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ABSTRACT
The purpose of this research was to establish the effect of financial & non-financial staff
related incentives on an organization’s productivity in the construction sector at Site Works
Limited located in Lusaka district. The objectives of the study were to determine the effect of
Site Works Limited’s remuneration and incentives policy on the organization’s productivity;
to analyze Site Works Limited’s staff related financial incentives and their effect on the
organization’s productivity; to assess Site Works Limited’s staff related non-financial
incentives and their effect on the organization’s productivity; and to explore the coping
strategies Site Works Limited applies in countering the hindrances, constraints, challenges
and limitations in the effectuation of staff related financial and non-financial incentives in
the organization. The research was centered on Vroom’s Expectancy theory. The study
disclosed that the staff related financial and non-financial incentives had a positive effect on
the productivity of personnel attached to construction projects, but only if the implementation
was properly managed with due consideration to effective communication of the
organization’s official stance as accompanied by consistent practice. The study approach
utilized a qualitative approach in the collection and analysis of data through the usage of
research instruments that comprised of interviews, observation checklist, focus group
discussions (for the operational personnel) and document analysis. The target population of
the study was made up of Commercial Managers, Engineers, Foremen and General Workers.
The research winds up by recommending that it is imperative for any organization in the
construction industry to have in place an effectively communicated incentives policy, along
with a strategic plan that outlines how its personnel would be motivated through incentives in
order to attain the desired levels of productivity.
Key Words: Construction, Policy, Strategy, Incentive, Motivation, Productivity , Financial,
Semi-Financial, Non-Financial and Staff.
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CHAPTER ONE: INTRODUCTION
1.0 Overview
The objective of this chapter was to highlight the background of the study, the statement of the
problem and the purpose of the study. The researcher further undertakes to state the objectives
and the research questions, and then illustrates the theoretical and conceptual frameworks. The
operational definition of key words of the study are then indicated.
1.1 Background
Site Works Limited (SWL) is a Zambian owned construction company incorporated on the 31 st
of May 2011 as a private company limited by shares. As a member of the National Council for
Construction (NCC), it holds Grade 6, Category C (i.e. for General Civil Engineering) and Grade
6, Category ME (i.e. for Mechanical Engineering). The company is registered with the Zambia
Public Procurement Authority (ZPPA) for Tender Regulation purposes (i.e. Public Procurement
Act No. 12 2008) as per supply of goods and services to public institutions. It has several
investments in machinery and equipment (i.e. TLBs, tipper trucks, crane trucks, concrete mixers,
site dumpers, welding machines, grinders, drilling machines, rollers, rammers, floor polishers
etc.). Further, the organization has a number of professionals (i.e. engineering and commercial
that include engineers, technicians, artisans, accountants etc.). This enables it to plan, manage
and execute the undertaken construction projects such as shopping malls, hotels, showrooms,
schools, houses, factories, storage shades, offices, and ground and multi-storied buildings).
Notable among its clientele include Hungry Lion Zambia, Zambian Fertilizers Limited, Silverest
Gardens, Zambeef Products PLC, Zamanita Limited, Chilanga Cement PLC as main contractor
and sub-contractor, and Chilanga Cement Malawi (Site Works Limited, 2020).
The construction industry in Zambia is guided by several Acts of parliament, which among them
include the NCC Act of 2003, the Employment Code (EC) Act of 2019, The Environmental
Management Act of 2011 and the Town and Country Planning (TCP) Act of 1962. The NCC Act
of 2003 is designed to facilitate the growth of the construction industry by ensuring the
registration of all the practising contractors as per relevant affiliation with professional
associations that seek to uniformly regulate its memberships in the delivery of construction
goods and services. The EC Act of 2019 was designed to regulate all matters that related to the
1

employment in the country, construction work included (i.e. engagement, conditions, wages,
employment agencies, policies, procedures, codes, discrimination, young persons etc.). This is
achieved through the provision of a basis against which enforcement of implementation might be
undertaken. The Environmental Management Act of 2011 addresses the continuation of the
Environmental Council as the Zambia Environmental Management Agency (ZEMA) by defining
the work setting paramenters, among them the creation and maintainance of an environmentally
healthy, sound and safe working space for both employees and employers, along with the world
at large. The TCP Act of 1962 is designed to enable each location’s planning authority to
account for all the stakeholder considerations in approving any construction work in that specific
location of the country. The general idea behind having construction companies adhere to all
these statutory laws is to ensure that they are able to provide conducive environments on
construction projects that would in turn result in the attainment of productivity levels that
generate the desired standard outcomes. The construction companies that would like to produce
their own desired outcomes would then have to provide above and beyond the stipulated
requirements. This would be as a consequence of the input from personnel who would have to be
motivated to engage in certain desired behaviours through the strategic incentives implemented
by their respective employers (The Employment Code Act 2019, 2019; The National Council for
Construction Act 2003, 2003; The Environmental Management Act 2011, 2013; The Town and
Country Planning Act 1962, 1995).
The construction industry in Zambia is further regulated and guided by the following laws and
agreements, i.e. the Anti-Corruption Act, the Public Interest Disclosure Act No. 4 of 2010, the
Public Procurement Act No. 12 of 2008, the Competition and Fair Trading Act, CAP 417, the
Penal Code Act, Public Service Terms and Conditions of Service, the Patents and Companies
Registration Agency (PACRA), Zambia Development Agency (ZDA) and various International
Agreements (i.e. the Common Market for Eastern and Southern Africa [COMESA] Procurement
Directives, the African Union (AU) Convention on Preventing and Combating Corruption,
United Nations (UN) Convention against Corruption etc.). The Zambian Authorities in the
construction sector are continously urged by various stakeholders to accordingly apply local
circumstances to their operational policies and strategies so that the opportunities and challenges
unique to either or both the local and international companies might be reasonably exploited
(International Labour Organisation [ILO], 2015).
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Zambia’s construction industry, like most developing country’s construction industries, is labour
intensive, with a few organisation’s that are able to offer wages and incentives that are slightly
higher than the others being in a position to employ and retain the most suitably qualified and
productive personnel in the country. Suitable personnel are thus cardinal to desired
productivity.This in turn tends to place such construction organizations at a competitive
advantage as regards business performance, which might be evidenced through impeccable
workmanship. This is of course assuming that such organisations are able to deal with the
various challenges associated with the construction industry, of which among them include the
internal weaknesses, the external threats, the legislative requirements and the personal
preferences of employees to mention a few. This is coupled with the lack of a readily available
database of the country’s construction industry labour force as accompanied by the fact that
employees seem to switch among the different sub-sectors of the industry (i.e. design, assembly,
manufacturing, supply and clientele) (Agapiou et al., 1995; Ofori, 2000; Shakantu et al., 2000) as
cited in (Muya, Mulenga, Bwalya, Edum-Forte & Price, 2003).
The stability of the relationship between employer and employee is dependent on the effective
communication and blending of the mutual understanding of the provision of incentives
regarding what is expected from each party (i.e. employer and employee) and therefore the
delivery of those expectations by each party. This is to say that what is expected of engaged
employees ought to be clearly communicted, along with what they will gain in return for the
delivery of those expectations. The same way the employer places a specific value on the desired
outcomes being realised is the same way that employees place a specific value on what they are
to gain when they deliver those desired outcomes. Hence the issue of financial and non-financial
incentives should thus be applied and analysed in a justifiable manner (Achie & Kurah, 2016).
The general distribution of construction companies among the country’s ten (10) provinces
indicates that Lusaka has the largest number of investments in construction projects, ensued by
the Copperbelt, with the remaining eight (8) having more or less the same number on average.
This in itself is an indication of the level of business activity in each of these provinces as
facilitated by the levels of investment and government policies, such as the National
Construction Industry Policy (NCIP) of 1995. The NCIP which covers areas such as sustainance
of employment creation, industry development, economic growth and development etc., resulted
3

in the formation of the NCC as the designate statutory body for all affairs pertaining to
construction (NCC, 2004).
Despite being a requirement by law for all construction companies to have Personal Protective
Equipment (PPE) provisions in place for its personnel, the practice on the ground leaves much to
be desired owing to the casualisation and temporary nature of the majority of available jobs at
the supervisor and general worker levels. Arguments are made for the status quo being the way it
is because of a stated value of each project pitted against the costs that construction companies
will have to bear in order to realise profits that ought to be enough to sustain operations. This in
itself speaks volumes regarding the capacity of the majority of construction companies to offer
effective incentives (i.e. both financial and non-financial) because the provison of PPE is tied to
incentives (i.e. non-financial). This has resulted in the mother body for construction employees
in the country (the National Union of Building, Engineering and General Workers [NUBEGW])
failing to vigorously push for improved conditions of service, let alone incentives. The fact that
casualisation is the order of the day also means that its membership numbers aren’t that high (i.e
as might be expected by the unions) despite the country experiencing a lot of construction
projects. As long as the construction companies fulfil the obligatory requirements by law (i.e.
National Pension Scheme Authority [NAPSA], Wages, Workers Compensation and Zambia
Revenue Authority [ZRA]), the provision for everything else (i.e. housing, meal allowances,
health, transport allowance etc.) remain at the discretion of the employer. This is why there are
several variations of the level of incentives (i.e. both financial and non-financial) among the
different construction companies (ILO, 2015).
It has generally been agreed among organizational behaviour researchers that the best way to
obtain voluntary and exemplary performance from employees is through ensuring that their
levels of motivation are high. This is because such levels of motivation tend to lead to desired
productivity, which is a recipe for growth, development and economic sustainability of the
company. Gratification of the individual needs of the employees is at the centre of motivating
factors, which in turn should be the basis of the formulation and development of incentives
(Abonam, 2011; Cole, 2004; Manzoor, 2012) cited in (Lawal & Okhankhuele, 2014).
Various research into the construction industry worldwide has revealed tremendous correlation
between the rate at which society itself gets to develop in relation to the infrastructure it
4

produces, of which this is the basis that any country’s economy operates. The players in
Zambia’s construction industry (i.e. clients, contractors, consultants, stakeholders, shareholders,
regulators and consumers) are all intertwined through sophisticated social, economic, cultural
and political interactions. This is more the reason that attention has to be paid to the input from
employees and the incentives that employers put in place so as to ensure that society fully
benefits from all construction projects undertaken, private or public. The Zambian authorities are
noted as being among the main culprits for the industry’s below par performance due to their
incompetence and lack of concern at establishing coherent institutional policy frameworks. This
is in addition to project variables and challenges that include time, cost, quality, satisfactory
performance, productivity, safety, changes in scope, drawing adjustments, late payments,
closures etc., that are encountered by contractors. For purposes of evaluation, usage of defined
performance indicators (i.e. adherence to the budget, duration, cost management, defect
identification and correction, safety, regulations, continuous improvements etc.) during the
development of incentive systems would be ideal. Taking lessons from the past (i.e. delayed and
ongoing) projects has not necessarily been happening in Zambia’s case. While certain changes in
the structure of the construction industry have occurred over the years (i.e. privatisation,
liberalisation, supply chains, technological improvements etc.), this has however not been met
with matching approaches as far as utilisation of employees through innovative incentives,
financial and non-financial (Navon, 2005; Nsabika, 2002; World Bank, 2004; Zulu & Chileshe,
2008) cited in (Chilongo, 2017).
It is one thing to reward employees with cash bonusses for exceptional performance, but it
however is another thing all together to recognize the exceptional input from them. The low
levels of productivity among Zambian employees in the construction industry might be
attributable to the inefficiency of their employers in understanding the intricacies involved in
influencing employees to engage in specific desired behaviours by way of offering them
beneficial incentive schemes (i.e. financial, semi-financial and non-financial) (Rose & Manley,
2005).
While it might be fact that several trades training schools have existed throughout Zambia from
the 1960’s to feed the labour requirements of the construction industry, shifts in the very
structure of the construction industry due to social, cultural, economic, technological and
5

political factors have led to casualisation of labour. This has in turn resulted in understanding
why such trades are being looked down on. This is mostly because the knowledge and skills that
the majority of employees possess is acquired on the job and companies do not therefore see the
need to hire well qualified personnel who will cost more to retain through higher wages and
incentives. The casual labour is willing to work for anything that the construction companies
might offer (with or without incentives) as long as it meets the stipulated requirements by law.
This is in addition to the current high unemployment and under-employment levels in the
country as the social and economic empowerment programmes by the government have proved
to no longer be economically sustainable (Muya et al., 2004).
Every employer thinks through their best options of getting the highest level of performance out
of their employees, in relation to the expected project outcomes and their estimated budget for
operational related costs. Incentives serve as the basis on which employers and employees take
note of the challenges involved, agree on how best to proceed and define the rewards for
outstanding performance, as well as penalties for dismail performance. Mutual agreement is
cardinal when it comes to the utilisation of incentives so that both the objectives (i.e. schedule,
standards, safety etc.) and benefits to be derived are in sync. In instances where design integrity
is continously emphasized by the client, there is an aspect of incentives for adherence being
offered to the construction company (i.e. of course with penalties being on the table should the
opposite occur). The construction companies as the employer would do well to share such
incentives (i.e. and or penalties) accordingly with the employees for the project outcomes
(Bonner & Sprinkle, 2002; Lahdenpera & Koppinen, 2003; Martin, 2007; Smith & Grinker,
2003; Tang et al., 2007) cited in (Ogwueleka & Maritz, 2016).
The fact that the levels of productivity in the construction industry do not fare as well as other
industries might be owed to the lack of comprehensive research and analysis of the motivation of
employees in the sector specifically. While the conclusions from most studies have basically
been that motivation is a cardinal aspect to necessitate desired productivity, actual application of
such theories in the construction industry has been a challenge. Since the government of the
Republic of Zambia has set the bare minimum requirements regarding the treatment of
employees by employers, it becomes incumbert upon the management of construction companies
to understand and develop incentive schemes that would deliberately influence employees to
6

consciously decide to engage in specific behaviours while fully comprehending what they would
gain in exchange from such actions. The role of management is after all to strategize and provide
clear and workable direction towards meeting defined objectives of the organisation (Barg,
Ruparathna, Mendis & Hewage, 2014).
1.2 Statement of the Problem
Although SWL has continuously introduced different incentives (i.e. both financial and nonfinancial) to its different categories of employees, it has not been able to apportion the benefits of
such incentives by way of attaining the desired outcomes. This challenge is not only unique to
SWL but to the construction industry in general. Despite several initiatives to enhance employee
morale and productivity by various construction companies, Zambia’s construction sector still
experiences labour problems and constraints in productivity, which manifest in the form of
challenges such as high labour turnover, absenteeism, low morale and failure to meet targets. We
do not know the effect of staff related financial and non-financial incentives on SWL’s
productivity in Zambia’s construction sector.
In question form: how prepared is SWL to efficiently and effectively implement and manage
financial and non-financial staff related incentives as the basis of stimulating and thus ensuring
the organization’s desired high productivity?
1.3 Purpose of the Study
To establish the effect of Site Works Limited’s financial and non-financial staff related
incentives on the organization’s productivity in the costruction sector. The emphasis is on
management’s preparation to efficiently and effectively manage the implemention of an
employee incentives scheme so as to obtain desired productivity outcomes.
1.4 Main Research Objective
To analyse the effect of financial and non-financial staff related incentives on an organization’s
productivity, with reference to SWL.

7

1.4.1 Specific Objectives
The specific objectives will be:
i.

To determine the effect of SWL’s remuneration and incentives policy on the
organization’s productivity.

ii.

To analyse SWL’s staff related financial incentives and their effect on the organization’s
productivity.

iii.

To assess SWL’s staff related non-financial incentives and their effect on the
organization’s productivity.

iv.

To explore the coping strategies SWL applies in countering the hindrances, constraints,
challenges and limitations encountered in the effectuation of staff related financial and
non-financial incentives in the organization.

1.5 Main Research Question
What is the effect of financial and non-financial staff related incentives on an organization’s
productivity, with reference to SWL?
1.5.1 Specific Research Questions
The research questions/ sub-questions will be:
1. What effect does SWL’s remuneration and incentives policy have on the organization’s
productivity?
2. How does SWL’s staff related financial incentives affect the organization’s productivity?
3. How does SWL’s staff related non-financial incentives affect the organization’s
productivity?
4. Which coping strategies does SWL apply in countering the hindrances, constraints,
challenges and limitations encountered in the effectuation of staff related financial and
non-financial incentives in the organisation?

8

1.6 Significance of the Study
The study is of great significance to Zambia’s construction industry. It will be useful to the
authorities (i.e. Ministry of Labour [MOL], Local authorities, parliament, the government, the
NCC etc.) by highlighting the gaps and challenges companies face in the process of
implementing staff related incentive schemes (i.e. financial and non-financial). As a result, the
study will indicate the areas that Zambia’s construction industry ought to pay attention to in the
event of appraising employee motivation and thereafter the improvement of the productivity of
construction companies. This is because the output from construction projects is what drives the
social, economic, technological and political growth and development of the country.
In addition, the study will be of significance to policy planners and makers at the management
level of different construction companies as regards the formulation and development of strategic
plans pertaining to employee related incentive schemes (i.e. both financial and non-financial) as
the basis of motivating employees in order to ensure desired organizational productivity. It will
also identify at what stage management should engage personnel that are at the forefront of
implementing staff related incentive schemes prior to the final agreed policies and strategies.
The study will be of interest to Trade Unions (i.e. NUBEGW) to understand the challenges, work
environments of the construction employees, and therefore advocate for differentiated conditions
of service. Furthermore, the study will be of benefit to various stakeholders in Zambia’s
construction industry, such as society, the business community and educational institutions.
These too, will be able to utilise the findings from this research in their own distinct ways.
Finally, this report will be adding to the body of the knowledge base in addition to other studies
that have been done in this area. Being a practically applicable research, I firmly believe I would
be called upon to give talks and consultancy to different organizations and companies, both in
the construction and other sectors. This I believe will help to enhance organizational productivity
in both the short and long run.
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1.7 Conceptual Framework
Figure 1: Conceptual Framework

POLICY &
STRATEGY
DEVELOPMENT

INCENTIVE
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IMPLEMENTATION
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INFLUENCE
PRODUCTIVITY
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NON-FINANCIAL

NEGTIVE EFFECTS
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Foremen for each section on construction sites bear the final responsibility for the levels of
productivity of their subordinates for given projects through the implementation of operational
strategies as approved by the overall company management. These operational strategies are
facilitated through different policies such as business plan, capital investment, recruitment,
remuneration, safety, codes of conduct and incentive schemes. While all policies might be
standard, incentive schemes (i.e. both financial and non-financial) tend to be unique from one
organization to another depending on the innovative nature of its management in efforts to
motivate its personnel towards higher productivity. The study is conceptualised to establish the
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effect of SWL’s financial and non-financial staff related incentives on the organization’s
productivity (i.e. positive, negative or none) in Zambia’s construction sector.
The conceptual system is a means of putting into perspective the research objectives and thus
articulating the phenomenon of the research. It is practically impossible to efficiently and
effectively investigate a phenomenon simultaneously from scattered angles because the findings
would be regarded as being inconclusive, unreliable and invalid. Conceptual framework hence
facilitates prediction, comprehension and control over several factors related to the investigation
of the phenomenon (Clark, Guba & Smith, 1977). A rationale therefore is derived against which
the logic is grouped for purposes of being applied in the search for knowledge that is used to
define the findings obtained (Kombo and Tromp, 2011).
1.8 Theoretical Framework
This research is premised on Vroom’s Expectancy Theory (VEA) as propagated by Victor H.
Vroom (1964), which follows that an employee’s desire to earn specific rewards (i.e.
remuneration and incentives) is directly linked to their being interested in exhibiting required
behaviors as per company policy and strategies that would result in outlined organizational
objectives being realized (Eshun & Duah, 2011).
Figure 2: Theoretical Framework

