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Et:pectedl1,, control systenxs at"e design to aligt irzdividLtal objectives with orgartizatiott-wide objectives.
Hawever, this seems not to be obset'vable in masi cases going by the series af organization problerns
attribttted to entployee dysfunctianal behatiours. This siwdy attempts to fuwestigate the extent to whiclt
perfomtance nteoiuretnent and reward control systems inJhtence ernployees' djsfutzctiotzal behaviar in
manufactut"itzg contpanies in Ku,an-a Stcte. To achiet'e this objective, well-structured questionlaires
v,eresentto randomly select one hundredandthir\t-sight (138) linernanaget.s as respandints. Ordinary
least squat"e regression analysis was emplolted in testittg the hypothesei raised. The study found that
reward system arud perfot"nxance tneasuren.tent system have significant negative effect on tlte employee,s
dysfunctional behavior practice at 594 significant level (P-value of 0.034 and A.-b4B respectivily). This
implies that reward system and performance nxeasurement have capacity to restt aint level of eiptoyee
dysfuttctional behavioun The study therefore reconunends that thb *oirogn*r"ut of cornpaiies-shiuld
use both inf insic and extrinsic reu,ard system as well as the use of balanci s"orn cor.dtolr pterfonnance
nrcasuren'tent in influerrcfug ernployees to pursue organization objectives.

Key Words: Accountfng Control System, Dysfunctional Behaviour, Performance Measurement,
Reward System, Srnall and Medium enterprises

Introduction
Modem organizations need a reliable and functional control system to survive in this era of

intensive competitian, since the drganization participants that are in ptace to iatplement various
slrategies put in place also have tlteir own individual objectives which in rnost cases are at variance with
the corparate objectives. Expectedly, control systems are design tc align individual objectives with
organization-wide objectives. However, this seems notto be observable inrnostcasesgoingbythe series
of organization problems athibuted to employee dysfunctional behaviours. Reported casei oifraud and
q3m,lg among corporate organization are abound both in academic literature and professional releases
(Levine, 2005; & Stein, 2007;Akikibofori,20L3). Much of these problems have been attributed to the
u'ay and manner accounting control systems are being designed and used. Accounting control systems
entail tools such as budgets, variance reports, standard oplrating procedures, o, pulfor*ance-based
remuneration or reward system or more recent techniques such as the balanced siorecard. Although
evidences on the behaviaral effects of budget use hive been acknowledged among scholars aId
piactioners, the extent to whicli performance management mechanisms such-as reliance-on accounting
performance measures and rewards influence ernployee bahaviours seenls not to be adequately
documented. The use of these trvo control mechanisins are largely eNpected to generate reaction frorn
e'nployees.

. Reward system as a form of control supposed to promote healthy competition among
c:;ganization participants and in effect lead to productivity. Dutta & Lawson (200i) and Goetz (20 1 0) are
of the view that attainment of goal congruence between ttrre employees and ih" 

"o*pany 
requires

understandable reward systern that connected to trarger overall goals of the company. For riwird systern
to be efrectively used as conkolling tools of influencing employees, design and its use need to be aiigned
u'ith nature and objective of activity to be carried out by subordinates.In this instance, organrzation must
deveioped reward that rneets individual aspiration as well as team work.
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Business arganizatians do aiso rely on'perfonnance measures to exefi control on subordinate.

Bourne, Milis, \iriLox, Neely & Plaits (2000) argue for ihe necessity tc continuoustry align the

perfoffnance measurements with the company strategy to ensure tliat ali managers and ernployees are

ivorking towards goais and objectives that are up to date and aligned with the overall strategy . Various

u..ounlirg-based-perfomance ineasures can be designed and employeci to pursue organization strategic

direction. For instance, where organizatian need to achieve efficient alid effective use of its assets,

rneasures such as returrr on assets rnay be deployed. Thus inabilit,v of organizatian to desig:l

comprehensive perfonnance measures capab,le of collecting iniomation about tire success of the

