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CHAPTER ONE
INTRODUCTION
1.1 Background to the study
	The role of Human Resources in every organization cannot be underestimated. This is because Human Resources are the bedrock for achieving organizational goals and objectives since they are required for effective allocation and management of other resources such as land and capital. Nonetheless, the Human Resources any organization may be benefiting from is its employees. Thus, the behavior of every employee is believed to be goal directed (Duru&Shimawua, 2017). For an organization to record good and satisfactory results of their activities, their employees must be performing optimally. Hence, employees’ performance is an important factor an organization needs not to take for granted as it profits them in various ways (Hanaysha, 2015). Performance according to Taiwo (2009) can be expressed as a phenomenon by which optimum level of productivity is attained with least cost of resources. He also added that performance involves measure of how resources are harnessed and utilized in an organization to achieve a set of result. Performance is thus of fundamental importance to organization as it helps improve productivity, take record and customers satisfaction (Akinyele, 2007). Therefore, Employees’ performance is the assessment of the efficiency of workers and it can be evaluated by considering the time value of output produced by an employee (Hanaysha, 2015). Employees’ performance, to mention but few, results to a pleasing economic growth, substantial profitability and improved social progress (Sharma & Sharma, 2014). However, employee performance of an organization may be affected by several factors. These factors include; labour-management relation, wage incentive, physical fatigue, human relation and working environment (Taiwo, 2009). But when these factors are properly managed the situation becomes favorable and the employees will be satisfied and motivate to perform their duties in the work place. Siwale, Hapompwe, Kukano and Silavwe (2020) opined that among the factors affecting employees’ performance, reward system is the most essential. According to Rashmi et. al. (2017) reward systems refers to all form of financial returns and tangible services and benefits employee receives as part of an employment relationship. Rewards are benefit that arise for performing tasks, rendering services or discharging responsibilities (Sharma & Sharma, 2014) Reward and increment of salary is the best reward every employee longs for, at least for some people, it is more important than anything else their organization can give them. Rewards prove to be a tool for increasing performance and changing behavior of dissatisfied employee (Mehmood, Ramzan & Akbar, 2013). And it is generally acclaimed that employees are directly and indirectly influenced by reward system where their competence will achieve nothing in term of performance if the reward system is not satisfactory (Duru&Shimawua, 2017). Therefore, a fair reward system could build job satisfaction and productive performance in an employee.
1.2	STATEMENT OF THE RESEARCH PROBLEM
	With the growing concern to attain organizational goals, different strategies have been adopted by the managements of different organizations to motivate their employees’ performance. These strategies include provision of conducive physical work environment, appreciable workplace incentive, good job aid, and management support. Despite these strategies, however, evidence suggests that some organization still find it difficult to manage their employees effectively toward achieving organizational goals. This has gone a long way in destabilizing the management of the organization and causing them a lot of damages to the extent of closing down some organizations. Hence, organizations may focus on their reward system to improve employees’ performance. Studies in literature have identified reward system as an important factor necessary to improve the employees’ performance, in particular, and to improve organization performance, as a whole. Aktar, Sachu and Ali (2012) revealed that rewards are one of the most important elements to motivate employees for contributing their best effort to generate innovative ideas that lead to better business functionality. Also, Edirisooriya (2014) acknowledged that reward systems enhance employee skills, knowledge and abilities.  As a result, evidence revealed that when reward system through pay, performance appraisal, promotions, and recognition is raised there would be rise in the performance of an employee as well. 






1.3 RESEARCH QUESTIONS
Despite these growing literatures, studies on the correlation between reward system and employee’s performance in the case study. It is based on the foregoing that this study seeks to answer the following questions:
i. Does remuneration payment have impact on employees’ performance?
ii. Does work incentive have impact on employees’ performance?
iii. Does promotion have impact on employees’ performance?
1.4	RESEARCH OBJECTIVES
The main objective of this study is to examine the impact of reward systems on employee’s performance. The specific objectives are to;
i. determine the effect of remuneration payment on employees’ performance
ii. determine the effect of work incentive on employees’ performance
iii. determine the effect of promotion on employees’ performance
1.5	RESEARCH HYPOTHESES
H01: there is no significant relationship between remuneration payment and employees’ performance
H02: there is no significant relationship between work incentive and employees’ performance
H03: there is no significant relationship between promotion and employees’ performance
1.6	JUSTIFICATION OF THE STUDY
Reward systems is necessary for an organization to boost employee’s performance but not limited to hiring and retaining the desired employee to gain the competitive edge in such a competitive environment. Reward system is not just about raising employee’s salary and bonuses but also includes incentives, promotion and other reward programs.  It is on this note this study seeks to assess how Reward systems influences employee’s performance in the case study. The study is important in providing better understanding of the relationship between reward systems and employee’s performance in organization which will serve as a guide to evaluate how the Reward systems affect the performance of employees. In addition, the study makes room for employees to voice their level of work affection which helps in formulating benefiting policies. In a more perspective view, the outcome of the research would be used to alert the management of the concerned organization the level of satisfaction or dissatisfaction with reference to specific reward systems.  Moreover, the study will serve as background information for similar research in the future.
1.7	DEFINITION OF OPERATIONAL TERMS
Reward system: Reward system is a broad construct that represent anything that an employee may value and that an employer is willing to offer in exchange for his or her contribution (Chiang and Birtch, 2008). According to Ibrar and Khan (2015) Reward system in its broad sense can be divided into: extrinsic rewards, related to financial rewards such as remuneration, incentive type payment, and promotion, while intrinsic rewards, related to non-financial rewards such as achievement, accomplishment, recognition, job satisfaction and growth. 
Remuneration: Remuneration is any type of payment or compensation that an employee receives as a reward for their services or the work done for an organization.
Work Incentives: Monetary and non-monetary benefits plans developed as the result of employees’ achievement of specific objectives.