NEEDS

BEHAVIOR
SATISFACTION
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1.9 Operational Definition of Terms
The key terms herein identified include construction, policy, strategy, incentive, financial, semifinancial, non-financial, productivity, motivation and staff.
Construction:

Building and erection of a structure

Financial:

The provision of money

Incentive:

An act as a stimuli, inducement or encouragement

Motivation:

Motive, drive and willingness

Non-Financial:

Provisions that do not have to do with money

Policy:

A plan of official approach consented to

Productivity:

The effectiveness and efficiency of generative effort

Semi-Financial:

The mixture of provisions for money and without money

Staff:

Employed people

Strategy:

An elaborate and systematic plan of action

1.10 Summary
The chapter has outlined the background to the study, the statement of the problem, the purpose
of the study, the general objectives of the study, the research questions, the significance of the
study, the conceptual framework and the definitions of the terms. Although it is generally agreed
by numerous researchers that the usage of staff related incentives by companies to motivate their
employees goes a long way in improving the productivity levels of the organisation, thorough
attention has not been given to the effect of financial and non-financial staff related incentives on
the organisation’s productivity in the construction sector, especially in Zambia’s very own
construction industry. The next chapter outlines the literature review.
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CHAPTER TWO: LITERATURE REVIEW
2.1 Overview
This chapter sets out to highlight the research that has been undertaken in Zambia and other
countries in relation to the effect of a construction company’s financial and non-financial staff
related incentives on the organization’s productivity in the construction sector. The author will
briefly discuss the concepts of motivation and incentives before elaborating on the research that
has been undertaken at a global level (outside of Africa), then followed by that done at a regional
level (Africa) and finally constricted down to the national level (Zambia).
2.2 Motivation
Motivation entails an employee’s active engagement and dedication to the attainment of defined
outcomes as stipulated and guided to exhibit specified behaviors cardinal towards the
productivity of their unit and organization as a whole. It is the identification of a deficient need
(social, economic, cultural or political) that is used to drive the employee to engage in defined
behaviours that would lead to that need being gratified by obtaining certain rewards attached to
adhering to those behaviors. It therefore becomes important to identify the motivational variables
that would drive employees from different backgrounds to engage in a desired uniform behavior
that would not only be of benefit to the organization, but the employees themselves. This is to
state that there is a connection between a construction project’s execution and the motivation of
those very employees (Greenberg & Baron, 2003; Halepota, 2005) cited in (Barongo, 2013).
It is the management of any given construction company that should comprehend the factors that
motivate employees, the rewards and incentives that motivate employees and thereafter proceed
to develop coping strategies to utilise in event of challenges that might be faced when
implementing those very reward and incentive schemes. Managers should be wary of utilising
old methodologies of motivation (i.e. increased wages, bonuses etc.) that do not match the
situational needs of employees, an aspect that only goes to raise the cost of production and not
the level of productivity. This is because the actual drive is resident within the employee and as
such it is the employee who makes the choice to behave in a certain way, as required by the
organization, only when they fully understand that doing so would satisfy their need. Rewards
and incentives that are deemed as being unequitable thus become demotivators as motivation is
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premised on the concept of influencing through persuasion and not cohesion of employees by
management. This in itself makes motivation a mutual partnership between employer and
employee (Atchison, 2003; Morse, 2003; Shanks, 2007) cited in (Eshun & Duah, 2011).
Whether intrinsic (self-motivated because an employee desires responsibilities, decision making,
recognition, achievement, independence, ameliorated competency etc.) or extrinsic (motivated
because of remuneration and reward schemes such as wages, benefits, bonuses, promotion etc.),
the factors that influence motivation of an organization’s employees should be well understood
before proceeding to implement policies and strategies from without (Deci & Ryan, 1985; Kasser
& Ryan, 1996; Sansone & Harackierwics, 2000) cited in (Yavuz, 2004).
It is worth noting that there are three (3) main categories of remuneration that employers pay
employees, i.e. payments as stipulated by the law as a result of work undertaken as agreed
between employer and employee (i.e. salary, overtime, days off etc.), payments on top of that
which is stipulated by law as agreed between employer and employee for exceptional
performance (i.e. risk, meal, lodging etc.) and payments as stipulated by law upon official
separation between employer and employee as agreed by both employer and employee (i.e.
pension, surety, incurred expenses, commissions etc.) (Employer’s Guide, n.d.; The Employment
Act 1997, 2019).
VEA follows that the exertion of the desired effort by a company’s employees will result in their
improved performance, which will in turn result in the organization’s objectives being achieved.
As a consequence of this improved employee and organisational productivity, the employees will
receive rewards, financial, non-financial or both. The implication is that when the company
effectively communicates to the employees the rewards that they would receive when they
engage in specified behaviours that would benefit the company productively, the employees
would respond accordingly in a positive manner (Vroom, 1964).
2.3 Incentives
Incentives entail rewards that an employer undertakes to give to their employees, individually or
as a grouping, for purposes of enticing them to engage in distinctly defined behaviours that have
been identified as being key to the individual, work group, department and the organization itself
to meet stated objectives. It therefore follows that such incentives should be of value to the
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different categories of employees so as to motivate them to work towards unison successful
performance. And this is where the incentives might be financial, non-financial or both as might
be directly or indirectly connected to the adherence to rules, procedures and innovativeness
(Stolovitch, n.d.) cited in (Olugbenga, 2011).
The debate thus becomes premised on what the best mythology of motivating employees to the
benefit of both employees and employer ought to be between financial and non-financial, along
with what the best means of mensuration the employee performance in relation to the obtained
outcomes might be. Understanding that employees represent the resource that employers apply to
all other resources (i.e. finance, technology, machinery, equipment etc.) in the production
process means that their behavior has to be appropriately factored in by management in order to
get the most out of them (i.e. the employees). It only makes business sense to utilise minimum
resources whilst being able to realise desired productivity as a result of an effective incentive
scheme that efficiently marries rewards to performance (Abdusalam, Faki & Dardau, 2012;
Fagbenle, Ogunde & Owolabi, 2011; Harris & McCaffer, 2001; Saka & Ajayi, 2010) cited in
(Adewuyi & Effiong, 2017). The fact remains that there isn’t a single defined method of
motivating employees that is suitable from one unit to the other, one company to the other or
indeed one industry to the other. It could be that an elaborate mixture of both financial and nonfinancial incentives is the best recipe for employee motivation (Osa, 2014).
2.4 Global Level
2.4.1 Case of India
Being an under developed country, India is a hub of several construction projects that employ the
majority of its citizens who mostly hail from poverty striken regions and are relatively unskilled
and therefore migrate to the towns that offer any job opportunities. Engaged through labour
agents, employment on construction sites tends to be premised on status, family and village
connections. This in itself indicates that hiring construction workers in India is not based on
merit, which leads to the conditions of service not being innovative and hence the delivery of
performance being flaunt with failure as construction companies are unable to seriously adhere
to the approved standards. It is thus a very big challenge to start exploring the concept of
incentives as means of improving productivity. Employees are often coerced into exerting extra
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effort through threats of dismissal in order to meet defined objectives. This is mostly true of the
private sector (Anad, 2000; Vaid, 1999) cited in (ILO, 2001).
While the construction industry in India has experienced an increase in competition (i.e. both
local and international) due to the increase in the number of projects, the utilisation of
differentiated approaches by the different companies by way of employee related incentive
schemes as a means of facilitating strategic objectives and thus improving productivity has not
been as forth coming as it should be. The incentives usually offered are in monetary terms and
mostly by foreign companies, while those offered by the local companies tend to be misguided
and as such do not serve their intended purpose. The status quo of the situation might be
attributed to the lack of sufficient research on employee related incentives in India’s construction
industry and thus the resultant lack of interest from the various stakeholders (Sathe, Patil &
Waghmare, 2017).
It is the human resource departments that assume the responsibility for formulating and
developing an effective incentive scheme, in addition to sound conditions of service for all the
company’s employees as approved by management and its shareholders. The implication is that
management has to justify the existence of such a scheme and its related costs to the shareholders
before it can be approved. In India where shareholders do not see the relevance of such policies
and schemes because their companies will still be regarded as productive without them (i.e.
incentive schemes), the human resource departments of most organizations engaged in
construction mostly only handle the remuneration aspect of work done as per requirement by
law. This is despite understanding (i.e. through their training and or experience) that an adequate
remuneration and rewards system ought to take into consideration all the aspects linked to an
employee’s needs (i.e. economic, psychological, social, personal, growth etc.) (Anulioka, 2011).
2.4.2 Case of United States of America
The United States construction industry is a rather unique case in that it experiences shortages in
employee numbers owing to the high number of projects in the country, which in turn tends to
either delay completion or raise the operational costs involved. In the long term, emphasis by
employers ought to be directed at training, recruitment and retention with due analysis of the
economy being undertaken at each given point through a combination of innovative
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remuneration systems and incentive schemes (i.e. scheduled overtime, health insurance, family
considerations, stock options etc.) that aim to bridge the gap between desired project productivity
and employee performance. The construction industry has to after all compete for manpower
with other sectors that relatively pay better or are at par, including the government itself which is
the biggest (i.e. industry). The practice in the construction industry of the United States is usually
that incentives are only offered to the skilled employees, with the remaining under-skilled and
unskilled employees merely working for remuneration that is stipulated by law and by their
contracts of engagement. Though training is an option offered for under-skilled and unskilled
employees upon commencement of projects by employers, this option is rarely explored by
employers owing to such employees frequently switching between companies and or industries.
Companies do not always get a retain on their knowledge and skill investment which comes at a
financial cost. This is why the training that might be given to under-skilled and unskilled
employees ought to be accompanied by incentives (i.e. financial, non-financial or both) so that
they develop a sense of belonging and loyalty. It is this loyalty that would result in improved
employee retention levels among employers (Borcherding, 1972; Garrity, 1999; Srour et al.,
2006) cited in (Bartlett, 2007).
While there are a few big construction companies that mostly focus on large projects (i.e. locally
and abroad), the sector is highly reigned by a lot of small companies which primarily focus on
the American market and thus that is where the bulk of construction employment is. There has
been a reduction in Trade Unions (i.e. organized labour) and their influence in the industry,
coupled with a shift in demographics that has resulted in the industry being manned by the
younger generation. This means that the responsibility for ensuring productivity on construction
sites has been solely placed in the hands of construction companies through the planned policies
and strategies that they develop or ought to and are encouraged to develop (Conway, Crandall,
Ryan & Khalil, 2005).
Variables noted as having a negative bearing on project productivity in the country include
inadequate planning, interference from project clients, increased utilisation of sub-contractors,
construction company ineptitude, untimely decision making, insufficient project financing, late
payments etc., which all go to affect the construction industry’s overall ability to efficiently and
effectively manage employee related incentive schemes. It is fact that the plight of employees is
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usually the last to be given consideration in the perking order of challenges being faced by
construction companies (Ahmed et al., 2002; Odeh & Bttaineh, 2002) cited in (Chilongo, 2017).
Such challenges are still encountered in the United States of America’s construction industry,
like any other country’s construction industry, despite construction itself being the very first
industry to be formulated and developed by man. It is also interesting to note that despite all
other essential aspects of life (i.e. accommodation, factories, shops, hospitals, schools, offices,
governments etc.) being dependent on the products of the construction industry, research into the
most important resource (i.e. employees) that ensures desired standard outcomes of any given
project are attained through incentive schemes to motivate them has surprisingly been very little
(World Economic Forum, 2016).
2.4.3 Case of Turkey
Turkish construction companies are thriving both internationally (i.e. 9000 projects from 1972 to
2018 in 122 countries to the tune of 375 billion USD) and locally (i.e. government funded
projects, transportation [i.e airports, roads, and railways] projects, residential and office building
projects etc.). This makes the construction industry a key contributor to the country’s economic,
social and technological development. The sector is made up of hundreds of companies
operational both locally and internationally that are manned by large numbers of personnel
whose productivity levels are exceptional in order for the companies they work for to be able to
generate the huge revenue that they are able to (The Swedish Trade & Invest Council, 2019).
Employment levels in Turkey’s construction industry are relatively high owing to the large
number of projects (i.e. city gentrification, public housing, re-construction, upgrades, capacity
melioration, maintenance etc.) undertaken by both the public authorities and private sector.
Being a facilitator of growth and development, construction projects that filter to the informal
sector have led to capital formation that has ultimately led to investment in management
practices (i.e. finances, materials, suppliers, machinery, personnel productivity, standard
adherence etc.) by the majority of the companies. This is because they realise that the better their
companies perform, the more likely they would be awarded higher value projects. Ultimately, the
implementation of construction projects rests on employees who have to be motivated to put in
their best efforts through exceptional remuneration and reward systems that are accompanied by
effective incentive schemes. Turkish employers have been at the fore of having in place
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innovative incentive policies that appeal to the employee’s social, economic, cultural and
political inclinations (Gunluk-Senesesn, Kaya & Senesen, 2012).
Decisions related to Turkey’s construction sector are primarily made by government agencies,
engineering associations and institutions of higher learning. These decisions related to the
policies, management and operationalisation of the industry are however not always consistently
in unison, despite these stakeholders being in agreement regarding the overall objectives to be
pursued. This lack of uniformity (i.e. pertaining to rules and regulations) proves to be
counterproductive to any collaborative efforts undertaken to meliorate the industry’s
performance (Tunc, 2016). Construction projects are noted as being broad and involving, and
thus require a myriad of aligned inputs from numerous professions and stakeholders so that all
the resources (i.e. finance, skills, materials, machinery etc.) are efficiently and effectively applied
to produce defined outcomes. There is need to have in place legally written agreements (i.e.
construction contracts, payment schedules, employment contracts, supplier contracts, delivery
schedules, variation provisions etc.) outlining time, cost and standards between the various
players in Turkey’s construction industry so as to minimize the possible occurrence of
disagreements, disputes, delays and ultimately low productivity. Employees are usually the last
to be given consideration in the event of any misunderstandings not being amicably resolved and
yet are expected to be productive throughout the course of any given project, come sunshine or
rain (Cakmak & Tas, n.d.).
Overruns exceeding agreed completion dates in Turkish construction projects tend to have an
assortment of side effects (i.e. termination, halting, lost productivity, rushed progress, raised
costs etc.) as equally caused by a wide variety of variables (i.e. client decisions, site conditions,
weather instability, political changes, contractor incompetence, financial disagreements, labour
challenges etc.) owing to the complicated and diverse attributes of the industry itself. Foresight
regarding the probability of these variables occurring during the course of future construction
projects is often advised as a possible way of mitigating the consequences, or rather, the negative
side effects (Al-Hejji, 2006; Arditi et al., 1985; Chan & Kumaraswamy, 2007) cited in (Culfik,
Sarikaya & Altun, 2014). The lack of foresight to manage these variables that get to have a
negative impact on the employee performance on projects ultimately leads to such construction
companies being unable to retain suitable personnel that would be motivated and committed
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enough to work towards gratifying client desired outcomes. It is important that construction
companies, as well as authorities in Turkey’s construction sector to invest resources and efforts
in the management of these dynamic variables (ILO, 2001). Aguably, the most effective means
of improving the productivity of Turkey’s construction sector is to work towards meliorating the
levels of motivation among employees in the industry owing to the fact that it is labour intensive.
Such efforts might be in the form of incentives and benefits (i.e. profit sharing, milestone
bonuses, performance related remuneration etc.). It is worth noting that the majority of
companies in the informal sector of the construction industry in Turkey do not provide these
(Aydinli & Oral, 2017).
While technical personnel on construction projects may be suitably qualified and experienced to
successfully undertake or oversee the engineering aspects of the work, they may not be able to
manage the human resource issues of employees on site. This oversight of not factoring in the
human aspect (i.e. culture, politics, society, religion etc.) of employees tends to have a negative
bearing on the execution of desired project outcomes (Akiner & Akiner, 2009).
2.6 Regional Level
2.6.1 Case of South Africa
The notable high number of employers (i.e. registered companies which include both small and
large ones) in South Africa’s construction industry is viewed as an indication of the overall
contribution the sector makes towards the country’s social, economic, political, cultural and
technological spheres. The biggest chunk of the different projects are however undertaken by
sub-contractors, with emphasis being placed on capacity building as a means of facilitating
improved productivity (i.e. aligning objectives through the reduction of undesired conduct
resulting from misunderstandings). The success of South Africa’s construction industry is to a
large extent dependent on there being effective communication (i.e. achievable objectives and
suitable arrangements) between all stakeholders so that by the time the production process
trickles down to implementation by the employees, the factors that serve to motivate the
employees to meet the stated objectives will have properly been taken into consideration by their
respective employers. Because of the involving nature of this sector and the fact that it is labour
intensive, contracts that companies agree to undertake usually include penalties for failure to
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meet standards and targets, along with rewards for performing well above what was agreed upon
between client and contractor. These penalties and rewards are usually designed to trickle down
to the employees on some level as they operationalize the approved policies and strategies
(Boesen & Therkildsen, 2004; Broome & Perry, 2002; CETA, 2008; Martin, 2008; Porter &
Lawler, 1968; Williams, 2008) cited in (Ogwueleka & Maritz, 2014).
The fact that a small number of big companies win the majority of the major construction
contracts in the country has left a big number of small companies to be sub-contracted to
undertake a big bulk of the general work on projects. There has been need to improve the
management skills of these small construction companies so as to equip them with the capacity
to exercise acceptable control over their finances, materials, tools, schedules, labour etc., through
deliberate government policies and strategies (Merrifield, 1999).
Generally, the challenges experienced by the country’s construction sector include technological
improvements, misalignment of skills (i.e. required against available), performance and thus the
capacity to deliver desired outcomes, infrastructure unavailability, unstable costs of materials
and equipment, interest rates on project financing, and the mismanagement of project funds by
contractors (Dithebe, Aigbavboa, Oke & Muyambu, 2018; Wells, 2001). The construction
industry in South Africa encounters relatively high labour turnover challenges (i.e. movements
back and forth between companies, to other industries etc.) which are often attributed to the
construction companies inability to modernise their operations in consideration of the ever
dynamic employee needs. While most construction company managements place the blame of
below standard perfomance on employee incompetences (i.e. skilled, semi-skilled and unskilled), it must be remembered that it is the job of managers to formulate, develop and
implement workable policies and strategies that motivate all employees to buy into the vision
and mission of the organization and thus work towards achieving defined objectives. Therefore,
the companies that do not offer appropriate incentives, conditions and environments to satisfy
employee development find themselves facing challenges in attracting and retaining suitable
personnel. Efficient and effective communication is key to engaging employees in order to
motivate them (Nkomo & Thwala, 2009). It does not help that the country has been noted as
ranking very high in terms of inequality in relation to the treatment of labour in the construction
industry, an aspect that is not helped by the high levels of unemployment and under-employment
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in the country. Additionally, data related to the overall construction industry is not readily
available, with what is available being of a rather scattered nature (Industry Insight, 2012).
It is worth noting that the work undertaken on construction projects is not only laborous but also
usually of a hazardous nature, factors that make it ideally necessary for the personnel on such
sites to be well motivated so as to not only ensure desired productivity but to ensure employee
safety as well. The needs of the various categories of employees are uniquely dynamic and
therefore due consideration ought to be given to the distinct conditions under which maximum
performance can be obtained from them (Thwala & Monese, 2012).
Construction projects in South Africa are prone to labour unrest among both non-unionised
employees (i.e. unprotected strikes which are usually characterised by violence and intimidation)
and unionised employees (i.e. protected strikes which tend to drag on for longer periods as they
are officially recognized and thus follow protocol in being resolved). The negative repercussions
of this status quo include lost production days, employee demotivation, increased cost of the
project, delayed completion dates of the project etc. This is why it is cardinal for the
management in construction companies to efficiently and effectively handle negotiations related
to wages, conditions of service, grievances, disciplinary actions, separations etc. The government
has found itself in a position where it has to intervene especially where unionised employees
have felt that their union representatives where in cohorts with the employer (Construction
Industry Development Board [CIDB], 2015).
The noted labour unrest among non-unionised employees is attributed to the lack of education
and thus lack of qualifications for construction industry work among the membership. This is
seen as taking the growth and development of the industry aback as there is a mismatch between
industry requirements and available personnel. The Further Education and Training (FET) is
noted as serving little purpose in this regard (Windapo & Cattell, 2013). It has become
imperative for organizations in the construction industry to factor in the risks involved (i.e.
labour unrest, equipment damage, low productivity, delayed completion etc.) in their
performance management strategies owing to the social instability of most remote areas
approved for such projects by clients (Industry Insight, 2012).
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2.6.2 Case of Tanzania
The Tanzanian construction industry is regulated by the Contractors Registration Act of 1997
(the CRA) and the Engineers Registration Act of 1997 (the ERA), and is guided by Construction
Industry Policy (CIP) with input from authorities representing the Architects and Quantity
Surveyors Registration Board (AQRB), Contractors Registration Board (CRB), Engineers
Registration Board (ERB), National Construction Council (NCC) and the Ministry of Works
(MOW). This is in place because the Tanzanian government recognises that the country’s
construction industry is faced with insufficiently fickle opportunities and unsuitable working
environments, especially for local companies (Clyde & Co, 2013). In order to develop the
country’s construction industry, it is necessary to adjust the approaches utilised by all
stakeholders to suit the needs at hand, along with effectively coordinated collaboration among
the very stakeholders (NCC, 2004-2005).
Other challenges in the Tanzanian construction industry include delays in the completion of
projects that are primarily caused by insufficient project funding, withheld payments, drawing
adjustments, data inconsistencies, management ineptitude etc. This in turn results in disputes,
poor standards, exceeded costs, among others. The overall effect is on the motivation of
employees which is affected negatively thus impacting the project outcomes. Projects will
always be affected by several factors (i.e. clients, contractors, consultants, suppliers, materials,
equipment, machinery, finance, external etc.), industry authorities however have a responsibility
to ensure that such influences are biased towards being positive so that desired productivity on
projects is realised. Stakeholder relationships (i.e. contractors, client, consultant, labour and
suppliers) on any given project is short term and thus it is essential for adherence to duration,
standards and budgets through agreement on each party’s expectations, along with agreement in
advance on provisions for variations. Employee related incentives should also be part of such
advance agreements (Dubois & Gadde, 2002; Kikwasi, 2012; Winch, 1989) cited in
(Sambasivan, Deepak, Salim & Ponniah, 2017).
While Tanzania might have implemented the CIP which was intended to meliorate the capacity
of local contractors and consultants and as such improve the productivity of the informal sector
(i.e. local construction companies), its objectives remain unfulfilled due to several challenges
mostly hinged on the lack of coordination (i.e. unavailed resources, un-established steering