stratlgic direction put in place may he counterproductive. This rnay be possibly manifest irr h9}'

emplJyee react to the measures, particularll, s.,1',.o ]tarrov.r vierl, accounting n-leasures are substaniialll'

rely upon.
The extent to wliich these tr.r,o f,onns of accounting conirol system (reward system anii

pel"formance measurements) are being used to aitain goal ccngr-uence atltong relatively mediui::

t,rsil"ss organization in Nigeria can be described as a ffiatter guess v.,ot[< instead of ei:rpiricai

verification. Ferv studies sr.l, ur Ejur:udo (2*i '); Hirst (2014); Saiair (2016); tsaircl (2fi17) reporter

conflicting findings rn hile focusing on pubirc sectcrs and comniunication sectors as study atea. The

study, theiefore iivestigated the effect of acccunting control systeins on enrployees' dysfunctional

behaviour of selecred manufacturing ccmpanies in Nigeria. Specificaliy. we exalnirled tire e>r-tent tt
which reward system influence ernplolnees' dysfunctionai krehaviour ol selected tnanufacturing

coppanies in Kwara State and measure perfonnance measures effect on empioyees' dysfuictionai

behaviour. We are of the opinion that sturiy of this nature may provide managers with new ir-isigirt on the

management of employee perfonnance through the deployment appropriate control techniques thai

could promote psyehological balance among organization parlicipants.

I-iterature Rel,iew
Coneeptual Biscourse
Aecounting and Ccntrol SYstems
Control is applied at different leveis within afl organtzation. Merchant & Van Der Stede (2007) see

rnanagement control systerns as a coilection of controi mechanisrns that mainl5r focus cn inten:al

activi}es rvhich aimed at influencing the employees' behaviours in desirable manners in order to

brighten the probability that the organizationai goais will be achieved. Management control systems

repiesent in a broader term that .rroorrpurr accounting control systems but it also includes other controls

,r"h u, action personnel, social controls and accounting control systern. Accounting control system

refers to tire collection of practices such as budgeting, standard costing and periodic- performance

reporting that are normally administered by the management accounting functions (Jorge, 2015).
' fh."der (2015) opined that in developing a good management accounting and control system,

technical and behaviourai characteristics of tlie designs must be taken into consideration. The technical

features relate to relevance guiding decision making as regard goal congruence, while the behavioural

aspect of'the design rnust alio be ionsidered in buitding rxanagertent accounting and controi system.

This is because human interests and motivations can vary significantly as the rnajor role for control

systems is to motivate behaviour congruent with the desires of the organization. An important measure

oi accounting control system is rewaid system. Reward systems, are all the employers available toois

that may be u-sed to attract, retain, motivate and satisfy ernployees (Anlstrong ,70L2). This encapsulates

the totaiity of organizational investment make in its people and everything its employee's value in tlie

ernployment relalionship. Brattan (2013) also observed that rewald systems are all the monetary, non-

monetary and.psychologicai payments that an organization provides for its etnployees in exchange for

tire work they perform. Sutui, (zora; categoriesrernard system into two groups. financial and non-

financial ,err*rds. The financial rew,ards ari the extrinsic rewards while the non-financial reu'ards are

tlre inrrinsic rewards. yousaf, Latif & Saddiqui QAlq are of tire opinion that there are three types of

rewards i.e. extrinsic, intrinsic and social reu,ards. Yousaf, Latif & Saddiqui (2014) furlirer stated tliat
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extrinsic rewards are physical benefits such as pay, salaries, bonus, fringe benefits and career

dcvelcpmeni.. The intripsic relvards are i.ntangi-ble psychologicai rewards sucii as appreciaticn, rneeting

new challenges, positiye and cairng attitude from employers, job rotation, and sense of achievement,

professionaigr-o",t1-, and individual recognition. The social rewards arise from the interaction with other

psople an th;iCIb and may include supportive relationship ra,ith wzfiB.flErs, supervisors and co-w'orkers.