Promotion: Promotion refers to the advancement of an employee’s position in a hierarchical structure, which supports and encourages employee in an organization.
Performance: The term employee performance is commonly used to refer to the measure of how resources are brought together in organizations and utilized for accomplishing a set of results. Performance is reaching the highest level of performance with least expenditure of resources. 
Employee Performance: Employee performance is an assessment of the efficiency of a worker or group of workers. In actual terms, employee performance is commonly used to refer to the extent of services rendered per employee within some specific unit of time.


CHAPTER TWO
LITRATURE REVIEW
2.0 INTRODUCTION 
	 The chapter discusses the literature related to the reward system andemployee’s performancein an organization. They are considered the main factors of the study. In each of the afore-mentioned factors, the review proceeds from the global to the local level. It isdivided into theoretical, empirical and conceptual sections.
2.1 Conceptual Review
2.1.1 Reward system
	Reward system is the necessity of the organization to retain and hire the desire employee to gain the competitive edge in such a competitive environment. Reward system motivating the employee work harder and faster as compare to other employee who has no reward system in their organization. Because worker need incentive to works hard and incentive plan under the reward system. Reward systems not only match organizational culture but also aligning with the strategy of organization.  According to Bahaudin G Mujtaba, (Coaching and Performance management: developing and inspiring leaders, pp 261, Para 2), “Reward system should be linked with goal-setting, employee development, competency measures, and team performance. This will decentralized the decision-making down the hierarchy to empower those performing the tasks. This will translate into better reward systems and better morale among employees. In order to create a competitive edge, many organizations are now doing more with fewer employees, so it is imperative that people are rewarded for using effective and ethical problem-solving and decision-making skills”. Every organization has its own culture and reward system. Same reward system does not exist in another organization culture because business strategies are different and objective of organizations are also different. Therefore, organizations must be aware of using reward system that better fits the organization culture to increase the employee performance. Amazon.com is the best example of aligning reward system to its business strategy. The reward system must be related to the company’s strategy, business environment and culture. Now the question arises that how the reward system does fulfills employee needs and expectations? Managers of The Company want to hire the employee who is best fitted in organizational environment and works extra ordinary as compare to other employees. And it is possible only through the design of its reward system, (Wilson, Thomas, 1999). By Wilson, Thomas, (1999),The reward system acts as a tool for testing the capabilities of an employee required for the job and could be a measure of checking the willingness to follow the organizational goals and so creates an opportunity to select the right candidate for the job. Said Brian K. Boyd and Alain Salamin (Aug., 2001), Compensations offered by an organization give an advantage to its performance and for recruiting and retaining employees. According to (Jason D. Shaw, Michelle K. Duffy, Eric M. Stark (Dec., 2001) “Grouped based rewards proves to become more effective than individual and creates corporations and team work efficient and effective which increases the performance of the organization”. Here are already researches that had been made, which signifies the body of observed data and supports that rewards are important for the performance of an employee’s behavior. Many researchers have found that when the reward system that could be through pay, performance appraisals, promotions and recognition is raised which as in response becomes a raise in the performance of an employee as well; therefore to manage performance in an organization we should keep rewards under deep concerns. According to (Keller, R. T., &Szilagyi, A. D (1976, dec)“In a study of unionized, incentive-paid workers in a manufacturing company, found that when pay has a high perceived probability of being contingent upon good performance, there is a better chance of good performance”. This shows that less paid workers when expecting a high pay for performance give actually a good performance. According to Rajiv D. Banker, Gordon Potter, Dhinu. (Jan., 2000), says “Empirically support for the hypothesized performance impacts of including nonfinancial measures in compensation plans is at best weak (Ittner and Larcker 1998b, 220). Ittner et al. (1997) analyzed the determinants of the use of nonfinancial measures in CEO compensation, but did not examine the performance impacts of such compensation plans”. To manage the expenses of the organization it is must for the management to keep a balance of financial issues and it includes the rewards as well. 	Therefore, non-financial measures should be introduced and reward should be offered to employees so the employees so that performance could be maintained while expenses are also on hold. Symons and Jacobs' (1995) study of a TQM-based reward system for production workers found that “operational performance improved, but it did not examine the effects on financial performance. Using crosssectional survey data, two studies found that self-reported use of manufacturing measures by managers had a positive impact on perceived performance in some manufacturing settings but not in others. Abernethy and Lillis (1995). A similar study found no such evidence Perera et al. (1997). None of these survey studies report the explicit use of nonfinancial measures in managerial compensation”. This is a TQM study using the rewards as compensations where it has been examined that there has no study been made till now that reports the use of non-financial compensations that includes promotions, appreciations, and different incentives. Reward is a broad construct that has been said to represent anything that an employee may value that an employer is willing to offer in exchange for his or her contributions (Chiang and Birtch, 2008). The lack of rewards will create an unpleasant environment, thus diminishing employees’ work efforts and may cause them to with draw from their jobs. For these reasons, rewards are increasingly important. The main objectives of rewards are to attract and retain employees, to motivate employees to achieve high levels of performance, and to elicit and reinforce desired behavior of the employees. Organizations often use financial rewards to prevent employee dissatisfaction and to motivate employees, although it may not be the best motivator for the long term (Mossbarger and Eddington, 2003).  Deeprose (2014) had stated that “while the presence of money may not be a very good motivator, the absence of it is a strong de-motivator”. In addition, financial rewards are significant not only in terms of their instrument value as a medium of exchange, but also a highly tangible means of recognizing an individual’s worth, improving self-esteem, and symbolizing status and achievement(Armstrong, 1996).  Therefore, organizations can best utilize financial rewards in supporting organizational human resource strategy. Non-financial rewards are tangible rewards provided and controlled by a firm; which do not necessarily benefit employees in monetary sense (Chiang and Birtch, 2008). Nowadays, individuals require beyond monetary rewards for their effort (Millmore et al, 2007). This means that employees seek for other return in exchange for their contribution which is of value and meaningful to them, rather than being given just money (Johnson and Welsh,1999). Given the labor-intensive nature of the hospitality industry and the rising pressure to control costs, nonfinancial rewards are being used increasingly to motivate employee performance and to increase employee satisfaction (Chiang and Birtch, 2008). 