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committee frameworks, ineffective regulations and duplication of efforts). Like many other
African contracts on large projects, financially viable construction contracts are generally
awarded to international companies and as such the local companies remain small and in the
informal sector. Despite the fact that the small local companies are the ones who engage the
majority of employees, their capacity to manage construction projects is noted as being
inadequate as they lack the technical qualifications, knowledge, skills and experience. This
means that their management of employee related financial and non-financial incentives leaves a
lot to be desired (Tanzania Civil Engineering Contractors Association [TACECA], 2013). Local
contractors often experience challenges in securing funding to successfully undertake
construction projects due to factors that include high interest rates, lack of surety against such
loans, questionable project expertise, business plan gaps etc. (Chiragi, 2000).
The majority of General Workers in the construction sector start their careers from the informal
sector (i.e. unregistered with any government or industry associations) and as such gain their
skills and experience from friends and relatives. The implication is that their levels of education
and training are very low or next to none. Therefore when they join the formal sector of the
construction industry, employers tend to offer only what is stipulated by law. Employers know
very well that such employees come from backgrounds that are defined by poor working
conditions, non-existent recognition, poverty etc. (Jason, 2007).
An incentives scheme is supposed to be characterised by achievable objectives and outcomes
that are specified in plain and simple terms regarding the expectations from both employer and
employee. It has been noted that some of the challenges that have been faced on various
construction sites in Tanzania have been a consequence of ineffective communication from the
very start. Designing an incentive scheme is not the preserve of the Human Resource department
alone without the involvement of the project manager and the site supervisors who are the
personnel on the ground and thus understand the social, economic, cultural and political
situations of the operational employees (Qayum, Sawal & Khan, 2015).
2.6.3 Case of Nigeria
Nigeria’s construction industry is basically divided into two (2) parts, i.e. the informal sector that
is characterised by Indigenous Contractors (IC) and the formal sector that is characterised by
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Multi-National Contractors (MNC). ICs are generally noted for exhibiting low productivity and
abandonment of projects owing to management ineptitude in handling effectively areas to do
with remuneration, absenteeism, turnover, materials, equipment, schedules, payments etc. Such
incompetence’s might be attributable to a lack of knowledge and skill as they are mostly
unregistered and sole traders, an aspect which gives birth to oversights regarding a lot of timely
core issues on construction sites (i.e. safety, motivation, incentives, standards etc.). Even though
such challenges have placed ICs in a position where their styles of running their companies have
been labelled as being short of corporate etiquette, extensively appropriate usage of employee
related non-financial incentives have ensured that they stay afloat. The operations of MNCs on
the other hand are characterised by systems and structures, which are all aimed at ensuring that
every resource applied is accounted for as far as the end product and the overall levels of
productivity. The bottom line is that MNCs are way ahead of ICs in managing both the demands
of the project operations and employee related incentives (i.e. both financial and non-financial)
(Aniekwu & Okpala, 1987; Fagbenle, 2009; McKenie & Lee, 1998; Wells, 2001) cited in (Saka
& Ajayi, 2010).
The MNCs are better placed to manage their construction projects because they have systems in
place, with each existing unit having a very specific role to play that adds value to the project. It
might be that while ICs might have the knowledge and skills to undertake construction works
(i.e. build, paint, fix steel, mount roofings etc.), what they lack is the knowledge to manage the
human resource undertaking the work. They might not really appreciate the value that having a
competent Human Resource expert in place will add to the productivity of employees and thus
the project outcomes (Ofili, 2004).
Theoretically, financial incentives might be grouped into two (2) parts, i.e. management
incentives (i.e. health, education, meal, holidays, loans, internet etc.) and operational staff
incentives (i.e. overtime, risk, long service, pension fund etc.). Practically, the extent to which
any of these incentives are offered to both management and employees varies from one
construction company to the next and is dependent on several factors such as the ability of the
employer to offer such, negotiation of the contract of engagement, importance of the position etc.
(Cole, 1997; Pigors, 1981) cited in (Aiyetan & Olotuah, 2006).
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The significance of construction companies being able to monitor, measure and evaluate the
value that any employee related incentive scheme implemented is adding to each respective
scope of the project cannot be over emphasied. This is because employee related incentive
schemes are meant to be managed so that there is some form of control (i.e. realistic objectives,
clear expectations, focus, objectivity, consistency, key indicators, elaborate execution, timely
feedback etc.) regarding the direction in which the company is headed in terms of performance
and where it is unsatisfactory, corrective measures are taken. Companies in Nigeria’s
construction industry generally tend to apply a myriad of incentive schemes to the different
categories of employees, with due consideration being given to the level of motivation that is
desired. However, the general consensus among project managers, supervisors and operatives
themselves is that non-financial incentives tend to have a longer lasting motivating influence
than financial ones (Belfield & Marsden, 2003; Kaydos, 1998; Spitzer, 2007) cited in
(Olugbenga, 2011).
Noted as being the quantity of labour that is utilised per unit of work, productivity entails usage
of incentives (financial and non-financial) in order to happen. The implication is that the value
that labour is contributing to the output ought to be measurable, just like the incentive scheme
that has to be applied in order to ensure productivity has to be measurable (i.e. efficient material
usage, cost minimization, higher output, increased profit margins etc.). Management in Nigerian
construction companies that understand things in this way and take the time to effectively
communicate this logic to site supervisors, along with applying suitable incentives have
discovered that employee output improves (Aina, 2011; Fagbenle, Adeyemi & Adesanya, 2004;
Fagbenle, Ogunde & Owolabi, 2011; Gonzalez, 1991; La i, 2009) cited in (Adewuyi & Effiong,
2017). It is important for management and supervisors on construction sites to understand the
value that operational employees add to the project outcomes and to make that as the starting
point to motivate them. The issuance of monetary rewards that is not followed up with nonmonetary acknowledgement, recognition, promotion etc., will do little to motivate employees to
keep improving their work ethic, let alone to stay with the organization. Efficiently managed
Nigerian construction companies have discovered that they are able to implement non-financial
employee related incentives at a cost that is relatively way less than financial incentives,
considering that the industry is labour intensive. The trick has been to simply be as innovative as
possible in handling (i.e. formulating, developing, implementing, monitoring, evaluating and
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adjusting) these non-financial incentive schemes (International Labour Office, 2003; Khan,
1993; Nwachukwu, 1988) cited in (Abdusalam, Faki & Dardau, 2012).
The various component parts of each project have to be well coordinated in order to form the
complete package (i.e. total output) through thorough management of all the individual units and
all the aspects falling under it. This is the work of the project manager. In order to adhere to the
budget, fulfil standards and deliver on time, the productivity of the employees is required to be
ensured and that can only happen once all the other issues (material availability, equipment and
machine availability, competent supervisors, regulatory adherence etc.) are efficiently and
effectively managed. This is to say that a conducive atmosphere needs to be created and
nurtured, in which the motivational needs of the different categories of employees can be
continuously taken into consideration. This is in addition to all the other project challenges that
might be encountered. A very big challenge is that of balancing the productivity of the project
with the motivational needs of the employees which are influenced by the social, cultural,
economic and political landscape of Nigeria at different points in time throughout the course of
the project (International Labour Office, 2003; Khan, 1993; Nwachukwu, 1988) cited in (Lawal
& Okhankhuele, 2014).
Each project that is undertaken is unique, which is why the approaches applied in order to find
common ground for the interests of the various stakeholders (i.e. client, construction company,
employees, regulatory bodies, society etc.) tend to vary from one project to another. For instance,
group incentives may be used for a specific portion of the project, whilst on the next bit
individual incentives might be deemed to be more effective. The idea behind the application of
group incentives is to ensure that targets and gains are equally shared among employees,
knowledge and skills are shared through collaboration and that group values are acknowledged
and appreciated. Individual incentives on the other hand are applied where personal effort from
specific individuals is what would result in targets being successfully met (Argote & McGrath,
1993; Bandura, 1997; Buchanna, 2004; Hansen, 1998; Prendergrast, 1999; Steven et l., 2003;
Street, 1990; Varian, 1990; Weitzman, 1995) cited in (Olubenga, Ademola & Oludare, 2017).
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2.7 National Level
2.7.1 Case of Zambia
The Minister of Labour of the Republic of Zambia as mandated by the country’s constitution is
empowered to make provisions by law for the standard minimum wages (i.e. by hour, day, week
or month), conditions of service, hours of work (i.e. day or week), working days (i.e. week or
month), rates for work done (i.e. normal or excess, holidays and piece work) and rates for
allowances (i.e. food, housing etc.) (The Minimum Wages and Conditions of Employment Act
1982, 2019). Additionally, provisions were made in Part VII under Protection of Wages (3) of
the Employment Act of 1997, that an employer was free to make additional payments and
allowances in kind to an employee (i.e. separate from wages) with the consent of the employee
or through collective agreement for his/ her benefit or their family, but that such payments and
allowances in kind were however not be of an intoxicating or noxious nature (i.e. alcohol or
drugs) (The Employment Act, 1997, 2019).
Noting that the NCIP of 1996 is designed to facilitate development, growth and monitoring of
the construction sector through regulatory frameworks (i.e. legislation and quality requirements),
institutional frameworks (i.e. the NCC and the Building Centre [BC]) and development of human
resource (i.e. personnel qualifications, knowledge, skills and experience), an environment that is
suitable for construction companies to operate in a productive manner is envisioned (Muya et al.,
2003).
As the chief custodian of the land, the government of the republic of Zambia has the
responsibility to ensure that there are cordial relations between employers and employees
because it is the output from this relationship that drives the country’s economy, which in turn
influences the social, cultural, technological and political structure. Through the formulation and
implementation of labour laws by MOL, the government is able to ensure that both employers
and employees undertake their obligations (i.e. in line with organization regulations, union
agreements and engagement contracts) to each other. Being a labour intensive industry, the
construction sector demands industrial harmony that minimises exploitation, discrimination and
intimidation in order for productivity levels of both the construction companies and employees to
be maximised (Employer’s Guide, n.d.).
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With the government clearly making its position known to both employers and employees
through defined guidelines of conduct by law, the issue of how to get the most out of the
employees by way of their contribution to specific organization objectives is an aspect that is left
to employers to carefully ponder. This is based on the understanding that employees need to be
motivated in order to put in their utmost efforts and this is where employers contemplate the sort
of incentives (financial or non-financial) schemes they should have in place. It is important for
any management of construction companies and indeed site supervisors to have a thorough
understanding of human behaviour in order for them to be able to efficiently and effectively
manage the implementation of employee related incentive schemes (Osa, 2014).
With variations in the supply and demand of construction projects influencing the entry and exit
of construction companies, number of employees, the costing and pricing systems at play, the
unity of consumers and suppliers etc., the incentives (i.e. financial, non-financial or both) that are
offered to employees by the different organizations at any given point in time tend to equally
vary (UNZA & COLMAK, 2010) cited in (ILO, 2015). Despite Zambia’s construction industry
being labour intensive, with the majority of personnel on project sites being General Workers
hired on casual basis, construction companies are requested to employ a minimum number of
permanent staff who should be qualified enough to manage the demands of personnel engaged
on project basis, temporal basis, consultants and the casual labour. Such qualifications are
required to be accompanied by academic documentation, with one of the directors needing to
possess a technical background in order for the company to be able to exhibit professional
construction ethics on projects. This is in addition to managing the financial demands (i.e.
regulations, materials, safety attire, equipment, machinery, suppliers, wages etc.) of the project.
It is very unlikely that a construction company that is unable to fulfil these minimum
requirements will be in a position to formulate and develop efficient and effective employee
related financial and non-financial incentive schemes. This is because the management of such a
company would lack the understanding of the intricacies involved in managing and motivating
employees, let alone be committed to ensure that productivity levels of the organization are
exceptional (NCC, 2004; Wells, 2001).
It has been common practice in the construction circles for companies to head-hunt (i.e poach)
for key personnel positions from other companies, a situation that might be attributed to a
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shortage of suitably qualified, knowledgeable, skilled and experienced individuals in the
industry. Whilst the country might have sufficient training programmes, along with trade and
technical training institutions, the practical aspect of the graduates is that most of them are not
suitable enough to manage the immediate demands of construction projects, let alone motivation
of the majority of site personnel who are supposed to steer the productivity of the project. The
common assumption is that utilisation of higher wages and financial incentives is sufficient to
attract and retain suitable personnel (i.e. a trend that is practiced) and yet the labour turnover
remains relatively high. It is very rare for construction companies to recruit from the
unemployed, retrenched, retired etc., for fear of their skills and knowledge no longer being
valuable. Then there is of course the issue of skilled personnel switching industries due to
unsatisfactory conditions of employment, the frequent redundancies, lay-offs pending projects
being haulted whilst awaiting recommencement etc. All these are issues that have a bearing on
the productivity of Zambia’s construction industry probably due to the fact that there is a
knowledge gap in understanding and effectively managing employees in the sector, which results
in the challenges so often encountered (Agapiou et al., 1995) cited in (Muya et al., 2003).
Employment in Zambia’s construction industry is among the lowest rated jobs (i.e. with regards
to conditions of service, wages, safety, health and unionization) despite the industry itself being
one of the biggest in the country. This might be attributable to the high supply of labour in the
country, which lowers the value that most companies place on such employees. It is worth noting
that only the larger companies have satisfactory provisions (i.e. for conditions of service, health,
safety etc.), in addition to other provisions related to the management of finances, materials,
suppliers etc., and are in most instances able to perform according to the project requirements.
Such companies can afford to provide sufficient incentives to motivate its employees. It is also
worth noting that the bulk of employment (i.e. unskilled and semi-skilled labour) in Zambia’s
construction industry is in the smaller companies (i.e. which in most instances are the subcontractors on big projects) that struggle to get business, have poor working conditions,
experience high levels of turnover and absenteeism. The delivery from these small companies of
project outcomes is usually below the expected performance standards. Such companies tend to
have a bias towards providing non-financial incentives (i.e. PPE, health, food, talktime,
accommodation etc.) as means of motivating their personnel to put in their best efforts. These
non-financial incentives are in most cases usually funded with resources from other sources of
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income separate from the construction business. In order to facilitate the growth of such small
construction companies, the ZDA was set up in 2006 to enable them gain business from
government contracts by ensuring that they are registered with PACRA, ZRA, ZPPA, Workers
Compensation Fund Control Board (WCFCB) and NAPSA. This is so as to enable them get
registration with the NCC. Only upon registration with the NCC can small construction
companies get business from the government and thus ideally expand their operations (Zambia
Central Statistical Office, 2012) cited in (ILO, 2015).
Although a lot of variables have been identified as negatively impacting the outcomes from
construction projects in Zambia, the low levels of motivation among operational employees have
stood out as the main reason because at the end of the day all the other factors when not properly
handled serve to affect motivation. When the project outcomes are exceptionally fantastic, the
project manager along with the site supervisors are often congratulated for their management
skills of all the demands of the project, which in turn positively affected the overall productivity
of the employees. Successful project managers in Zambia navigate and make provisions
regarding contingencies pertaining to issues related to document preparation, project bidding,
sourcing funds, personnel challenges, sourcing (materials, machines, equipment etc.), delayed
payments, high interest rates, client interference, drawing adjustments, adjustments to project
scope etc. Successful project outcomes are a result of adherence to the stipulated specifications
as agreed between the construction company and the client. It is the consequence of the project
manager having on hand a team that is able to understand the scope and specifications of the
project, monitor the implementation process, take note of any variations from the stipulated
specifications and accordingly take corrective action to ensure desired outcomes are achieved
(Soanes & Steven, 2008; Tahir & Darton, 2010) cited in (Chilongo, 2017). There are acceptable
limits to cost changes (i.e. say 25% increment) in any given construction project, with any
overruns above that threshold being flagged by the project manager and even the client as a
concern of mismanagement that ultimately raises the cost of the project. This is more the reason
that contingencies ought to be put in place by the construction company, and as per agreement
with the client. Such changes should not be borne by the employees as this would only
demotivate them. Employee incentive schemes (financial and non-financial) in any given project
should be well planned for in advance (Mukape, n.d.).
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The fact that construction is labour intensive theoretically implies that there is need for the
country to have on hand personnel with the requisite qualifications, knowledge, skills and
experience to drive the productivity output of the various companies in the sector in the long
term. The training and development of such personnel needs to be protected against counter
realities of the unavailability of jobs, unsatisfactory conditions and pay, redundancies, industry
switching etc., if the construction industry is going to fully develop the desired numbers and
caliber of employees. This may in turn improve the value attached to employees in the sector,
which might also improve the wages and incentive schemes offered as a pre-cursor to motivating
them and thus improving productivity. This all of course depends on improvements in the state
of the economy, which in turn might increase the number of projects, facilitate improvements in
labour laws, and positively affect training and development policies (Edum-Forte, 2003; GRZ,
1996; World Bank, 2003) cited in (Muya et al., 2004).
2.8 Summary
This chapter has discussed the research that has been undertaken in Zambia and other countries
in relation to the effect of a construction company’s financial and non-financial staff related
incentives on the organization’s productivity in the construction sector. The approach followed
was to briefly discuss the concepts of motivation and incentives before elaborating on the
research that has been undertaken at a global level (outside of Africa), and then scaled down to
that done at a regional level (Africa) and finally narrowed down to the national level (Zambia).
The next chapter will discuss the research methodology.
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CHAPTER THREE: METHODOLOGY
3.1 Overview
The objective of this chapter is to discuss the research philosophy, the research approach,
research design, data collection methods, sampling procedures, population of the study, data
analysis, reliability and validity, and the ethical considerations. A summary of this discussion
will then be given at the end.
3.2 Background to Research Methodology
Research entails the organization of a systematic investigation that is designed to make available
data that would be applied to discover solutions to the noted problem. This means that there must
be elements of defined procedures, systems and methods that have a bearing on the criteria for
validity and reliability. This is in addition to being developed around a specific problem,
questions, theories, concepts, data collection, data management, data analysis, interpreted
outcomes, and findings that are consistent with the research questions and operationalization
(Hassan, 1995) cited in (Jongboo, 2014).
Research also entails arriving at feasible explanations to challenges encountered by undertaking
thoroughly planned and methodical collection, analysis and interpretation of data. In order to
consider research results as legitimate, the researcher has to observe all the pertinent components
of the study at each level. This is because research explores phenomenon systematically to
provide answers to questions (Kothari, 2008).
3.3 Research Philosophy
Research philosophy is a system of logic regarding a number of beliefs and assumptions in the
development of reliable knowledge related to the study. These assumptions might be
epistemological (i.e. human knowledge), ontological (i.e. nature of reality) or axiological (i.e.
researcher’s values and ethics), which must be thoroughly analysed in order to remain consistent
so that the research is coherent (Burrell & Morgan, 1979; Crotty, 1998) cited in (Saunders, Lewis
& Thornhill, 2009).
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It is the philosophy that serves to guide the approach (i.e. research strategy, problem formulation,
collection of data, processing of data and analysis of that data) that is applied to the research. The
researcher is of the view that understanding the social world of employees from a clinical
perspective enables an objective analysis to be undertaken whilst separating themselves from
personal values to enable them to work independently (Zukauskas, Vveinhardt & Andriukaitene,
2018).
3.4 Research Approach
This study settled for a qualitative approach and as such utilises qualitative approaches that
include interviews, observation checklist and focus group discussions because of their suitability
for descriptive exploration of the identified phenomenon of the research. It is a means that makes
it possible for the researcher to fully grasp the way a situation unfolds (Cresswell, 2014;
Goundar, 2013). Since the respondents are the sole sources of the data, it follows that the causes
and effects of understanding the phenomenon as it proceeds from the specific to the general
cannot be clearly distinguished. The generalized outcomes of the research are a product of
subjective realities, human intended purposes, meanings attached and personal involvement
(Cameron, 2015; Terrell, 2012). The data has to therefore be of a certain standard (i.e. rich and in
detail) in order for the researcher to discover and comprehend how individuals assign meaning to
the experiences that they undergo. It is for this reason that qualitative data is in the form of words
that might be narrative and descriptive (Grundmeyer, 2012; MacDonald & Headlam, 1986;
Migrant & Seasonal Head Start Technical Assistant Center [MSHSTAC], 2006).
Qualitative research takes on a flexible approach that is often characterised by, to a large extent,
unscripted approaches in order to be sensitive and adapt to the context in which the collection of
data occurs. A relationship that leans more towards being informal amongst the researcher and
the respondents becomes imperative as it has already been pointed out that the researcher is
heavily reliant on the respondents’ knowledge (Family Health International, n.d.; Mason, 2002).
In this way, qualitative research might also be able to capture the unintended effects and
consequences of policies and strategies that are implemented as personal emotions and feelings
of the respondents through in-depth responses are taken note of (Jackson, Drummond & Camara,
2007; Kabir, 2018).
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3.5 Research Design
Research design serves to guide the specific strategies and procedures that the researcher will
follow in pursuit of addressing the objectives of the study. It is therefore a strategic plan that
structures the execution of the investigation of the phenomenon by taking note of all the vital
components (i.e. purpose, data collection, data analysis and respondents) that will ensure the
research is valid and reliable (Hassan, 1995; Lankshear, 2011; Rosenthal & Rosnow, 1991) cited
in (Jongboo, 2014). This is because research design is premised on the defined problems and
questions in order to prescribe a definite direction that the study will follow. The research plan is
therefore a means to obtain answers to the questions and problems of the study through
utilization of a strategic plan that is structured to undertake the investigation of the phenomenon.
There should be an element of having control over the process (i.e. grouping of respondents,
amount of treatment conditions, selection of treatment condition respondents etc.) of the study
(Christensen, 1988; Kerlinger, 1986).
Apart from enabling the researcher to undertake a successful study, a research design also places
the researcher in position to appropriately highlight areas where the study comes up short before
and during the course of the study itself. This is why well formulated design embodies context,
feasibility, flexibility, suitability, efficiency etc., through encompassing the various distinct
components in a consistent and logical manner (i.e. data collection, measurement, analysis,
interpretation and reporting) (Akhtar, 2016; Shinde & Dalvi, 2015).
Research may be categorized as being descriptive, correlational, explanatory and exploratory, i.e.
from the perspective of the objectives of the study. Adopted for this study are the descriptive
design (i.e. systematically depicting the phenomenon or what is happening) and the exploratory
design (i.e. investigating the unknown and the possibilities that might exist). Because qualitative
research relies on the context, availability of data and the need to be flexible, it is exploratory in
nature (Goundar, 2013; Mason, 2002).
This study is set to establish the effect of financial and non-financial staff related incentives on
an organization’s productivity in the construction sector. Therefore this study, in the same
manner, describes the characteristics of the financial and non-financial staff related incentives
phenomena, and explores the relationship of the same incentives to the
employees in the construction industry.
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productivity of