h"e"rard systems may promoie competiticn between subcrdinates u,here cooperation would have been

preferable, arrd may in *rrug" the rnanipulation of actions aad reports sc that decision takers and

perlormance erraluatcrs may be misinfcrmed.
Another important aspect of accounting and control system is the performance measurement'

Neeiy, Adams & Kenneriy (2fr02) define perforinance fiieasureffrent as "the process of quantifying the

eff,rien.y and effectiveiless of past acticrls". Metaq,ie & Gilman {2005} defined performance

fteasureme:1t &s "an assessment of an organization's peCormance which include tire measures of
productigi4i (ra,hich quarrtifies lhe outr*uts and inputs of an organizatia*and expressss the tu/o as a ratio,

ihat is ratio af outpu? tu input), effectiveness (rn'hich detennines the reiationsirip of an oiganization's

ontput to vrhat an orga*izaticn is i:itended tc accompiish), quality (rnhich examines an output or the

proi*g by which an oulout is producedi and tirnelirress (wiaich evaluates the time invoh,'ed in producing

ai-r appropri ate output).- 
Go*es, Yasin & Lisboa (2004) cpined that perfonnance measurement must possess certain

characteristics such as reflecting reievaut non-financial infonaation based on ksy success factors ofeach
business unit; implernented as a rreans of translating strategy and monitcring business results; must be

aligned and fit within a strategic system; shouid be based on organizational objectives, critical success

factors and customer needs which monitors both fmancial and non-financial aspects; and must change

dlmamically with strategy as well as linked to reward slrstems. Marginson, McAulay, Melving & Van
Z$ QAII) opined that the interactive utilization of non-financial performance can be important for
generating a positive psychoiogical experience and indirectly increasing performance. Van der Stede
(2006) also opined that diversity in performance measurement benefits performance of firm irrespective
of the firrn's strategy because fims with raore extensive perfomrance measurement systems have liigher
perforrnance especially finus that include objective and subjective non-financial measurernents.
However, Beekes, et al., (2010) concluded that the excessive reliance on meetings targets in
perlormance apprai.sal is excessiveiy linl."ed ta dysfuncticnal emplcyees' behaviour rvhetirer financial cr
no*-financ i al targets are used in perfonnance evaluation.

SysfermcticnaE B ehavionir
Jaworski & Young (1992) defined dysfunctional behaviour as "actions in which subordinate

purposefully attempts to manipulate elements of an established control system for his own purposes.
Dysfunctional behaviour is defined as the voluntary acts of the employees to manipulate the elements of
the perfonmance measurement and control systern in order to produce a better report, either for the
benefit of the subordinates, supeiors or for setrf-interest (Adnan, Jarnil & Nor, 2013). Hence,
dysfucctianal behaviour means the actions taken in an unethical ways either by the rnanager or
empioyees intentionally in order to rnislead various stakehoiders by producing a report with better
performance report forpersonal gain at the expense ofthe organization's performance and effectiveness.

Employees engage in dysfunctional behaviour either for personal gain or for the company's
comFetitive advantage (Jar,volski & Young, 1992)..There are many forms of dysfunctional behavior.
Adnan, Jamil & Nor (2013) in Birnberg, Turopole & Young (1983) classified dysfunctional behaviour
into six narnely biasing, smoothing, focusing, gaining illegal act or falsification and filtering. This makes
some forms of dysfunctional behaviour to be redundant. Jaworski and Young (1992) classified
dysfunctional behaviour into gaming and inforrnation manipulation and have been adapted by different
authors suchas Soobaroyen QAAT) &Adnan, et al., QA13).
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Empirical Revierv and HSrpothesis Beveloprnent
Relationship bet*'een Perfcrntance Measures and trrnployee BysfurctrcnaE Behaviaur