2.1.2 Types of Reward
	Rewards have two broad types; extrinsic and intrinsic rewards are also called financial and nonfinancial rewards and these rewards further divided in so many sub categories: 
· Extrinsic rewards relates to financial rewards or cash related like formal recognition, fringe benefits, incentive type payments, pay, promotion and 
· Intrinsic rewards relates to nonfinancial or non-cash rewards like achievement, accomplishment feelings, recognition, job satisfaction and growth (Clifford,1985). Today, world balance between employee’s commitment and performance for the organization is much necessary and rewards are most important tool for employee’s commitment, job satisfaction, and motivation and employees good performance. Kalleberg, (1977) explained rewards consist on benefits that employees receive in exchange of their work during the job. According to Wang (2004), in so many organization rewards plays so many roles in sustaining and creating commitment among employees for good performance and that better performance leads to job satisfaction. When employees achieved their desire results from job so that of desired achievement is called job satisfaction (Brief &weiss, 2002). 
2.1.3 Rewards and Benefits to Employees
	Organizations provide rewards to their personnel in order to try to motivate their performance and encourage their loyalty and retention. According to Luthans, Fred (2008), organizational rewards take a number of different forms including money (salary, bonuses, and incentive pay), recognition and benefits. Despite the tendency in the recent years to downgrade the importance of pay as an organizational reward, there is ample evidence that money can be positively reinforcing for most people, and, if the pay system designed properly to fit the strategies, can have a positive impact on individual, team and organization performance. (ibid).For example, many organizations use pay to motivate not just their upper level executives but everyone throughout the organization. Moreover, these rewards may not always have to be immediately forthcoming. Many individuals will work extremely hard for rewards that may not be available for another 5 or 10 years (ibid). Additionally, every permanent employee receives benefits, even though they often seem to be unaware and not know the usually high monetary value of these benefits. In fact, benefits constitute a large percentage of most organizations expenses. Reward management is concerned with the formulation and implementation of strategies and policies that aim to reward people fairly, equitably and consistently in accordance with their value to the organization. It deals with the design, implementation and maintenance of reward processes and practices that are geared to the improvement of organizational, team and individual performance. Armstrong, M. (2008).Effective reward management is based on a well-articulated philosophy – a set of beliefs and guiding principles that are consistent with the values of the organization and help to enact them. Importantly, reward management adopts a “total reward” approach, which emphasizes the importance of considering all aspects reward as coherent whole. Each of the elements of total reward namely base pay, pay contingent on performance, competence or contribution, employee benefits and non- financial rewards , which include intrinsic rewards from the employment environment and the work itself, are linked together. A total reward approach is holistic; reliance is not placed on one or two reward mechanisms or levers operating in isolation. Account is taken of all the ways in which people can be rewarded and obtain satisfaction through their work. The aim is to offer a value proposition and maximize the combined impact of a wide range of reward initiatives on motivation, commitment and job engagement. An equally wide definition of total reward is offered by WorldatWork (2000) as “all of the employers’ available tools that may be used to attract, retain, motivate and satisfy employees”. Paul Thompson(2002) suggests: “Definitions of total reward typically encompasses not only traditional, quantifiable elements like salary, variable pay and benefits, but also intangible non-cash elements such as scope to achieve and exercise responsibility, career opportunities, learning and development, the intrinsic motivation provided by work itself and the quality of working life provided by the organization. Duncan Brown and Michael 	Armstrong (1999) produced a model based on one originally developed by Duncan Brown at Towers Perrin. This distinguishes between transactional rewards, which are financial in nature and are essential to recruiting and retaining staff but can easily copied by competitors, and relational rewards , which are concerned with learning and development and the work experience and are essential to enhancing the value of transactional rewards. In addition to money, forms of recognition to identify and reward outstanding performance can be vital, adds Luthans, Fred (2008). Both formal organizational recognition and social recognition are used systematically by supervisors and managers and is very important to their people and their day-to-day behaviours and performance effectiveness. Recognition rewards can take many different forms, can be given in small or large amounts, and in many instances are controllable by the manager. For example, in addition to social recognition and formal awards, a manager can give an employee increased responsibility. The employee may find this form of recognition motivational, and the result is greater productivity and quality service to customers. As a follow-up, the manager can then give this employee even greater responsibility. Many organizations that are now working to improve their recognition systems all use fairly basic and easy-to-implement programs. Steps such as the following need to be setup to effectively manage a formal and informal recognition program: When introducing new recognition procedures and programs, take advantage of all communication tools including Intranet and other knowledge-sharing networks-let everyone know what is going on, educate the managers so that they use recognition as part of the total compensation package, make recognition part of the performance management process, so that everyone begins to use it, have site-specific recognition ceremonies that are featured in the company’s communication outlets such as weekly newsletter and bimonthly magazine, publicize the best practice of employees, so that everyone knows some of the things they can do in order to earn recognition, let everyone know the steps that the best managers are taking to use recognition effectively, continually review the recognition process in order to introduce new procedures and programmes and scrap those that are not working well, solicit recognition ideas from both employees and managers, as they are the ones who are most likely to know what works well-and does not. The growing need of the management is to get the full potential out of your work force by providing them the skills and by proper coaching; motivation and appropriate appraisals, and this could only be possible when the employees are performing efficiently and up to the mark of achieving the organizational goals and mission. The management is getting aware of better understanding the growing needs of and employee and using different techniques and strategies, to overcome this gap through the most effective strategy and that is reward system. To manage performance of an individual or a group is that the management should have the skills to coach them in accordance to achieve the organizational goals and the best way is to give them a raise in something and it could be a monitory raise or some kind of recognition among others. Different organizations apply different strategies according to their respective environments, some may get influenced by more experienced or old employees and in response to that give a low performance behavior on the other hand sometime the organization makes reward system so strong that it gets out of hand for them to manage the organizational goals themselves. Therefore, the management performance system is a balance between the performance of an employee and the reward he/she gets from achieving the goals of the organization according to its mission. According to Paul J stonich (1981) “corporations often find it difficult to carry out their strategies because they have executive compensation system that measure and reward performance in a way that ignores or even frustrates strategic thinking, planning, and action. In particular, rewards system rarely emphases the long neither run adequately, nor are they well-coordinated with the methods and objectives of other management systems”. By this the writer says that, there are corporations that only emphases upon the reward system and ignore their strategic work therefore, the strategic plan of action gets ignored so as it affects the long run reward system and organizational goals, objectives as well. 