3.6 Research Area
The location where the data collection was undertaken is the research area. For this study, the
research was undertaken at three (3) SWL construction sites in Lusaka Province (i.e. Chilanga
One (1) at Chilanga Cement PLC, Chilanga Two (2) at Chilanga Cement PLC, and Fertilizer Site
at the Lusaka Multi Facility Economic Zone. The construction sites where randomly selected
because both financial and non-financial staff related incentives have been implemented on these
projects, along with the fact that these project sites differ by definition, in scope and location
wise.
3.7 Data Collection Methods
The sources of data are two, which are the primary (i.e. where the researcher is the ordinal
individual to collect the data) and the secondary (i.e. where the researcher is not the original
collector of the data that is gathered for a study topic) sources (Ajayi, 2017; Kombo & Tromp,
2006; Kombo & Tromp, 2014). It is imperative that this data is cleaned (i.e. checked for errors,
missing aspects etc.) despite standard procedures and instruments having been utilised during its
collection. This is for purposes of accounting for any discrepancies as the data was being written,
read, transmitted and processed (Peersman, 2014).
The techniques that may be utilised to collect primary and secondary data vary and this is
dependent on the consideration of several factors. This study will apply several data collection
techniques to collect both types of data.
Included in this research as data collection instruments are interviews, observation checklist,
focus group discussion and document analysis. The interviews where applied to obtain data from
administrators (i.e. Commercial Managers, Engineers and Foremen), while observation
checklists were applied by the researcher in order to gain first hand understanding of the
performance of employees considering that staff related incentive policies and strategies have
been implemented. Focus group discussions were applied to engage the General Workers in
order to obtain their insights on the themes of the research, while document analysis was applied
to encompass review of the work of other researchers along with any other relevant
documentation relating to the topic of this study.
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3.7.1 Primary Data
This is data that is aggregated specifically to address the topic of the study straight from the
source, which is to say that it is the original data that the researcher obtains in real time directly
from the subjects or respondents of the study (Ajayi, 2017; Kenya Inter-Agency Rapid
Assessment [KIRA], n.d.). Since the attributes of primary data is that it is of an original nature,
the process of collecting it is time consuming and thus requires sufficient resources in order to be
undertaken. There is an aspect of the researcher needing to design the data collection instruments
in a way that would be suitable for the type of data that should be collected in order to address
the phenomenon of the study (Chivaka, 2018; Kombo & Tromp, 2014; Primary Data Collection,
n.d.).
The study applied interviews, observation checklists and focus group discussions to collect
primary data.
3.7.2 Secondary Data
This is data that represents the currently existing intelligence as collected by other researchers
and as such is utilised to gauge its value with reference to the scope of the current study. This is
to say that undertaking an analysis of secondary data might create a chance for replication, which
might in turn render the very data credible (i.e. valid and reliable). Caution must however be
exercised in deciding on which specific secondary data to analyse in terms of suitability (i.e. with
reference to the research gap, theory, phenomenon, reliability, validity etc.) (Chivaka, 2018;
Martins, da Cunha & Serra, 2018; Peersman, 2014). Such data might be in the form of physical
documents or electronic soft copies, which may generally be in the form of books, biographies,
newspapers, internal records, articles in journals, articles on websites, statistical reports,
government publications, college and university databases etc. (Ajayi, 2017; Kabir, 2018;
Kombo and Tromp, 2014).
The collection and analysis of secondary data may serve as the basis on which the topic of the
study might begin to be understood by the researcher through the perusal and appraisal of
documentation relating to other existing works along the same lines or background (Kombo and
Tromp, 2006; MacDonald & Headlam, 1986).
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3.8 Research Instruments
3.8.1 Interviews
Interviews are instruments that are broadly utilised by researchers to collect first hand qualitative
data from the target respondents. They are a means of understanding the respondent’s
perceptions and interpretations of the phenomenon being studied, i.e. through the responses
obtained. This is because interviews tend to make available in-depth data, permits probing,
permits interpretive validity, allows exploration, gives room for confirmation etc. (Burns, 1999;
Flick, 2006; Johnson & Turner, 2003; Merriam, 1998) cited in (Zohrabi, 2013). The interview
was chosen because the study requires development of good rapport with the respondents (i.e.
relaxed environment, respond accordingly, clarify where not clear etc.) (Kumekpor, 2002).
In this study, predetermined questions were formulated in line with addressing the research
themes of the objectives. This was in addition to the utilisation of the semi-structured interview
guide approach (i.e. specified questions that might be re-worded and or re-sequenced so as to fit
the situation) as it is not too rigid nor too open (Fraenkel & Warren, 2003) cited in (Zohrabi,
2013).
The responses to questions put cross by the researcher might be in the form of audio recordings,
film, audio and film combined, the researcher listening and taking note by writing down etc., and
as such is a personal approach of gaining understanding of the study topic. Additionally, the
interview proceeds in the manner the researcher deems fit as far as which questions to ask and in
which order for purposes of ensuring desired response rates. It is however an interpersonal
interaction between researcher and respondent because the researcher has to be mindful of their
own personal assumptions and behavior so that mutual respect can be reciprocated by the
respondents by way of insightful feedback. This is especially true of unstructured interviews
where the respondent influences the discussion despite the topic of interest being stipulated by
the researcher. The semi-structured interview has more of a 50-50 balance, while the structured
interview is perceived as being more of a questionnaire owing to its strict insistence on the
adherence to responses rigidly being in line with the questions (Abawi, 2013; MacDonald &
Headlam, 1986; Wilkinson & Birmingham, 2003).
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For this study, the researcher applied structured interviews to obtain data from the Commercial
Managers and the Engineers, semi-structured interviews to obtain data from the Foremen, and
unstructured interviews to obtain data from the general workers. The intention here was to gain
data relating to objectives (i), (ii) and (iii) of the study.
3.8.2 Observation Checklist
Although the idea is to take note of events as they naturally unfold, observation entails purposely
planning ahead in order to link the first hand data obtained to the interviews and focus group
discussions. This is because the researcher needs to decide on what has to be documented in
advance in order to focus on the selected aspects, while either watching from a prescribed
distance or actively but cautiously participating. It is this planning in advance that is developed
into a checklist, against which the researcher would tick off or cancel out what they observe from
the phenomenon. It is important that the presence or judgemental bias of the observer does not
influence the natural occurrence of things in the setting of the study, be it participative or passive
observation (Flick, 2006; Johnson & Turner, 2003; Merriam, 1998) cited in (Zohrabi, 2013).
This approach might include a combination of two (2) or more different methods (i.e. interviews,
group discussion, document analysis and observation itself) in pursuit of trying to shed light on
the details significant to understanding the research topic. The process of observation itself
entails taking note and recording (i.e. audio, film, written etc.) of the interaction among the
subjects of the research or the respondents in natural settings (i.e. in relation to the study topic)
for a sufficient period of time in order for the findings to be rendered credible (MacDonald &
Headlam, 1986). The researcher systematically applies an array of focused skills during effective
observation that might include to listen, question, participate, interact, contribute, share,
communicate, negotiate, time lapse etc. This is in addition to deciding on the factors to observe,
the subjects (i.e. individuals or groups) to be observed, the sort of access required, recording of
the observations, and the processing and analysis of the recorded data. The bottom line is that the
researcher needs to have a concrete plan on how to proceed with the observation in order to
formulate and develop an elaborately ample observation checklist (Kabir, 2018; Wilkinson &
Birmingham, 2003).
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For this study, the researcher applied two (2) types of observation which are direct or structured
observation (i.e. seeking predefined behavior) and unstructured observation (i.e. seeking to
understand how things are in relation to the existing issues) (KIRA, 2018). The intention here
was to obtain data relating to objectives (i), (ii) and (iii) of the study.
3.8.3 Focus Group Discussion
Focus group discussions involve face to face interactions between a group of people (i.e. 5 to 12)
and the researcher, with the researcher putting cross questions formulated to specifically address
the study topic. It is thus a form of interview that might yield the collection of huge quantities of
data that is primary, supplementary or secondary in a limited space of time. This is possible
because the researcher utilises the unstructured approach with open ended questions and open
dialogue so as to solicit a myriad of responses related to the study topic from the respondents. It
is imperative that the researcher be skilled in developing a suitable guide that incorporates the
various components cardinal to ensuring an efficient and effective discussion. Additionally, the
researcher ought to be skilled in facilitation, moderation, and communication of the importance
of the topic of the study so that all the focus group members willingly participate (Jackson et al.,
2007; Kabir, 2018; Kothari, 2008; Primary Data Collection, n.d.).
The interaction that the researcher should stimulate among the group should serve to fact check
the opinions held by members of both the same group and members of the other groups that
might discuss the same concepts or topics. This is because the group members bounce ideas off
each other, while the researcher might bounce ideas off the different groups in pursuit of
comprehending the logic behind the interests, attitudes, perspectives, assumptions and
experiences of the different group members. Emphasis is on the researcher being able to create a
suitable environment for the different group members to be able to naturally engage in
discussions that generate informative data through the constructive opinions that they share
(Abawi, 2013; Wilkinson & Birmingham, 2003).
Understanding that focus group discussions are premised on socially oriented interactions is key
to ensuring that the topic of the study is exhausted because people naturally give each other the
opportunity to express themselves under the right circumstances. Opinions held by certain
groupings are therefore influenced by the collective thinking of its membership. The data
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collected from such interaction is usually rich in detail owing to the comfortable atmospheres in
which the discussions might ideally occur (Krueger, 2000; MacDonald & Headlam, 1986). The
intention here was to obtain data relating to objective (ii), (iii) and (iv) of the study.
3.9 Sampling Procedure
This refers to the operational guide that is pursued by the researcher in investigating the
phenomenon of the study in line with the defined objectives. Provisions are made in procedures
to take note of the sources of data to be utilised, selection of the population sample, data
collection approaches, factors and conditions that require manipulation or exercising control
over, data analysis to be undertaken and the management of logistics and schedules (Clark, Guba
& Smith, 1977).
The researcher applied purposive sampling for this research in selecting the three (3)
construction sites for SWL because it is representative of the study population. All the three (3)
sites have implemented employee related financial and non-financial incentives as a means to
improve productivity and thus achieve desired outcomes as per defined project objectives.
Purposive sampling involves the selection of subjects premised on deliberate judgement of what
would serve best the needs of the research topic. It is thus the significance that is attached to the
topic of the study that determines the specific subjects that will be chosen so that the data that is
required might be collected (Elder, 2009; Patton, 1989; Seidman, 1998).
3.10 Population of the Study
The population for this research included Commercial Managers, Engineers, Foremen and
General Workers. The selection of the appropriate population of this study was based on their
importance to the researcher being able to obtain data that was essential to the objectives being
achieved.
The Commercial Managers where included because they are at the helm of formulating and
developing the employee related incentives (i.e. both financial and non-financial), while the
Engineers were included because they are the controlling officers of SWL’s projects as far as site
work goes. The Foremen were included because they oversee the work of the General Workers
on construction sites and therefore fully understand all the challenges that are faced in relation to
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the performance levels at each and every point of any given project. But most importantly, they
ensure that the incentives are operationalized on the construction sites. The General Workers
were included because they are the frontline personnel on all construction projects undertaken by
SWL and therefore have a very big bearing on the outcomes recorded by way of their input to the
overall productivity levels.
Table 1: Composition of the Study Population
Designation

Chilanga One (1)

Chilanga Two (2)