Evidences on the consequences accounting control system design and use arelargely concemed
on how employees or argartizatian rcact to the tools that are being used to acfimlize the control
objectives. Much of these u,orks have afftmted the negatirre reaction of employees to accounting control
techniques such as budget, compensation and various performance Eleasures. For instance,Ivlarginsonet
al., Q.All) concluded based on the evidence that for firm to actualiypositive outcoane frcm the adopiion
of performance fneasures, such measures must be interactively used. F{e affrrme dtlntmuch interactive
use of the techaiques produced positive psychological experience and in effect led to performance
increasing outcome. Essentiaily, the study operationalised performance measures from the dimension of
botlr financial and non-financial rneasures. Sirniiarly, Emeni and Urhoghide QAI$have reported on the
inappropriate use ofperformance measures in context of task uncertainty. The survey sfudy rer,realed the
tendency of subordinate to engage in data manipulation or any other dysfunctional behaviour where
superior rely only ofl accounting performance to control employee either in a high or low task
uncertainty situation. Hkst (2014) in his study has also confirmed that over reliance on accounting
performance measures in a high task uncertainty situation create tension on the part of organization
perforrnance. The survey research revealed that social 'a,ithdrawa1, a form of employee dysfunctional
behaviour was more prominent across the surveyed educational institution in Sydney.

Management use of accounting control in a dimension of target setting has also been reported as
factors influencing employees to resort to gaming and other negative behaviour in an organization.In
this respect, Beekese/ al., QAL$ collected survey data from 236 respondents of UK companies for
which the regression results confirmed the influence of fair and interactive target setting on reduced
dysfunctional behavior. High task complexity has also been reported as one the factors conhibuting to
low employee performance. This assertion is an inference made by Becton andCarr (201 7) in their study
of differential effects of taskperfonnance, arganizational citizenship behavior and job complexity. The
cross'sectional research shows that high task complexity accounted for lower performance that low task
complexity.

Given the comrnon trend of empirical evidences observed above, this study deduces a null
hypothesis as follows:

E[o,There is no significant effect ofperformance measure on employees' dysfunctional behaviour
of selected ma nufactunng companies in Kwara State

R.elatiomship between Reward Systern arud Employee Dysfuxtctional Betcaviour
In actualizing the best of ernployees to pursue organization goals, differing numbers of reward

system may bo designed by the managernent. However, the usage of this control technique may result to
both positive and negative ernployee behaviour. Several studies have revealed posiiive outcome of
reward system in organization. Akter (2}Lz)assessedthe effect ofemployees'satisfaction of Sainsbury's
intheUnitedKing andindicatedthptthe employees ofthe companywere happywiththereward system.
Adekoya (20i3) has also revealed in his study that better compensation minagement has signlficant
impact on employees'performance of Nigerian PortAuthority. Bello & Adebajo {2014) also examined
the impact of reward system on ernployees'performance and came with the conciusion that a significant
positiverelationship between employee's performance and compensation system exists.

Similar trends have also been observed outside the shore of Nigeria. The qualitative study
conducted by Murphy (2015) on the effect of reward systems on employee performance in United
Kingdom, found out that reward system has significant positive effect on employees'perfonnance. The
cross sectional study of Salah QArc) on the relationship betr,,,een various types of reward and employees'
performance in Jordan using extrinsic, intrinsic, sociai, and reward mix revealed a statistical positive
significant reiationship. Pendleton & Robinso*(2017) examined the effects of cornbining incentives on
workplace labour productivity in United Kingdom. The result of the study affirmed high perfonnance
effect ofprofit sharing incentive.
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The evidences frCIm the revie\4,ed extant literatures inforffIed this null hypothesis as foliows:
Hr: Reu,ard system has no significant influence on the e*rpioyees' dysfunctional behaviour cf
selected uranufacturing coffipanies i*iKv: ata State.

