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ABSTRACT
Reward Systems is a vital aspect of any organization. They can actively engage and renew the overall sense of community and mission of an organization. A properly administered system of rewards can provide incentive for quality workmanship and staff performance. Likewise, a poorly administered reward system can lead to low morale, unproductive performance, and even lead to a high percentage of staff turnover. A reward system is successful when the staff interprets its policies as even handed, consistent, and relevant. Rewarding and recognizing employees is a ticklish business. It can motivate people to explore more effective ways to do their jobs or it can utterly discourage such efforts. Our main objective was to identify the effects of rewards on employees’ performance. Managers are therefore recommended to develop the habit of verbally recognizing/ appreciating the achievement of the employees when they accomplish outstanding tasks and targets. In summary, reward systems are a vital aspect of any organization since it serves as a motivating factor to improve upon employees’ efficiency, effectiveness and loyalty to organizational goals and targets. In conclusion, reward systems are the planned activities that organizations implement in order to motivate their employees to achieve the set goals of the company. Most organizations view their systems of rewarding employees as an additional cost of doing business which should not be so because it is very salient to reward employees and the outcome is that it motivates them to put in more efforts, skills and ability which at the long run increases productivity.
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CHAPTER ONE
INTRODUCTION
1.1 	Background to the Study
Critical to the success of every organization is the welfare and working conditions of the employees of which reward is a part. 
Danish & Usman (2010), attest that reward is generally understood as the total amount of financial and non-financial compensation or total remuneration provided to an employee in return for labour or service rendered at work. Reward, which is at times been described as compensation or remuneration, is possibly the most critical contract term in each paid-work. Reward strategy is important in terms of motivating employees to perform innovatively. Reward Systems is a vital aspect of any organization. 
They can actively engage and renew the overall sense of community and mission of an organization. A properly administered system of rewards can provide incentive for quality workmanship and staff performance. Likewise, a poorly administered reward system can lead to low morale, unproductive performance, and even lead to a high percentage of staff turnover. Rewarding and recognizing employees is a ticklish business. It can motivate people to explore more effective ways to do their jobs or it can utterly discourage such efforts (Tella, Ayeni, &Popoola, 2007).
The actual advantages of a very much planned organisational reward strategy lies in its intricate linkages with the business strategy. The influence of reward on employee's performance is in most occasions significantly misconstrued. The comprehension of this term is critical; this is on the account that the incentive scheme given to an employee will impact the conduct and level of engagement to the organization. The coordination of reward systems underpins the accomplishment of competitiveness (Armstrong 2006).
Positive employee perceptions on the reward strategy impacts their disposition towards the organization. The reward system assumes a basic part in spurring workers to perform innovatively. Thus, Nyandoro and Goremusandu, (2016),attest that the best way to ensure the continued viability of companies amidst challenging economic environments is to emphasis reward management and organizational performance which is affected by the performance of employees. 
There is no question that the performance of the employees in any organization is important for the good performance of the organization. Identifying the factors that influence employee performance is a research done over the years all over the world and has indicated that it is affected by relatively few factors, some of which are organizational specific while others can be seen as universal. 
According to Armstrong, (2006), workers are generally aware of the factors that inhibit their performance. An organization's success mostly depends on the performance of employees. The level of employee performance determines the level of organizational success in any industry. 
Chebet, (2015) argues that exploring and understanding those factors that affect the employee performance and hence productivity is of major concern in every economy worldwide.
Likewise, Danish and Usman (2010), suggested that effective reward system leads to increased satisfaction for employees; recognition of accomplishments; a desire to attain high standards; a means to achieve personal and social goals; high productivity and feeling of competence and freedom. 
The overall aim of reward system is to support the objectives by helping the organization to have the skilled, committed and well-motivated work force it needs. The value the employees place on the inputs they bring to the job in the form of education, experience, training, time, effort etc., with the outcomes (rewards) such as pay, promotions, praises and recognitions they receive as a result of performing the job is mostly as a result of the adequacy of the rewards system adopted in the organization.
It is in view of this background that this study examined the impact of reward system on employee performance in the Pharmaceutical industry of Nigeria, Tuyil Pharmacy in Ilorin metropolis to be precise.

1.2 	Statement of the Problem
To stay competitive in the industry and increase market share, Tuyil Pharmaceutical Industry needs to have efficient and effective strategies in different areas of operation. Productivity and success of the company depends a lot on the employee performance and motivation. 
A comprehensive reward system is an effective management tool for motivating employees particularly low performers, but also increasing job satisfaction particularly of high achievers (Dewhurst et al, 2009). 
However, due to differences in personalities and personal preferences, some employees are more motivated by extrinsic rewards while others prefer intrinsic rewards. Career and professional development of employees should be also taken into consideration (Andrew and Kent, 2007). 
Moreover, adequate rewards create a feeling in employees that they are valuable, and their efforts are recognised and appreciated by the management. The foremost implication of this study is that traditional approaches to maximize productivity are effective in contemporary business environment. Thus, it is important for companies to constantly retain and improve employees’ motivation which requires an efficient reward system for all workforce, as employee motivation and employee performance varies and may decline with passage of time. Therefore, this study is focused on the rewards system and its impact on employee performance with Tuyil Pharmaceutical Industry as a case study. 
This research investigates three main areas. First, the purpose of the research is to look upon the existing reward system in Tuyil Pharmaceutical Industry, explore its structure, strengths and weaknesses and point out potential improvements of the system to increase employees’ performance. As it was mentioned, the impact of a reward system on employee performance is strong which in turn, influences the 6 whole organisational performance, therefore reward systems can be used as tools to maximise productivity of employees and gain competitive advantage in the market. 
Secondly, this study aims to increase the awareness of employees at all levels about the reward system of the company. Particularly on their individual performance which provides competitive advantage to the company in the industry. Knowledge of reward system is likely to motivate employees to develop personally, grow professionally and open new career prospects. 
Finally, the aim of the research paper is to make recommendations for the company on how to improve the reward system and as a result increase the performance of their employees. Recommendations given to Tuyil Pharmaceutical Industry might be also useful for other companies with the similar employee reward structure, therefore the following research study can also be helpful for the other organizations in the machinery industry.
1.3 	Research Questions
i. 	To what extent does extrinsic reward system affects the productivity of Tuyil employees in Ilorin metropolis?
ii. 	How does intrinsic reward system influence the turnover rate of Tuyil employees’ in Ilorin metropolis?
iii. 	To what degree does performance-based reward system has on task performance of Tuyil employees in Ilorin metropolis?
1.4 	Objectives of the Study
The main objective of this study is to examine the impact of reward system on employee performance of Tuyil Pharmacy. The specific objectives were to:
i. examine the effect of extrinsic reward system on the productivity of Tuyil employees in Ilorin metropolis;
ii. determine the influence of intrinsic reward system on turnover rate of Tuyil employees’ in Ilorin metropolis;
iii. assess how performance-based reward system affects task performance of Tuyil employee in Ilorin metropolis; and

1.5 	Research Hypotheses
Ho1:	Extrinsic reward system does not significantly affect the level of productivity of Tuyil employees in Ilorin metropolis.
Ho2:	Intrinsic reward system does not significantly influence the turnover rate of Tuyil employees’ in Ilorin metropolis.
Ho3:	Performance-based reward system has no significant effect on task performance of Tuyil employees in Ilorin metropolis.
1.6	Scope of the Study
This study’s scope is limited to examine the impact of reward system on employee performance in Tuyil Pharmacy in Ilorin metropolis. 
The choice of the Tuyil Pharmacy among other Pharmacy for this study is due to the greater number of their staff strength compared to others in the region. Also, the Tuyil Pharmacy are part of the strongest in the region in terms of customer based, patronage, number of employees and asset.
1.7	Significance of the Study
This study examined the impact of reward system on employee performance. 
This study is of importance as it exposes various stakeholders to the best reward system to be adopted in an organization and the likely combined reward system that can be mixed together to reward the employees appropriately such that the reward system of the organization will be appropriate and fair enough for all employees in the organization.
This study will be of benefit to organizations and institutions especially the Pharmacy industry as it exposes them to the various reward system that can be adopted by an organization as well as those that best fit into their organization to gain higher performance from the employees.
This study is also of importance to managers especially in the Pharmaceutical industry as it proffers them solution on how to achieve increased productivity through their choice of reward system used in compensating their employees in their various organizations.
This study also benefits the employees in that it exposes employees to the various types of rewards available to them in an organization as well as the reward system used by an organization to compensate the employees. The knowledge of this will make the employees work in line with the system to take better advantage of the system.
The government also benefit from this study as it provides government with the knowledge of the reward systems used in organizations and makes enhancing policies that affects the system positively so as to also enhance the life of employees working in organizations who are considered as citizens of the country.
The society at large also benefits from this study as the employees forms part of the society and a well remunerated employee will freely spend the money and thereby increasing the flow of money in circulation in the society and thereby making the society to have their share of the money and make the society to flourish.
Lastly, academicians also benefits from this study as it helps them to have more enhancing literatures to consult for their own studies in the future in the field of reward system especially when it affects employees performance from the dimension of the Pharmacy industry.
1.8	Definition of Terms
Reward System: This consist of the interrelated processes and practices which combine to ensure that reward management is carried out effectively to the benefit of the organization and the people who work there.
Extrinsic Reward System: This comprises such elements as pay, fringe benefits, job security, promotion, social climate, competitive salaries, pay raises, merit bonuses, compensatory time off etc.
Intrinsic Reward System: This is concerned about the feeling of being recognized, praised for a job well done and participation in whatever we do.
Performance-Based Reward System: This is a type or part of reward system in which the employee’s wage is based on the reviewed performance in a stipulated time frame.
Skill-Based Reward System: This is a compensation system that rewards employees with additional pay in exchange for formal certification of the employee’s mastery of skills and/or competencies.
Employee Performance: This is the work result base on quality and quantity achieved by an employee in doing his/her job given to them.
Productivity: This is basically related to performance in terms of individual goals.
Turnover Rate: This is replacement of employees who have left the workplace due to either voluntary or involuntary reasons.
Task Performance: This refers to behaviors that contribute to the production of a good or the provision of a service.
Talent Retention: This is an act whereby an organization sets aside certain factors to attract, retain and develop employees and direct their abilities in performing activities that are useful to the organization.