ARNE L.Kalleberg, Karyn A. Loscocco; (Aging Values and Rewards, 1983 ) “by far most widely offered explanation age difference in job satisfaction focuses upon characteristics of the job itself: older workers  are more satisfied than their younger counterparts because they actually have “better” or highly rewarded jobs”. More experienced job holders enjoy better job rewards as compared to the less experienced which becomes a reason of dissatisfaction and low performance. Rewards prove to be as a tool to increase performance and change behaviors in dissatisfies employees. Employees are the assets of the firm and they are the hands and brains through which the whole organizational process comes to life. Therefore, a fair reward system could build job satisfaction and productive behavior in an employee. Herman Aguinis in his book entitled Performance Management, defined performance management as the “continuous process of identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization” (2007, p.2). this definition emphases upon performance management that it is a process of identifying the lacks of an employee or a group and enabling them to understand and develop their skills through better coaching and performance management that will lead towards achievement of organizational goals. Reward system in not just about raise in the salary and bonuses, sometimes it includes both of these incentives, this also includes awards and recognition, reassignments, promotions and other reward programs. 
2.1.4	Human Resource or Employees 
	The principal component of an organization is its human resources or `People at work'. Human resources have been defined from the national point of view as, "the knowledge, skills, creative abilities, talents and aptitudes obtained in the population: whereas from the view point of the individual enterprise, they represent the total of the inherent abilities, acquired knowledge and skills as exemplified in the talents and aptitudes of its employees". Jucius calls these resources human factors' which refer to a whole consisting of inter-related, inter-dependent and interacting physiological, psychological and ethical components. It is this human resource which is of paramount importance in the success of any organization because most of the problems in organizational settings are human and social rather than physical, technical or economic Danu (2015). Failure to recognize this fact causes immense loss to the nation, enterprise and to the individual. In the words of Sheldon, "No industry can be rendered efficient so long as the basic fact remains unrecognized that it is principally human. It is not a mass of machines and technical processes but a body of men. It is not a complex of matter, but a complex of humanity. It fulfills its function not by virtue of some impersonal force, but by human energy." People at work comprise a large number of individual of different sex, age, socio-religious group and different educational or literacy standards. 	These individuals in the work place exhibit not only similar behaviour patterns and characteristics to a certain degree but they also show much dissimilarity. The term `human resources' at the macro level spells out the total sum of all the components possessed by all the people, where as the term `personnel' even at the macro level is limited to all the employees of an organisation. Human resources even at the organisational level include all the component resources of all employees like managing director, board of directors, persons who work on honorary basis, experts drawn from various organisations and those people influencing the human resources of all the former groups. In short, it includes the resources of all the people who contribute their services in the attainment of organisational goals and others who contribute their services in the attainment of organisational goals. 

2.1.5	Employee’s Performance
	One of the key issues that most organizations face nowadays is the need to improve employee productivity. Employee’s performance is an assessment of the efficiency of a worker or group of workers. In actual terms, productivity is a component which directly affects the company’s profits (Gummesson, 1998; Sels et al., 2006). Performance may be evaluated in terms of the output of an employee in a specific period of time. Typically, the performance of a given worker will be assessed relative to an average out for employees doing similar work. It can also be assessed according to the amount of units of a product or service that an employee handles in a defined time frame (Piana, 2001). As the success of an organization relies mainly on the performance of its employees, therefore, employee’s performance has become an important objective for businesses (Cato & Gordon, 2009; Gummesson, 1998; Sharma & Sharma, 2014).  Many studies have focused on one or two ways to measure performance and since many different approaches are taken, it can be challenging to compare the results (Nollman, 2013). Overall, there is a lack of an effective and standardized way to assess performance. According to Sharma and Sharma (2014), employee performance is based on the amount of time that an employee is physically present at his/ her job, besides the extent to which he/ she is “mentally present” or efficiently working during the presence at the job. Companies should address such issues in order to ensure high worker productivity. Ferreira and Du Plessis (2009) indicated that performance can be evaluated in terms of the time spent by an employee actively executing the job he or she was hired to do, in order to produce the desired outcomes expected from an employee’s job description. Previous literature has clearly discussed the advantages of employee’s performance which would lead to organizational success. According to Sharma and Sharma (2014), higher performance results in economic growth, higher profitability, and social progress. It is only by increasing performance, employees can obtain better wages/ salaries, working conditions and larger employment opportunities. Cato and Gordon (2009) also demonstrated that the alignment of the strategic vision to employee’s performance is a key contributor to the success of an organization. This alignment as a result would motivate and inspire employees to be more creative, and this ultimately can improve their performance effectiveness to accomplish organizational goals and objectives (Morales et al., 2001; Obdulio, 2014). Moreover, higher productivity tends to increase the competitive advantage through reduction in costs and improvement in quality of output. 