Tir ec refEc ai Framer,vork
This sr,rdy v,,as guided by theory X andY. Theory X anCY consider deaiing with employees with

strict poiicies as well as motivating thern. Theory X p*s;t that einployees are 'tarr, *at ready to work,
ambitioniess, non-initiative and dislike responsibilities: and individual goal oriented, hence there is need
for strict supervision, penalties and exterrai res,ards irr order to urotivate the employees. Theory Yon the
ether hand assu*le ttrtat managers believe that their ernpicyees are self-directed highly twativated,
ccmn:itted, highly skilled and capable of exercising their effocs fur an inirerent rnanner in order to
achieve tire iadividual aad crganizational objectives. Therefcre, theory Y managers assume that control
and supervision are not necessary for these peopie to meet their cbj ectives and that of the organization.

Deducing from theory Y, involving enrployees in decision making prCIcess can prove the
capability of the ernpioyees, help in fulfi1ling their higher level needs and high level of comrnitment,
thereby reducing the probability of engaging in cheating/dysfunctional activities. More so, emanating
from theory X, using adequate control meclianism, employees need to be supervised at every step and
sffict penatrties will make employee to abide by the laid down ruies in achieving their organizatiatal
objectives and prevent non-challant attitude of the eurpioyees. Theory X managers think that team
members need to be promptly rewarded or punished constantly to make sure that they comptrete their
tasks. Theory X managers motivate their employees using carrot and stick approach, which reward good
performance and punish poor perforrnance.

hfethodology
Research tresfgn

l&'e conducted this study in a setting of medium-sized firms on the basis that this form of business
organiz-31i6n strongly supports Nigerian economy and possess culture that targeiy differed from large-
sized flirms" The study focused on line rnanagers of manufacturing companies in Krvara State. The total
nuilrbers of coitrpanies fhat engaged in manufacturiag process aud duiy registered with the Corporate
Affairs Ccmrnission (CAC) as ivell as registered lvith the Federal Inland Reveaue Service in ts-wara
State are sixteea companies with (2 1 2)iine managers. These set of organization participaut were targeted
d** r* the fact that they are the ones that can provide a,dequate answers to the questions raised in the
q;:estioruraire. In the finai analysis, cne hundred and thirty-eight (138) respondents were randomly
selected frorn firms that were initialty stratified. To avoid bias as well as ensuring that each connpanies in
the p*pulation is evenly represented, the researchers used the proportion oi each conlpany in the
populaiion size to selectthenumber ofrespondents (line neanagers) from each company.

Bata CoHectiom and Enstrurmentatlan
We developed a survey to collect data used in the anatrysis. The instrurnent was structured in a

uray that each variabie of interests was individually addressed, using a likert-scale response format. 
"Much of the measurernents questions were adapted frorn the scaled Jeveloped by Soobaroyen (2007.

The scaie did not include questionnaire items on reward which the researchers irnproved on'while
questions on other variables were modified and restructured to suit the objective of the present study. The
irlstrumeut was pre-tested with experts both in academic and business piactices. In addition, Cronbach-
alpira measures of reliability was used to affirmed the internal consistancy of the scale. The result of the
test was above the thresiiold of 07 (V/oodridge, 20 I 1).

I\6easurenaent of Variables
The variables of interests were measured using previcusly validated instrurnents. Th.e

Dysfunctional behavour was measr:red witli gaming altiviti*s and manipulation of infonaation

Gonfie Jottrnal of Adntinistration and Manogenletlt (GJAM)
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Eable X: Bescrlptive Result: Respo*dents Bemograpfuic Proftle

Variable FrequerreY Fer centage

4

46
4l
6

97

4.1

47.4

42.3

6.2

100

Age 31 -35
36-40
4l-45

46 above
Total

45

52

46.4
s3.6

Gender Male
Female

Z

93

2

2.1

9s.8
2.1

Status Single

Manied
T)ivorce

35

56

6

36.1

5',1.7

6.2

Year of working exPerience 6-10

t1-15
t6-24

1AIt
38

25

3s.0
?o,
ac o
L -) -(\

Qualification HND/B.Sc.
h,4.Sc./h4BA

ICAN/ANAN

S**r*iautirors' Computaticn, (2C 1 9)