CHAPTER TWO
LITERATURE REVIEW
2.0 	Preamble
This chapter tends to discuss the conceptual review, theoretical review, empirical review and gaps in literature. The purpose of the chapter is to have an in-depth assessment of related studies with a view of trying to establish potential research gaps. The review of the empirical literature enables the researcher to formulate a conceptual framework in line with the study objectives
2.1 	Conceptual Review
2.1.1 	The Concept and Definition of Reward Systems
According to Armstrong (2010), “reward systems consist of the interrelated processes and practices which combine to ensure that reward management is carried out effectively to the benefit of the organization and the people who work there.” Reward systems are based on the reward strategy; which runs from the business strategy, for instance to gain competitive advantage, and the human resource (HR) strategy, which is impacted by the business strategy yet in addition impacts it. The HR strategy may, for instance, focus on resourcing however it ought to be likewise concerned with fulfilling the necessities of employees as well as those of the business. All parts of strategy are influenced by the environment. Reward strategies coordinate the advancement and operation of reward practices and processes, and furthermore shape the reward policies, which in turn influence reward practices, processes and procedures(Armstrong 2010).
Nelson and Peter (2005), expressed "You get what you reward". They added that, a reward system is the world's most noteworthy management principle. In the event that the organization rewards a specific sort of employee behaviour good or bad that is the thing that the organization will get a greater amount of. Jaghult (2005),points out that each current organization has some type of reward system, regardless of whether it is outspoken or not, it exists. Rewards can either be in a type of incentive motivation or personal growth motivation. The previous is the kind that originates from within the individual, an inclination, being glad over something, feeling content and happy about something that you have done. The last is the type that is conveyed to you by someone else or an organization and is the one that will hold our focus through this study. Besides, extraneous rewards can be fiscal or non-fiscal.
Jaghult (2005), points out that the monetary aspect is typically a variable remuneration, isolated from the salary, it is received as a result for exceptional performance or as an encouragement and it can either be independently based or group based. The conditions to acquire this reward ought to be set ahead of time and the execution should be quantifiable. 
According to Ax, Christer and Kullven(2005), there exists a number of reason for a reward system, one extremely basic is to motivate employees to perform better, yet additionally to keep the employees. Merchant ( 2007) points out for a reward system to be ideally motivational, the reward ought to fulfill a number of criteria; have esteem, be large enough to have effect, be reasonable, be timely, the effect should be durable and lastly the rewards ought to be cost efficient.
Reward system consists of an organization ‘processes and practices for integral rewarding its employees in accordance with their contribution, skill and competence and their markets worth. It is developed within the framework of the organ philosophy, strategies and policies and contains arrangements in the form of processes, practices, structures and procedures which would provide and maintain appropriate types and levels of pay, benefits and other form of reward (Armstrong, 2006)
Likewise, reward system is a prize given to employees as an inducement towards their performance. Robert (2005), also defined reward system as the process of developing and implementing strategies, policies and systems which help the organization to achieve its objectives by obtaining and keeping the people it needs and increasing their motivation and commitment.
Furthermore, Johnson, Chang, and Yang (2010), outlines the aims of reward system to include: attract, retain and motivate employee, to support the short term objectives by helping to ensure that it has the skilled, competent, committed and well-motivated work force it needs, to meet the expectations of employees that they would be treated equitably, fairly and consistently in relation to the work they do and their contribution. An effective reward program may have three components: immediate, short-term and long term. This means immediate recognition of a good performance, short- term rewards for performance could be offered monthly or quarterly and long- term rewards are given for showing loyalty over the years (Schoeffler, 2005).
Immediate rewards are given to employees repetitively so that they can be aware of their outstanding performance. Immediate rewards include being praised by an immediate supervisor or it could be a tangible reward. Short term rewards are made either monthly or quarterly basis depending on performance. Examples of such rewards include cash benefits or special gifts for exceptional performance.
These rewards are very strategic for retaining the best human resources (Yokoyama, 2010). Similarly, Harris (2012), defined a reward as an object or event that induces approach and consummator behavior Neckermann and Kosfeld (2008) draw a distinction between two basic types of rewards namely: Intrinsic rewards and extrinsic rewards.
Employees in any organization either public or private like to be appreciated and valued for higher productivity. Reward system is a program to reward employees’ performance and motivate them for higher productivity. There are two types of rewards; extrinsic and intrinsic rewards. Extrinsic rewards include those tangible benefits such as pay (salary), fringe benefits, pensions, conditions of work and security that individuals receive in return for their efforts. Intrinsic rewards include the psychological rewards that come from experience of work, or from being part of an organization, having a sense of achievement or one’s efforts properly recognized and valued. 
Workers are also critical stakeholders in an organization. They contribute tremendously for organizational success. To enhance higher productivity, employees expect harmonious reciprocal relationship from management such as fair pay, safe working conditions or providing a work environment which does not endanger employees (Ali &Ahmed, 2008). It is important to know that rewards play a key factor in enhancing organizational productivity. 
Mutia and Sikalieh (2013), agree that organizations should combine both extrinsic and intrinsic motivation strategies to achieve organizational productivity. An organization with an effective and good rewards system ensures sustainable achievement of objectives.
Employee reward programs are one method of motivating employees to change work habits and key behaviours to ensure business success. A well designed pay and benefit packages can attract people in their numbers to an organization, retain and motivate them. Organizations must acquire skills on how to manage employee rewards properly. This is as a result of what is expected and how much is received. Employee satisfaction is also affected by comparisons with other people in similar jobs to determine the output of their activities in relation to benefit.
Rewards must be seen as timely and tied to effective performance and productivity. Employees expect that effective and positive organizational outcome will lead to certain rewards. Therefore, organizations must establish a philosophy about rewards in order to enhance productivity (Brian, 2006). The rewards system in the public sector is not fair and not tied to effective performance. It has over the years encouraged disparities leading to dissatisfaction by employees.
A motivated workforce can be a significant factor in organizational success (Nongo, 2005). When employees are motivated to work at higher levels of productivity, the organization as a whole runs more efficiently and is more effective at reaching its goals. This is in contrast to an unmotivated workforce, who can negatively disrupt an organization and distract employees from their work. For this reason, it is imperative that managers understand the power of reward systems and how they are used to influence employee behavior (Sev, Abayan&Wombo, 2013).