Fertilizer Site

Management

1

1

1

Engineer

1

1

1

Foreman

2

1

1

General Worker

7

5

4

Total

11

8

7

3.11 Data Analysis
The value attached to data in most cases only becomes clear when it is deciphered through
interpretation and meaning is assigned to the numbers, characters, images, recordings, words
etc., which is why the collected data is processed, analysed and summarised accordingly with
reference to research design and the objectives of the study (Kothari, 2004; MSHSTAC, 2006).
This is to say that the core findings of the research ought to be highlighted in a manner that can
be utilised for decision making purposes through the utilisation of analytical tools. It is therefore
a fact that the analysis of both primary and secondary data is an essential part of undertaking
research (Howell & Kent, n.d.; Nicholson & Bennett, 2008).
The utilisation of secondary data in a research in itself demands data analysis of that intelligence
gathered by other researchers in order for it to be appropriately applicable to the current study. It
is the analysis that makes it possible for the researcher to highlight the existence of a study
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problem, along with formulating approaches that might be utilised to address or counter its
negative effects (Bryman, 2004; Punch, 2005; Sooben, 2002) cited in (Chivaka, 2018).
Since this study is qualitative, the data collected was analysed qualitatively. The data from the
responses from the interviews, observation checklists and focus group discussions, which
included the researcher’s written transcripts with some audio and video recordings in some
instances, where subjected to content analysis, after which they were transposed into notes in
verbatim format. The themes from the objectives were utilised as the basis of the of the data
analysis. The data collected from each of the data collection methods (i.e. interviews,
observation checklists and focus group discussions) was analysed individually and counterchecked for consistencies and inconsistencies with reference to the feedback from distinct
respondents regarding similar questions.
3.12 Reliability and Validity
Reliability has to do with the extent to which the accuracy of measure is able to consistently
produce similar outcomes on repeated trials. The idea is such that independent researchers should
be able to copy the procedures utilised by applying similar or alternative instruments that assess
the same thing to arrive at judgments that result in the formulation of theories that might be used
to find solutions to other research problems (Data Collection Methods, n.d.; Drost, n.d.; Saunders
et al., 2009). This is in addition to the independent researchers utilising different respondents so
that the findings are able to be generalized and hence used in settings distinct from the ones for
which the data was originally collected. However, despite the settings being distinct, the
conditions under which the study is taken must be of stable character in order for the assessment
to be free from measurement errors (Fraenkel & Wallen, 2003; Shinde & Dalvi, 2015).
Measurement is therefore reliable if the approach utilized can be administered to record
consistent outcomes when repeatedly applied by different researchers at different times and
under different conditions (Weiner, 2007). The researcher therefore took caution to ensure that
the instruments selected and formulated (i.e. interviews, observation checklists and focus group
discussions) for the collection of data would be reliable in a test-retest study by independent
researchers.
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Validity has to do with the extent to which the instrument or procedure of measure is able to
measure what is intended to be measured. The idea follows that the instrument or procedures that
the researcher applies should be able to assess what the study sets out to evaluate in order for the
data that is collected and analysed to result in the findings reported being valid (Bond, 2003;
Data Collection Methods, n.d.). Since this study is qualitative and not based on numeric values,
the conclusions arrived at are based on the assessment of the reasoning applied regarding the
outcomes of the measure. Therefore the interpretations made along with the decisions taken are
premised on the aforementioned reasoning (Gregory, 2011; Messick, 1989).
This reasoning has to therefore be as appropriate as possible in describing what it is intended to
describe because this denotes just how valid and strong (i.e. the extent or degree to which) the
measure is. In other words, validity has connotations of the nearest estimation to reality in terms
of the logic utilized in order to make decisions. The findings have to be implemented into the
operations in the running of businesses and this is what is referred to as construct validity. The
outcomes generated from the research should be able to be applicable to other contexts (i.e.
measures, individuals, stimuli, times etc.) once generalized, so that the effectiveness of the
research might be beneficial to other situations (i.e. external validity). Caution should however
be taken to ensure that the logic used to assert the existence of a relationship between the factors
is authentic and not merely a consequence of some other undiscovered factors (i.e. internal
validity) (Cook & Campbell, 1979; Drost, n.d.; Shinde & Dalvi, 2015; Weiner, 2007).
3.13 Ethical Consideration
3.13.1 Researcher and Respondent Relationship
This research utilized human participants to collect data and therefore it was important that a
healthy relationship subsisted between the researcher and the respondents. In order to ensure
their voluntary participation, the researcher undertook to interact with them in explaining the
objectives and importance of the data being collected, along with the procedures to be applied.
The concerns (i.e. possible risks and harm, if any) of the respondents participating in the study
where addressed before commencement of the process so that they clearly understood what the
data would be utilised for (Arifin, 2018; MacDonald & Headlam, 1986).
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3.13.2 Confidentiality of the Participants
This research undertook to ensure that the respect and integrity of the respondents were
preserved through adherence to ethical considerations (i.e. voluntary consent, anonymity,
confidentiality, publication, conflicts of interest etc.) so that the data collected would not be
compromised (Fouka & Mantzorou, 2011; Orodho, 2009). The researcher recognised the
importance of their own presence at the construction sites in terms of not being placed or placing
themselves in a position where they disturb the natural daily operational activities of Site Works
Limited and its employees during and at the conclusion of the study. The respondents were made
aware of their right to be availed with a copy of the research outcomes once the study concluded
(Terrell, 2012).
3.14 Formulation, Development and Design of the Research Instruments
This research undertook to ensure that the questions and topics that would require participant
responses had simple clarity regarding their intended meanings. The researcher also ensured that
the length of the research instruments were just sufficient to address the relevant questions and
topics at hand. The suitability of the data collection instruments were aproved by the supervisor
(MacDonald & Headlam, 1986).
3.14.1 Permission to Undertake Research
The researcher obtained permission to conduct the study from:
University of Zambia, School of Postgraduate Studies – to proceed with the study.
The University of Zambia, Humanities and Social Sciences Research Ethics Committee
(HSSREC) – to obtain Ethical Clearance.
The Ministry of Labour Office – to conduct the research in the targeted Construction Company.
The Management of SWL, the organization involved in the study – to conduct interviews and
collect data from the construction sites.
In the conduct of the research, the participants were:
Assured of confidentiality of their identity and that the data gathered from them would be treated
with the strictest confidence.
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Assured that the data collected was only for academic use and would not to be passed on to any
other party.
Allowed to withdraw from participating in the study at any point they felt the need to do so.
3.15 Summary
This chapter has presented the research methodology that was used in the study. To support the
qualitative research approach, descriptive and exploratory research design of the questionnaires,
interviews guides, focus group discussions and document analysis were the main tools applied in
the collection of data. The study areas were selected purposively and all participants of the
population were sampled. The population count was twenty six (26) from all the three sites for
the research.. The next chapter presents research findings.
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CHAPTER FOUR: PRESENTATION OF FINDINGS
4.1 Overview
This chapter presents the findings collected during the field of study. The findings are presented
under the three (3) main themes generated from the objectives of the study. These themes being
SWL’s remuneration and incentives policy, financial incentives, non-financial incentives and
coping strategies. The study made use of a total of 26 participants, Eleven (11) from Chilanga
One (1) Site, Eight (8) from Chilanga Two (2) Site and Seven (7) from the Fertilizer Site.
The findings are presented according to the four objectives in the following section.
4.2 Remuneration and Incentives Policy
This theme addresses objective (i), which was to ascertain the effect of having in place a
remuneration and incentives policy on the productivity of the organization on construction
projects. The research sort the views of the various categories of personnel, i.e. Commercial
Managers, Engineers, Foremen and General Workers.
According to the Commercial Managers, having a remuneration and incentives policy in place
for the organization has a bearing on productivity on construction sites.
One of the Managers pointed out that,
The remuneration and incentives policy enables every employee engaged by the
organization to understand the benefits they would derive from exerting maximum
effort in their daily functions.
Management is tasked with putting in place arrangements in the form of Policies and strategies
that would facilitate the motivation of the organization’s personnel to dedicate their work life to
the organization.
One of the Managers said that,
It is one of the most effective means of ensuring the dedicated contribution of not
only the general workers, but everyone along the organization structure. And that is
a recipe for exceptional outcomes on projects.
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Hence, from the point of view of the Commercial Managers, the existence of a remuneration and
incentives policy speaks volumes in relation to the intention for all parties engaged in a
construction project (i.e. the organization and its employees) to mutually profit from desired and
extraordinary performance.
The Engineers held synonymous views to those of management. They did however include the
concept of a remuneration and incentive policy being effectively communicated to the different
levels of the organization structure.
One of the Engineers said,
A remuneration and incentives policy is only as good as the personnel it affects
knowing that it actually exists. Because we push this agenda, I am confident that we
are all on the same page when it comes to delivering project results.
Other Engineers concurred with this sentiment regarding what is expected from everyone
engaged by the organization and what they expect in return for their strict adherence.
One of the Engineers stated that,
It is one thing to have a good remuneration and incentives policy in place, it is
another thing all together when no one knows about it. Effective communication of
this policy clears up a lot of misunderstandings, which then allows everyone to focus
on the important work before them.
Some of the Engineers highlighted the necessity for regular meetings with the organization’s
operational personnel regarding the organization’s official stance on remuneration and
incentives.
One of the Engineers said,
At least once a month, we hold performance meetings whose aim is to marry
recorded performance to what the organization’s remuneration and incentives policy
states.
The Engineers regard the existence of a remuneration and incentives policy as the
basis on which they can motivate the foremen and general workers to engage in
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desired productive behaviours as it is a point of reference for both management and
the staff.
One of the Engineers noted that,
It becomes necessary to point out to everyone engaged by the organization that
management would only apply the terms of its remuneration and incentives policy
upon personnel on construction projects meeting or exceeding defined productivity
levels. It is only then that they (i.e. Foremen) can liaise with project engineers to
engage management to fulfil the stipulated obligations of such a policy.
The Foremen, being the personnel who directly oversee the work of the general workers, agreed
with the Engineers on the significance of regular performance meetings in line with the
organizations remuneration and incentives policy. According to one of the Foremen,
It is a way of reminding the general workers that they are part and parcel of the organization, and
that when specific targets on construction projects are given and consequently fulfilled or
surmounted, management is left without a choice but to pay as money is actually set aside for
this very purpose.
Another Foreman added that,
A remuneration and incentives policy serves to guide us in communicating to the
general workers regarding the efforts that they should put in in order to receive, say
a bonus in addition to their salary, as well as communicate to our supervisors why
what is happening on the ground is happening in line with what the organization
offers in terms of pay and incentives.
From the perspective of the General Workers as operational personnel on
construction projects, a remuneration and incentives policy has not fully been
understood. One group admitted to being driven towards engaging in required
behaviours because it was explained to them that they would benefit from such, as
that is the way the organization functioned.
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One General Worker stated that,
The targets that we are given to attain are tied to the pay and bonus that we receive
because since our management does not operate from the construction site, a
remuneration and incentives policy is what they use to gauge our performance. We
have to deliver in order for them to approve payment.
One group claimed that they did not fully understand what a remuneration and incentives policy
was. One General Worker said that,
When we are told that management will pay us a bonus if we fulfill the given targets on
construction projects, we do not understand whether they are being guided by a remuneration
and incentives policy or they just had a one off meeting where they decided to use the promise of
a bonus to motivate us.
Another group expressed ignorance of the existence of a remuneration and incentives policy.
According to one General Worker,
We are just told by our supervisor, the foreman, that if we meet the targets that have been set by
the organization, then management will pay us a bonus. We have never seen the remuneration
and incentives policy.
It was noted that five (5) out of the sixteen (16) General Workers stated that they did not know
that the organization had a remuneration and incentives policy. These said that they just followed
the instructions given by their supervisor. Seven (7) of the General Workers claimed not to fully
understand what a remuneration and incentives policy was, while four (4) of the General
Workers stated that the efforts they exerted on construction projects was directly related to fully
understanding that there was a remuneration and incentives policy in place, and therefore they
would benefit on that very basis. This is illustrated in Figure 3 below.
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Figure 3: Remuneration and Incentives Policy
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The implication from this phase of the research has been that:
Some General Workers know how to react to the organization having a remuneration and
incentives policy, which has been the intention of the Commercial Managers as well.
Some General Workers do not know how to react to the organization having in place a
remuneration and incentives policy because they do not fully understand it. The Engineers felt
that it was of prime significance that the existence of such a policy is communicated effectively
to all the organization’s personnel.
Some General Workers do not know that the organization have a remuneration and incentives
policy in place. The Foremen felt that since they represent management on construction sites, a
remuneration and incentives policy is a tool that they have to use to explain where the
organization stands in terms of pay and incentives.
4.3 Financial Incentives
This theme covers objective (ii), which was to determine the effect of staff related financial
incentives on the productivity of an organization that operates in the construction industry. The
results to be derived from observing this aspect are expected to either be positive, negative or
simply have no effect at all. The study was carried out using the different categories of
employees that constitute Commercial Managers, Engineers, Foremen and the Generals
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Workers. As discussed, financial incentives are intended to induce employees towards a
particular direction of desired conduct that would result in the the organization achieving its
defined objectives and the personnel it has engaged obtaining the promised financial
remuneration and incentives.
The feedback obtained from the organization’s Commercial Managers is premised on the reports
generated by the Head Engineers on construction projects. These reports are based on defined
targets. One of the Commercial Managers pointed out that,
As one of the commercial Managers overseeing finance, I have been receiving consistent
monthly claims for payment of financial incentives in relation to the approved attainment
of monthly targets. It is evident from this that the Engineers are implementing our
objective of motivating all their subordinates to engage in the desired behaviours.
Another Commercial Manager pointed out that,
Actually, management has been receiving the monthly claims reminders for payment of
financial incentives in advance, even before the end of the month owing to the Engineers’
confidence that the targets will be fulfilled. Because of this focus, reports of disruptive
behaviour on construction sites has reduced by close to 95%.
According to one of the Engineers at one of the construction sites, financial incentives were the
main motivational tool being utilized to drive the work force and the work itself,
The financial incentives being administered through the facilitation of the finance
manager’s office which are comprised of perfomance bonuses, weekly talk time
allowances, weekly fuel allowances and travel allowances being given out to different
employees at different respective levels in on sites and the organization have been
essential to ensuring that everyone is focussed on the working towards meeting the set
targets.
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Another of the Engineers took into account the fact that the organisation has certain finacial
incentives in form of petty cash which come in handy whenever employees face certain personal
challenges that require urgent attention. They stated that,
The Financial department through the finance officer has assigned to the construction
department the authority to approve certain payments that fall within their approved
budgets. The issues that qualify are left to the Head Engineers discretion and this has
helped build the relationships on construction sites.
A key point was highlighted by one of the Engineers that each time the organisation proposes a
perfomance bonus as regards completion of a particular task, the tasks tend to be completed in a
shorter time frame. They said that,
Whenever we propose a performance bonus, employees even start singing songs of
bostele (morale), pushing every one towards completing a particular task. This we
usually do when we have special tasks like casting of suspended slab concrete and expect
the task to be completed within a particular time frame or even knocking off time.
Therefore, from the experience, perception and program plan for all Heading Engineers,
financial incentives are an essential tool used across the construction industry to push and drive
productivity, of which it is important to understand the employee levels, hierachy and particular
tasks. Hence employees are heavily driven by financial incentives, with General Workers being
the most influenced.
The Site Foremen on all the three sites, held similar perspectives as those held by the Head
Engineers. They however, added the issue of levels of life for the general workers, training and
ability to manage personal finances as being one of the paramount issues that is detrimental to
proper employee motivation. One of the Foremen stated that,
The bigger portion of construction staff are General Workers with lower education, less
exposure with hand to mouth mentality. The General Workers have a tendancy to finish
all their money whenever they are paid, hence they tend to look forward to any additional
ngwee just to pass that period, thus any money or cash payment tends to drive them.
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Another Foreman affirmed to the fact that financial incentives are practically an important
ingredient in the pushing of work on the respective sites, understanding that employees value the
liquidity that comes with the financial benefit. They said that,
The minimum wage rates in the country are barely enough for one to live confortably
through out the month. The fact that the organization goes above that to make payment
for exceptional performance in the form of financial incentives goes a long way for most
of the employees to cushion payment of all the bills that they have to contend with on a
daily basis.
The Foremen brought out the dimesions relating to effective implementation of financial
incentives and financial management seminars. These platforms were agreed as being possible
avenues for mind set changing and thus comprehension of the significance of financial benefits.
They held the view that,
Apart from the usual safety and any other business morning talks, motivational meetings
would need to implemented once in while so as to enhance financial independence and
understanding. In such meetings the respective employees would be introduced to
different ways of looking at incentives and the benefits to be derived by both the
employees and the organization. Knowing that an organization is productive is important
to every one.
Commercial Managers, Engineers and the Foremen did however note that the organization
undertook minor education of the personnel at the point of entrance into the organization or
rather at the point of employment regarding the importance of financial discipline during their
employment life.
A large number of General Workers held the view that perceived the engagement of the
organization regarding financial incentives as not being sufficient. According one General
Worker,
We are not fully equipped and adequately covered in terms of financial incentives. We
receive bonuses or any other financial incentive at any time without knowing why it has
happened. Plus it is only certain employees who perform specific duties that get and not
everyone on site, say at the casting of a slab.
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The other line of thought was that there is a small percentage of General Workers that do not get
moved with the prospect of receiving financial incentives. This category of employees tends to
just want to report for work at 08:00hrs and knock off at 17:00hrs exactly. These just expect to
be paid the agreed upon salary at the end of each month. Such attitudes might be due to several
factors that could be religious, phychological, beliefs and or personal. One of the General
Workers stated that,
I was not raised to be swayed by financial incentives. After eight (8) hours of work, I
need to be there for my family to make sure that everything and everyone is ok at home,
you know, my wife, children and dependants. Money is not everything in life.
Another General Worker pointed out that,
I do not work on Saturdays, let alone weekends and holidays. Those are days that are
dedicated to the worship of God and much needed rest for the human body.
The biggest percentage of General Workers were not prepared to work extra hard if the
conditions demanding that extra effort did not include financial incentives. This gave the
researcher the impression that money was the most important factor that motivates them to report
for work every single day. One general worker held the view that,
The minimum monthly wage in Zambia for General Workers on construction projects
kuwayawayafye (i.e. insufficient) in relation to the cost of living. This is why I am always
open to any idea for work that puts additional money in mobile money account and you
know that means better food and a life for my family.
The researcher took note that they did not receive a clear case of the negative effects to
productivity due to the provision of financial incentives. None of the respondents used as the
sample population expressed any reservations about the provision of financial incentives having
negative effects on the work environment at construction sites. Management held the view that
the cost attached to the outflow of resources approved for financial incentives was well
compensated for by the attainment of targets by personnel on the benefitting construction projets.
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Figure 4: Effect of Financial Incentives on Productivity
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As illustrated in figure 4 above, all the three (3) Commercial Managers were motivated by
financial incentives. Two (2) of the Engineers were motivated by financial incentives, while one
(1) felt that the structure of the way financial incentives were being implemented should be
improved if productivity on construction projects is to be maximized. Three (3) of the Foremen
were motivated by the financial incentives, while one (1) concurred with the Engineer who felt
that the structure of the financial incentives needed improvement. Nine (9) of the General
Workers were motivated by financial incentives, three (3) were not motivated and four (4) of
them held the view that the way the financial incentives were structures needed to be revisited.
The following can be agued from the above findings:
i.

From the sample population of twenty six (26), only seventeen (17) representing 65.4%
were motivated by financial incentives. This represents the effect of financial incentives
on productivity at construction sites.

ii.

From the sample population of twenty six (26), three (3) representing 11.5% were not
motivated by financial incentives. This represents the aspect were financial incentives
have no effect on productivity at construction sites.
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iii.

From the target population of twenty six (26), six (6) representing 23.1% felt that the
structure of the financial incentives left much to be desired. This represents the personnel
on construction sites who work at their own pace regardless of the desired levels of
productivity in line with the financial incentives offered.

