it was recommended that increase in salary; promotion, overtime and 

holiday with pay should be used as motivators for increase in performance 

of construction workers and Promotion should be done regularly and 

should be based on performance of workers. Training and workshop 

organised by the professional bodies is also recommended. 
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Introduction 
Construction industryis the key driver 

of human labour In the whole world, 

which comprised clients, Designed 

team, Construction team, Builders 

merchants, Building industry 

regulators, speculative builders as 
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well as Tenants. Construction projects suffer various problems. There are undue 

cost overruns, delays and loss of productivity associated with construction 

projects everywhere. In today’s era, one of the biggest concerns for any 

organization is to increase their productivity, representing the powerful and 

efficient conversion of resources into marketable products and determining 

business profitability. With the business environment becoming highly 

competitive, it is essential that organizations improve construction productivity 

performance for survival because construction is a man power oriented industry 

and human resource is the flexible resource available for the management, focus 

of the majority of the researchers and practitioners has been on improving 

construction human resource productivity. Improving productivity of the 

construction workforce is crucial to the success of any construction firm as 

human resource costs comprise a considerable share of the overall project cost. 

Losses in construction human resource productivity have often been attributed 

to poor management of construction projects and construction professionals. 

Construction man power productivity is influenced by a multitude of factors. 

Though considerable research exists on productivity factors little effort has been 

carried out to find the relation between man power productivity and motivation 

of the humans. The Construction industry all across the world is an important 

indicator of the development as it creates investment opportunities across 

various related sectors.   

The sector is labor-intensive and, including indirect jobs, provides employment 

to more than 35 million people. India is on the verge of witnessing a sustained 

growth in infrastructure build up. The construction industry has been witness to 

a strong growth wave powered by large spends on housing, road, ports, water 

supply, rail transport and airport development. Construction industry forms an 

integral part of the economy and a conduit for a substantial part of its 

development investment, is poised for growth on account of industrialization, 

urbanization, economic development and people's rising expectations for 

improved quality of living. Construction constitutes 30% to 50% of India's 

capital expenditure on projects in various sectors such as highways, roads, 

energy, airports, railway, irrigation, etc and is the second largest industry in 

India after the agriculture. Since in India 80% of the project has cost and time 

overrun which in turns affects the quality of the project not because of poor 
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material but because of poor management which leads to human labor. As 

Construction industry in labor intensive but no research has been done the in 

the past on the human elements which effects the quality of the project. 

 

Literature Review 

The term motivation has its origins in the Latin word movere, which means 

movement (Steers, et, al. 2014). In  general,  motivation  can  be  described  as  

something  intangible,  a  trigger/drive inside a person that stimulates that person 

to specific actions or to certain behaviours. This indicates a constant movement, 

thus motivation is always directed towards something or away from something. 

So employees continually seek or/and are encouraged to become better, faster 

etc. This implies that there is no final goal in motivation, making it a moving 

target that is never reached. This might be good for the productivity at a 

workplace, but in a long-term perspective, it can be difficult to motivate 

employees as their demands for reward/motivation continuously grow.   

 

Intrinsic Motivation   

Intrinsic motivation occurs when the human performs for his or her own sake, 

instead for social rewards (Pinder, 1984). Christina (2011) writes in her book 

Work Motivation- studies of its Determinants and Outcomes that intrinsic 

motivation is about “engaging in a task for its enjoyment value”. Intrinsic 

motivation is also about creative thinking, and increased performance meaning 

that if a person is intrinsically motivated he or she can, not only increase the 

performance but also the job satisfaction. Thomas (2012) talks about four 

different types of intrinsic rewards: sense of meaningfulness, sense of choice, 

sense of competence and sense of progress. A sense of meaningfulness is when 

all emotions and feelings have been put into a certain task that makes one 

excited and gives the feeling that the task is worth the time and energy (Thomas, 

2012). A sense of choice is about having the opportunity to make your own 

decisions and to choose task activities that you find useful to perform. 