2.1.2 	The Concept and Definition of Reward Management
Reward management is defined as “the strategies, policies and processes required to ensure that the value of people and the contribution they make to achieving organization, departmental and team goals is recognized and rewarded" (Armstrong 2010).According to Armstrong and Murlis, (2007),reward management refers to "the process of formulating and implementation of strategies and policies that aim to reward people fairly, equitably and constantly in accordance with their value to the organization. It also deals with the design, implementation and maintenance of reward processes and practices that are geared towards the improvement of organizational, team and individual performance" (Armstrong &Murlis, 2007).On the basis of the foregoing definitions reward management could be characterized as a motivational tool employed in recognizing employees on the endeavours added to the organisation. It therefore implies reward could be traded as compensation or remuneration or unequivocal cost of labour.
Armstrong (2010), points out that reward management is concerned with the design, implementation and maintenance of reward systems (interrelated reward processes, practices and procedures) which focus on satisfying the necessities of both the organisation and its stakeholders, and to operate fairly, equitably and consistently. These systems cover measures for evaluating the importance of jobs through job evaluation and market pricing, the design and management of grade and pay structures, performance management processes, schemes for rewarding and recognizing people according to their individual performance or contribution and/or team or organizational performance, and the provision of employee benefits. It must be emphasized that reward management is not only about pay and employee benefits. It is equally concerned with non-financial rewards such as recognition, learning and development opportunities and increased job responsibility.
Thus reward management comprises of examining and controlling worker compensation, remuneration and all other benefits for the employees. Reward management intends to make and proficiently work a reward structure for an organisation. Reward structure for the most part comprises of pay policy and practices, salary and payroll administration, total reward, minimum wage, executive pay and team reward. Reward framework exists with a specific end goal to motivate employees to work towards accomplishing strategic goals which are set by entities (Armstrong &Murlis, 2007).Armstrong (2010), points out that in order for an organisation to accomplish an exceptionally committed business condition and its overall business objective, a reward strategy must be created to guarantee that the commitment individuals make to accomplishing organisational or group objectives are valued, recognized and rewarded.
2.1.3 	Purpose of reward system
A study by Svensson(2001), points out that a reward system puts together employees’ real self-interests with the organization's objectives and gives three kinds of management control benefits, informational, motivational and personnel related. To begin with rewards should catch the employee’s attention and at the same time brings up to date update for the individual in charge of what results should be completed in different working areas. Organizations use reward systems to emphasize which parameters their employees should apply the additional effort on by incorporating them in their reward programme. Merchant (2007), stresses that individual in some cases requires an incentive to perform tasks well.Organizations give rewards for a wide range of reasons e.g. to enhance recruitment andretention by offering a compensation package that is competitive on the market. 
According toSvensson (2001), reward systems refer essentially to things that employees value. It is essentialto remember that a reward system can contain both positive and negative rewards. Thenegative rewards frequently observed as punishments. Cases of positive rewards would beautonomy, power, salary increases, bonuses and some negative rewards would be obstructionin work from superiors, zero salary increase, and no promotion. Johnson, Chang, &Yang (2010) outlines the aims of reward system to include: attract, retain and motivate employee, to support the attainment of the organization‘s strategic and short term objectives by helping to ensure that it has the skilled, competent, committed and well-motivated work force it needs, to meet the expectations of employees that they would be treated equitably, fairly and consistently in relation to the work they do and their contribution.
2.1.4	Types of Reward
Rewards are positive outcomes that are earned as a result of an employee's performance. These rewardsare aligned with organizational goals. When an employee helps an organization in the achievement of one of itsgoals, a reward often follows. There are two general types of rewards that motivate people: intrinsic and extrinsic(Nongo, 2005).
(a) 	Intrinsic Rewards 
Intrinsic rewards it’s something that you have to offer yourself and is driven bypersonal interest or enjoyment in the work itself. Because intrinsic motivation exists within the individual,achieving it does not depend on others. Some people believe that the most powerful rewards come from inside aperson (Nongo, 2005).
Think of that sense of accomplishment you feel once you have overcome a significant challenge orcompleted an assignment or work project that required a good deal of effort. Intrinsic motivation provides thatpersonal pat on the back or natural height that reflects a person's ability, competency, growth, knowledge and self-control over their endeavors. Employee’s who tend to work at higher levels of productivity and strive to develop professionally. Intrinsic rewards include things such as: personal achievement, professional growth, sense ofpleasure and accomplishment.In a knowledge economy where the greatest asset an employee can offer an organization is their intelligence, experience, problem solving ability and change-savvy persona, intrinsic rewards are especially important to workers. 
In fact, Frederick Herzberg (2012), who is one of the leading theorists of workplace motivation, found intrinsic rewards to be much stronger than financial rewards in increasing employee motivation. This is not to say that employees will not seek financial rewards in addition to intrinsic rewards, rather it just means that money is not enough to maximize motivation in most employees. People want to feel like their contributions matter (Nongo, 2005).
For example, an employee might want to reach a sales quota set by his manager to earn the bonus that is attached to it, but unless the employee feels a sense of accomplishment as part of making those sales, the motivation to achieve the quota is less powerful. Nongo (2005) argues that to help employees with their intrinsic motivation, managers should:
1. 	Provide meaningful work
2. 	Allow workers to make choices through a high level of autonomy
3. 	Provide opportunities for employees to show their competence in areas of 	expertise
4. 	Facilitate professional development so that employees can expand on their level 	of knowledge
5. 	Offer frequent opportunities for employees to reward themselves
6. 	Allow employees the opportunity to connect with those with whom they serve to obtain valuable feedback
7. 	Give them a path to monitor their progress with milestones along the way.
(b) 	Extrinsic Rewards
Extrinsic motivation is based on tangible rewards. Unlike intrinsic motivation that is self-administered, extrinsic motivation is external to the individual and is typically offered by a supervisor or manager who holds all the power in relation to when extrinsic rewards are offered and in what amount. Extrinsic rewards are usually financial in nature, such as a raise in salary, a bonus for reaching some quota or paid time off. However, extrinsic rewards can also be as simple as getting the better office, verbal praise, public recognition or awards, promotions and additional responsibility (Dugguh, 2004).
These material rewards can be motivating to employees because pay, time off, advancement and recognition are important to most workers. Just imagine how de-motivating it would be to underpaid, overworked and unappreciated, and you can quickly see how important extrinsic rewards are to organizational success. An extrinsically motivated person will work on a task that they do not particularly care for simply because of the anticipated satisfaction that will come from some extrinsic reward. For example, the employee may not be interested in the product he is selling, but reaching the quota means the bonus, therefore he is motivated to put forth the effort he needs to meet the sales quota. Providing employees with extrinsic rewards is relatively straightforward and usually built into performance reviews or individual projects. They are particularly useful in the short-term for motivating employees to work towards one specific organizational goal. Meeting the sales quota for a bonus is an example of offering an extrinsic reward for a short-term goal.
There are many types of rewards and none are to be considered as the best. The employer must choose the most appropriate according to the target achievement he requires from the particular employee, this was confirmed by research conducted by Incomes (Data Services, 2002 as cited in Silverman, 2004). Nonetheless, IDS reports that the company’s culture is one of the most effective ways of influencing the employee. Silverman (2004) states that the employer must choose the most appropriate type of reward.
2.1.5	Objectives of a Reward System
The main objectives an organisation seeks to achieve through the implementation of reward systems are(Ryan, 2013);
1. 	To focus on the organisational goals by aligning the workers desires and targets with the organisational goals.
2. 	To keep a low employee turnover and retain employees with the right skills.
3. 	To keep employee motivation high.
4. 	To align the organisational risk preferences to the managerial and subordinates’ risk preferences.
5. 	To abide by legal terms.
6. 	To be ethically correct.
7. 	To be financially feasible and comfortably administered (Ryan, 2013).
2.1.6	How to Set Reward Systems
As mentioned in the previous section, the employer should choose the reward in conjunction with the type of behaviour the company requires from the employee (Njanja, Maina, Kibet, &Njagi, 2013). At the same time the employee must take into account the type of reward being given and link it to the effort made at work. Managers must keep monitoring employee’ performance in order to augment it. Hence, the reward system must enhance positive behaviour in addition to increasing productivity (Njanja et al., 2013). Examples of this are, for instance, an employee works longer hours, employee initiatives, working in teams, reliability, high working attendance, positive customer feedback, kept deadlines, etc. Thus managers, in accordance with employers, must quantify and design and set a reward system based on the efforts made by their employees (Njanja et al., 2013).
2.1.7	Benefits in Kind
Benefits in kind are monetary rewards which employees are given in addition to their basic salary or performance related pay. Two examples are meal vouchers and health insurance to the employee or family of the employee (Ryan, 2013).
2.1.8	Reward as Employee Motivation
Armstrong (2006) defines motivation as the psychological process that arouses and directs people's goal-oriented behaviour. They ask why people do the things they do and they answer that they are mainly motivated to fulfill their wants and their needs. They continue to suggest that motivation can result from two types of rewards. First is extrinsic reward which is the pay off, such as money a person receives from others for performing a given job. The second is intrinsic reward which is the satisfaction in performing the task itself and a feeling of accomplishment. Also says that there is now substantial research showing that motivation brings high employee (Consuelo, 2010) involvement in organization activities and this enhances the perceptions of employees since they feel valued by the organization. 
Armstrong (2006) argues that capacities of employees are not only the product of their competencies but also of the motivation and opportunities to utilize those competencies. He says that Motivation can come in the form of financial incentives, the opportunity to get involved in company projects, a career path that leads to growth and direct involvement in management. He also observes that human resource management literature has largely emphasized the use of performance-based pay, feedback, employment security, recognition, teamwork and training to motivate employees. Motivation can create a productive work force but lack of motivating factors can leave employees searching for reasons as to why they should give their maximum efforts in their work (Coole, 2012). Staff motivation improves employee performance by creating a favorable environment for work and gives employees positive attitude and morale towards work.
2.1.9	Elements of Reward System
According to Merchant, (2007) an exceptionally well known sort of long-term incentive issome type of a confined stock plan. This reward refers to shares given as a bonus to employee,in any case, they can only be sold after a time period. After for example one year, the employeewill have the capacity to offer one fifth of the offers, following two years he or she will have thecapacity to offer two-fifths and following three years, three-fifths and so forth this is an approachto retain competence within the organization, not to motivate employees, since if they decide toend their work before the fifth year, they will lose the rest of the parts. A few firms take this muchfurther by pulling back the shares one already received.
Also known as financial or tangible or monetary is majorly financial in nature. It is called extrinsic because it is external to the w not it is granted. It comprise such elements as pay, fringe benefits, job security, promotion,social climate, competitive salaries, pay raises, merit bonuses, compensatory time off etc. (Mahoney and Lederer, 2006) motivation tool.
In addition, extrinsic rewards drive workers morale and the distribution of these rewards always has loomed large in companies, especially in accordance with performance evaluations in present globalization eras. The following are forms of extrinsic reward system.
A. 	Pay
Money is one of the best means for creating motivation because money is needed to fulfil the basic necessities of life so it motivates employees more than any other incentive. According to Kahn, Farooq, andUllah(2010) paying is a vital factor which affects employee‘s creativity. Different motivating elements like promotion and bonuses, and suitable payment compensation have significant connection with higher performance (Oyegbaju, 2009). Similarly, McNamara (2008) outlined compensation to include issues regarding wage and/ or salary programs and structures accruing from job descriptions, merit-based programs, bonus-based programs, commission based programs and so on, while benefits typically refers to retirement plans, health life insurance, disability insurance, vacation, employee stock ownership plan and so on.
Furthermore, Gomez,Balkin, andCardy (2006) viewed employee compensation as comprising of base pay and fringe benefits. Base pay or cash pay is the direct pay provided by employers for work performed and these include salary, overtime pay, shift allowance, uniform allowances and pay contingent on performance like merit awards, incentive pay, bonuses and gain sharing.
B. 	Fringe Benefits
A benefit that workforce is given with their job in addition to pay are called fringe benefits. The employee creativity is influenced by the availability of fringe benefits. The provision of fringe benefits would be create an optimistic, creative work environment and increases output and sales. Creative workforce would be lead to organizational excellence, prosperity, excellent quality and cost control. In fact fringe benefits play a significant role to motivate employees because they compel the workforce to put extra efforts as much as the incentive of money does. No doubt money is a big factor to motivate the employee, but the fringe benefits have their own importance. It is important for managers to realize that the employees must be given the better working conditions along with the fringe benefits so that they give their best  (Kahn, Farooq, &Ullah2010).
C. 	Bonuses
According to Finkle (2011) bonus is form of reward that organizations use to reward employees for exemplary performance that is if they have performed higher or exceed their set targets, this hence makes them eligible. According to Jane (2009) bonuses are considered taxable to employees, but are considered an expense of doing business and a tax benefit to the employer.
Intrinsic rewards often called non-financial rewards are inherent of an activity and their administration is not dependent upon the presence or actions of any other person or thing. Intrinsic is concerned about the feeling of being recognized, praised for a job well done and participation in whatever we do.
On the other hand, intrinsic reward is a psychological reward that employees get from doing meaningful work and performing it well (Thomas, 2008). Intrinsic reward is simply the internal feelings of satisfaction, growth, autonomy and self-competence an individual experience during his/her career. It comprises achievement, challenge, autonomy, responsibility, variety, personal and professional growth, status recognition, praise from supervisors and co-workers, personal satisfaction, feeling of self- esteem, self-discernment, creativity, opportunity to use one‘s skills efficient and ability feedbacks.
The effect of non-monetary incentives has employees empirically been job proven. Lewis (2013) posits that praise and recognition are effective ways of motivating employee behaviour in the organization as they are considered the most important rewards.
Aktar, Sachu, &Ali,(2012) contend that nonmonetary incentives which are represented by recognition, learning opportunities, challenging work and career advancement, have been found to be an effective tool in motivating workers and consequently increase their performance. This incentive is highly appreciated probably due the opportunity it offers in terms of skill development of the workers which in the long run could be translated to higher monetary reward. The following are the forms of Intrinsic reward system.
A. 	Empowerment
Empowerment has been implicitly defined in the literature under different terms such as participative decision making, job enrichment, delegation (Chen &Aryee, 2007).
For more illustration, employees would be psychologically empowered and motivated by empowering leaders' practices and behaviour. Put another way, empowering leaders provide autonomy to their employees in the workplace, which in turn make employees to recognize that they are autonomous and have a freedom to produce novel and creative ideas (Gange&Deci, 2005).
Supporting this point, Ahearne et al. (2005) highlighted practices and behaviors of empowering leadership that are related to creativity. Specifically, providing autonomy in the workplace, encourage employees to participate in the decision making. These practices by empowering leaders are strongly related to creativity. To emphasis this point, creativity literature found that job autonomy and participation in the decision making are antecedents for employee creativity (Coveney, 2008).
Employee participation in decision making improves effectiveness and innovation and at the same time it enhances employee motivation and trust in the organization. An equal opportunity of participation in decision making can be effective in giving employees a sense of pride and ownership. When the employees are empowered to take action, it gives them the ownership of their job. The empowerment helps them to take responsibility of their job and impact of their performance on the organization. This increases their creativity and self-esteem. Organizations can make employee creative by providing chances to pursue their own thoughts by designing employee involvement programs like participative management and quality circles.
The participative management would be allowed the employee to share their thoughts at one platform and participate in joint decision making. In quality circles, less than ten employees meet with their supervisor to discuss and control quality issues. This would be create a strong sense of accomplishment and ultimately increases their creativity and job satisfaction. The motivation of the employee to voice their ideas is increased when given an opportunity to share their perspectives in participative decision making.Personal growth opportunities: Employees at all levels of organization recognize the importance of continually upgrading their skills and of progressively developing their careers. This is the philosophy of continuous development. Many people now regard access to training as a key element in the overall reward package. The availability of learning opportunities, the selection for training courses and programs and emphasis placed by the organization on the acquisition of new skills as well as the enhancement of existing ones, can all act as powerful motivator.Workers who are more involved in their jobs design display more work commitment and experience lower turnover(Gange&Deci, 2005).
B. 	Recognition
Recognition is to acknowledge someone before their peers for desired behaviour or even for accomplishments achieved, actions taken or having a positive attitude. Appreciation on the other hand centres on showing gratitude to an employee for his or her action. Such rewards help employees to gauge their performance and know whether they are doing good or bad (Sarvadi, 2010)
Unfortunately, many managers seem to be too busy to recognize the positive contributions of their employees, only taking the time to correct the mistakes and solve the problems. Recognition of a job well done or full appreciation for work done is often among the top motivators of employee performance (Koch, 2005).
Singe et al. (2009) provides advice to any leader of change as being one of the most important tasks when they to recognize state: ―learn and appreciate pro refer to an attitude adjustment in starting to recognize any and all achievements of all employees in an organization, and call it.
According to the Carrot Principle by Gostick and Elton (2009) the most successful managers provide their employees with frequent and effective recognition. You get people to do more by rewarding their good work than by punishing their bad behaviour, and employees who feel appreciated are less likely to be disloyal or to leave the organization.
Furthermore, recognition can come in several forms such as employee awards, pay raises, promotions, and physical and verbal support. The key is not necessarily what recognition is bestowed, but the fact that the employee is being recognized. Further to this it is important to provide a forum for this recognition so the employees can receive the accolades in front of their peers. Nothing can be more motivating than to receive an award honoring achievement in front of the entire company during a formal awards ceremony. This would be help motivate others to strive to achieve high results so they too can be rewarded for quality work.
Another important function of recognition for work is that it provides feedback concerning the competence of one's job performance. Thus praise indicates that one has done his or her work correctly and according.
Depending upon the form in which such feedback is given it can be used to correct the past errors or set future goals for performance. Recognizing achievement can also be achieved by regularly holding me progress towards targets, explaining the o enlargement of the job to provide scope for more interesting and rewarding work. To the standard hand indicates that one has not met the standards (Gostick& Elton 2009).
C. 	Praise
The concepts of "recognition" and "praise" are two critical components for creating positive emotions in organizations.Employee appreciation centers on showing gratitude to an employee for his or her action. Such rewards help employees to gauge their performance and know whether they are doing good or bad (Sarvadi, 2010).Besides, the need to feel appreciated is deeply ingrained in all employees. Being appreciated through praise helps employees develop a positive self-concept and it meets their needs for esteem, self-actualization, growth and achievement.
Similarly, Avalos (2007) feels recognition is emerging in this changing universe as a critical linchpin in the rewards platform. She believes that employees work for much more than a pay check. They want to be recognized for their efforts.Therefore, employers should show appreciation and give employees credit for their work. Praise for a job well done is probably the most powerful, yet least costly and most underused.
D. 	Promotion
The advancement of an employee from one job position to another job position that has a higher salary range, a higher level job title, and, often, more and higher level job responsibilities, is called a promotion. Sometimes a promotion results in an employee taking on responsibility for managing or overseeing the work of other employees. Decision making authority tends to rise with a promotion as well. Heath field (2005) viewed promotion as desirable by employees because of the impact it has on pay, authority, responsibility, and the ability to influence broader organizational decision making.
It is related to the fundamental concept that employees are motivated when they are provided with the means to achieve their goals (Armstrong &Murlis, 2004). Likewise, the philosophy behind motivating through responsibility was expressed as follows in McGregor‘s theory Y: the average human to accept but also to seek responsibility‘. intrinsically motivating are that, first, individuals must receive meaningful feedback about their performance, second, the job must be perceived by employees as requiring them to use abilities they value in order to perform the job effectively, and third individuals must feel that they have a high degree of self-control over setting their own goals and over defining the paths to these goals (Armstrong &Murlis, 2004).
Therefore, there is positive relationship between promotion practices and perceived performance of employee. Poisat (2006) agrees that employees generally value the need for autonomy and authority, and that they prefer a job that would require increased responsibility and risk. If organizations want to accelerate performance of employees in the organization, fair promotional opportunities should be given to employees.
Furthermore, in managing people who work for the organization, the management has to play smart in retaining, attracting and motivating them. This is to avoid people from leaving to another organization and this would be result in the organization as a lost. The definition of the rewards is explained as any object or event that generates approach behaviour and consumption, produces learning of such behaviour, and is an outcome of decision making (Schultz, 2007). Consequently, reward play a vital role in determining the significant performance of an organization and it is positively associated with employee outcomes like creativity.
3. 	Individual-Based vs. Group-Based Rewards
According to Merchant, (2007), for a group reward to give direct incentive impact, the employeeto whom the rewards are promised needs to trust that they can impact the performance onwhich the rewards depend on to a significant extent. Accomplishing something as a componentof the group normally strengthens the ties between colleagues. In any case, in the event thatsomebody has been part of the group without contributing in the same way as the rest, normallyleads to great dissatisfaction among the rest, and informs employees that they get rewardswithout input. In many projects and organizations, it is not possible to carry out a task withoutanyone else however the task completing process is a process though the organisation, drawingin a wide range of individuals. In these cases a group based reward is best since everybody has"pulled their weight", in spite of the fact that it is difficult to see the individual effect.
Individual-based rewards normally leads to sub-optimization (Jaghult 2005). Whenpresenting an individual-based reward system employees, tend to focus on their ownperformance rather than the organization's performance as a whole. Approaching colleaguesand managers for help is suddenly something you think twice about as you may need to share afuture reward if you do. This prompts tasks fulfilled with an alright result, rather than a betterresult that might had sprung from a cooperation with colleagues more competent to the task orparts of the task, thus sub-optimization. In any case, an individual-based reward makes the bestmotivation and greater incentives for the individual.
According to Jaghult, (2005) increasing the responsibility regarding an employeenormally has a tendency to also increase motivation. This in light of the fact that increasedresponsibility makes the employee feel more valued and skillful. At the point when in a group,individuals gain from each other, making increasingly positive actions, and furthermore getsmore effective. Compensating a group suing a monetary reward, frequently makes an intrinsicreward for the group-members, as they feel fulfilled having a place with a group that hasperformed something phenomenal. 
4. 	Performance-Based Reward System
Performance related pay is a type or part of reward system in which the employee’s wage is based on the reviewed performance in a stipulated time frame. It can either be individually or team assessed. These are called Individual Performance Related Pay and Group Performance Related Schemes, respectively (Ryan, 2013). Individually based, can be in the form of an increase to the wage or bonus, whilst the team based are typically paid when a target is reached by a company department or branch. Both individually and team based are pre-established and assessed by their respective manager (Ryan, 2013).
The other types of performance related payments are ‘Profit related pay’ in which it is a type of group based reward where the worker remuneration is partly related to the organisation’s profit. (Ryan, 2013). In the case of ‘Piecework schemes’ payment is given per unit work done, ‘Commission’ payments are normally set for sales persons, ‘Stock option plans’ are investments that employees are allowed to invest in their same company. (Ryan, 2013). This is done by buying future shares at the agreed present price and‘Knowledge contingent pay’. This is a wage increment that an employee obtains on finishing learning courses (Ryan, 2013).
The objective of performance related pay is based on motivational theories and the influential level that a monetary reward has on employee performance., Abehaviourist called Skinner, believed that learning can only occur through external positive or negative reinforcement, ‘the carrot or stick’ techniques (Suff, Reilly & Cox, 2007). As opposed to Maslow’s theory and the other expectancy theorists, Taylorism implies that monetary rewards are the only motivational tools for employees (Suff, Reilly & Cox, 2007). This is an employer centric view, in which the employee’s behaviour is moulded and controlled as desired by the employer (Suff, Reilly & Cox, 2007).
5. 	Skill-Based Reward System
According to Gerald and Herbert (2011) skill-based pay (SBP) is a compensation system that rewards employees with additional pay in exchange for formal certification of the employee’s mastery of skills and/or competencies. Skill is acquired and observable expertise in performing tasks. 
Competencies are more general skills or traits needed to perform tasks, often in multiple jobs or roles. In SBP systems, employees receive additional pay only after they demonstrate the skills and/or competencies that the system rewards. Thus, SBP is a person‐based system, because it is based on the characteristics of the person rather than the job. In more common job‐based pay systems, pay is based on the job, which employees are entitled to receive even if they are not proficient in their position (Gerald & Herbert, 2011). 
One dimension of Skill Based Pay is the type of skills or competencies that the system can reward: depth (gaining greater expertise in existing skills); breadth (increasing one’s range of skills); and self‐management (gaining skills that might previously have been reserved for higher levels in the organizations, such as planning, training, budgeting, etc.). The second dimension focuses on whether the reward offered is a bonus or base pay increase. Different types of SBPs have different configurations associated with different traditions, and goals and implementation processes differ across the different SBP types (Gerald & Herbert, 2011).
2.1.10	Employees Performance
According to Maharjan (2012), performance is an achieved result because motivated by the work and satisfy with the job they’ve done. Every individual will likely face unpredictable situation during in the process to achieve required need by working and growing experience in which someone will progress in his life. According to Mangkunegara (2009), employee’s performance is the work result base on quality and quantity achieved by an employee in doing his/her job given to them. According to Nawawi (2006), performance is an answer to what have been achieved by someone after performing something. Work performance is the result of one’s work in performing his/her assignment given to them, based on skills, experience, dedication and time.
Rivai and Ella Jauvani (2009) define work performance as real behavior express by everyone as work achievement produced by employee appropriate to their role in the organization. Work performance is a display of a situation as it is at an organization in certain period of time and is a result and achievement influenced by organization’s operational activities in utilizing their resources. Base on the opinion above, it could be concluded that work performance is a work result of work achievement of one or group’s quality and quantity achieved in an organization in performing its jobs.
This is the ability to achieve organizational goals more effectively and efficiently. If an organization is to meet its goals effectively and efficiently ways of accurately measuring management performance must be implemented for performance to be effective employers should recognize the legitimate desires and needs of employees for progress in their professions Harold Koontz (1994) as cited in Nawawi (2006) ways in which employees performance can be increased to achieve organizational goals include proper incentives systems, these include financial incentives and non-financial incentives. Performance is a major concern to all organizations. It’s the level at which an organization is placed in a particular industry various measures are used to measure it, ranging from gross sales, profit, market share, competitive advantage and customer rating. Performance of an industry in an economy could best be measured in terms of time taken to finish and costs incurred in relation to the original planned project duration and financial budget by Ubeku (2013). The term performance will be used as a global concept that represents the results of organizational activities. Effectiveness and efficiency will be reviewed as components of performance. 
To improve organizational performance, it is important that an organization continuously translate employees' abilities into quality output and thereby, employees become more valuable to the organization, hence the need for them to be rewarded equitably. Competency based pay is mostly abandoned by modern organizations (Lee, Kim, Ko, & Sagas, 2011), however, the reward system has encouraged complacency amongst employees in organizations where it is completely adopted all over the world as it helps to identify employees who contribute more than others and reward them accordingly (Maycock, Ikuomola& Johnson, 2015). 
The manpower of an organization is the most flexible and versatile aspect of the internal environment and every organization willing to perform must be able to cope with challenges that may arise from a failure to meet their needs. However, few enterprises are aware of the fact that ensuring employees' compliance to a set performance standard can serve as a source of generating higher performance in the workplace, boosting workplace morale and even eliminating the effect of social loaf that may arise in the workplace and in turn affect the overall performance (Ebitu&Beredugo, 2015).
2.2 Theoretical Review
2.2.1 Maslow’s Hierarchy Theory of Needs
Maslow designed a theory based on the order of the person’s needs. He categorized the needs into a consecutive order of five major sections. Maslow states that the primary needs must be fulfilled prior to the top, ultimate needs. Kaufmann, 2005 outlines that in fact it is futile to converse with a worker about a ‘meaningful job’ when the worker’s basic needs are not being met.