2.1.6 Employer-Employee Relations
	The relationship between employer and employee is a central one in the world of business. While an important relationship, it is often a source of tension for the workplace. Employers are seemingly in constant mistrust of workers, while workers often look upon their bosses as “less competent”, 	Borowski P.J. (1998). The Employer-Employee relation is a mutually beneficial relationship, but also a delicate one. Labour laws are enacted to protect employees from individuals or corporations from taking advantage of them. The main areas that the management often takes advantage of the employees include; hours of work, overtime pay, benefit, working condition up to and including labour relations problems from collective bargaining to employment discrimination and wrongful termination. On the other hand, labour laws to an employer grants equal protection from inept, negligent and even ill-intentioned employees. Sound employee relations are based on effective mechanisms for communication and participation, a safe and effective work environment and commitment and motivation of all staff. Employees’ perception of the existence of a covenantal relationship between themselves and their employer indicates that they believe there I a mutual commitment to shared values and the welfare of the other party in the relationship. Schubert. E et al (2002). One of the essential ethical issues in the employment relationship is the loss of employee voice. Many of the ways employees have previously exercised voice in employment relationships have been rendered less effective by: The changing nature of work, employer preferences for flexibility that often work to the disadvantage of the employees and changes in public policy and institutional systems that have failed to protect workers. Van Buren H.J. (2008). A company that is interested in growth and profits must establish relationships with employees based on trust. Improvement of the employer-employee relationship is important to both parties for several reasons. First, employee productivity increases when employers treat their employees with respect. Mc Gregor (1960). Second, employees may find that ethical behaviour in their part actually results in higher compensation. Employees who perform their jobs conscientiously and diligently are frequently rewarded with higher wages. Third, even if there is no material gain, ethically appropriate behaviour provides an intrinsic sense of self satisfaction. Bhide (1990). Therefore it is advantageous for every organization to maintain high ethical standards and thereby foster trust between a company and its employees.
2.2	THEORETICAL REVIEW
2.2.1	Expectancy Theory
	The most widely accepted explanation of motivation has been propounded by Victor Viroom. His theory is commonly known as expectancy theory. The theory argues that the strength of a tendency to act in a specific way depends on the strength of an explanation that will be followed by a given outcome to the individual to make this simple. Expectancy theory says that an employee can be motivated to perform better when there is a belief that the better performance will lead to good performance appraisal and shall result into realization of personal goal inn form of some reward future events. The theory focuses on three things; effort and performance relationship, performance and reward relationship, rewards and personal relationship (Salaman et. al., 2005). This theory is based on the hypothesis that individuals adjust their behavior in the organization on the basis of anticipated satisfaction of valued goals set by them. In order for employees to perform in this theory is by making sure each employee’s workplace goals and values are aligned with the organization’s mission and vision is important for creating and maintaining a high level of motivation. That can lead to higher productivity, improve employee performance, reduce the chances of low employee morale, encourage teamwork and instill a positive attitude during challenging times (Salaman et. al., 2005).
2.2.2	McGregor Theory X and Theory Y
	McGregor has developed a theory of motivation on the basis of hypotheses relating to human behavior. According to him, the function of motivating people involves certain assumption about human nature. Theory X and Y are two sets of assumptions about the nature of people. Theory X considers individuals who dislikes work and avoid it where possible, individuals who lack ambition dislike responsibilities and prefer to be led, and individuals who desire security. The management implications for theory X workers were that, to achieve organizational objectives, a business would need to impose management system of coercion, control and punishment. Theory Y considers effort at work as just like rest or play, ordinary people who do not dislike work. Depending on the working conditions, work could be considered a source of satisfaction or punishment, individuals who seek responsibility (if they are motivated). The management implications for Theory X workers are that, to achieve organizational objectives, rewards of varying kinds are likely to be the most popular motivator. The challenge for management with Theory Y workers is to create a working environment (or culture) where workers can show and develop their creativity. Based on the foregoing discussion of the theory, factors such as; physical work environment, job aid, workplace incentives, and management support that constitute the working environment are major factors influencing Theory  X and Y workers’ productivity. This is because these theories motivate workers to deploy their creativity to achieve organizational goals. Hence, motivation in the form of conducive physical work environment, substantial job aid, satisfactory workplace incentive, and effective management support provided to the people that fall under the theory Y is important to improve employees’ productivity. On the other hand, these motivating factors are also capable of rewarding accordingly for the amount of time spent at work and also give adequate rest time to the people under theory X.