Pendleton and Robins an,Z}l7)'

h'fodel Speci{ication
w;;;ilft g;ira,u danlmode.l which is written in expiicit fom as foliow:

The model is written in an explicit form as: /;.,\
DB : o+,RW+,PM+.cs+'...' """\r'r
Fl4tere: DB : Dyifunctio,ai beira'iour, RW:Rern'ard System, PM :Perfoi.lnallce

Measurernent System, CS Company stze

The study estimated the retatlonsirip depffiUi tl'r: model through ordinary least squares (OLS)

regression techrricues. Before tt .rr, aeuii,pirr," 

"tutirtical 

a*aiysis'rvas empioyed to observed trenc

on the profile of the respondent= urrO utro l"*r"ilt, test and ctrrelational analysis were carried

varidate the employmerit of regressio, uilffi; i rot- infere,tial statistical a,alysis'

R.esulfs and Biscussicns

ff;iJtf-il:*T1'f:tti"rcriptive analysis of the bio-data of the respondent'^ ll'""s-1.T::::::v..::d
percentage. Based * G'ru*ple- size-of one hundred and thirty eight (138)' questrcnnares were

distribured to the [ine managers of trre ."*p**; under the study.N in.ry s"u"n (97) questionnaires were

dully filled and retumed. This represents 70.3%response rut. i"rri.l-t ii above il,. ui'ttug* rate of 507o'

Hence, tire anaiysis of this study was i*..4 on tlie ,rirr"ty ,"r.n (97).questio,naires retumed' The

derno graphic characteristics o f the re spondents were summarized in table 1'

irage {r
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The result in tabie I rcveaLedthat95.goh of the respondents fall within the age bracket above 35 years

oid. irrplyingthatthe respondents are fiiafdred and can take decision on tireir c''vn rr,,ithout infiuence.

Table 4.1 aiso depicts that72.5Ya of the respondents were ffiatres while 27.4% were females. The table

shcrvs thatgS-B%o of the respondents are ma;:ried. it could also be seen frorn table 4.1. that about 7A% af
tirs respcndents have over ten (10) years vrorking expeience. Tliis impiies that majority of the

respondents have encugh experience to make right suggestions and decisians for the development of
their various departrnents. Table 4.1 shorvs tbat35a/o of the respondents hold tertiary level education

certificates eitherHND orB.Sc. as theminimumqualificatian,39.Zo/aoftherespondentshave additional

quatrihcation such as M.SCIMBA, rn&ile 25.8% are members of various professional bodies such as

ICAN and ANAN. This implies that rnajority of the respondents possess additicnal professionatr skills

that are relevant to theirjob requirements and are qualified to handle the job.

Prelixeirn ary A* alys es

This section/sub-chapter shorvs the preliminary analyses such as reliability test and normality

distribution test.

ReliabilifyTest

Table 2: Reliability Statistic

Variab!es BB RlV FM
Cronbach-Alpha 0.836 0.8i4 0.789

Source: Authors' Coinputation (20 19)

Prior to the testing of hypothesis, the instrument was subjected to reliability test through the use of
Crcnbach-Alpha. Table 42 shows the value for a1lthe variables. The assumption of Cronbach alpha is

tirat any vaiue greater thanA.T is acceptable and makes the data to be reliable. The result tttable 4.2.1

indicates that the variables exhibited values greaterthan 0.7 (0.836,0.814 and 0.789) which implies that
the data are retriable and consistent with acceptable research standards.

Table 3:NormalifyTest
Variahles E}EB R\4/ F&6 S{ZE
Skewreess -o.322 -o.924 -o.682 -0.480
I{urtosis -1.235 o-L28 -0.511 -4.723

Souree: Authors' Cornputation (201 9)

The result in table 3 shows the skewness and kurtosis result of the ofthe normality distribution ofthe data
collected. Skewness and Kurtosis have been widely used in testing the normality distribution of data set.