4.4 Non-Financial Incentives
This theme covers objective (iii), which was to establish the effect of staff related non-financial
incentives on the productivity of an organization that is engaged in the construction industry. To
facilitate the research, the approach was to consider the views of the indentified categories of
participants.
Non-financial incentives dwell at increasing the personnel’s sense of satisfaction towards work
which should eventually ideally affect positively the productivity of the construction
organization. Non-financial incentives aim to provide employees with feelings of their
importance to the organization, which in turn is supposed to positively influence employee
perceptions and thus their productivity. Areas covered might include issues to do with rewards,
recognition, relationships with work mates, safety, health, the work itself, participation in work
activities, decision making, productive supervision, promotion, responsibility, challenging tasks,
job security, work mate relationships, involvement in policy formulation, among others.
From the perspective of commercial managers, the provision of non-financial incentives serves
to counterbalance the percentage of personnel on construction projects that may not be motivated
by the provision of financial incentives. One of the managers held the view that,
The idea is to capture all the organization’s personnel as far as ensuring that each and
every individual is motivated enough to contribute to the attainment of the defined goals
and objectives on each of the construction projects undertaken. That is the only way we
get to work as a single unified unit.
Another Commercial Manager stated that,
We understand that our workforce on each of these construction projects is diverse and
therefore we need to use a variety of motivation approaches in order to get the best
productivity levels from everyone. Does it work?, yes it does. If it did not work, then we
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wouldn’t be getting claims and retired imprest from the engineers regarding provisions
for non-financial incentives.
Another of the Commercial Managers pointed out that,
The monthly performance meetings that we get to hold on each of these construction sites
bring out a lot of issues, along with possible solutions. For every target that we struggle
to meet, we know that we have to figure out the alternative means of motivating
employees to do better the next time round. And this is usually through non-financial
incentives.
According to one of the Heading Engineers, personnel from the higher ranks of the organization
(i.e. Commercial Managers, Engineers and Foremen) were entitled to several non-financial
incentives by virtue of their positions. These included benefits such as dinner facilities, lunch,
breakfast in impeccable hotels, talk time, bundles etc., were noted as positively influencing the
productivity on construction sites. One of the Engineers said that,
To make up for some short comings in certain financial incentives, the organization
delibarately allows descretion to senior managers to purchase depreciated old machiney
at give away prices. If this does not make me feel appreciated by my employer, I do not
know what can.
Another Head Engineer added that,
There is the provision of personal to holder vehicles for senior personnel, of which we
are allowed to even use after working hours, over the weekends, during public holidays
and other personal trips. This helps me to attend to all the personal errands I have to run
and therefore when I report for work, I am fully committed to the tasks at hand.
In relation to their subordinates, one of the Engineers stated that,
The issue was not that non-financial incentives were unable to be utilised to motivate the
personnel, but rather just how justiable the basis used to structure the non-financial
incentives is. I think that there is some room for melioration if we are to maximize
productivity on the ground.
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The Foremen corresponded the sentiments held by the Engineers that non-financial incentives
played a role in motivating personnel in a way that financial incentives were unable to or were
coming up short on. The Foremen enjoyed a different level of non-financial incentives as far as
provision for acquisition of company property that was no longer of use to the organization.
According to one of the Foremen,
I have on several ocassions bought left over materials from construction sites at scrap
value. These materials have included blocks, roofings, defective tools, damaged spare
parts and so forth after getting approval from the main Engineer and other Commercial
Managers. These non-financial benefits have indeed motivated me to ensure that my work
targets on construction projects are always achieved.
One the Foremen stated that,
I have worked with and still work with people whose drive is invoked by, say, simply
praising their effort, asking what their opinion is on a task to be undertaken, and or just
being respected in the way they are addressed on site.
Further, another Foreman alluded to the fact that,
Our Engineers are

very helpful as regards, up grading of the status of different

personnel, raising of the assigned resposibilities and involvement, which eventually
increases our sence of belonging, achievement and hence we feel as if we belong to the
construction organization. This sense of belonging goes a long way in lifting the level of
motivation on site and therefore the resultant productive atmosphere ultimately leads to
the given targets to be achieved.
One of the Foremen stated that,
As much as I might be motivated by the package that I get to receive at the end of the
month for my efforts, it is disheartening to note that not all my subordinates are able to
share in the recorded success of the targets that we achieve. This is because there have
been instances where they have not received anything despite myself as their immediate
super-ordinate being awarded with a non-financial bonus. I have reservations about how
this system works.
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Although the General Workers more or less held the same view as the Foremen and Engineers
regarding the the significance of non-financial incentives in motivating their productivity on
construction sites, the level at which they are placed in terms the provision of the items or
property that they can purchase or collect from the sites were not of much value. One of the
General Workers noted that,
I appreciate that I am allowed to collect 20 litre plastic containers, used timber sections,
used carrier bags and empty cement sacs. I use the timber for fire wood at home, the
plastic containers help me in drawing water, while the used bags are used to packge
tomatoes, vegetables and fritters for sale, and the empty sacs I sell so as to suppliment
whatever my wife and I have on hand. These things are very valuable to us as they work
wonders in these compounds. I am therefore motivated to contribute my best efforts to
achieving the targets that I am given because I know that at the end of a given period I
will benefit from these non-financial incentives I get from the site.
Other General Workers held the view that although the monthly salary package enabled them to
meet all their essential needs, there was need to supplement their official earnings with a few
intermediate incentives from the organization so as to enable the payment on all their monthly
bills. According to one General Worker,
Life in Lusaka is not cheap and some of these bills are not always sorted out by cash
because no one will give you cash just like that even if you have worked for it. I am ok
with my employer paying school fees for my children even if I do not see that money
physically. What is important is that the bill is paid and me, I will focus on dedicating
myself to impressing my employer by being really productive on these construction
projects.
Other General workers had the least to say about non-financial incentives. One of them bluntly
stated that,
The food for lunch is always provided, and they know that no one can work without
eating. Infact if the organisation can also provide breakfast, that would give even more
energy to be even more productive.
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Another General Workers was pleased with the assignment of extra responsibilities and
involvement in key decision making on construction projects that was accorded to those who
were worthy among them. This was seen as a very good method of motivating the General
Workers. They noted that,
As General Workers we work in groups and the Foremen as personnel who are on the
ground have to select supervisors among ourselves to manage each other. This gives one
not only a good feeling, but if one is able to prove themselves as deserving of that
responsibility, sometimes you get a financial bonus or even a salary raise. In this way, I
am motivated.
One of the the General Workers expressed a sceptical view by stating that,
I am not motivated in the least by any of these non-financial incentives because I do not
know just how they arrive at the decision to give them to us. What this means to me is that
I can not plan my work in terms of knowing when to work extra hard or when to relax a
bit because it really does not matter how much effort I put in.
While some General Workers expressed ignorance and lack of knowledge regarding nonfinancial incentives offered by their organization, they did however note that their employer was
more or less fair when compared with other companies in the construction industry and they
were able to survive.
From the findings obtained from the data collected from the sample population of twenty six
(26), the researcher noted that all the three (3) Commercial Managers were motivated by the nonfinancial incentives. Two (2) of the Engineers were fully satisfied with the non-finanncial
incentives, while one (1) felt that there was room for improvement in the way it was structured.
Three (3) of the four (4) Foremen were fully motivated by the non-financial package they would
receive, while one (1) of them felt that there was room for improvement in the way it was
administered despite himself being happy with the package he received. Ten (10) of the General
Workers were motivated by the non-financial incentives, while four (4) of them felt that there
was room for improvement, and two (2) of them were clearly not motivated. The above is
illustrated below in Figure 5 and Table 2.

61

Figure 5: Effect of Non-Financial Incentives on Productivity
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Table 2: Effect of Non- Financial Incentives on Productivity
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2.

Engineers

2

1

0

3

3.

Foremen

3

1

0

4

4.

General Workers

10

4

2

16

Total Reactions

18

6

2

26

69.2
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7.7
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The overall picture that the researcher was able to draw from the responses given by the four (4)
categories of participants as regards non-financial incentives was that they were beneficial to
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employees in general. The biggest concern came from some of the General Workers who hinted
that some of the non-financial incentives that they received appeared to be nothing but gifts
because the manner in which management handed them out to the employees was not consistent
and no one really bothered to explain why they would receive a bonus on one (1) month end and
not not receive any bonus the nest two (2) month ends. Knowing the basis was important, not
just receiving them. Nontheless, the bottom line was that they enjoyed being recipients of these
non-financial incentives.
The prevailing situation at the time of the study was that there was still a challenge being faced
with some of the employees, especially regarding their inability to understand the issue of nonfinancial incentives, specifically at General Worker level:
i.

There was no official communication as regards when, how much and to whom any such
non-financial incentive was to be allocated.

ii.

There was no official communication as to how much one was entitled to nor how the
calculation was to be arrived at, but only that it was to be a non-measurable incentive.

iii.

Only certain sites received specific non-financial incentives, while others did not receive
any or only received a fraction of what the other or others received from one (1) month to
the next. The researcher noted that because no explanation was provided regarding how
these decisions were being arrived at, a myriad of questions were raised among the
General Workers pertaining to the reasons behind such management practices.

4.5 Coping Strategies
This theme addresses objective (iv), which was directed at exploring the strategies that the
organization applied in countering the hinderances, constraints, challenges and limitations that
were encountered in the effectuation of staff related financial and non-financial incential
incentives of an organization operating in the construction industry.
From the implementation of the policy on staff related financial incentives, as discussed above in
relation to objective (ii), it was found that not each and every member of the sample population
was motivated by financial incentives. Similarly, with regards to objective (iii) it was found that
not each and every member of the sample poupulation was motivated by staff related non63