1. Physiological Level
In order for a person to adapt, this level must be fulfilled. Some examples are food, water, clothing, home, and breathing. As for the working position, the minimum wage, at least, must be assigned, in order to meet the person’s basic needs (Kaufmann, 2005 as cited Fransson&Frendberg, 2008).
2. Safety and Security Level
This level outlines the surrounding’s aspect for psychological and physical security. Examples of which are the property, family, health, social stability and employment. At work, besides the actual physically safe environment, job retaining is also a security aspect for the employee (Kaufmann, 2005 as cited in Fransson&Frendberg, 2008).
3. Love and Belonging Level
Human connections are very important in order to move a person forward. Family, friendship, intimacy, and a sense of connection are the needs for this level. A sense of acceptance and support are vital. Organisations can help by promoting team building and conceive a healthy environment for co-operation (Kaufmann, 2005 as cited in Fransson&Frendberg, 2008).
4. Self-Esteem Level
After achieving the first three levels a person searches for prestige and success in order to gain respect from others. This level is composed of achievement, confidence, respect for others and the need to be a unique individual. Kaufmann points out that the appraisal of an employee’s work is a very simple method of building this employee need. Appraising openly in front of other workers, verbally or on bulletin boards or by presenting a high performance certificate are a company’s way of aiding at this level. This outlines and rewards the employee outside the normal performance (Kaufmann, 2005 as cited in Fransson&Frendberg, 2008).
5. Self-Actualisation
This is the highest and last level. Kressler (2003) states that at this level a person acquires wisdom, understands the world, achieves independence, acquires individuality and develops creativity (Fransson&Frendberg, 2008). According to Maslow, this level is composed of meaning and inner potential, instated by the acceptance, experience, morality, spontaneity and creativity. When a worker acquires this level, a high motivational level is perceived by this employee. Frequently, when this is achieved, the employee is high performing, wherein both the worker and the company are benefiting (Kaufmann, 2005 as cited in Fransson&Frendberg, 2008).
In the working context, Maslow’s hierarchy theory, 1943 is a motivational drive. It is used to interpret a variety of working situations (Kreitner&Kinicki, 2007 as cited in Jiang, Xiao, Qi, &Xiao, 2009). It is very important to evaluate Maslow’s basic needs upon setting up the reward system strategy, in order for the organization to meet its goals. The flexibility and proofs of this theory delineate an optimal use for this research. This is due to the fact that a questionnaire based on Maslow’s hierarchy of needs theory, can analyze a reward system in a break down manner. Therefore, a more analytical method of reward system analysis can be performed.
2.2.2 Vroom’s Expectancy Theory
Vroom, 1964 theory devised a formula in order to quantify the level of motivation of an employee at work on a particular task.
Motivational Force = Expectancy x Instrumentality x Valence
Vroom (1964) designed this theory as a means to quantify the level of motivation an employee has in a particular task or objective. Vroom suggested that the ‘Motivational Force is set by the ‘Expectancy’ multiplied by the ‘Instrumentality’ multiplied by the ‘Valence’ (Kressler, 2003 as cited in Njanja, Maina, Kibet, &Njagi, 2013; Fransson&Frendberg,2008). Expectancy being the employee’s thought of the incremental investment in the task and instrumentality, as the belief of the achievement (Kressler, 2003; Armstrong, 2005 as cited in Njanja et al., 2013; Fransson&Frendberg,2008). Valence is then the desirable degree of the employee’s achievement or reward (Kressler, 2003 as cited in Njanja, et al., 2013; Fransson&Frendberg, 2008). Managers should give utter importance to the Valence since every employee’s preferred reward is different.
Vroom (1964) outlined the fact that employees work more efficiently when their wage depends on their performance at work. However, this must not be affected by prejudice, the performance evaluation should be objectively merited (Pratheepkanth, 2011).
2.2.3 Goal Theory
According to goal theorists, the goal directly influences the motivational level and behaviour of the employee and can lead them to believe that they are going to reach the goal. This in turn does not imply that an employee needs a financial reward. The goal theory has a compelling indication, that setting an aim is an effective motivational tool in itself (Suff, Reilly & Cox, 2007).
Many theorists refined the goal theory in a variety of ways based on the expectancy theory. Porter and Lawler (1968) as cited in Suff, Reilly & Cox (2007) continued to develop this Vroom’s theory by implying that motivation is dependent on whether the results have a psychological meaning (valence) for the worker. The employee expects the reward for his efforts but the employer must clearly set the appropriate reward. It is detrimental if a set reward is either too small or unappreciated by the employee (Suff, Reilly & Cox, 2007). Therefore, valence has both qualitative and quantitative factors. In other words, whether the right choice and amount of reward is given. Hence this has a direct influence on performance related pay schemes (Suff, Reilly & Cox, 2007).
2.2.4 Adams’ Equity Theory
According to Adams (1965) an employee is uncomfortable when the employer gives him a higher reward than others (Suff, Reilly & Cox, 2007). Adams’ Equity theory states that the employees would like to be fairly satisfied and rewarded at work (Jiang et al., 2009). The workers contrast their input at work with the output of the organisation to them (Jiang et al., 2009). Adam’s theory concurs with Vroom’s theory in the fact that if the output from the organisation is less than the input by the worker, this would result in a dissatisfied and demotivated employee. Therefore, the successful reward system strategy must realise the importance of justice within the organisation (Procedural Justice of Performance Management) (Jiang et al., 2009).
Adams’ (1965) equity theory states that employees compare their input/output ratio to other employees in order to picture one’s own situation in the organisation, most commonly comparing one’s pay (Bhakta & Nagy, 2005). Research shows that lower or higher wages lead to a high contrast between desire and output causing a lower degree of job satisfaction (Rice, Bennett, & McFarlin, 1989 as cited in Bhakta & Nagy, 2005). Therefore, the employee’s desire is crucial in assessing whether income affects the employee’s satisfaction. Furthermore, if the employee’s desires are already satisfied, an income increase is irrelevant (Solberg et al., 2002 as cited in Bhakta & Nagy, 2005).
2.2.5 Theory Adopted
The Adams’ equity theory was adopted for this study as it explains better how reward system affects employeesperformance. The theory proposed that employees compare their input/output ratio to other employees in order to picture one’s own situation in the organisation, most commonly comparing one’s pay (Bhakta & Nagy, 2005). Lower or higher wages lead to a high contrast between desire and output causing a lower degree of job satisfaction. Employee’s desire is crucial in assessing whether income affects the employee’s satisfaction. Furthermore, if the employee’s desires are already satisfied, an income increase is irrelevant.
2.3 Empirical Review
Jesca, (2014) studied the impact of reward systems on the organizations performance in tanzanianPharmacying industry: a case of commercial Pharmacy in mwanza city. The study used descriptive research design which incorporated both quantitative and qualitative approaches. The study surveyed 65 employees from three commercial Pharmacy (CRDB, NBC and NMB) in Mwanza City, using self administered questionnaire. It also interviewed selected employees. The data was analyzed with use of descriptive statistics (SPSS and excel) and data presented as frequency distribution tables and histograms. The findings of this study showed that the three commercial Pharmacy in Mwanza city offer both extrinsic (salary, bonus and promotion) and intrinsic (praise, recognition and genuine appreciation) rewards to their employees. However, the results found that employees were not satisfied with the current reward packages and salary level was viewed to be too low and did not reflect cost of living in Mwanza city. The study further indicated the intrinsic (non financial) rewards were not satisfactory to employees. It therefore concluded that, reward systems is significant to enhance the organizations performance of Pharmacying industry.
Richard (2016) examined effects of reward system on productivity in the local government system in benuestate, Nigeria. The study made use of the structured questionnaire as the major instrument for data collection. The descriptive statistic of mean and standard deviation were used for answering the questions while the inferential statistic of Chi-square was used testing the hypothesis. They found out that, productivity in the local government system is dependent on reward system given that the calculated value of the chi-square (489.7) is greater than the critical value of the chi-square (16.92) at 5% level of significance. The study concludes that, rewarding employees is critical not only to increase in the level of productivity but also leads to job satisfaction on the part of the employees. 
David (2017) investigated a research on the reward system and its impact on the employees. A case study of Vodafone Malta. The study used two approaches have been utilised: a qualitative approach which entailed interviewing the company’s reward expert and a quantitative approach where questionnaires were distributed to Vodafone employees. The company’s reward expert’s feedback was then compared to the results obtained from the quantitative part of the study. This entailed the distribution of questionnaires to all the employees within the company. The main aim of the questionnaire was to gather data concerning monetary and non-monetary types of rewards. 40% percent of the questionnaires were recovered. The findings of the study revealed that employees were mostly interested in money followed by Job Satisfaction and Job Security. An employees' preference of monetary rewards was not influenced by gender, age or working duration at Vodafone Malta. However, the working position made a significant difference in the choice between monetary and non-monetary rewards. In conclusion, Vodafone Malta turned out to have a very successful reward system since, overall, employees answered all questions positively.
Girma and Habtamu (2019) studied the effect of reward system on employee creativity Inoromiacredit and saving share company (Ocssco) case of Bale Zone Branch.Simple random sampling techniques was used to select a sample of 158 respondents from target population of 260.Data was collected using open & close ended questionnaire. In order to answer the research questions, the researcher used a software SPSS 21 version for data operation and analysis. The result of the findings of descriptive statistics indicated that practice level of both intrinsic & extrinsic rewards in OCSSCO is low. In addition, the results of Pearson correlation shows there is a significant and positive relationship between extrinsic reward, Intrinsic reward & employee creativity. Moreover, the result of regression analysis indicates almost 76.3% of employee creativity is explained by extrinsic & intrinsic rewards. Similarly, the result indicates intrinsic reward is more contributing factor to employee creativity than extrinsic reward. Therefore, the researcher concluded that in addressing employee creativity and for accomplishment of organizational goal, it is important for the management to make effective use of both extrinsic&intrinsic reward system for their employees. In addition, the management needs to assess reward practice of similar institutions & make necessary adjustments.
Walters, Bamidele, Emmanuel, Nwanneka and Benedict (2019) investigated the effect of reward system on employee performance in selectedmanufacturing firms in the Littoral Region of Cameroon. This research work is a survey which makes use of a sample of 538 employees drawn from a population of 5146 employees of ten selected manufacturing firms within the Cameroon Littoral Region. The sample was selected by the use of the Cochran’s formula for finite population sample at a 95% confidence level. The major source of data used for the study was primary data and the instrument used for data collection was questionnaire. The findings revealed that, profit sharing had a significantly positive effect on employee commitment in manufacturing firms; flat rate systems had a significantly negative effect on employee work values in manufacturing firms; and collective bargaining reward systems had a significantly positive impact on employee cohesiveness in manufacturing firms. The study concluded that there is a positive link between reward systems and employee performance. This link creates an opportunity for employers to use reward system as a motivating factor to fine-tune employee behaviour towards efficiency and effectiveness.
Okosi and Chukwuemeka, (2020) examined the effect of reward system on employee performance in sachet water companies inAnambra state, Nigeria. The study was anchored on Adam’s (1965) equity theory of motivation. As a cross-sectional survey research design was used, a structured instrument developed by the researcher to reflect such options as strongly agree,agree, undecided, disagree and strongly disagree popularly referred to as five (5) points likert scale was used to obtain information from the respondents. The population of the study comprised of 525 employee of the selected sachet water companies in Anambra state. A sample size of 150 employees was drawn from the population using purposive sampling of which 139 copies of questionnaires were duly completed and returned showing 96% response rate. Research hypotheses were tested using Multiple Regression Analysis (MRA) which was carried out with the aid of Statistical Package for Social Science (SPSS) version 23. Findings from the study revealed that wages and salaries have a significant effect on employee performance in the selected sachet water companies in Anambra state. The study results also showed that staff recognition have a significant positive effect on employee performance in the selected sachet water companies in Anambra state. Staff training and development showed a significant positive impact on employee performance. The study concludes thattraining implies acquiring knowledge to fill the gap between what is known and what should be known.Therefore, seminars/ workshop should be regularly organized by the management in order to update the employee knowledge.