2.3 EMPIRICAL FRAMEWORK
	Ali & Ahmad, (2009) investigated that there is positive relationship between “recognition and reward”, “performance”. They stated that if reward and recognition are given to employee then there is a huge change in their employee performance. The study conducted to check the relationship between rewards and employee’s performance schools of Pakistan. They use these variables employees‟ performance, job description, extrinsic reward, intrinsic reward, gender discrimination, and environment; recondition techniques, and performance bonus. They used cement companies, questionnaire was used for data collection, and Total two hundred questionnaires were randomly distributed among the employees of private schools in Khyber Pakhtoonkhawa Province of Pakistan. The results revealed that there is a direct relation between reward system and employee‟s performance (Qureshi, Zaman, & Shah, 2010). According to Mishra and Dixit (2013), financial and non financial rewards and benefits are highly correlated with employee‟s performance in an education rewards system. Because of positive relationship of between rewards and performance also increase the job satisfaction of workers. Job satisfaction leads to success and feelings of achievement during the job. Also linked increase productivity, increase worker’s efforts on job and leads to happiness enthusiasm, feeling of fulfillment (Kaliski, 2007). Rewards promote happiness and job satisfaction investigated in his research study by (Boehm & Lyubomirsky, 2008). Intrinsic and extrinsic rewards are determinants work satisfaction (Clifford, 1985). According to Andrew & Kent (2004), explained in his research all the employees revolve around the rewards and recognition so the both aspects have much importance for employees. Good reward system help to retain high performers in the firm so rewards must be fulfill the high performer’s feelings (Carraher, Gibson, & Buckley, 2006). Bishop (1987) explained that pay relates to productivity and reward system relate to size of the firm. Monetary and nonmonetary rewards motivate the workers of any organization and these rewards also resulted in higher growth and productivity (Reio&Callahon, 2004). Organizations in today’s environment seek to determine the reasonable balance between employee commitment and performance of the organization. The reward and recognition programs serve as the most contingent factor in keeping employees’ self esteem high and passionate. Oosthuizen (2001) stated that it is among the function of managers to motivate the employees successfully and influence their behavior to achieve greater organizational efficiency. La Mott (1995) is of the view that performance at job is the result of ability and motivation. 	Ability formulated through education, equipment, training, experience, ease in task and two types of capacities i.e. mental and physical. The performance evaluation and rewards are the factors that proved to be the bonding agents of the performance evaluation programs. According to Wilson (1994), the process of performance management is one among the key elements of total reward system. Entwistle (1987) is of the view that if an employee performs successfully, it leads to organizational rewards and as a result motivational factor of employees lies in their performance. Majority of the organizations require their employees to work according to the rules and regulations, as well as, job requirements that comply with full standards. The investigations that have been conducted to find the relationship between compensation and individuals were focused to increase the performance of employees (Ciscel, 1974). The highly motivated employees serve as the competitive advantage for any company because their performance leads an organization to well accomplishment of its goals. Among financial, economical and human resources, human resources are more vital that can provide a company competitive edge as compared to others. 
	According to Andrew (2004), commitment of all employees is based on rewards and recognition. Lawler (2003) argued that prosperity and survival of the organizations is determined through the human resources how they are treated. Most of organizations have gained the immense progress by fully complying with their business strategy through a well balanced reward and recognition programs for employee. Deeprose (1994) argued that the motivation of employees and their productivity can be enhanced through providing them effective recognition which ultimately results in improved performance of organizations. The entire success of an organization is based on how an organization keeps its employees motivated and in what way they evaluate the performance of employees for job compensation. Managing the performance of employees forms an integral part of any organizational strategy and how they deal with their human capital (Drucker as cited in Meyer & Kirsten, 2005). Today where every organization has to meet its obligations; the performance of employees has a very crucial impact on overall organizational achievement. In a demotivated environment, low or courage less employees can not practice their skills, abilities, innovation and full commitment to the extent an organization needs. Freedman (1978) is of the view that when effective rewards and recognition are implemented within an organization, favorable working environment is produced which motivates employees to excel in their performance. Employees take recognition as their feelings of value and appreciation and as a result it boosts up morale of employee which ultimately increases productivity of organizations. Csikszentmihalyi (1990) Flynn (1998) argued that rewards and recognition programs keep high spirits among employees, boosts up their morale and create a linkage between performance and reward of the employees. The basic purpose of recognition and reward program is to define a system to pay and communicate it to the employees so that they can link their reward to their performance. Rewards play a vital role in determining the significant performance in job and it is positively associated with the process of motivation. Lawler (2003) argued that there are two factors which determine how much a reward is attractive, first is the amount of reward which is given and the second is the weight age an individual gives to a certain reward. Eastman (2009) consistently found that intrinsic motivation is conducive to producing creative work, while extrinsic motivation is unfavorable to producing creative work. 
Gagne (2009) suggested a new model of knowledge-sharing motivation which provides suggestion for designing five important human resource management (HRM) practices including staffing, job design, performance and compensation systems, managerial styles and training. Ali and Ahmed (2009) confirmed that there is a statistically significant relationship between reward and recognition respectively, also motivation and satisfaction. The study revealed that if rewards or recognition is offered to employees it will improve their performance.



























CHAPTER THREE
METHODOLOGY
3.1 	INTRODUCTION
	This section is an overall scheme, plan or structure conceived to aid the research in answering the raised research question. In this section, the study focuses on coordinated sequential procedures necessary for data gathering, data arrangement and data analysis that are essential for the completion of the study.  This part of the study entails; research design, method of data collection, population of the study, sampling techniques and sample size, technique for data analysis and model specification.
3.2	RESEARCH DESIGN 
	A research design is the framework or the plan of study that is used as a guide in collecting data and analyzing the data. This study used a survey design to assess the impact of reward systems on employee’s performance. Reasons for choosing this design is because Robson (2005) explained that a survey research comprises a cross-sectional design in relation to which data are collected predominantly by questionnaire on more than one case (usually quite a lot more than one) and at a single point in time in order to collect a body of quantitative or quantifiable data in connection with two or more variables (usually many, more than two) which are then examined to detect patterns of association.
3.3	POPULATION OF THE STUDY
	According to Osuala (2005), who defined population as “comprising the set of all possible observation of the types with which we are concerned. Duru&Shimawua (2017) defined population as a group of individuals or items that share one or more characteristics from which data can be gathered and analyzed. In particular, the population of this study includes the staffs ofTuyil Pharmaceutical Industries Limited, Nigeria. There are a total of 373 staffs in the industry, consisting of both permanent and temporary staff. The permanent staff is made of: 46 males and 104 females while the temporary staff is made of 89 males and 134 females.