financial incentives. The quest then becomes to find that middle ground that the organization
utilizes to bridge the gap between the financial and non-financial incentives. The solution comes
in the form staff related semi-financial incentives, i.e. a combination of both financial and nonfinancial incentives.
Semi-financial incentives are utlized by SWL to counter the challenges that manifest themselves
in various forms (i.e. hinderances, constraints, limitations, misunderstandings, disruptive
behaviour, uncooperativeness etc.) when staff related financial and non-financial incentives are
being implemented on the various construction sites.
These types of incentives are generally formulated and developed through an array of procedures
and considerations, and are administered to the organization’s personnel by way of varying doses
throughout the hierachy. They come in the form of, say, health schemes, saving pension
schemes, trust schemes, housing and welfare provisions, etc. The combination of both financial
and non-financial might be considered a hybrid of incentives that might offer incentives that go
beyond the expected parameters of motivation and the relative weight that would otherwise limit
to only one particular incentive. Following the same approach that the researcher applied in
addressing the first three (3) objectives, the views of the indentified categories of participants
(i.e. Commercial Managers, Engineers, Foremen and General Workers) are brought to the fore
regarding the effect of staff related semi-financial incentive on the productivity of an
organization in the construction industry.
The view held by the Commercial Managers in the formulation and development of semifinancial incentives was that imput from various stakeholders (i.e. Shareholders, Government,
Labour Office, Local Authorities, Construction Authorities, Construction Experts, Functional
Heads, Engineers, Technicians, Foremen and the General Workers) was sought so as to ensure
that they did not leave anything out in their efforts to come up with a policy document and
strategies that would be able to meet its intended objective of motivating the organization’s
workfoce on all its construction projects. One of the Commercial Managers pointed out that,
The idea was that with the involvement of a myriad of stakeholders in the formulation
and development of the semi-financial incentives documentation, there would be little to
no resistance at the point of implementation as everyone would be part and parcel of
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what is best in order to motivate construction site personnel. And so far so good, we are
slowly getting there. On my part, I am good with this.
Another Commercial Manager added that,
We do not need squares in our circle and therefore anyone who refuses to cooperate or
brings up irrelevant issues regarding our policy on semi-financial incentives after having
agreed to the final contents just does not belong with us. We have not had any complaints
regarding this issue so far and that to me is a very positive sign.
Concurring with these sentiments, another Commercial Manager stated that,
We have done our part as Commercial Managers and the part that remains is the
monthly implementation of the terms and conditions of these semi-financial incentives,
which is a task for overseeing personnel on the ground. The feedback that we have been
getting so far is encouraging.
According to the Heading Engineers, personnel holding senior positions in the organization are
entitled to benefits such as access to housing loan schemes, family medical schemes, motor
vehicle loans etc. One of the Engineers simply stated that,
Because of these semi-financial incentives I can see a lot of smiles among our personnel
and this is being reflected in the effort that they are putting in their assigned tasks on
construction projects.
Another Engineer pointed out that,
I tell all my subordinates that they have to give it their best, and I mean like 200%, when
you are working for an organization that remunerates you for work done and then on top
of that proceed to offer you financial, non-financial and semi-financial incentives for
achieving a task that you have already been paid for. I do not need anyone on my team
who is not giving themselves 200% to team effort, we do not report for work to carry
anyone so everyone should hold their own weight and they do.
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However one of the Engineers held the pessimistic view that,
I wonder how long this will last before it is scrapped because then we will be back to
square one having meetings trying to convince everyone to attain their given targets
without being swayed by incentives because the remuneration package alone that they
receive is sound enough.
The Foremen mostly concurred with the Engineers, only they added the dimension of
implementation of semi-financial incentives. One of the Foremen stated that,
I have been able to fully focus on the duties I need to undertake in order to achieve the
targets of each of the construction projects I am involved in because the organization has
provided me with medical, housing, pension, motor vehicle and education schemes that
have lessened what I should attend to.
Another Foreman said that,
Because of these semi-financial incentives, I believe I am a better Foreman, a better
supervisor and a better subordinate to my super-ordinates.
From the perspective of the General Workers, the provision of semi-financial incentives
appeared to be more biased towards motivating the senior personnel on construction sites. One of
the General Workers noted that,
It is a challenge for the organization to use semi-financial incentives to motivate us
because we basically work on casual basis or project to project basis. There is no job
security for general workers and therefore quite impossible to be entitled to such schemes
that include housing, medical and so forth.
Another General Worker stated that,
I do not have access to semi-financial incentives and therefore my motivation comes from
my salary, cash bonuses and the non-financial incentives I receive.
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Another of the General Workers said that,
The semi-financial incentives we are entitled to are nothing worth writing about. It is like
one has to wait to be promoted from General Worker before having access to the real
thing.
The introduction of semi-financial incentives has not quite sat well with most General Workers
on the understanding that the organization expects them to be motivated on account of their
superiors being motivated. One of the General Workers held the view that,
It is kind of funny to receive a speech from someone about how we should all work hard
to meet our targets when once we meet those targets we will not all receive the same kind
of benefits. At best it is a pathetic plea to help them receive their entitlement as our boss.
Another General Worker said that,
We completely understand that they can not give us this incentive but they should at least
be consistent when paying us the incentives that they have promised us. Even our
superiors know exactly how we feel about this.
From the sample population of twenty six (26), only three (3) categories from the four (4)
qualified for semi-financial incentives, i.e. Commercial Managers, Engineers and Foremen. The
General Workers did not qualify because they do not undertake specialized expertise work and
are therefore only engaged on a casual daily basis. The reality on the ground is that the General
Workers themselves are not consistent in terms of reporting for work on a daily basis, even when
they absent themselves they are not fired nor is an explanation even required from them. All the
three (3) Commercial Managers were motivated by the semi-financial incentives, and so were all
the three (3) Engineers. Three (3) of the four (4) Foremen were motivated, while one (1) of them
felt that the structure needed revisiting. These findings are illustrated in Figure 6 below.
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Figure 6: Effects of Semi-Financial Incentives on Productivity
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4.6 Summary
The chapter has presented the findings under the three objectives, which were: to determine the
financial, non-financial and semi-financial incentives as applicable to the four (4) categories of
Heading Engineers, Foremen and General Workers as a whole. It assessed the effects of the
different types of incentives to the organization’s productivity at large. Hence the next chapter
will discuss these findings in depth.
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CHAPTER FIVE: DISCUSSION
5.1 Overview
The findings from the previous chapter are presented in this chapter and are discussed under the
four (4) themes generated from the objectives of the study. The approach is to relate these
findings to the literature reviewed in chapter two (2).
Staff productivity is very cardinal among several other factors to any construction company’s
operations and survival. Staff productivity dwells on several key aspects that have a lot of
bearing on cost, time and performance as a whole. Hence employee welfare is key to discussing
a construction company’s productivity. It encompasses issues to do with incentives, salaries,
wages, and allowances, among other staff related considerations. This is to say that approaches
that are utilized by the management of any target driven organization in the construction industry
might either be standardized, tailored or both. In the context of this study, the researcher set out
to determine the effect respective incentives have on an organization’s productivity, i.e. positive,
negative, semi and or none. It was imperative for the researcher to have an understanding of the
status quo before the incentives were implemented and then the effects after the incentives were
implemented. The discussion is thus premised on the perspectives of management (i.e.
Commercial Managers, Engineers and Foremen) as representatives of the shareholders and the
employees (i.e. General Workers).
The motivation of an organization’s personnel practically poses a mammoth challenge to
management as a whole which might lead to low or high levels of productivity. Productivity
dwells on time frame, quality, standards, effectiveness and effciency. Hence the different
categories of the organization’s personnel were considered, i.e. Engineers, Technicians,
Supervisors, Foremen, Artisans, Welders, Fabricators, Bricklayers, Carpenters, Joiners, Steel
Fixers, Painters and General Workers. There are a myriad of factors that are attributed to an
organization facing low levels of productivity, i.e. employees not being practical, incompetence,
inexperience, unskilled personnel, complexity of tasks, inadequate materials, unsuitable
machinery and equipment, unsuitable tools, unsuitable work practices, improper supervision etc.
Since the employees are not the owners of the respective organizations they work for, their levels
of drive to exhibit conduct that will result in the project objectives being attained is a product of
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the motivation that they receive from the employer. This motivation comes in the form of
incentives (i.e. financial, non-financial or semi-financial), of which the outcomes prompted after
implementation might be positive, negative or none. Organizations in the construction industry
are therefore always looking for different ways in which they can motivate their personnel
towards achieving the defined objectives because receipt of payment for work done is dependent
on delivery of the project specifications after inspections are undertaken by the client or their
specialist representative and as such approved.
5.2 Remuneration and Incentives Policy
Remuneration and incentives policy in the setting of the research was directed at ascertaining the
existence of a standardized approach towards the implementation of payments and rewards to the
organization’s personnel once the set targets have been achieved. According to the different
categories of personnel interviewed, the responses obtained vary from one category to the other.
The Commercial Managers claimed that the remuneration and incentives policy that the
organization had in place enabled them to effectively communicate to all the personnel that the
organization employed regarding what was officially expected of them and the returns that they
(i.e personnel) ought to expect in exchange for their services. As part of management, the
Commercial managers had the responsibility to ensure that they had suitable reference
documentation for the Engineers and Foremen to apply why motivating each of their line of
subordinates to dedicate themselves to the objectives of the construction projects. They insisted
that they have an open door policy to their offices for purposes of clarifying the contents of these
documents. The rates that the organization was offering for each of the available position were
calculated in line with the operational profitability of each project being undertaken, along with
consideration for the expertise that each job holder would be required to add to the desired
productivity. Naturally, the rates are in descending order in terms of value as far as the
organization structure is concerned for obvious reasons. With what is expected from everyone
being well agreed, the Commercial Managers felt that the only thing that remained for personnel
on the ground at the construction sites was to deliver the defined targets or exceed them, after
which management would fulfil its part. It is a mutually beneficial arrangement and in this way,
having a remuneration and incentives policy is intended to positively influence productivity.
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Although the Engineers agreed with the sentiments held by the Commercial Managers regarding
the importance and positive effect of having a remuneration and incentives policy on the
productivity of personnel on construction projects, they did add the dimesion of the necessity to
effectively communicate the implication of its contents to all the parties that it affects. The idea
was to avoid assuming that the existence of such a document automatically translated into every
employee falling in line and dedicating themselves to the targets that have been set for successful
completion of specific tasks on construction sites. This is more of the reason that the Engineers
suggested the holding of regular performance meetings at which the organization’s official
position on remuneration and incentives would be emphasized in direct relation to the registered
outcomes at each interval, say on a weekly or monthly basis. This approach was also suggested
because it was not possible for management to print and hand out copies of the remuneration and
incentives policy to each and every employee, along with the likelihood that not each and every
employee is able to read and write, i.e. especially the General Workers. The Engineers noted that
most of the challenges that were faced on construction projects (i.e. other things considered)
were as a result of misunderstandings due to miscommunication or the lack thereof.
Noting that actual implementation of duties on every construction site is administered by the
Foremen, their thoughts on the significance of not only having in place a remuneration and
incentives policy, but following that up with regular performance meetings can not be overstated.
The foremen claimed that they were the reason consideration was given to formulate and develop
the policy in the first place. They stated that they would usually find themselves in a situation
were they had to explain management’s stance regarding payments for work done, which often
tended to conflict with the responses management would give. However, when the document
was finally ready, it proved essential in guiding them (i.e. Foremen) in their communication with
both the General Workers and Engineers regarding agreement and delivery of what was expected
of all concerned parties. With that out of the way, the Foremen were able to completely dedicate
their efforts to ensuring that everyone under their supervision was exerting maximum effort
towards the attainment of targets and engaged the Engineers to ensure that everything that was
needed (i.e. materials, tools, equipment, machinery, authorization etc.) was made available in a
timely manner. In this way, a remuneration and incentives policy had a positive effect on
productivity.
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The General Workers on the other hand held the view that they did not fully comprehend the
contents of the remuneration and incentives policy, let alone know what it actually represented.
They said that what they understood was only from what was explained to them by their
superiors because they had not been availed with such a copy so as to verify for themselves.
They noted that the implication was that they simply had to have trust in their immediate
superior to look out for their interests and that is why everytime they met the targets that they
had been given, they started pushing their supervisor to claim for bonuses. Receiving them was
another story altogether.
5.3 Financial Incentives
Under financial incentives, the objective of the study was to look at their (i.e. staff related
financial incentives) effects towards an organization’s productivity, i.e. positive, negative or
none. The approach followed was to take note of the status quo before implementation of the
incentives and the effects thereafter. Similarly, the responses that were obtained from the various
categories of respondents were an indication of the different views that were held. Whichever
way, there was some form of effect in one way or the other as a result of implementation of this
set of incentives and at the same time the researcher took note of various variations to that effect.
Financial incentives entail employees being stimulated to engage in approved productive
behaviour in exchange for monetary rewards that are separate from the agreed wage as per
contract agreement. To a certain extent and usually in the short term, this approach ameliorates
performance (i.e. noted reductions costs, corrections identification, duration adherence etc.) of
given portions of construction projects. This is especially true where monthly wages are deemed
below satisfactory by the employees, though there is a danger of such an approach becoming a
hindrance to productivity as employers might be held at ransom by employees and thus raising
the cost of production (Fagbenle et l., 2004; Laufer & Jenkins, 1983; Olomolaiye, 1990; Wahab,
1977) cited in (Saka & Ajayi, 2010).
The effectiveness of financial incentives on employees centered on the fact that they offer
simple, direct and longer lasting satisfaction as it reiterates monetary rewards. The idea is to push
the employees to exceed or, at the barest minimum ,to be able to meet the expectations of the
assigned tasks and therefore achieve the objectives set which would then be reflected in the
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organization’s productivity. Financial incentives are in the form of cash bonuses, performance
bonuses, cash allowances etc., which are all aimed at heightening the morale of the employees.
They tend to appeal to almost all the categories of employees and hence act as the main source of
motivating productivity in most organizations. With financial capability comes the security of
ensuring one’s personal, social and family needs are taken care of.
Commercial Managers amply appreciate the role that financial incentives play in inducing the
organization’s personnel to engage in behaviours whose purpose is to lead to the organization
attaining the defined objectives of the construction project being undertaken and consequently
the personnel attached to the project obtaining the promised benefits. It was noted that the point
of reference for these managers regarding the progress being recorded on the construction sites
were the reports that were generated by the Engineers, which is because they are not technical by
profession. This is of course in combination with the approved work schedule that is also made
available to the shareholders and the client. The utilization of financial incentives for motivation
purposes was introduced a week or two (2) after works on the construction sites had begun and it
was noted that reports of misconduct and disruptive behaviour had drastically reduced once all
personnel were made aware of the implementation.
Financial incentives were noted by Engineers as being the most effective tool that could be used
to motivate the organization’s personnel attached to any construction project simply because
receipt of payment was directly linked to the meeting of the defined objectives and the delivery
of desired outcomes by the client. While the Engineers returned certain discretion regarding the
approval of payments for requirements that they deemed as being necessary, they were quick to
point out that that was pocket change in comparison to what the bigger picture had to offer.
Because of this attitude, the Engineers claimed that they were able to complete tasks before
scheduled deadlines whenever performance cash bonuses were introduced as a motivating factor
on construction sites. They did however emphasize that above all else, what was most important
was the efficient and effective management of the implementation of the financial incentives.
This was because as much as there was the immense positive potential to motivate personnel and
lead to excellent productivity, there was also the negative danger that can easily be
misunderstood which might then lead to demotivation, disruptive behaviour, misconduct and
ultimately failure to meet the project targets. One of the Engineers did also point out that there
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was a bit of room for improvement in the way financial incentives were structured, probably the
reason that they were facing a bit of resistance especially from the lower levels as might
evidenced from the the construction sites not recording productivity levels at 100% due to
absenteeism, charges, drunken reports etc.
The Foremen highlighted the issues pertaining to the uninformed life pursued by the majority of
General Workers, the orientation they do or ought to receive upon employment and therefore
their capability to carefully manage personal finances (*side note* the Commercial managers did
allude to some form of financial education that the General Workers underwent upon
engagement. The point raised by the Foremen indicated that there was some work that needed to
be done regarding this concern). It was common knowledge that the majority of their
subordinates had low levels of education and therefore were prone to be found wanting as far as
planning their expenditure and savings for the entire month before the next salary payment was
ready. They held the view that as much as the General Workers were motivated and did deliver
the defined goals and objectives when financial incentives were applied, the Foremen noted that
they found themselves with subordinates who were always in the same situation month in, month
out due to financial indiscipline. Mention was made of mini financial management seminars to
help address this concern, that more could be done. The Foremen were all in all very thankful to
the organization for the this policy as it helped them in a very big way to sustain the livelihoods
of their families. One of the Foremen did however make mention that the financial incentives
structure needed to be revisited so that areas where it was coming up short might be corrected.
The unanimous opinion held by the Heading Engineers despite their minimal differing opinions
to the use of financial incentives to motivate its personnel on their projects was that the
organization needed to ensure that whichever way they administred this policy, it was cardinal
that they strived to retain as much as possible its current personnel with the intention of
maintaing the same employees. The reason behind this logic was that if they were going to invest
so much knowledge in motivating their current cohort of General Workers, it would be a waste
not to invest in a future with the organization because the competitors might gladly be more open
to suggestions and the benefits that come with it. It was also pointed out that the financial
incentives were basically easy to comprehend for both employers and employees as far as what
was to be realized in an ideal situation where both parties fulfilled what they were suppose to
fulfil to the mutual benefit of the other party.
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There was a common feeling among the General Workers that the way the financial incentives
were structured did not fully represent their interests as far as what they were being promised.
This had somehow lead to a small percentage of General Workers choosing to strictly adhere to
the terms of employment and not do anything above that in the name of receiving a financial
bonus. While there were a few of them who highlighted religious, family and personal reasons
for their lack of interest in being influenced by the promises of financial incentives in exchange
for exceptional performance, a majority of them indicated that their lack of interest stemmed
from the lack of consistency on management’s part in administering the incentives. They claimed
not to be aware of the reasons they had received cash bonuses when they had received them
during certain month ends, or why they had not received cash bonuses when they did not receive
them during certain monthends. The researcher noted that a large percentage of the General
Workers held the view that they were not prepared to exert additional efforts in the absence of
receiving financial incentives because it was a very big motivating factor to even report for work.
It was also noted that the usage of financial incentives did not result in clear cases of negative
effects on productivity. Therefore when appropriately administered, financial incentives had an
overall very positive effect on the productivity of General Workers.
Financial incentives are basically a win win situation as both parties (i.e. employer and
employee) receive revenue based rewards. In terms of administration and management, they call
for less paper work, minimal study and above all in certain cases it is essential for effective
delivery of certain construction projects. Further, there is less need for personalizing incentives
to tailor employee needs which brings about detailing and complications that accompany the
other forms of incentives. Hence employees are given recognition which is fair. Motivation and
morale handling is of importance to an organization’s productivity. It was agreed among all the
respondents that having the same incentives year in and year out might be motonomous and
eventually became a demotivator, which might result in having a negative effect on the
productivity of personnel on construction projects.
Employees in the construction industry might prolong their loyalty to a company based on
financial incentives which might be higher in comparison to other companies, i.e. the cost of
switching employers. This in turn means that the management of benefiting companies ought to
be innovative (i.e. bonus, profit sharing, promotions etc.) in order to entice such loyalty. It must
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also be pointed out that financial incentives offered ought to be measurable against performance
so that both employee and employer are in agreement from the very start (Cardon, 2006;
Development Learning Organisation, 2011; Saleem, 2011) cited in (Barongo, 2013).
Various scholars have argued that financial incentives tend to offer employees with some
element of control in terms of predicting and understanding the pattern the organization applies
in formulating and developing remuneration and incentive policies. For as long as the morale and
the environment is conducive for productivity, then the same financial incentives are worth
maintaining or even improving upon. This is because motivated personnel tend to willingly
contribute in an effective and efficient manner that makes exceptional use of available resources.
The Engineers noted that implementation of financial incentives resulted in innovativeness on
the part of both the Foremen and General Workers, a paramenter that is very cardinal to an
organization’s productivity. Usually construction work is considered very challenging when it
comes to understanding certain key technical ideologies that are essential to the flow of work and
therefore productivity. This definitely requires skill, experience and innovativeness which comes
with an employee’s commitment to duty. This would however not work in situations were
employees do not exhibit commitment, or where a sense of achievement not seen nor
experienced. Further, there are situations where it might not be possible to promote employees in
certain categories (i.e. say Foremen and General Workers) in the short term owing to certain
factors (i.e. such as the way the organization is structured), which is where the utilization of
financial incentive might suffice as a motivator. The Commercial Managers pointed out that an
organization’s productivity requires some comprehensive evaluation of the different variables at
play within the construction industry and the organization itself so as to properly blend them
with the financial incentives in order for employee motivation to result. Financial incentives are
good for hard working employees that want to contribute to an organization’s productivity, as
might be evidenced from the findings of the study.
The Commercial Managers and Engineers did however highlight the need to guard against
situations where these financial incentives begin to be viewed as entitlements, say when the
Foremen and or General Workers are not rewarded because they have not met the set targets but
the latter do not view the situation in that manner. In the worst case scenario, their performance
drops and thus the use of financial incentives becomes a demotivator. Misunderstandings are
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abound when feelings of inequality and unfairness are perceived regarding the way the financial
incentives are structured and thus administered, as might be noted from the views held by some
of the General Workers in this research. It then becomes incumbert upon management to ensure
that the correct information regarding the official stance of the organization is effectively
communicated before productivity begins to suffer. According to Grant & Singh (2011) as cited
in (Ogwueleka & Maritz, 2014), the utilisation of financial incentives is noted to be prone to
three (3) challenges, i.e. improved performance might result in ethical oversights and a lack of
the sort after increased productivity, demotivation of employees that are unable to accrue
incentives due to being unable to satisfy the desired performance standards and employees might
not put in exceptional efforts or simply exhibit laissez faire attitudes when the employer does not
make mention of incentives.
5.4 Non-Financial Incentives
Under this theme, the objective of the study entailed assessing the effect of staff related nonfinancial incentives on an organization’s productivity in the construction industry. The idea was
to note whether these incentives would have positive, negative or no effect at all on the
productivity of personnel attached to construction projects.
Non-financial incentives entail employees being stimulated to engage in approved productive
behaviour in exchange for non-monetary rewards that are separate from the agreed wage as per
contract agreement. The concept is such that by making an employee feel part and parcel of the
company (i.e. say through participation in strategizing, decision making, implementation,
monitoring, evaluation, verbal acknowledgement, praise, recognition certificates, gifts, training,
career advancement, sick leave days, parental leave days, promotion, medical leave days,
company transport, flexible working hours, job security etc.), they engage in behaviors that
border on the understanding that their contributions are valuable towards the attainment of the
defined goals and objectives and thus desired levels of productivity. These behaviors by
motivated employees might include effective supervision, cordial relations with fellow workers,
adherence to safety regulations etc. (Adedokun, 1997; Edwards & Eckblad, 1984; Olomolaiye,
1990) cited in (Saka & Ajayi, 2010).
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Commercial Managers held the view that non-financial incentives were aimed at satisfying the
psychological, social and emotional needs of an organization’s personnel. By so doing, the
objective is to induce them to engage in the identified desired behaviors that are intended to have
them focus on exerting all their efforts towards achieving the set work objectives that would then
be directly translated into high productivity levels. There was a small percentage of General
Workers that indicated that they were not motivated by financial incentives to work harder and it
is part of this percentage that the management of the organization intended to capture in its
motivation efforts so as to ensure that successful project outcomes can be delivered on time. This
perception is from clearly understanding that the organization can only be paid by the client as
per agreed terms only upon delivery of the project outcomes in the agreed condition, state or
standard. It was argued by the Commercial Managers that on account of the personnel being able
to meet all their weekly and monthly targets on these construction sites and the subsequent
claims and or requests for implementation of these non-financial rewards, it could be concluded
that the non-financial incentives were indeed having a positive effect on productivity. There was
mention of how the job enrichment of one of the personnel on one of the construction sites
without any upward adjust of their salary scale had resulted in their improved productivity. It
was claimed that this job enrichment simply involved increasing their authority, responsibility,
recognition and decision making, which in turn appeared to raise their status and respect within
the ranks of organization, especially among their peers. It can be deduced therefore that the
organizational climate is a very important variable that could either be a motivator or demotivator, an aspect that calls for personnel assigned the responsibility to formulate and develop
not only the remuneration and incentive policies, but also all other personnel related policies to
know what they are doing because of the effect such policies might have on the organization
climate and thus productivity.
While non-financial incentives do not involve the usage of finances by definition, it must be
understood that the implementation of this policy and the resulting plans and strategies all
require some form of financial funding, an aspect that requires management to plan for beforehand. Some of the non-financial incentives that Engineers, along with Commercial Managers and
Foremen are entitled to such as usage of company vehicles for personal business have the hidden
cost of the company having to foot the bill when the vehicles are due of mechanical and
electrical servicing. The Engineers pointed out that organizations do not make a fuss about
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bearing such costs because they understand very well that the productivity and survival of the
company is also dependent on the personnel’s commitment to the organizations performance and
productivity. This then justifies the logic organizations use when personalizing or tailoring the
non-financial incentives according to the particular categories the employees fall under. It was
noted for instance that there were different levels of non-financial incentives for the different
categories of personnel that were used as respondents in this research. The pattern followed that
the Commercial Managers received the best incentives, then followed by the Engineers, Foremen
and then the General Workers. They claimed that this arrangement has been working well for the
organization so far. However, one of the Engineers felt that as much as the above argument
might be valid as far as seniority was a major factor in structuring the policy and related
strategies, it would do the organization well to guard against the non-financial incentives
appearing to only favor senior personnel as the junior personnel equally needed to be motivated,
if not more.
The Foremen held the view that non-financial incentives look at rewarding productive employees
with the recognition for their efforts and contribution to the organization’s performance, along
with reinforcing their positive attitude for continued productivity. As personnel responsible for
overseeing the implementation of all the works on construction sites, the Foremen undertake to
implement policies and strategies formulated and developed at management level, whether they
agree with them 100% or not. This might explain their making reference to the need for key
personnel on construction projects to have their input included in such policies and strategies so
as to ensure that when it finally came to implementation, everyone was on the same page
because the stimulation of employees towards contributing toward productivity ought to be taken
seriously. One of the Foremen echoed the sentiments from one of the Engineers regarding the
need for the policies and strategies on financial incentives not to be mere rhetoric but rather be
practical in terms of being fair and consistent as far as addressing their intended objectives. This
might be because Foremen work directly with the General Workers, they get to understand the
reality on the ground (i.e. on construction sites) and not merely deducing conclusions from
reading reports. The bottom line was that non-financial incentives were only as good as they
were structured, implemented and managed.
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The General Workers stated that despite the monthly salary being sufficient enough to settle
payments for all their monthly essential needs and the financial incentives they receive
supplementing the payment of any other family needs, the provision of non-financial incentives
tend to motivate them in a way that the other two are unable to. It is important to note that
General Workers make up the largest number on construction projects and basically all come
from different backgrounds, which results in a very diverse workforce that has to function in
unison. The fact that they are all different implies that each and every employee has got their
own wants and needs based upon several factors that might be personal or group related. What is
important is to appreciate the several advantageous aspects attached to non-financial incentives
(i.e. leave days, conducive working environment, recognition etc.) which both employees and
employers might get to benefit from. Some of the General Workers claimed that management
had not taken the needed time to explain to them how the policy was structured and thus
administered as they did not fully understand the rationale that was being applied when there
would be a variation of being rewarded from one month to the next. Because of this, some stated
that they were not motivated by non-financial incentives. They did however acknowledge that
the overall conditions offered by the organization were very good, considering the state of the
country’s economy and the fact that a lot of their colleagues were unemployed despite being in
the same trade. They added that if they were motivated, it was because of the remuneration and
financial incentives but not these. A larger percentage of the General Workers from the target
population did however state that they were motivated by non-financial incentives to perform
their tasks better because they understood how the policy and strategies worked. They dismissed
the notion that management had not explained how it works because they might have been
absent on the material days it was explained or they might have not bothered to seek clarification
on the areas they were not clear on. Then there was the percentage that felt that there was room
for improvement because implementation of such a policy and the accompanying strategies
required effective management on a regular basis so that their intended objectives of motivating
each and every employee attached to the construction project could be achieved and thus desired
productive outcomes attained. They pointed out that as long as each and every employee is not
captured, then there is some work to be done.
Being indirect rewards that employers give to employees, non-financial incentives are
psychological by nature as the overall emphasis is on ensuring that individual employees or
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groupings thereof are made aware of their significance towards the efficient and effective
undertaking of the organization’s operations. Through making provisions relating to work
autonomy, effective communication, task rotations etc., employers might ensure that
construction sites have motivators (i.e. Herzberg’s theory), group significance is valued (i.e.
Mayo’s theory) and higher needs are gratified (Maslow’s theory) (Armstrong, 2010; Silverman,
2004) cited in (Ogwueleka & Maritz, 2016).
5.5 Coping Strategies
The use of financial and non-financial incentives by organization’s to motivate their personnel
attached to construction projects is brazen with challenges in attaining a 100% success rate. How
then do organizations approach these challenges, constraints, limitations and or hindrances to
desired productivity levels being achieved from the noted short comings of both financial and
non-financial incentives? The answer comes in the form of semi-financial incentives, i.e. a
mixture of both financial and non-financial incentives.
Semi-financial incentives entail employees being stimulated to engage in desired productive
behaviour in exchange for a mixture of financial and non-financial rewards that is separate from
the agreed wage as per contract agreement. Target employees in the construction industry may
include those whose job description cannot easily be measurable with regards to productivity.
The semi-financial incentives are psychological by nature (i.e. schemes relating to savings,
health, pension, safety, housing, education etc.) as they are meant to mentally psyche the
employee to exert more effort without being rewarded financially in physical terms, despite a
financial cost being attached to the provision of such rewards as the employer has to budget for
them (Saka & Ajayi, 2010).
The Commercial Managers claimed that they had obtained the imput from all the various
stakeholders in formulating and developing a policy document and strategies that would
encompass the needs of both the organization and personnel in efforts to motivate productivity
on construction projects. With this in mind, the idea was that little to no resistance would be
encountered at the point of implementation by the Foremen as the personnel on the ground on
construction sites. The researcher noted that the Commercial Managers were proceeding to base
the success of this form of incentive on the number or lack thereof of reports from Engineers as
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the Heads of the sites regards challenges, constraints, limitations and or hindrances that were
related to employees affecting productivity. They proceeded to state that from their point of
view, the fact that since the weekly and monthly targets were being attained, the policies and
strategies were having a positive effect on productivity. This was coupled with the lack of reports
indicating disruptive behavior towards work activities from the workforce.
The Engineers noted that the semi-financial incentives were very motivating to the senior
personnel attached to construction projects owing to the entitlement schemes that the
organization had provided (i.e. housing loans, health cover, motor vehicle loans, education etc.).
Because of this, their attitudes towards work activities had been very encouraging as far as
pushing each other and their subordinates towards ensuring that the tasks on hand are always
completed before or on time, and to the required standards.
The Foremen for the most part agreed with the Engineers regarding their satisfaction with the
semi-financial incentives they received because they enabled them to focus on the activities that
needed their attention on the construction sites. Despite this general gratification, there were
concerns that the level of motivation they had might not be reciprocated by the General Workers
if their needs were not addressed and since they undertook implementation of the biggest chunk
of work on construction sites, this had the potential to affect productivity and thus the project
outcomes. The logic was that the General Workers needed to equally be motivated if they were
to work at the rate that the Foremen wanted them to work.
The General Workers on construction sites generally work on casual basis, i.e. they do not sign
engagement contracts, their pay is calculated on a daily basis, are not answerable to the
organization when they absent themselves etc. This then makes it a challenge for the
organization to include them in provisions for semi-financial incentives because these incentives
in effect represent an investment in its personnel in the short to medium term (i.e. say six (6)
months to two (2) years) and as such the organization expects a return. The General Workers
stated that they generally understand this status quo and therefore their motivation was derived
from the remuneration, financial and non-financial incentives they received. It is from this
perspective that they requested the organization to be consistent in administering the incentives
that they were entitled to as per terms and conditions.
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The idea is that while there might be a monetary aspect to the semi-financial incentives in terms
of the benefits accruable to the employee, such benefits were not directly married to performance
and as such management needs to be thorough in operationalising such schemes (Chavan, 2010;
Liska & Snell, 1993) cited in (Ogwueleka & Maritz, 2016).
5.6 Summary
Most construction organizations remain at productivity levels that leave a lot to be desired, i.e. be
it state owned, big organizations or the smaller ones. Organizations need to transform their
productivity capacity and nature. An organization’s productivity has a lot to do with
consideration of various factors (i.e. technology, the economy, environment, human resource
etc.). Both financial and non-financial incentives are dynamic in nature of which they play a vital
role in the running of an organization. The themes of the study (i.e. remuneration and incentives
policy, financial incentives, non-financial incentives and coping strategies) spelt out the different
sides that aimed at working with employee contributions to productivity.
All of these incentives are effective in one way or the other, which may in turn differ in certain
principles and methods, of which the overall purpose is to influence employee productivity.
Construction organizations are required to make decisions related to whether to continue with the
current status quo or adopt new ways of handling employees as regards motivation.
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CHAPTER SIX: CONCLUSIONS AND RECOMMENDATIONS
6.1 Overview
This chapter presents the summary of the findings, conclusions, recommendations and further
areas of study. The study set out to establish the effect of financial & non-financial staff related
incentives on an organization’s productivity in the construction sector. The chapter is in four (4)
sections, the summary, conclusion and recommendations and further study. The first section
outlines the summary of the findings based on the four (4) research objectives, i.e. remuneration
and incentives policy, financial incentives, non-financial incentives and coping strategies. This
study adopted a qualitative research approach and utilized four (4) research instruments for data
collection, i.e. interviews, observation checklist, focused group discussions and document
analysis to obtain feedback and responses from purposefully selected respondents on respective
sites. The second section gives the conclusion of the report and the third section outlines some
recommendations. The final section suggests further studies that would need to be carried on for
the betterment of organizational operations, the industry, country, the continent and the world at
large.
6.2 Summary
The summary of the study findings have been organised under the four (4) main themes in line
with the objectives of the study as already identified.
6.2.1 Remuneration and Incentives Policy
The findings of the study indicated that the organization had undertaken to formulate, develop
and implement a remuneration and incentives policy whose objective was to be utilized as a
basis on which salaries for the different categories of personnel throughout the organization
structure would be established, along with the incentives that would be rewarded. The
standardization of the operations of an organization is viewed as being essential to forestalling
any misunderstandings that might occur in the future founded on perceptions of inequity in the
treatment of personnel by management.
It was generally agreed among the study’s sample population that a remuneration and incentives
policy should however be effectively communicated to the organization’s personnel because it
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was only upon understanding the contents and intention that they would be motivated to dedicate
themselves to the defined objectives of any given construction project.
6.2.2 Financial Incentives
The study found that during the initial implementation of finacial incentives, the organization
had not yet perfected just how to tailor the adopted approaches and as such faced a bit of
resistance as most of them were copied as to what was prevailing on the market. However, once
management found its feet, the incentives that were payed out appeared to measure up to the
recorded output on all the construction projects being undertaken. It was realized that it was
imperative for the financial incentives to be synchronized with all the organisational systems in
order to tally and thus yield desired productivity. Because financial incentives are based on the
cost to return motives for the organization’s operations, the concept was to induce personnel
towards a specified direction