CHAPTER THREE
METHODOLOGY
3.1 Research Design
This study will adopt a descriptive research design to seek the opinion of Tuyil Pharmacy’ staff in the area of study on the extent to which reward system affects employees’ performance in Ilorin Metropolis. Descriptive research design is considered appropriate as it helps to explain current practices regarding the subject matter. This research design will go a long way to help the researcher to measure each variable, identify and describe the extent of the impact of reward system on employees’ performance. It also protects against bias and maximizes reliability. This study obtained information by asking key informants questions on the impact of reward system on employees’ performance.
3.2 Sources of Data
For the purpose of this study, primary source will be adopted. The primary data will be sourced using questionnaire. The copies of questionnaire will be distributed directly to the target respondents within the population. All advantages will be fully utilized whilst the shortcomings will be guided against so as to make it free from bias and ensure good generalization.
3.3 Population of the Study
This study used Tuyil Pharmaceutical industries limited employees as the population of this study. According to the administration manager (2021) the current workforce of the industry is 400. This forms the population of interest for this study. This company was used because it uses competence-based pay method as the means of remunerating its employees’ and its closeness and easy accessibility as well as the researcher’s familiarity with the environment makes it well suited for the study.  
3.4 Sample Size and Sampling Technique
For the purpose of this study, a multi stage sampling technique will be used in selecting the respondents in the three levels of the industry (top level, middle level-senior staff and lower level-junior staff and operators) for this study from the total population considered in the study area. The sample size used was 200 employees of Tuyil Pharmaceutical industry limited and was determined through Taro Yamane’s formula which takes cognizance of small population proportion as follows: 

Where 	n = Sample size
	N = Total Population
	E = Tolerable Error (5% i.e., 0.05)





3.5 Sampling Procedures
This research make use of multi stage sampling techniques to group the population into clusters and then simple random techniques will be used to select sample for the study. The study uses self-administration method and some research assistants in administering the questionnaire to the sampled set of the population.
3.6 Data Collection Instruments
A likert scale structured questionnaire on reward system with elements drawn from the reviewed literature was compiled by the researcher to accommodate reward system and employee performance within the academic parlance. The researcher opted for questionnaire because, in terms of spread and coverage, it is the most effective way of reaching out to a very large number of people at the same time from which similar types of data can be obtained. Also, it is relatively cost effective, less time consuming and respondents may have greater confidence in their anonymity and thus feel freer to express their views. The five-point Likert scale ratings are: Strongly Agree – SA (5), Agree – A (4), Undecided – U (3), Disagree – D (2), Strongly Disagree – SD (1). The questionnaire was designed in two sections. Section one for bio-data of the respondents while section two focused on issues of reward system and employee performance in Tuyil.
3.7 Method of Data Analysis
Data will be statistically analyzed after being collected from the field. The data generated from the field of study will be presented using descriptive and inferential statistical techniques will be used. Multiple linear regression analysis will also be used to analyze the relationships between the conjectural statements stated.
3.8	HISTORICAL BACKGROUND OF THE CASE STUDY	
	Tuyil Pharmaceutical industry limited, Ilorin is one of the indigenous companies in Nigeria. It was founded in the year 1996 with four departments namely;
· Quality control department
· Production department
· Administrative department
· Maintenance department
The overall staff during the period was 36 (Thirty six) in number.
	As the time, the product produced was just six (6) in number. They moved to a permanent site along Vivi Road. The strength of their staff is above 650, both the managers, senior staff and junior staff respectively.
	Before year 2004, the product line of the company increase through the following products. Flagy tablets Vitamin C tables, folic acid, Tubzole bolue, Vamiron Syrub blood tonic and Dazole tablets.
	Currently, the company has increased the number of products range to over 98 products and some of them are:
Vamiron Capsule, Vamacap Capsule, No – pain tablet, Vamicee Syrup, Tutolin Adult and children, Mist Mag Gecrol Suspension, Vamizole Mixture, Tumol Extra table to mention few.   
Tuyil pharmaceutical industry is an indigenous pharmaceutical industry with ability and capacity of competing favourably with indigenous and non – indigenous pharmaceutical industries through the quality pharmaceutical products produced in the organization and its level of marketing.





















CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0	Preamble
This chapter discusses the analysis of data collected through the administration of questionnaire to the staff of Tuyil pharmacy, out of the 200 questionnaires administered, the total number of useable questionnaires were 168 from the pharmacy respondents. The analytical tools utilized in this study were both descriptive and inferential statistics.
4.1	Presentation and Interpretation of Respondent Characteristics
The following section discusses the statistics on the demographics of the respondents which are depicted in Table 4.1.1 to 4.2.6 and followed by data obtained regarding the subject of this research (reward system).
	Table 4.1.1: Demographics Characteristics Analysis

	Sex
	Frequency
	Percent
	Cumulative Percent

	Valid
	Male
	73
	43.5
	43.5

	
	Female
	95
	56.5
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Table 4.1.1 shows female respondents were, 95 (56.5%) the male respondents were 73 (43.5%). The female respondents who took part in this study outnumbered their male counterparts. This implies that management of the Tuyil has been giving female employees more active roles in the organization than the male, which might be attributed to increasing campaign for female gender inclusiveness in every sector’s of the economy.





	Table 4.1.2: Marital status

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Single
	72
	42.9
	42.9

	
	Married
	85
	50.6
	93.5

	
	Divorced
	9
	5.4
	98.9

	
	Widowed
	2
	1.1
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Table 4.1.2, shows the marital status of the respondents. It was revealed that 85 (50.6%) of the respondents were married, 72 (42.9%) of the respondents were single, 9 (5.4%) of the respondents were divorced while the remaining 2(1.1%) were widowed. This connotes that majority of the respondents were responsibly married and that their marital status does not affect their performance.
	Table 4.1.3: Age Distribution of The Respondents

	Age
	Frequency
	Percent
	Cumulative Percent

	Valid
	21 – 25years
	54
	32.1
	32.1

	
	26 – 30years
	73
	43.4
	75.5

	
	31 – 35years
	36
	21.5
	97.0

	
	36 – 40years
	2
	1.2
	98.2

	
	41years and above
	3
	1.8
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Age groups of the respondents are presented in table 4.1.3. shows that 54 respondents representing 32.1% fall within the age of 21-25 years, 73 respondents representing 43.4% fall within the age of 26-30 years, 36 respondents representing 21.5% fall within the age of 31-35 years, 2 respondents representing 1.2% fall within the age of 36-40 years while 3 respondents representing 1.8% fall within the age of 41 years and above. This implies that the majority of the respondents were between the age ranges of 26-30 years. The implication of this is that the organization employs young minds who are innovative and full of energy and thus can be trained to improve with time since the organization is a growing one.
	Table 4.1.4: Highest Educational Qualification

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	OND/NCE
	75
	44.6
	44.6

	
	B.Sc./HND
	91
	54.2
	98.8

	
	Masters
	2
	1.2
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Table 4.1.4 shows the level of education of the respondents. It was revealed that 75 (44.6%) of the respondent were NCE/OND holders. 91(54.2%) of the respondents were HND/B.Sc holders. 2(1.7%) of the respondents were Masters holders.  This implies that majority of the respondents have a good educational background and the organization believe that the HND/B.Sc certificate holders are more exposed to practical than other educational qualification in terms of employment.
	Table 4.1.5: For how long have you been working in the organization

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	3 – 6 years
	70
	41.6
	41.6

	
	7 – 9 years
	66
	39.3
	80.9

	
	10 years and above
	32
	19.1
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Table 4.1.5 shows that only 41.6% of the respondents had spent less than 7 years in the organization while the remaining 39.3% of the respondents selected in this study had spent between 7 – 9 years working with the organization, the remaining 19.1% are employees who have spent 10 years and above with the organization. Hence, majority of the respondents considered in this study have the right experience to respond to questions regarding the impact of reward system on their employee performance in the organization. The implication of this is that the organization does not often restructure its management system.
	Table 4.1.6: The pay I receive in Tuyil spurs me to produce higher performance at work

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	63
	37.5
	37.5

	
	Agree
	87
	51.8
	89.3

	
	Undecided
	11
	6.5
	95.8

	
	Disagree
	4
	2.4
	98.2

	
	Strongly Disagree
	3
	1.8
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Table 4.1.6 shows how the pay employees receive in Tuyil spurs me to produce higher performance at work.  It was revealed that 150(89.3%) strongly agree, 11(6.5%) were undecided while 7(4.2%) strongly disagree. This implies that majority of the respondents are of the opinion that the pay employees receive in Tuyil spurs me to produce higher performance at work.   