Moreover, a sense of competence involves the feeling that performing a chosen 

task in a way that it is making progress and that the work with the chosen task 

is going well (Thomas, 2012). The fourth intrinsic reward, a sense of progress, 

involves the excitement and feeling of being on the right track. When there is 

the feeling that the work with the chosen task is moving forward and accomplish 
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something on your way, it create the feeling that it was worth all the time and 

energy (Thomas, 2010).   

 

Extrinsic motivation   

Extrinsic motivation is based on external factors such as self- interest and the 

pleasure of making profits (Nelson et al., 2016). Extrinsic and intrinsic 

motivation is one and another opposite which means that extrinsic motivation 

is a behavior that is performed just for the money and not for the pleasure of 

doing it. People that are extrinsically motivated do not actually get motivated 

from the work itself. They expect to receive some rewards after having 

performed a certain task or else they will not feel pleased (Gagne et al, 2015).  

 

Organizational Behavior  

Organizational behavior is a field of study that investigates the impact that 

individuals, groups and structures have on behavior within an organization for 

the purpose of applying such knowledge towards improving an organization's 

effectiveness (Robbins, 2011). It is an interdisciplinary field that includes 

sociology, psychology, communication, and management; and it complements 

the academic studies of organizational theory (which is focused on 

organizational and intra-organizational topics) and human resource studies 

(which is more applied and business-oriented). It may also be referred to as 

organizational studies or organizational science. The field has its roots in 

industrial and organizational psychology. (Fredric & Linda, 2010). 

Organizational studies encompass the study of organizations from multiple 

viewpoints, methods, and levels of analysis. For instance, one textbook (Hatch 

&Cunliffe, 2016) divides these multiple viewpoints into three perspectives: 

modern, symbolic, and postmodern. Another traditional distinction, present 

especially in American academia, is between the study of "micro" 

organizational behaviour — which refers to individual and group dynamics in 

an organizational setting — and "macro" strategic management and 

organizational theory which studies whole organizations and industries, how 

they adapt, and the strategies, structures and contingencies that guide them 

(Adler, 2012). To this distinction, some scholars have added an interest in 

"meso" scale structures - power, culture, and the networks of individuals and 
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i.e. ronit units in organizations — and "field" level analysis which study how 

whole populations of organizations interact.  

Whenever people interact in organizations, many factors come into play. 

Modern organizational studies attempt to understand and model these factors. 

Like all modernist social sciences, organizational studies seek to control, 

predict, and explain. There is some controversy over the ethics of controlling 

workers' behavior, as well as the manner in which workers are treated 

(Anderson & Shane, 2012).  

 

Decision Making   

Decision making can be regarded as the cognitive process resulting in the 

selection of a course of action among several alternative scenarios. Every 

decision making process produces a final choice (James, 2014). The output can 

be an action or an opinion of choice.  

Human performance in decision terms has been the subject of active research 

from several perspectives.  

i. From a psychological perspective, it is necessary to examine individual 

decisions in the context of a set of needs, preferences an individual has 

and values they seek.  

ii. From a cognitive perspective, the decision making process must be 

regarded as a continuous process integrated in the interaction with the 

environment.  

iii. From a normative perspective, the analysis of individual decisions is 

concerned with the logic of decision making and rationality and the 

invariant choice it leads to (Daniel & Amos, 2010).   