that would lead to their (i.e. personnel) receiving financial

remuneration and compensation over and above their normal salary. But that would only be
possible if the organization attained its project objectives as per client specifications that would
in turn result in the organization receiving payment and therefore making the calculated profit.
Knowing the nature of man when it comes to money, financial incentives tend to be effective in
improving productivity
Financial incentives need to be analyzed from both sides of the coin, i.e. the organization and the
personnel, with key emphasis on understanding the different patterns and variables that influence
both employee behavior and organisational productivity in return.
6.2.3 Non-Financial Incentives
From the findings discussed above in chapter five (5), it was noted that a larger percentage of
personnel from each category of the sample population were motivated by the non-financial
incentives, while the next percentage felt that its structure needed to be revisited and the last
percentage claimed that they were not motivated at all. This trend might be attributed to a variety
of factors such as short comings during the formulation and development of the policy, or the
short comings as far as effective communication might be concerned. It might therefore be
argued that non-financial incentives require proficient understanding of the intricacies of such a
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policy by the organization’s management because employee behavior has a large bearing on
productivity.
Non-financial incentives help to drive an organization’s productivity through the motivation of
employees by way of creating a conducive environment under which the available commitment,
skills, knowledge and experience of the organization’s personnel might be mutually explored to
the organization’s and personnel’s benefit.
6.2.4 Coping Strategies
It is part of the management of an organization’s responsibility to be open to dissenting
productive opinions from its personnel, in this case to seek to understand why the productivity
levels on the construction projects were not at 100%. It is only upon learning that an approach
was not working and understanding why it was not working that alternative approaches might be
considered and then possibly pursued. With the challenges faced from the usage of financial and
non-financial incentives as a strategy to motivate employee productivity, the coping strategy was
in the form of semi-financial incentives (i.e. a combination of financial and non-financial
incentives). While the General Workers might not be covered, senior personnel (i.e. Commercial
Managers, Engineers and Foremen) were all motivated. In attending to the challenges faced in
motivating the General Workers through the usage of financial and non-financial incentives,
management realised that the best approach was to ensure that there was consistency in effective
communication and practice of the organization’s official stance.
6.3 Conclusion
In conclusion, the research objectives were successfully achieved and what was established was
that the effects of financial and non-financial staff related incentives on an organization’s
productivity in the construction sector was positive. The staff related financial and non-financial
incentives motivated the personnel attached to construction projects, but only if the
implementation was properly managed with due consideration to effective communication of the
organization’s official stance as accompanied by consistent practice. The magnitude, rate and
quality of construction activities in Zambia has a lot of effect on the rate of economic growth in
the country as evidenced from the construction of roads, bridges and buildings. Hence either type
of incentive should be able to motivate a particular course of action as a reason for preferring one
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choice to the alternatives. The wish of most firms to be more efficient in the use of labor has led
to the application of financial incentives. However, there are other forms of rewards for
satisfactory worker performance. The study revealed that incentives significantly correlate with
organizational productivity. Further non-financial incentives correlate with organizational
productivity as they dwell on the wellbeing of both the organization and the employees.
6.4 Recommendations
From the study, the following recommendations were made.
i.

Organizations engaged in the construction sector need to plan strategically for their
productivity by taking keen interest in understanding the factors that drive the
productivity personnel to achieve the defined objectives.

ii.

Once the financial and non-financial incentives policy has been formulated and
developed, there is need for the management of the organization to develop a suitable
strategy for the effective communication of the policy before implementation begins so
that all the personnel understand the rationale that would be utilized to reward them for
their efforts.

6.5 Further Study
To advance the study, it would be ideal to conduct further studies as regards employee
appreciation, an organization’s resolutions and hybrid incentives which would be beneficial to
productivity not only in the construction sector but other economic sectors of Lusaka, Zambia,
COMESA, Africa and the world at large. Further this study gives room for looking at the cost
benefit analysis of various incentives in line with increasing organizational productivity. Critical
analysis of the current environment would be another paramenter to consider. Finally this type of
study could be extended to include other sectors as well.
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APPENDICES
Appendix 1: Interview Guide for Commercial Managers
THE UNIVERSITY OF ZAMBIA & ZIMBABWE OPEN UNIVERSITY
SCHOOL OF POSTGRADUATE STUDIES
Interview Guide for Heading Engineers
This interview is intended to gather information on the effect of financial and non-financial staff
related incentives on an organization’s productivity in the construction sector. A case of Site
Works Limited of Lusaka district.
The study is being conducted in Lusaka were selected Commercial Managers be visited and
interviewed. The interview will be administered by Francis Kang’ombe, a student with the
University of Zambia conducting a study in partial fulfilment of the requirements of Master of
Business Administration degree.
The information being gathered will be treated as confidential and used solely for academic
purposes and not otherwise. Please respond correctly to enable the researcher to attain the
intended objectives. Your assistance is highly appreciated for the success of this research study.
The researcher appreciates your time to answer these questions that will not take much of your
valuable time.

1. Your age range
a. Between 20-30
2. Gender

b. Between 31-40

c. Between 41-50

a. Male

b. Female

d. Above 50

3. What is your academic qualification?
a. Master’s degree and above

b. Bachelor’s degree

c. Diploma

d. Others. Please specify ……………………….
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4. How long have you been Commercial Manager in service, in terms of years of
experience? ………………………...
5. How long have you served as Commercial Manager in this organization?
………………..
6. How many surbodinates do you supervise ?
Engineers…, Foremen….., General Workers….., Others…...
7. Are you directly involved in the crafting of policies and strategies regarding staff
related financial and non-financial incentives?

a. Yes

b. No.

8. Are you directly involved in administering or implementation of the policies and
the strategies regarding staff related financial and non-financial incentives?
a. Yes

b. No.

9. How has the incentives policy been received?
10. How do you administer the staff related financial incentives policy.
11. Which incentives policies do you currently have in place?
Financial ……, Non financial ….., Semi financial …..
12. How offen do you implement the incentives?
13. How long has the policy been running?
14. What challenges do you encounter at the time of implementation of the policy, if
any?
15. What challenges do you experience currently, if any?
B. What areas of the employee incentives do you think should be revisited and or
improved, if any?
1. How has this policy worked positively, if any? (Benefits)
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2. What form of support do you receive from the other departments as regards the
implementation of the incentives policies, if any?
3. Are the inductions being done regarding incentives?
4. How else has the organisation ensured employee participation towards
organisational productivity?
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Appendix 2: Interview Guide for Heading Engineers
THE UNIVERSITY OF ZAMBIA & ZIMBABWE OPEN UNIVERSITY
SCHOOL OF POSTGRADUATE STUDIES
Interview Guide for Heading Engineers
This interview is intended to gather information on the effect of financial and non-financial staff
related incentives on an organization’s productivity in the construction sector. A case of Site
Works Limited of Lusaka district.
The study is being conducted in Lusaka were selected Heading Engineers will be visited and
interviewed. The interview will be administered by Francis Kang’ombe, a student with the
University of Zambia conducting a study in partial fulfilment of the requirements of Master of
Business Administration degree.
The information being gathered will be treated as confidential and used solely for academic
purposes and not otherwise. Please respond correctly to enable the researcher to attain the
intended objectives. Your assistance is highly appreciated for the success of this research study.
The researcher appreciates your time to answer these questions that will not take much of your
valuable time.

1. Your age range
a. Between 20-30
2. Gender

b. Between 31-40

a. Male

c. Between 41-50

d. Above 50

b. Female

3. What is your academic qualification?
a. Master’s degree and above

b. Bachelor’s degree

c. Diploma

d. Others. Please specify
……………………….
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4. How long have you been Heading Engineer in service, in terms of years of
experience? ………………………...
5. How long have you served as Heading Engineer in this organization?
………………..
6. How many surbodinates do you supervise ?
Engineers…, Foremen…., General Workers….., Others…...
7. Are you directly involved in the crafting of policies and strategies regarding
staff related financial and non-financial incentives?

a. Yes

b. No.
8. Are you directly involved in administering or implementation of policies and
the strategies regarding staff related financial and non-financial incentives?
a. Yes

b. No.

9. How has the incentives policy been received?
10. How do you administer the staff related financial incentives policy.
11. Which incentives policies do you currently have in place?
Financial ……, Non financial ….., Semi financial …..
12. How offen do you implement the incentives?
13. How long has the policy been running?
14. What challenges do you encounter at the time of implementation of the policy,
if any?
15. What challenges do you experience currently, if any?
16. What areas of the employee incentives do you think should be revisited and or
improved, if any?
17. How has this policy worked positively, if any? (Benefits)
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18. What form of support do you receive from the other department as regards the
implementation of the incentives policies, if any?
19. Are the inductions being done regarding incentives?
20. How else do you ensure employee participation towards organisational
productivity?
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Appendix 3: Interview Guide For Foremen
THE UNIVERSITY OF ZAMBIA & ZIMBABWE OPEN UNIVERSITY
SCHOOL OF POSTGRADUATE STUDIES
Interview Guide for Foremen
This interview is intended to gather information on the effect of financial and non-financial staff
related incentives on an organization’s productivity in the construction sector. A case of Site
Works Limited of Lusaka district.
The study is being conducted in Lusaka were selected Foremen will be visited and interviewed.
The interview will be administered by Francis Kang’ombe, a student with the University of
Zambia conducting a study in partial fulfilment of the requirements of Master of Business
Administration degree.
The information being gathered will be treated as confidential and used solely for academic
purposes and not otherwise. Please respond correctly to enable the researcher to attain the
intended objectives. Your assistance is highly appreciated for the success of this research study.
The researcher appreciates your time to answer these questions that will not take much of your
valuable time.

1. Your age range
b. Between 20-30
2. Gender

b. Between 31-40

a. Male

c. Between 41-50

d. Above 50

b. Female

3. What is your academic qualification?
a. Master’s degree and above

b. Bachelor’s degree
d. Others. Please specify ……………….

c. Diploma
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4. How long have you been Foreman in service, in terms of years of experience?
………………………...
5. How long have you served as Foreman in this organization? ………………..
6. How many surbodinates do you supervise?
General Workers….., Others…...
7. Are you directly involved in the crafting of policies and strategies regarding
staff related financial and non-financial incentives?

a. Yes

b. No.
8. Are you directly involved in administering or implementation of policies and
the strategies regarding staff related financial and non-financial incentives?
a. Yes

b. No.

9. How has the incentives policy been received?
10. How do you administer the staff related financial incentives policy.
11. Which incentives policies do you currently have in place?
Financial ……, Non financial ….., Semi financial …..
12. How offen do you implement the incentives?
13. How long has the policy been running?
14. What challenges do you encounter at the time of implementation of the policy,
if any?
15. What challenges do you experience currently, if any?
16. What areas of the employee incentives do you think should be revisited and or
improved, if any?
17. How has this policy worked positively, if any? (Benefits)
18. What form of support do you receive from the other department as regards the
implementation of the incentives policies, if any?
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19. What form of support do you receive from the your superiors and supervisors
regarding the implementation of the incentives policies, if any?
20. Are the inductions being done regarding incentives?
21. How else do you ensure employee participation towards organisational
productivity?
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Appendix 4: Interview Guide For General Workers
THE UNIVERSITY OF ZAMBIA & ZIMBABWE OPEN UNIVERSITY
SCHOOL OF POSTGRADUATE STUDIES
Interview Guide for General Workers
This interview is intended to gather information on the effect of financial and non-financial staff
related incentives on an organization’s productivity in the construction sector. A case of Site
Works Limited of Lusaka district.
The study is being conducted in Lusaka were selected General Workers will be visited and
interviewed. The interview will be administered by Francis Kang’ombe, a student with the
University of Zambia conducting a study in partial fulfilment of the requirements of Master of
Business Administration degree.
The information being gathered will be treated as confidential and used solely for academic
purposes and not otherwise. Please respond correctly to enable the researcher to attain the
intended objectives. Your assistance is highly appreciated for the success of this research study.
The researcher appreciates your time to answer these questions that will not take much of your
valuable time.

1. Your age range
a. Between 20-30
2. Gender

b. Between 31-40

a. Male

c. Between 41-50

d. Above 50

b. Female

3. Are you married? a. Yes b. No
4. How many children and dependents do you have? …………….
5. What is your level of education? a. Tertiary Diploma b. Tertiary Certificate
c. High School Certificate d. Primary School Cetificate e. None
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6. How long have you been General Worker in service, in terms of years of
experience? ………………………...
7. How long have you served as General Worker in this organization?
………………..
8. How many workmates do you work with in a group?
9. Do you like your work? a. Yes b. No
10. Do you receive any employee incentives? a. Yes b. No
11. How often do you receive employee incentives, if any?
12. If you do receive employee incentives, which ones do you receive? a.
Financial b. Non-financial c. Semi-financial d. None
13. Which among the incentives you receive, if any, do you prefer? a. Financial
b. Non-financial c. Semi-financial d. None
14. Are you consulted in the formulation of the policy regarding staff related
financial and non-financial incentives? a. Yes

b. No.

15. Were you given a soft or hard copy of the incentives policy? a. Yes b. No
16. Did any of your superiors explain the contents of the incentives policy, if so
how?
17. Are you motivated by the incentives you receive, if any? a. Yes b. No
18. How offen do you receive the incentives? How long has the policy been
running?
19. What areas of the employee incentives do you think should be revisited and or
improved, if any?
20. How has this policy worked positively, if any? (Benefits)
21. What form of support do you receive from the other department as regards the
implementation of the incentives policies, if any?
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22. What form of support do you receive from the your superiors and supervisors
regarding the implementation of the incentives policies, if any?
23. Are the inductions being done regarding incentives?
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