	Table 4.1.7: The occasional fringe benefits I receive makes me more committed at work

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	67
	39.8
	39.8

	
	Agree
	84
	45.8
	85.6

	
	Undecided
	9
	7.6
	93.2

	
	Disagree
	4
	3.4
	96.6

	
	Strongly Disagree
	4
	3.4
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.7 shows that majority of the respondents, representing 151(85.6%) strongly agreed that the occasional fringe benefits they receive makes me more committed at work, 9(7.6%) were neutral and 8 (6.8%) strongly disagreed to the statement. The implication of this data is that the occasional fringe benefits they receive makes me more committed at work.
	Table 4.1.8: The bonus I receive for accomplishing a task increases my level of involvement at work

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	81
	43.2
	43.2

	
	Agree
	69
	41.5
	84.7

	
	Undecided
	10
	8.5
	93.2

	
	Disagree
	5
	4.2
	97.5

	
	Strongly Disagree
	3
	2.5
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
As shown in table 4.2.8, majority of the respondents, representing 150(84.7%) strongly agreed that the bonus they receive for accomplishing a task increases my level of involvement at work, 10(8.5%) of the respondents responded undecided while 8 (6.7%) of the respondents strongly disagreed. This indicates that the bonus employees receive for accomplishing a task increases my level of involvement at work.
	Table 4.1.9: Incentives given to me as a staff make me to like working at Tuyil

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	82
	44.1
	44.1

	
	Agree
	70
	42.4
	86.4

	
	Undecided
	7
	5.9
	92.4

	
	Disagree
	6
	5.1
	97.5

	
	Strongly Disagree
	3
	2.5
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
In table 4.1.9, respondents' opinions were sought regarding whether they are motivated by the nature of the pharmacy job in Tuyil. Majority of the respondents, representing 152(86.4%) strongly agreed, 7(5.9%) were undecided, while 9(7.6%) strongly disagreed. This implies that employees are always motivated by the nature of the pharmacy job in Tuyil.
	Table 4.1.10: My preference for pharmacy jobs drives my level of engagement at work

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	66
	39.0
	39.0

	
	Agree
	87
	48.3
	87.3

	
	Undecided
	9
	7.6
	94.9

	
	Disagree
	2
	1.7
	96.6

	
	Strongly Disagree
	4
	3.4
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.10 shows that majority of the respondents, representing 153(87.3%) strongly agreed that their preference for pharmacy jobs drives their level of engagement at work, 9(7.6%) were neutral and 6 (5.1%) strongly disagreed to the statement. From the responses obtained above, it can be deduced that employees’ preference for pharmacy jobs drives their level of engagement at work.
	Table 4.1.11: Motivation from my superiors enhances my productivity level

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	68
	40.7
	40.7

	
	Agree
	83
	44.9
	85.6

	
	Undecided
	10
	8.5
	94.1

	
	Disagree
	5
	4.2
	98.3

	
	Strongly Disagree
	2
	1.7
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.11 shows that majority of the respondents, representing 151(85.6%) strongly agreed that they feel the motivation from their superiors enhances their productivity level, 10(8.5%) were neutral and 7 (5.9%) strongly disagreed to the statement. This implies that most employees feel that the motivation from their superiors enhances their productivity level.
	Table 4.1.12: My performance increases most times when I am promoted

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	72
	35.6
	35.6

	
	Agree
	80
	50.8
	86.4

	
	Undecided
	8
	6.8
	93.2

	
	Disagree
	5
	4.2
	97.5

	
	Strongly Disagree
	3
	2.5
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
In table 4.1.12, respondents' opinions were sought whether they feel their performance increases most times when they are promoted. Majority of the respondents, representing 152(86.4%) strongly agreed, 8(6.8%) were undecided, while 8(6.7%) strongly disagreed. This implies that employees performance increases most times when they are promoted.
	Table 4.1.13: My level of productivity shoots up when I am praised by my superiors

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	72
	44.1
	44.1

	
	Agree
	77
	44.1
	88.1

	
	Undecided
	5
	4.2
	92.4

	
	Disagree
	12
	5.9
	98.3

	
	Strongly Disagree
	2
	1.7
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
In table 4.1.13, respondents' opinions were sought regarding whether their level of productivity shoots up when they are praised by their superiors. Majority 154 of the respondents, representing 88.1% either strongly agreed or agreed, 5(4.2%) were undecided, while 9(7.6%) either disagreed or strongly disagreed. This high acceptance rate of this statement insinuates that employees’ level of productivity shoots up when they are praised by their superiors.
	Table 4.1.14: The level of empowerment I attain through trainings makes me exert autonomy high level of discretion at work

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	83
	53.4
	53.4

	
	Agree
	69
	33.1
	86.4

	
	Undecided
	8
	6.8
	93.2

	
	Disagree
	3
	2.5
	95.8

	
	Strongly Disagree
	5
	4.2
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
As shown in table 4.1.14, majority 152 of the respondents, representing 86.4% either strongly agreed or agreed that the level of empowerment they attain through trainings makes them exert autonomy high level of discretion at work, 8(6.8%) of the respondents responded undecided while 8 (6.7%) of the respondents either disagreed or strongly disagreed. This implies that the level of empowerment they attain through trainings makes them exert autonomy high level of discretion at work.
	Table 4.1.15: I am more efficient at work mostly when I feel recognized by the manager

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	87
	48.3
	48.3

	
	Agree
	65
	38.1
	86.4

	
	Undecided
	8
	6.8
	93.2

	
	Disagree
	4
	3.4
	96.6

	
	Strongly Disagree
	4
	3.4
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
	Data presented in table 4.1.15 shows that majority of the respondents, representing 154(86.4%) strongly agreed that they are more efficient at work mostly when they feel recognized by their manager, 8(6.8%) were neutral and 8 (6.8%) strongly disagreed to the statement. From the statistics presented above, it can be deduced that employees’ are more efficient at work mostly when they feel recognized by their manager.
Table 4.1.16: The rate at which employees leave Tuyil is High due to its pay structure

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	67
	39.8
	39.8

	
	Agree
	84
	45.8
	85.6

	
	Undecided
	12
	10.2
	95.8

	
	Disagree
	3
	2.5
	98.3

	
	Strongly Disagree
	2
	1.7
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.16 shows that majority of the respondents, representing 151(85.6%) strongly agreed that the rate at which employees leave Tuyil is High due to its pay structure, 12(10.2%) were neutral and 5 (4.2%) strongly disagreed to the statement. This implies that the rate at which employees leave Tuyil is High due to its pay structure.
	Table 4.1.17: The rate at which employees leave Tuyil is low due to its compensation method

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	70
	42.4
	42.4

	
	Agree
	81
	43.2
	85.6

	
	Undecided
	11
	9.3
	94.9

	
	Disagree
	3
	2.5
	97.5

	
	Strongly Disagree
	3
	2.5
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.17 shows that majority of the respondents, representing 101(85.6%) strongly agreed that the rate at which employees leave Tuyil is low due to its compensation method, 11(9.3%) were neutral and 6 (5%) strongly disagreed to the statement. This indicates that the rate at which employees leave Tuyil is low due to its compensation method. 
	Table 4.1.18: Most times employees are absent in Tuyil due to lack of acknowledgement of employee performance by superiors

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	87
	48.3
	48.3

	
	Agree
	64
	37.3
	85.6

	
	Undecided
	10
	8.5
	94.1

	
	Disagree
	2
	1.7
	95.8

	
	Strongly Disagree
	5
	4.2
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025

As shown in table 4.1.18, majority of the respondents, representing 151(85.6%) strongly agreed that most times employees are absent in Tuyil due to lack of acknowledgement of employee performance by superiors, 10(8.5%) of the respondents responded undecided while 7 (5.9%) of the respondents strongly disagreed. This implies that most times employees are absent in Tuyil due to lack of acknowledgement of employee performance by superiors.
	Table 4.1.19: My performance as an individual increases due to Tuyils individual compensation system

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	71
	43.2
	43.2

	
	Agree
	80
	42.4
	85.6

	
	Undecided
	9
	7.6
	93.2

	
	Disagree
	3
	2.5
	95.8

	
	Strongly Disagree
	5
	4.2
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.19 shows that majority of the respondents, representing 151(85.6%) strongly agreed that their performance as an individual increases due to Tuyils individual compensation system, 9(7.6%) were neutral and 8 (6.7%) strongly disagreed to the statement. This implies that most of the respondents believe that their performance as an individual increases due to Tuyils individual compensation system. 





	Table 4.1.20: My performance in group is high due to Tuyils group performance compensation

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly Agree
	87
	48.3
	48.3

	
	Agree
	66
	39.0
	87.3

	
	Undecided
	10
	8.5
	95.8

	
	Disagree
	3
	2.5
	98.3

	
	Strongly Disagree
	2
	1.7
	100.0

	
	Total
	168
	100.0
	


Source: Field Survey 2025
Data presented in table 4.1.20 shows that majority of the respondents, representing 153(87.3%) strongly agreed that their performance in group is high due to Tuyils group performance compensation, 10(8.5%) were neutral and 5 (4.2%) strongly disagreed to the statement. This implication of this is that employees’ performance in group is high due to Tuyils group performance compensation.
4.3	Test of Hypotheses
[bookmark: _Toc16089677][bookmark: _Toc18072261]This section presents the results of the three hypotheses tested in this study.
H01:	Extrinsic reward system does not significantly affect the level of motivation of Tuyil employees in Ilorin metropolis
	Table 4.3.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.769a
	.742
	.742
	.12603

	a. Predictors: (Constant), Pay, Fringe benefits, Bonuses, Incentives


Source: SPSS Output, 2024
The result in table 4.3.1 shows the R2 which is the coefficient of determination gives approximately 74.2%. This implies that 74.2% of employee motivation (dependent variable) is affected by extrinsic reward system (independent variable) while the remaining 25.8% represent residual which are the variables that are not captured in the model. Also, the R which is the level of correlation between the two variables i.e. extrinsic reward system and employee motivation shows .769 which indicate that there is a strong relationship between the variables. This implies that extrinsic reward system is positively related to employee motivation as a proxy of employees’ productivity. This means that extrinsic reward system adopted by Tuyil has so far been significantly contributing to its employees’ productivity.
	Table 4.3.2 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	140.764
	5
	28.153
	1082.808
	.000b

	
	Residual
	3.236
	122
	.026
	
	

	
	Total
	143.542
	127
	
	
	

	a. Dependent Variable: Market share

	b. Predictors: (Constant), Pay, Fringe benefits, Bonuses, Incentives


Source: SPSS Output, 2024
The F-statistics are shown from the ANOVA table is significant since the ANOVA significance of .000 is less than the alpha level of .05, thus, the result is achieved. Also, the regression sum of square of 140.764 is greater than residual sum of square of 3.236, this further show the significance of the overall model. Therefore, the model is fit. This means that proxies which are pay, fringe benefits, bonuses, as well as incentivesare major determinant of factors affecting employee motivation.






	Table 4.3.3 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.082
	.022
	
	3.664
	.000

	
	Pay
	.295
	.022
	.325
	13.426
	.000

	
	Fringe benefits
	.644
	.022
	.640
	29.318
	.000

	
	Bonuses
	.256
	.017
	.272
	11.502
	.000

	
	Incentives
	.036
	.007
	.048
	5.405
	.000


a. Dependent Variable: Employee motivation
Source: SPSS Output, 2024
The coefficient table 4.3.3 of individual independent variable indicated that the positive Beta value of pay (.325) and fringe benefits (.640) which shows that an increase or change in these variables will lead to 0.325 and 0.640 changes in employee motivation respectively. In addition, the (probability) and t-statistics value of pay (.000)13.426 and fringe benefits (.000)29.318 further suggest that the relationship between pay as well as fringe benefits against employee motivation is significant since p-value of 0.000 is less than the alpha level of 0.05. Therefore, pay and fringe benefits both have significant influence on employee motivation since all the significant values of the two variables have a probability of 0% of been insignificant.
The coefficient of individual independent variable also indicated that the positive Beta value of bonuses (.272) and incentives (.048)which show that an increase or change in these variables will lead to 0.272 and 0.048 changes in employee motivation respectively. In addition, the (probability) and t-statistics value of bonuses (.000) and 11.502as well asof incentives (.000) and 5.405 further suggest that the relationship between bonuses, incentives and employee motivation is significant since the two p-values of 0.000 and 0.000 are less than the alpha level of 0.05. Therefore, bonuses and incentives have significant influence on employee motivation since the p-values have 0% probability of been insignificant. The result above revealed that fringe benefit has the highest coefficient. This is because fringe benefits are tips given to employee to encourage them to work better and it is not based on a specific time for payment by the organization compared to other proxies. This encourages the employees to focus and be more productive at work.
Therefore, since R2 of 74.2% is positive and the overall Beta coefficient values of 0.325, 0.640, 0.272 and 0.048 shows a positive relationship with employee motivation, thus, the null hypothesis which state that “Extrinsic reward system has no significant effect on the level of motivation of Tuyil employees in Ilorin metropolis” is rejected and the alternate hypothesis when stated is accepted. 
Hypotheses two: Intrinsic reward system does not significantly influence the turnover and absenteeism rate of Tuyil employees’ in Ilorin metropolis
	Table 4.3.4 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.754a
	.569
	.555
	.38464

	a. Predictors: (Constant), Promotion, Praise, Empowerment, Recognition


Source: SPSS Output, 2024
The result in table 4.3.4 shows the R2 which is the coefficient of determination gives approximately 57%. This implies that 57% of employees’ turnover and absenteeism (dependent variable) is affected by intrinsic reward system (independent variable) while the remaining 43% represent residual which are the variables that are not captured in the model. Also, the “R” which is the level of correlation between the two variables i.e. employees’ turnover & absenteeism and intrinsic reward system show .754 which indicate that there is a strong relationship between the variables. This implies that intrinsic reward system is positively related to employees’ turnover and absenteeism as a proxy of employees’ productivity. This means that intrinsic reward system adopted by TUYIL has so far been significantly contributing to its employees’ productivity.
	Table 4.3.5 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	137.288
	5
	27.458
	481.719
	.000b