3.4 SAMPLING TECHNIQUE AND SAMPLE SIZE
	The process of selecting a portion of the population to represent the entire population is known as sampling (Polit & Hungler 1999). A sample is referred to as the percentage or fraction of the population that answers the research question (Fowler, 1988). It can be said that the reasons for undertaking surveys is to enable the researcher generalize from the sample to the population that the hypothesis regarding attitudes, behaviour among others can be made (Babbie, 1990). Thus how respondents are selected for a particular study is very critical for the success or otherwise of the study. Simple Random sampling technique was adopted in the selection of respondents for this study. Random sampling is use where each item that from a population has an equal chance of inclusion. The essence of random selection is to be able to generalize the result of specific sample to a population (Larry et al., 2011).
Therefore, 50 staffs, both permanent and temporary were randomly selected to complete the structured questionnaire as it will be more expensive, time consuming and tedious to sample the whole population.   
3.5	DATA COLLECTION METHOD 
	Primary data was collected for the purpose of this study. Primary data was collected from the respondents via face-to-face self-administered structured questionnaire.
· Primary Data  
	The main research collection tool of the primary data was done through administering a survey questionnaire to the staffs of Tuyil Pharmaceutical Industries Limited, Nigeria. All of the questions asked in the study were closed-ended and open-ended.Closed-ended questions were used because it allowed answers within a limited set and it was used essentially to gather factual data such as gender and age, as well as information on attitudes and opinions and the open-ended questions allowed for flexibility on the part of respondents.
3.6 INSTRUMENTS FOR DATA COLLECTION 
	Self-administered structured questionnaire was used to seek information from the respondents where necessary. This method of administering questionnaire will be adopted because it allows completion of data collection within short period of time, any misconception by the respondents about the questions can be immediately clarified, and it provides opportunity to introduce the topic (Sekaran & Bougie, 2013). 




3.6.1 Reliability
	The questionnaires’ content was ascertained through a pilot survey involving 30 Tuyil Pharmaceutical Industry staffs was conducted to determine its reliability, which was 12%. This was above the 7.0% minimum acceptable for educational research at a significance level of 0.05 set a priori (Njeru, & Mwangi, 2015).
3.6.2 Validity 
	Relevant statistical tests such as R-square, f-test, and Dulbin Watson statistics will be carried out to determine the validity or otherwise of the hypotheses.
3.7	METHOD OF DATA ANALYSIS
	Data collected will be sorted, coded and statistically analyzed using STATA package. Descriptive statistics particularly frequency, percentage and mean will be used to describe the socio-economic characteristics of the respondents, Ordinary Least Square Regression was used to examine the  impact of working environment on employee’s productivity.
3.9	MODEL SPECIFICATION
OLS regression equation can be expressed as;
Yi = a + b1X1 + b2X2 + b3X3 + ℇi
Where;
Yi = employee’s performance
X1 = Remuneration
X2 = Work incentive
X3 = promotion
a = intercept or constant
b1 – b4 = coefficient of X1 – X3
ℇi = random error term








CHAPTER FOUR
4.0RESULTS AND DISCUSSION
4.1 INTRODUCTION
	This chapter discusses the findings of the study. These findings the demographic characteristics of the respondents and the result of the remuneration, incentive and promotion experience of the employees in the Tuyil pharmaceutical industry limited.
4.2 DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENTS 
	The study sought to establish the background of the respondents in the study. In view of this the respondents were asked to state their gender, age and years of service to the company. The results were as shown in the tables below:  
Table 1Gender of respondents 
Categories				Frequency				Percentage
Male						21				42.00
Female					2958.00
Total						50				100.00                                                 _____________________________________________________________ Source׃ field survey (2025)
Majority (58%) of the respondents wasfemale while 42% were male (Table 1). This reveals that work in the industry is evenly distributed among both gender: male and female. In addition, workforce of the industry gender balanced.
Table 2 Ages of the respondents  
Category				Frequency				Percentage    
18-25					3					6.00
26-35					17					34.00
36-45					18					36.00
46-55					11					22.00
56-65					1					2.00
Total					50					100.00
Source׃ field survey (2025) 
Table 2 reveals that majority (36%) of those respondents were between the agerange of 36-45, meaning that of 50 respondents 18 were between this age range. This percentage was followed closely by those in the age range of 26-35 who constituted about 34% of the respondents. The least percentage obtained was the age range between 56-65,which constitute only 2%.

Table 3 Years of experience 
Category				Frequency				Percentage    
0-5					14					28.00
6-10					7					14.00
11-15					6					12.00
16-20					12					24.00
Above 20				11					22.00
Total					50					100.00
Source׃ field survey (2025) 
The respondents were also asked to state the numbers of years they have served the company. The findings are presented above in the categories of 0-5,6-10, 11-15,16-20, and above 20. The findings revealed that majority (28%) of the respondents had served the company the shortest time. However, from Table 3, it can be revealed that both the categories of 16-20 and above 20 have a high concentration as both obtained 24% and 22% respectively.

Table 4 Type of employee 
Categories				Frequency				Percentage                                                                                                                                                                                                                                      
Permanent				39					78.00
Temporary				11                        22.00
Total					50					100.00                                                 _____________________________________________________________ Source׃ field survey (2025)
Of the total respondents, 39 were permanent staff constituting 78% while only 22% were temporary staff (table 4). This implies that a handful of the interview employees in the industry worked as permanent staff.
4.2 Remuneration, Incentive and Promotion Experience of the Employees 
Table 5Employees’ satisfaction withthe industry’s remuneration
Category				Frequency				Percentage    
Extremely dissatisfied			0				0.00
Dissatisfied					6				12.00
Neutral					13				26.00
Satisfied					25				50.00
Extremely satisfied			6				12.00
Total						50				100.00
Source׃ field survey (2025)
As shown in table 5, none of the respondents is to a great extent (extremely) dissatisfied with the pay as remuneration of the industry, only 12% were dissatisfied, 26% chose to be neutral in their choice of satisfaction, 50% were satisfied while 12% were extremely satisfied. This reveals that a significant number of the respondents received satisfactory pay. 