The rule of thumb is that any vatrue of skewness and kurtosis that falls outside *3 has problem of
normality distribution (Pallant, 2001). It could be deduced from the result in tabtre 3 that all variables do
not have norrnality distribution problems because none of the variable has values that falls outside the
range of-3 to +3.

Gontbe Jowltal of Adntinistration and Managetnent (GJAM) Page 7
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E[ypctheses Testing
Table 4: ft.egressicn T"abie

Variables Ceeffrcients Std. Error T'-value Qio

Constant -1.592 .621 -2.539 .r.j I J
RWS -.217 i01 11na-L. La / .434
PMS -. 190 .086 -2 2*9 .a48
SIZE .452 083 .UOJ .529

R.' 0.582
Adjusted

R2

0.5i6

F-statistics 8.473 (0.000)

S*uree: Authors' Corirputation, (2A1 9)

The result in table 2 shows the linear relationship between accounting control systems and emplcyees'
dysfunctional behavior with the use of Ordinary Least Square (OI-S) regression analysis. It shows that
the independent variables employed in the study explained around 51.6% oi the variations in the
dependent variable of the sample finns, as strrown by the adjusted coefficient of determination (Adjusted
R') r.alue of 0.516. The table also revealed that the model is fitted as indicated by F-statistic af 8.473
rnhich is significantatLYo level of significance. The testing ofhypotheses \l/as conducted following the
fitness ofthemodel.

Test ofEf5pcthesis One
E{r,: Reward system has no significant influence on ernployees' dysfunctional behaviour of selected
manufacfuring companies in Kurara State.

The result in table 3 shorvs that reward system has significant negative influence on employees'
dysfunctional behavior of the selected manufacturing companies in l(wara State(p: -A.217, P<5%)
.Given the direction of the significant estimated coefficient, if ernployees are rewarded adequately in
both monetary and non-monetary terrns, the problem of employee dysfunctional behavior rnay be
minimized to certain degree. Statistically speaking, a unit increase in appropriate reward system will
reduc e ernpioyee dysfu nctional b ehavi or tendency by 22o/o.

Testof EfypothesisTwo
Hort Performance measures have no significant effect on employees' dysfunctional beiraviour of
selected manufacturing companies in Kwara State

AIso in table 3, negative significant relationship perfonnance fileasures and employee's dysfunctional
behavior was also observed (P: -0.19A,P<sYo) leading the decision not to accept nuil hypothesis.
Express siatistically, a unit change in nature perfonnance measure results in19a/o decrease in einployee's
dysflunctional behaviour. The result revealed that performance measures have significant negative effect
on errployees' dysfunctional behaviour as shown by beta coefficient of -0.190 with P-value cf 0.044 at
5'/oLevelof significance. The result leads to the rejecticn of the nuii hypotiresis, resulting/ leading to the
acceptance of tire alternative hypothesis. The altemative hypotliesis states tliat perfonlance measures
have significant effect cn dysfunctional behaviour of selecte d rnanufactu ing companies in l{ri,ara State.
This signifies that when the system put in place fol ileasuriitg tiie pei-fcnilance of emploirsss !s not oniy
based on quantitatirze tei:es (that is, figure or accoilntirg i'efurs). it =,vili irrciu"ce A.rc% reductioii it
eniplc'vees' Cysfunctionai aciivities. Thls implies thai ;;edbr-itlrlce iilei,s-,iieii:en': s"vstei:t ihat is aii

-rar'=-' +:::1:::':n==3.:-:i::::rc==

l: or- *i'ol I illc. 2 Octobat'/iitit,enl;ai'. l()19
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encoffipassing, that is, both quaiitative and quantitative measures, r rill eilcorrrage group work, thereby

pr.r,**ir,g th!'employees' of th€ compalues iroin eogaging in activities that is against the norrns, rules

Lrraregltitions ofthe company vrhich can subsequently hindered the success ofthe compaay.