 

Yet, at another level, it might be regarded as a problem solving activity which 

is terminated when a satisfactory solution is reached. Therefore, decision 

making is a reasoning or emotional process which can be rational or irrational, 

can be based on explicit assumptions or tacit assumptions. Decisions are likely 

to be involuntary & following the decision, we spend time analyzing the cost 

and benefits of that decision  

(Doya& Michael, 2012). This is known as "Rational Choice Theory," which 

encompasses the notion that we maximize benefits and minimize the costs 

(Schacter et al 2011). 
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One must keep in mind that most decisions are made unconsciously. Jim 

Nightingale, Author of Think Smart-Act Smart, states that "we simply decide 

without thinking much about the decision process." In a controlled environment, 

such as a classroom, instructors encourage students to weigh pros and cons 

before making a decision. However in the real world, most decisions are made 

unconsciously in the mind because it would take too much time to sit down and 

list the pros and cons of each decision we must make on a daily basis (Daniel 

& Amos, 2010).  

A major part of decision making involves the analysis of a finite set of 

alternatives described in terms of evaluative criteria (Monahan, 2010). 

―Information Overload‖ is when there is a substantial gap between the capacity 

of information and the ways we adapt. The overload of information can be 

related to problems processing and tasking, which impacts decision making 

(Kutty&Himanshu 2017). These criteria may be benefit or cost in nature. Then 

the problem might be to rank these alternatives in terms of how attractive they 

are to the decision maker(s) when all the criteria are considered simultaneously. 

Another goal might be to just find the best alternative or to determine the 

relative total priority of each alternative (for instance, if alternatives represent 

projects competing for funds) when all the criteria are considered 

simultaneously. Solving such problems is the focus of multi-criteria decision 

analysis (MCDA) also known as multicriteria decision making (MCDM). This 

area of decision making, although it is very old and has attracted the interest of 

many researchers and practitioners, is still highly debated as there are many 

MCDA / MCDM methods which may yield very different results when they are 

applied on exactly the same data (Triantaphyllou, E. 2010). This leads to the 

formulation of a decision making paradox. 

 

Types of Motivation  

Motivation can be classified into two categories. These are non-financial and 

financial incentives schemes. Non-financial motivation is intangible; it includes 

advancement, the work itself, responsibility, and recognition, relations with co-

workers, company policy and working institutions.  

 

Financial Incentive Scheme  

There are two areas into which financial incentives scheme fall; those of 

operatives and those of managers. According to Cole (2015), incentive scheme 

for managers include, extra payments or increase in salaries, fringe benefits 
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covering such items as, car, sickness benefits, free education for managers’ 

children, and free holidays. Others are free lunches, free travel abroad with wife 

and family, access to newspapers and journals, free interest loan and free 

medical scheme (Pigors 2014).  

 

Incentives  

Incentives are tangible rewards that are available to workers, supervisors and 

managers and are meant to induce performance (McKienzie and Lee, 2011). 

Incentives may involve relating employees’ pay to their individual performance 

or relating pay to group performance or firm performance (Brown and 

Heywood, 2012). It is more common for employees to receive a basic wage 

together with a bonus if their individual output exceeds a certain target output 

or with a percentage of the extra output in addition to the basic wage and this is 

the performance component of pay to an objective measure of output. Individual 

performance pay may also be based on subjective measures of the employee’s 

performance. This form of performance pay called merit pay, includes pay 

raises or bonuses that depend in part on subjective assessment of the employee’s 

performance. Almost by definition, subjective measures of performance are 

likely to be affected by biases, whether of a personal nature or due to prejudice 

against or favouritism for some ethnic, gender, age and sexual preference 

(Argote and McGrath, 2013).  

Due to the fact that modern construction is based on teamwork and the difficulty 

of measuring individual performance, group incentives have been developed 

and recommended as performance pay. In group incentive plans, the earnings 

of employees are related to the performance of a group.  