	
	Residual
	7.268
	128
	.057
	
	

	
	Total
	144.556
	133
	
	
	

	a. Dependent Variable: Employees’ turnover and absenteeism

	b. Predictors: (Constant), Promotion, Praise, Empowerment, Recognition


Source: SPSS Output, 2024
The F-statistics are shown from the ANOVA table is significant since the ANOVA significance of .000 is less than the alpha level of .05, thus the result is achieved. Also, the regression sum of square of 137.288 is greater than residual sum of square of 7.268, this further show the significance of the overall model. Therefore, the model is fit. The proxies which are promotion, praise, empowerment as well as recognition are major determinant of factors affecting employees’ turnover and absenteeism.
	Table 4.3.6 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.736
	.073
	
	10.024
	.000

	
	Promotion
	.045
	.016
	.065
	2.844
	.005

	
	Praise
	.484
	.121
	.576
	4.001
	.000

	
	Empowerment
	.954
	.096
	1.133
	9.901
	.000

	
	Recognition
	.332
	.122
	.371
	2.709
	.007

	a. Dependent Variable: Employees’ turnover and absenteeism


Source: SPSS Output, 2024
The coefficient table 4.3.6 of individual independent variable indicated that a positive Beta value of promotion (.065) and praise (.576)which shows that an increase or change in these variables will lead to 0.065 and 0.576 change in employees’ turnover and absenteeism respectively. In addition, the (probability) and t-statistics value of promotion (.005)2.844 and praise (.000)4.001 further suggest that the relationship between promotion, praise and employees’ turnover and absenteeism is significant since p-value of 0.005 of promotion implies that promotion has the probability of 0.5% of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.000 of praise implies that praise has 0% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore, promotion and praise both have influence on employees’ turnover and absenteeism.
The coefficient of individual independent variable also indicated that the positive Beta value of empowerment (1.133) and recognition (.371) which shows that an increase or change in these variables will lead to 1.133 and 0.371 changes in employees’ turnover and absenteeism respectively. In addition, the (probability) and t-statistics value of empowerment (.000) and 9.901 and recognition (.007) and 2.709 further suggest that the relationship between empowerment, recognition and employees’ turnover and absenteeism is significant since p-value of 0.000 for empowerment implies that empowerment has the probability of 0% of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.007 for recognition implies that recognition has 0.7% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore, empowerment and recognitionboth have influence on employees’ turnover and absenteeism. Empowerment has the highest coefficient, this is because empowering employees means to equip the employees with the required skills and capabilities necessary for their effective performance either through trainings, seminars, conferences etc. this makes employees to know more about their work, make them feel like their own boss and give them the opportunity to exert their own discretion when they are faced with the intricacies of the job which can earn them praise, recognition and even promotion. This in turn ensures reliability of the management on the employees and thus making the employees more productivity.
Therefore, since R2 of 57% is positive and the overall Beta coefficient values of 0.065, 0.576, 1.133 and 0.371 shows a positive relationship with employees’ turnover and absenteeism, thus, the null hypothesis which state that “Intrinsic reward system has no significant effect on the turnover and absenteeism of Tuyil employees in Ilorin metropolis” is rejected and the alternate hypothesis when stated is accepted. 
Hypotheses three: Performance-based reward system has no significant effect on task performance of Tuyil employees in Ilorin metropolis
	Table 4.3.7 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.793a
	.785
	.785
	.23910

	a. Predictors: (Constant), Individual performance, Group performance, Target, Commission


Source: SPSS Output, 2024
The result in table 4.3.7 shows the R2 which is the coefficient of determination gives approximately 78.5%. This implies that 78.5% of employee task performance (dependent variable) is affected by performance-based reward system (independent variable) while the remaining 21.5% represent residual which are the variables that are not captured in the model. Also, the R which is the level of correlation between the two variables i.e. employee task performance and performance-based reward system show .793 which indicate that there is a 79.3% strong relationship between the variables. This implies that performance-based reward system is positively related to employee task performance as a proxy of employee productivity. This means that performance-based reward system adopted by Tuyil has so far been significantly contributing to its employees’ productivity.



	Table 4.3.8 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	123.377
	3
	41.126
	1713.583
	.000b

	
	Residual
	3.347
	141
	.024
	
	

	
	Total
	126.725
	144
	
	
	

	a. Dependent Variable: Employee task performance

	b. Predictors: (Constant), Individual Performance, Group performance, Target, Commission


Source: SPSS Output, 2024
The F-statistics are shown from the ANOVA table is significant since the ANOVA significance of .000 is less than the alpha level of .05, thus the result is achieved. Also, the regression sum of square of 123.377 is greater than residual sum of square of 3.347, this further show the significance of the overall model. Therefore, the model is fit. The proxies which are individual performance, group performance, target as well as commission are major determinant of factors affecting employee task performance.
	Table 4.3.9 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.116
	.043
	
	2.725
	.000

	
	Individual performance
	.480
	.047
	.449
	10.099
	.000

	
	Group performance
	.206
	.046
	.221
	4.511
	.000

	
	Target
	.419
	.066
	.419
	6.336
	.000

	
	Commission
	.085
	.038
	.088
	2.254
	.025

	a. Dependent Variable: Employee task performance


Source: SPSS Output, 2024
The coefficient table 4.3.9 of individual independent variable indicated that a positive Beta value of individual performance (.449) and group performance (.221) which shows that an increase or change in these variables will lead to 0.449 and 0.221 change in employee task performance respectively. In addition, the (probability) and t-statistics value of individual performance (.000)10.099 and group performance (.000)4.511 further suggest that the relationship between individual performance, group performance and employee task performance is significant since p-value of 0.000 of individual performance implies that individual performance has the probability of 0% of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.000 of group performance implies that group performance has 0% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore, individual performance and group performance both have influence on employee task performance. 
The coefficient of individual independent variable also indicated that the positive Beta value of target (.419) and commission (.088) which shows that an increase or change in these variables will lead to 0.419 and 0.088 changes in employee task performance respectively. In addition, the (probability) and t-statistics value of target (.000) and 6.336 and commission (.025) and 2.254 further suggest that the relationship between target, commission and employee task performance is significant since p-value of 0.000 for target implies that target has the probability of 0% of been insignificant to the productivity of Tuyil  employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.025 for commission implies that commission has 2.5% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore, target and commission both have influence on employee task performance. Individual performance has the highest coefficient, this is because group performance depends largely on individual performance within such group. In the same vein, through individual performance, targets can be met and commissions can be received. Individual performance of employees therefore is expedient towards achieving other proxies and this gives it an edge over other proxies. An increased individual performance of employees in an organization contributes largely to the productivity level of each of the employees.
Therefore, since R2 of 78.5% is positive and the overall Beta coefficient values of 0.449, 0.221, 0.419 and 0.088 shows a positive relationship with employee task performance, thus, the null hypothesis which state that “Performance-based reward system has no significant effect on task performance of Tuyil employees in Ilorin metropolis” is rejected and the alternate hypothesis when stated is accepted.
Hypotheses four: Skill-based reward system has no significant impact on talent retention of Tuyil employees’ in Ilorin metropolis.
	Table 4.3.10 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.844a
	.813
	.811
	.32409

	a. Predictors: (Constant), Soft skills, Depth skills, Self-management skills, Breadth skills 


Source: SPSS Output, 2024
The result in table 4.3.10 shows the R2 which is the coefficient of determination gives approximately 81.3%. This implies that 81.3% of employees’ talent retention (dependent variable) is affected by skill-based reward system (independent variable) while the remaining 18.7% represent residual which are the variables that are not captured in the model. Also, the R which is the level of correlation between the two variables i.e. employees’ talent retention and skill-based reward system shows .844 which indicate that there is 84.4% strong relationship between the variables. This implies that skill-based reward system is positively related to employees’ talent retention as proxy of employee productivity. This means that skill-based reward system adopted by Tuyil has so far been significantly contributing to its employees’ productivity.
	Table 4.3.11 ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	153.290
	5
	30.658
	286.523
	.000b

	
	Residual
	13.688
	128
	.107
	
	

	
	Total
	166.978
	133
	
	
	

	a. Dependent Variable: Employees’ talent retention

	b. Predictors: (Constant), Soft skills, Depth skills, Self-management skills, Breadth skills 


Source: SPSS Output, 2024
The F-statistics are shown from the ANOVA table is significant since the ANOVA significance of .000 is less than the alpha level of .05, thus the result is achieved. Also, the regression sum of square of 153.290 is greater than residual sum of square of 13.688, this further show the significance of the overall model. Therefore, the model is fit. The proxies which are soft skills, depth skills, self-management skills, as well as breadth skills are major determinant of factors affecting employees’ talent retention.
	Table 4.3.12 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.065
	.022
	
	2.903
	.000

	
	Soft skills
	.427
	.022
	.435
	19.217
	.000

	
	Depth skills
	.446
	.031
	.428
	14.260
	.000

	
	Self-management skills
	.472
	.046
	.495
	23.591
	.000

	
	Breadth skills 
	.147
	.025
	.143
	5.788
	.004

	a. Dependent Variable: Employees’ talent retention


Source: SPSS Output, 2024
The coefficient table 4.4.10 of individual independent variable indicated that the positive Beta value of soft skills (.435) and depth skills (.428) which shows that an increase or change in these variables will lead to 0.435 and 0.428 changes in employees’ talent retention respectively. In addition, the (probability) and t-statistics value of soft skills (.000)19.217 and depth skills (.000)14.260 further suggest that the relationship between soft skills, depth skills and employees’ talent retention is significant since p-value of 0.000 for soft skills implies that soft skills has the probability of 0% of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.000 for depth skills implies that depth skills has 0% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore,soft skills and depth skillsboth have influence on employees’ talent retention. 
The coefficient of individual independent variable indicated that self-management skills (.495) and breadth skills (.143) have strong and fair effect respectively as proxies of skill-based reward system on employees’ talent retention. In addition, the (probability) and t-statistics value of self-management skills (.000) and 23.591 and breadth skills (.004) and 5.788 further suggest that the relationship between self-management skills and breadth skills and employees’ talent retention is significant since p-value of 0.000 for self-management skills implies that self-management skills has the probability of 0% of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability and p-value of 0.000 for breadth skills implies that breadth skills has 0.4% probability of been insignificant to the productivity of Tuyil employees which is less than the standard alpha level of 0.05, that is, 5% probability. Therefore,self-management skills and breadth skillsboth have influence on employees’ talent retention. Self-management skills has the highest Beta coefficient, this is because when employees are able to manage themselves well enough, they will be able to go through the rigorous process of acquiring other skills required for them to receive higher and better compensation and make them more productive on the job.
Therefore, since R2 of 81.3% is positive and overall Beta coefficient values of 0.435, 0.428, 0.495 and 0.143 shows a positive relationship with employees’ talent retention, thus, the null hypothesis which state that “Skill-based reward system has no significant impact on talent retention of Tuyil employees’ in Ilorin metropolis” is rejected and the alternate hypothesis when stated is accepted. 
4.5 Discussion of Research Findings
The analysis above was based on the proxies of the study of which was to examine the impact of reward system on employees’ productivity. The result of the study confirmed that extrinsic reward system have significant impact on employees’ motivation. The study also confirmed that intrinsic reward system have significant impact on employees’ turnover and absenteeism. The third major finding brought to light is that performance-based reward system have significant impact on employee task performance. The study also revealed that skill-based reward system has significant impact on employee talent retention.
The analysis of the first objective revealed that extrinsic reward system such as pay, fringe benefits, bonuses, and incentive have impact on employees’ motivation. It was observed from the finding that extrinsic reward system can influence the increase in Tuyil’s employee level of motivation. From the study, it was demonstrated that employees’ motivation was affected by 74.2% of extrinsic reward system while other unexplained factors account for the remaining percentage.
A similar study conducted by Okosi and Chukwuemeka, (2020) on the effect of reward system on employee performance in sachet water companies in Anambra state, Nigeria found that wages and salaries which are pay or extrinsic rewards have a significant effect on employee performance in the selected sachet water companies in Anambra state. Also, Girma and Habtamu (2019) studied the effect of reward system on employee creativity Inoromia credit and saving share company (Ocssco) case of Bale Zone Branch. There results of Pearson correlation shows there is a significant and positive relationship between extrinsic reward, Intrinsic reward & employee creativity. Thus, extrinsic reward system is significant to employees’ motivation. The difference of this study from the present study is that, Okosi and Chukwuemeka, (2020) examined reward system on employee performance and Girma and Habtamu (2019) studied the effect of reward system on employee creativity while this present study is aimed towards the effect of extrinsic reward system on employee motivation.
The analysis of second objective also demonstrated that employees’ turnover and absenteeism is influenced by intrinsic reward system. The p-values of the proxies give 0.005, 0.000, 0.000, 0.007 which are less than the alpha level of 0.05 which implies that the promotion, praise, empowerment, and recognition as proxies of intrinsic reward system determines employees’ turnover and absenteeism. Thus, intrinsic reward system is significant to employees’ turnover and absenteeism.
Jesca, (2014) on the impact of reward systems on the organizations performance in tanzanianpharmacying industry: a case of commercial pharmacys in mwanza city is in line with this findings.The study found that intrinsic (non financial) rewards were not satisfactory to employees which most times lead to high turnover or absenteeism in the organization. Hence, intrinsic reward system is significant to employees’ turnover and absenteeism of Tuyil. The difference of this study from the present study is that, it didn’t focus on employees’ turnover and absenteeism as it can be affected by intrinsic reward system but rather on the general organizational performance.
The analysis of third objective also demonstrated that performance-based reward system has significant impactonemployee task performance. The p-values of the proxies give 0.000, 0.000, 0.000, 0.025 which are less than the alpha level of 0.05 which implies that the individual performance, group performance, targets, and commission as proxies of performance-based reward system determines employee task performance. Thus, performance-based reward system is significant to employee task performance.
The study of Onuorah, Okeke, and Ikechukwu (2019) on compensation management and employee performance in Nigeria support this findings.The study found that performance based reward system has no negative significance effect on employee performance in Nigeria organization. This study is related to this study in the sense that it explains how performance-based reward system affects employee performance of an organization. Likewise, the study is also different from the present study because it didn’t examine compensation management as regards the performance of employee.
The analysis of the forth objective revealed that skill-based reward system has significant impact on employee talent retention. The p-valuesof the proxies gives 0.000, 0.000, 0.000 and 0.004 which is less than the alpha level of 0.05 which implies that there is a strong significant impact of skill-based reward system on employee talent retention. Thus, skill-based reward system is significant to employee talent retention.
This result is supported by the study of Zachary Gachuru, JosaphatKwasira (2016) on the assessment of use of competency-based pay system in enhancing employee’s productivity in state corporations in Nakuru town, Kenya. The study established that skill-based pay, performance-based pay and training all has significant influence on employee productivity. Thus, skill-based reward system is significant to employee talent retention.  This study is related to the present study as it explains how skill-based reward system can be used to enhance employee productivity which affects the talent retention aspect of the organization. This study is therefore, different from present study because it didn’t focus on reward system in particular but on compensation-based pay system. 