*iseussicn afFindi*gs
Frocr the empiical analysis and the hypcthesis tested, the results shol,"ed that acccunting

ccntrol systems proxy rn itir re-..vard svstem, perfcrnance fiteasures and budgetary control. system have

significant negative effect on dy5fuEgticnal beiravour of seiected raanufactuing colnpanies in Kwara

State. fhe erapirical result ofthe study shows that re",vard system, perfor:tance fileasursrnent system and

budgetary ccntrol system have sigeif;cani negative effect on dysfuiictionai behaviour of tire seleoted

manufactuing cornpanies in l{rn'ara state.

Specificaliy, ihe study found out that reward system has significanL negative effect on

dysfunctional behaviaur of selected manufacturing corrpanies in K'wara State. Tiris irnplies that a
comparly with a better reward (both intrinsic and extrinsic reward) systern in piace for its employees will
not only achieve its set goais but also prevent the ernpioyees of such company from engaging in actions

that can hinder the success of the company. This confirmed the arglrment of theory Y which posits that

employees always have the willingness to u,ork, be productive and deter from any irregularities rn'hen a

strong motivator such as reward is put in place for them as this will make them to be self-control and

highly cornnritted to the achievement of the organizatronal objectives. The result also supports the a-

priori expectation as the researcher expects that a reward system that is based on both monetary and non-

monetary reward to employees lvould lead to reduction in dysfunctional behaviour by the ernployees.

The finding of this study is in line with the studies of Akter (2012); Cherotich, et al. (20T5); Murphy
(2015) and Salah QArc) where they found out rervard system reduce the dysfunctio+al behaviaur of
employees, leading to befier performance in terrns ofproductivity and dedication.

The study also found out that performance measurement system has significant negative effect
on dysfunctional behaviour of selected manufacfuring companies in Kwara State. The result implies that
a campany that rneasures the performance of its ernployees using both qualitative and quantitative
measures rn ould not cnly iir:.prcve in ten:ls ofl its performance (production and tumover) but also
dise*urag* the ernplc,vees fr*m engaging ir: tire alanipulation of rnforrnation or gaming activities rnhich
can disrupt ih* prcgress of,an crganization. The result e onfims to the a-priori expectation as the research
expects that a perf,onnance rneasur:emeirt systern that is nct only based on quantitative (nurnber) alone
but also take quality of product made by empioyee into consideration would prevent the eniployees of
the company fron: involving in dysfunctional activities. The results also confirm the assurnption of
theory Y as it posits that rn{ren employees are raotivated and encouraged, it would prevent thern from
engaging in any act that would lead to information asymrnetry between the employees and the
manageinent- The result of the study corroborates the findings of Marginson el al. Q}LL) and Beekes el
aL QAM). The tu,o studies found out that the use accounting and non-accounting measurement for
performance reduces dysfunctional behaviour.

Conelusiom and R.eeornmendations
The general aim of the study was to establish the extent to which d),sfunctional behaviour of

employees are being influenced by nature of rewards system and performanoe measures put in place by
the managernent. Findings from this ernpirical studlr revealed that the two independent variables to a
large exteut influence the degree of employee's dysfunctional behaviour in a negative direction. Thus,

our sfud5i confinns the efficacy of appropriate rewards system and performance sreasures as a rneans of
achieving effective conkol cn employees in the area of ethicai behaviour in pursuit of organization
ob.jectives. In others, this ernpirical erridence afir:rtrs the use of rewards system and perfo*eance
Bleasun-es as goal corrguence instmmetts as observed in the previor:s studie s.
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In view of the conclusion, we argue that and recommend that management of {inns should
employ the use of both intrinsic and extrinsic reward system in order tc minimize or prer.ent the
employees tendency from engaging in unethicalpractices such as gaming anddatamanipuiation that are

inimical the long term survival of an organrzatian. Similarly, adequate attention should also be paid to
horv employee performances are being rneasured. Specificalll,, comprehensive measures that witrl align
witlr organization objectives and take into consideration, employees'personal aspiratioir sliould be

encouraged.
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