Table 6 Employees’ satisfaction with the industry’s work incentive
Category				Frequency				Percentage    
Extremely dissatisfied			2				4.00
Dissatisfied					2				4.00
Neutral					12				24.00
Satisfied					20				40.00
Extremely satisfied			14				28.00

Total						50				100.00
Source׃ field survey (2025)
Table 6 shows that only 4% of the interviewed respondents were extremely dissatisfied with the incentive from the industry. Also, 4% of the respondents were dissatisfied with the incentive, 24% of the respondents stated neutral to be their choice of satisfaction with the incentive, 40%, which is the highest, were satisfied which 28% were extremely satisfied. This indicates that the industry provide its employees with appreciable and satisfactory level of incentive. Hence, the incentive tends  to encourage them to work better and perform excellently. 
Table 7 Employees’ satisfaction with the industry’s promotion
Category				Frequency				Percentage    
Extremely dissatisfied			19				38.00
Dissatisfied					17				34.00
Neutral					12				24.00
Satisfied					1				2.00
Extremely satisfied			1				2.00
Total						50				100.00
Source׃ field survey (2025)
	As indicated in table 7, 38% (constituting the majority) of the respondents were extremely dissatisfied with theirpromotion experience in the industry and 34% were dissatisfied with their promotion experience. 24% respondents chose to be neutral stating their promotion experience while 2% and 2% were satisfied and extremely satisfied respectively. This result shows that the promotion of employees in the industry requires utmost attention in order not to discourage employees from performing up to standard.

Table 8: Regression Result
Variable			Coef.				P-Value
Remuneration		13.4304***			0.0000
Work incentive		5.5202***			0.0000
Promotion 			0.6025***			0.0015
Constant			-90.4624			0.0000
Number of obs						50
Prob > F							0.0001
R-square							0.5681
Adjusted R-square						0.5183
Source׃ field survey (2025)
	Table 8 represents the shows the regression results of the relationship between remuneration, work incentive, promotion and employees performance in the industry of interest. As shown in the table, R-square was approximately 0.57. This implies that 57% of the variation in the employees performance was captured by the independent variables fit into the regression model. Thus, it can be inferred that the model is fit and reliable. The result form the table shows that remuneration, work incentive; and promotion were significantly related to employees’ performance at 5% level of significance with 0.0000; 0.0000; and 0.0015 respectively.
Discussion of Result
Remuneration and Employees’ Performance
	As shown in table 8, from the regression, remuneration has a p-value of 0.0000 and coefficient of 13.4304. This implies that remuneration and employees’ performance are positively and significantly related. In addition, a unit change in remuneration will lead to 13.4304 increase in the level of employees’ performance.
Work incentive and Employees’ Performance
	From the regression work incentive has a p-value of 0.0000 and coefficient of 13.4304, indicating a statistically positive relationship between remuneration and employees’ performance. Therefore, a unit increase in work incentive of staff in the industry will result to 5.5202 increase in employees’ performance
Promotion and Employees’ Performance
	Presented in the regression table, promotion has a p-value of 0.0015 and coefficient of 0.6025. thus, there is a positive and significant relationship between promotion and employees’ performance in the industry of interest. The implication of this result is that a unit increase in work promotion leads to 0.6025 increase in the employees’ performance.
Hypothesis Testing
H01: there is no significant relationship between remuneration payment and employees’ performance:
	According to the regression result, remuneration payment is statistically significantly related to the employees’ performance in the industry. As a result, the null hypothesis (H01)was rejected.
H02: there is no significant relationship between work incentive and employees’ performance
	From the regression result, work incentive is statistically significantly related to the employees’ performance in the industry. As a result, the null hypothesis (H02) was rejected.
H03: there is no significant relationship between promotion and employees’ performance
	Based on the regression result, promotion is statistically significantly related to the employees’ performance in the industry. As a result, the null hypothesis (H03) was rejected.














CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0	INTRODUCTION 
	In this chapter of the study, summary of major findings, conclusion and recommendations are discussed.
5.1	SUMMARY OF MAJOR FINDINGS
	The main objective of this study was to determine the impact of reward system on the performance of employees in Tuyil pharmaceutical industry. The descriptive statistics of the demographic characteristics of the respondents showed that majority of the respondents (employees)majority (58%) of them were female. About 36% of the respondents were between the ages of36-45, with majorly average years of working experience of between 0-5 years in the industry.Also, it was revealed that about 78% of the respondents were permanent staff. Furthermore, the descriptive statistics on the satisfactory level of the respondents on remuneration; work incentive and promotion systems of the industry revealed that about 50% of the respondents were satisfied with the remuneration system industry; about 40% were satisfied with the work incentive while about 38% were extremely dissatisfied with the promotion system as there is seldom promotion in the industry. The result of the regression analysis revealed that remuneration, work incentive and promotion are positively and significantly related to employees’ performance.
5.2	CONCLUSION
	This study explored the impact of reward system on employees’ performance. Remuneration and work incentive are major factors influencing employees’ performance in the industry. This may be because these are almost sole reason for employees’ presence in an organization. In addition, the study showed that the remuneration and work incentive were satisfactory to the employees in the industry. However,the study revealed that promotion is one of the factors influencing employees’ performance but majority of the employees were dissatisfied with the promotion system of the industry. 




5.3	RECOMMENDATIONS
Based on the findings of this study, it is recommended that:
· The management Tuyil Pharmaceutical industry should conduct a job evaluation to determine how best it can remunerate its employees but not only base it remuneration on qualification, years of experience.
· The management should regularly provide incentives and bonuses to employees to improve their morale.
· The management should adopt and implement into their system a standard and working promotion system to motivate employees.
· The management of the company should harmonize permanent and temporary employees to establish good relationship between the two groups to strengthen the performance of the industry in general.
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