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 	Summary of Findings
Based on the analysis in chapter four, as shown in 4.3.1 using multiple linear regression analysis, R2 is 74.2% and from table 4.3.2, p-value is less than 0.05 showing that the impact of extrinsic reward system on employees’ motivation is significant, leading to the rejection of null hypothesis, which is, extrinsic reward system has no significant impact on the employees’ motivation of Tuyil and the acceptance of the alternate hypothesis. Also, the p-values of the proxies of extrinsic reward system as shown in table 4.3.3 indicate that pay (0.000), fringe benefits (0.000), bonuses (0.000) and incentives (0.000) are significant as a determinant of employees’ motivation.
Table 4.3.4 using regression analysis indicated that R2 is 57%. The ANOVA table 4.3.5 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant impact of intrinsic reward system on employees’ turnover and absenteeism, leading to the rejection of the null hypothesis which states that intrinsic reward system has no significant impact on employees’ turnover and absenteeism and the acceptance of the alternate hypothesis. Also, the p-value of the proxies of intrinsic reward system as shown in table 4.3.6 indicated that promotion (0.005), praise (0.000), empowerment (0.000), and recognition (0.007) are significant as a determinant of employees’ turnover and absenteeism.
Furthermore, Table 4.3.7 using regression analysis indicated that R2 is 78.5%. The ANOVA table 4.3.8 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant impact of performance-based reward system on employee task performance, leading to the rejection of the null hypothesis which states that performance-based reward system has no significant impact on employee task performance and the acceptance of the alternate hypothesis. Also, the p-value of the proxies of performance-based reward system as shown in table 4.3.9 indicated that individual performance (0.000), group performance (0.000), target (0.000), and commission (0.025) are significant as a determinant of employee task performance.
Table 4.3.10 using regression analysis indicated that R2 is 81.3%. The ANOVA table 4.3.11 shows that the p-value is 0.000 which is less than the alpha level 0.05, which further suggest that there is significant impact between skill-based reward system and employee talent retention, leading to the rejection of the null hypothesis which state that skill-based reward system has no significant impact on employee talent retention and the acceptance of the alternate hypothesis. Also, the p-value of the proxies of skill-based reward system as shown in table 4.3.12 indicated that soft skills (0.000), depth skills (0.000), self-management skills (0.000) and breadth skills (0.004) are significant as a determinant of employee talent retention.
5.2 	Conclusion
Based on the various data collected and analyzed on reward system and employee productivity, this study concludes that extrinsic reward system is significantly significant to employees’ motivation. Extrinsic reward system must be highly considered when discussing factors affecting employees’ motivation as it had significant impact on employees’ motivation. Pay, fringe benefits, bonuses as well as incentives are significant in order to maximize employees’ motivation. It is therefore important to realize that extrinsic reward system should not be limited to a dimension, but also other factors relating to extrinsic reward system. When organizations adopts extrinsic reward system, they provide more means of rewarding employee financially, thereby catering for the financial need of such employee and making the employee have little or no concern for their financial life, thus, boosting the motivation level of the employee and thereby making the employee more productive.
Also, the findings revealed that intrinsic reward system had a significant influence on employees’ turnover and absenteeism. This study also concludes that intrinsic reward system positively affects employees’ turnover and absenteeism in Tuyil. Intrinsic reward system such as promotion, praise, empowerment, and recognition are an important factor affecting the employees’ turnover and absenteeism. When organizations adopt intrinsic reward system, their employees feel more acknowledged by their employers, managers or superior. They feel the sense of appreciation always and most times their welfare are catered for beforehand. This makes the employee enjoy working for the organization and make their consideration of leaving the organization reduce to the barest minimum, always want to come to work and thus making them active and productive at work.
Furthermore, performance-based reward system also had significant relationship with employee task performance. This study, thus, conclude that performance-based reward system affects employee task performance in Tuyil. More importantly, performance-based reward system like individual performance, group performance, targets and commission had significant relationship each with the employee task performance as proxies of performance-based reward system which means that each of these factors contribute positively to what makes employee task performance improve in Tuyil. When Tuyil adopt the use of performance-based reward system, their employees will be more effective on their assigned tasks since that’s what their pay is based on this in turn will make them perform the task better, receive better pay, bonuses and incentives, deliver quality work and also enhance the productivity of employees as well as the entire performance of the organization.
The findings also showed that skill-based reward system had significant influence on employee talent retention. Skill-based reward system like soft skills, depth skills, self-management skills, and breadth skills are important factors affecting the employee talent retention. The skills possessed by the employees of an organization matters to the effective and efficient functioning of the organization. When employees are paid based on their skill, they tend to possess more skill by developing themselves or learning skills that will help fetch more earnings in the organization. This makes the employees productivity to improve thereby making it easier for them to perform their task because of the possessed skills and make them more productive.

5.3 	Recommendations
A crucial assessment of the effect of reward system on employee productivity with a particular reference to Tuyil Pharmacy was made and conclusions were reached. As regards the findings given above, the following recommendations were suggested;
1. 	Based on the findings that extrinsic reward system has significant impact on employees’ motivation in Tuyil, management of Tuyil should ensure that it adopt extrinsic reward system which will cover occasional bonuses and incentives for work done as a motivation to spur the employees.
2. 	Based on the findings that intrinsic reward system has significant impact on employees’ turnover and absenteeism in Tuyil, management of Tuyil should as well ensure that it adopt intrinsic reward system such that will improve the welfare of the employee both physically and emotionally through praises, promotion, recognition, acknowledgement, appreciation and the likes so as to achieve low employees’ turnover and absenteeism.
3. 	Based on the findings that performance-based reward system has significant impact on employee task performance in Tuyil, to enhance employee productivity in Tuyil, management of Tuyil should adopt performance-based reward system so as to enhance the quality of task performed by its employees. This will make the employees more competent, improved on their task and enhance their performance in the organization. This can be done by management of Tuyil and other organizations by ensuring that they based employees reward on their performance and introduce programs that can make employee perform better on their assigned tasks.
4. 	Based on the findings that skill-based reward system has significant impact on employee talent retention in Tuyil, to increase the rate of employees productivity in Tuyil, its management should ensure the adoption of skill-based pay so as to ensure that the employees are productive on their job and make their overall performance better. This skill will make the employees more competent on their job and be more productive with it through the competency they feel due to the level of skill they exhibit at work. Management of Tuyil and other organization can achieve this by basing pay on skills possess by employees and as well introduce skill developing and enhancing programs to make the employees perform better on the job in terms of productivity and thus encouraging the employee to remain with Tuyil.
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APPENDIX I
						Department of Business Administration 
		and Management
						Kwara State Polytechnic, Ilorin,
Dear Respondent,	
QUESTIONNAIRE
I am a post graduate student of the above-named institution; I am presently carrying out a research work titled “Impact of Reward System on Employees’ Performance (A Case Study of Tuyil Pharmacy, Ilorin, Kwara State)”. A questionnaire has been developed essentially for the research purpose. Hence, your participation and invaluable contribution to the success of this study will be greatly appreciated. Since it is purely for academic purpose, your responses will be treated with strict confidentiality.
Thanks in anticipation for your kind assistance and cooperation.
Yours faithfully,

TAIWO IBRAHIM OLATUNDE
HND/23/BAM/FT/1108

APPENDIX II
Instruction: Please tick (√) in the appropriate box, the option that best correspond to your options.
SECTION A: DEMOGRAPHIC CHARACTERISTICS
1. Gender.	Male [       ], Female [       ]
2. Marital Status:	Single [       ], Married [       ], Divorced [       ],   Widowed [       ]
3. Age:21 – 25years [       ], 26 – 30years [       ], 31 – 35years [    ],  36 – 40years [ ],   
41years and above [       ]
4. Highest Educational Qualification:O’Level [     ],    OND/NCE [     ],    B.Sc./HND [     ],    Masters [     ],   Ph.D. [     ],    Others [      ]
5. For how long have you been working in the organization:	3 – 6 years [      ],    7 – 9 years [      ],    10 years and above [       ]
SECTION B: Questions relating to Reward System and Employees’ Performance
Note the following contraction: Strongly Agree = SA; Agree = A; Undecided = U; Disagree = D; and Strongly Disagree = SD.
	S/N
	EXTRINSIC REWARDS
	SA
	A
	U
	D
	SD

	6. 
	The pay I receive in Tuyilspurs me to produce higher performance at work.
	
	
	
	
	

	7. 
	The occasional fringe benefits I receive makes me more committed at work.
	
	
	
	
	

	8. 
	The bonus I receive for accomplishing a task increases my level of involvement at work.
	
	
	
	
	

	9. 
	Incentives given to me as a staff make me to like working at Tuyil.
	
	
	
	
	

	
	[bookmark: _GoBack]SERVICE QUALITY
	
	
	
	
	

	10. 
	I am motivated by the nature of the banking Job in Tuyil.
	
	
	
	
	

	11. 
	My preference for banking jobs drives my level of engagement at work.
	
	
	
	
	

	12. 
	Motivation from my superiors enhances my productivity level.
	
	
	
	
	

	
	INTRINSIC REWARDS
	SA
	A
	U
	D
	SD

	13.
	My performance increases most times when I am promoted.
	
	
	
	
	

	14.
	My level of productivity shoots up when I am praised by my superiors.
	
	
	
	
	

	15.
	The level of empowerment I attain through trainings makes me exert autonomy high level of discretion at work. 
	
	
	
	
	

	16.
	I am more efficient at work mostly when I feel recognized by the manager.
	
	
	
	
	

	
	EMPLOYEES’ TURNOVER AND ABSENTEEISM
	
	
	
	
	

	17.
	The rate at which employees leave Tuyilis High due to its pay structure.
	
	
	
	
	

	18.
	The rate at which employees leave Tuyil is low due to its compensation method.
	
	
	
	
	

	19.
	Most times employees are absent in Tuyil due to lack of acknowledgement of employee performance by superiors.
	
	
	
	
	

	
	PERFORMANCE-BASED REWARDS
	
	
	
	
	

	20.
	My performance as an individual increases due to Tuyils individual compensation system.
	
	
	
	
	