 

Need-based theories  

Need-based theories of motivation focus on an employee's drive to satisfy a 

variety of needs through their work. These needs range from basic physiological 

needs for survival to higher psychoemotional needs like belonging and self-

actualization (Deckers, 2010). Abraham Maslow's Hierarchy of Needs (2013) 

was applied to offer an explanation of how the work environment motivates 

employees. In accordance with Maslow's theory, which was not specifically 

developed to explain behavior in the workplace, employees strive to satisfy their 

needs in a hierarchical order. (Jex & Britt, 2018). 
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Empirical Review 

Osuji (2015) investigated on The management of people at work is an integral 

part of the management process. The aim of this research is to evaluate the 

motivational factors of employee consultants in the Nigerian construction 

industry, with a view to improve motivational practices which leads to growth 

and sustenance of the Nigerian construction industry. The objectives of this 

research are the factors of motivation that influences the performance of 

employee consultants, the practices of management of consulting and 

construction firms in the motivation of employee-consultants, the impact of 

motivation in developed and fast growing consulting/construction firms and the 

challenges to management motivation and demotivational factors of employee-

consultants in Nigerian construction industry. The research work focused on 

employee-consultants as the key players in the construction industry. A sample 

size of 108 construction/consultancy, and 150 employee-consultants firms were 

randomly selected to answer the two set of questionnaires. From the research 

findings, the ranking of motivational factors reveals the first six factors as 

outlined in order of their significance from the research: Job security (0.9), 

salary (0.89), working condition (0.87), reward (0.84), Training and 

development (0.83) and Leadership respectively (0.82). The absence of the 

necessary support needed to carry out work was identified to be the most 

significant demotivational factor from the employee-consultant, while the 

management of construction/consulting firm has to deal with the Amount of Fee 

paid (workers‘ wages) as their major hindrance to motivation. The survey 

concluded that majority of employee-consultants were generally dissatisfied 

with the level of motivation in their organizations. The Research recommends 

that new incentive schemes, such as flexible working hours, subsidies can be 

engaged. The area for further research should focus on the implementation 

strategy of motivational factors. 

Ayodeji (2017) investigated on the relationship between motivation and 

performance of workers in the Nigerian construction industry. It identifies a 

number of motivational schemes that enhance the performance of workers. 

Findings from the research on productivity of construction workers are reported. 

Two sets of questionnaires were employed in the study. One set was 

administered on management staff and the other on operatives. The study 

reveals that salaries paid to operatives in the study were below the stipulations 
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of the Nigerian National Joint Industry Council. It further shows that operatives 

are rarely promoted, and operatives prefer financial incentives to nonfinancial 

incentives. The study recommends that increases in salary via promotion, 

overtime allowances and holidays with pay should be used as motivators 

(financial incentives) for increase in performance of construction workers 

(operatives). 

Turshur & Ashish (2017) investigated on Construction industry is the backbone 

and a key driver for developing economy. Construction originates in any 

nation's planning philosophy. Construction is borne out of political-socio-

economic considerations and hence, they have an immeasurable influence on 

construction technology and management of projects efficiently and effectively. 

Construction, in fact, is the leader of development. Construction industry sector 

can be broadly divided into Buildings and Construction. Then latter deals with 

heavy civil engineering works such as:Dams, Highways, Airports, Bridges, 

Power stations etc. Building component deals with ejection of Buildings, Mass 

housing, Hospitals, Schools and Ancillary works referred to as external 

services. In first stage of project, we are study the concept of incentives and 

theories of motivation of construction employees. Motivation is the term used 

to describe the reason why people work. From an organization point of view, 

motivation deals with everything that a manager knows or can use to influence 

the direction and rate of individual’s behavior towards commitment. After that 

conduct the investigation to study the current scenario of incentives provided 

for motivating construction employees. It is widely believed that when a worker 

is highly motivated, this goes a long way in improving organizational 

productivity, effectiveness and efficiency. In second stage of project, we are 

analyzing the results of human the investigation and compare them with the 

ideal requirement of a construction projects. Financial incentives in 

construction projects have been seen as a way to improve short term motivation, 

collaboration and reinforce long term commitment. an incentive plan that 

supports your strategic objectives, motivates attainment of stretch goals, 

provides desired returns and behaviors, and yields results. There are challenges 

of applying the principles of total quality management to construction projects, 

particularly from the stand point of the human factor. The main objective during 

construction project is to deliver product in a timely, cost-effective and safe 

manner.  
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Research Methodology 

Questionnaire is the main research instrument used for the study to gather 

necessary data from the sample respondents. The questionnaire is structured 

type and provides answers to the research questions and hypotheses therein.This 

instrument is divided and limited into two sections; Section A and B. Section A 

deals with the personal data of the respondents while Section B contains 

research statement postulated in line with the research question and hypothesis. 

Options or alternatives are provided for each respondent to pick or tick one of 

the options.The study is conducted in Katsina, Nigeria in which the population 

of the study comprised somethe construction industries in area. Also the study 

employed the simple Percentage model in analyzing and interpreting the 

responses from the study participants.Personal visits were made to the five (5) 

selected construction industries for the distribution of the questionnaire. One 

hundred (100) copies were distributed to selected participants and each were 

filled and collected back. 

 

They following construction industries were selected; 

1. MAKABS Engineering Nigeria Ltd. 

2. A.A Hamat and son’s Ltd 

3. Phenomenon Business Ventures Nigeria Ltd.   

4. A.A.J construction Company  

5. Mother Cat  

 

Data presentation, Analysis and Interpretation 

The data obtained from instrument (questionnaire) are presented and analysedas 

following:- 

 

Table 1.Gender distribution of the respondents, number 

=100 

Gender Frequency Percentage remarks 

Male 80 80  

Female 20 20  

Total 100 100  

Source: field survey. 2021 
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Table 1.Above indicates the gender distribution of the 100 respondents which 

formed the sample population for the study.  The breakdown of the sampled 

population in terms of the gender disaggregation indicates that 80 respondents 

which represent 80 percent of the population were males and 20 of the 

respondents representing 20 percent are females. 

 

Table 2,The Distribution of construction works according to their number of 

years in Practice. 

Year in Practice Frequency 

Distribution 

Percentage Remarks 

Less than 5 years  15 15  

5 to 10 years  65 65  

More than 10 years  20  20   

Total  100 100   

Source: Field Survey, 2021 

 

From table 2 above it can be seen that the respondents, that is, construction 

worksare presented here as shown by question one (1) of the Questionnaire 

according to the years of practice and level of experience.  Those whose years 

of service were less than five (5) years are 15% of the whole respondents.  

Whose years of service fell between five (5) and ten (10) years are 65%, 

whereas those respondents construction industries that have been in practice for 

more than ten (10) years are 20% of the whole sample.  This means that a vast 

majority of the construction industries (85%) that were considered have been in 

the practice for more than five years.  

 

Table 3: Mean Responses on the factors of motivation that influences the 

performance of construction workers. 

S/N ITEMS SA 

4 

A   

3 

D   

2 

SD  

1 

X S.D DECISION 

1 Job responsibility 50 25 15 10 4 2.57 Accepted 

2 Salary 10 70 25 5 3.4 2.55 Accepted 
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3 Working conditions 70 25 5 - 3.9 2.74 Accepted 

4 Recognition and  

appreciation 

10 60 20 10 3.4 2.56 Accepted 

5 Training and 

development   

40 25 25 10 3.2 2.47 Accepted 

 

Table 4: Mean responses on the importance of motivation and incentives in 

construction industry. 

S/N ITEM STATEMENT SA 

4 

A 

3 

D 

2 

SD 

1 

X S.D DECISION 

6 It ensures loyal 

workforce 

30 50 15 5 3.7 2.63 Accepted 

7 It promotes high levels 

of morale and 

commitment towards 

the organization and its 

goal. 

100 - - - 4 2.82 Accepted 

8 It promotes employees 

satisfaction. 

80 15 5 - 3.8 2.76 Accepted 

9 Reduces the need for 

constant induction of 

new employees. 

10 50 20 20 3.2 2.50 Accepted 

10 It increases productivity 50 30 10 10 3.8 2.65 Accepted 

 

From Table 4, item 6 with mean response of 3.7 accepted that it ensures loyal 

workforce. Item 7 with mean response of 4 accepted that it promotes high levels 

of morale and commitment towards the organization and its goal. Item 8 with 

mean response of 3.8 also accepted that it promote employees satisfaction. Item 

9 with mean response of 3.2 accepted that it reduces the need for constant 

induction of new employees. Item 10 with mean response of 3.8 agreed that it 

increases productivity. Item 6, 7, 8, 9 and 10 all have mean scores above 2.50. 

This indicates that respondents agreed on item 6 to 10 that there are importance 

of motivation and incentives in construction industry. 
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Table 5: Mean Responses on the challenges to motivation and incentives 

ofconstruction worksin Nigerian construction industry. 

S/N ITEM STATEMENT SA 

4 

A 

3 

D 

2 

SD 

1 

X S.D REMARK 

11 Poor provision of 

motivational facilities. 

60 20 20 - 3.4 2.59 Accepted 

12 Policy and incompetence 

in Organization. 

40 30 20 10 3.1 2.42 Accepted 

13 Management knowledge 

about motivation. 

30 50 13 7 3.8 2.62 Accepted 

14 Salary range. 30 60 5 5 3.3 2.49 Accepted 

15 Low availability of 

income. 

20 80 - - 3.6 2.66 Accepted 

 

In Table 5, item 11 with mean score of 3.4 accepted the statement thatpoor 

provision of motivational facilities are among the challenges to motivation and 

incentives of human elements in Nigerian construction industry. Item 12 with 

mean score of 3.1 also accepted that policy and incompetence in organization 

is challenge to motivation and incentives of human elements in Nigerian 

construction industry. Item 13 with mean response of 3.8 accepted that 

management knowledge about motivation is challenge to motivation and 

incentives of human elements in Nigerian construction industry.Item 14 with 

mean response of 3.3 accepted that salary range is also a challenge to motivation 

and incentives of human elements in Nigerian construction industry. Item 15 

with mean score of 3.6 accepted the item withlow availability of income. Item 

11, 12, 13, 14, and 15all have mean scores above 2.50. This indicates that 

respondents accepted in item 11 to 15 that there are some challenges to 

motivation and incentives of human elements in Nigerian construction industry. 

 

Summary of the research work 

This work examines the importance of incentives and motivation of human 

element in construction industry, a case study of construction industries in 

Abuja, Nigeria. The research objective and question were formulated to guide 

this work, descriptive research design was adopted and the five construction 
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industries in Katsina state were randomly selected for this work and appropriate 

question were distributed to 100 built Environment professional in the 

construction industries. According to the results it shows that there are 

importance of motivation and incentives of workers in construction industry and 

also there are factors that influence and challenges the motivation of 

construction workers in construction industries in Nigeria Thus it was 

recommended that increase in salary; promotion, overtime and holiday with pay 

should be used as motivators for increase in performance of construction 

workers and Promotion should be done regularly and should be based on 

performance of workers. 

 

Conclusion and Recommendation 

This research work has focuson the determination of importance of incentives, 

both non-financial and financial incentives to the construction workers in the 

construction industry, comparing foreign and indigenous contracting firms. 

These forms of incentives among others were noted for having greater pressure 

on level of site worker’s productivity. It is therefore believed that if these could 

be well catered for, then the required labor productivity improvement will be 

established. 

 

Thus the following were recommended; 

i. Promotion should be done regularly and should be based on performance 

of workers. 

ii. Construction Companies are requested to adjust their salary structure to 

reflect the National joint industrial council (NJIC) recommendation; this 

will enhance the performance of workers.  

iii. Management should be concerned with the welfare of the workers and 

their families.  This will give the workers a sense of belonging and being 

appreciated will make them to be focused and completely committed to 

their work.  
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