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ABSTRACT  

This article analyses the ways in which companies use pay schemes to improve the performance of their employees. 
The findings indicate that the organisation needs to enhance its employees' work practices. Incentives that enhance 
performance can counteract this tendency. A diverse array of academic literature on incentive systems was examined 
to evaluate the paper. This paper included descriptive and exploratory methodologies. The paper identified a 
favourable correlation among salary, employee retention, performance, and productivity. Nonetheless, an 
organization's compensation system must align with its culture. 
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1. INTRODUCTION 
Notifying staff of their accomplishments through a well-structured reward system will incentivize them. 

Human Resources administrators frequently implement award programmes to incentivize exceptional 

performance and to attract and retain elite personnel. Employee incentives significantly enhance performance 

improvement. A workplace incentive system influences employees' attitudes and emotions when the rewards 

are deemed appropriate and facilitate goal attainment. 

Managers provide employees rewards to express gratitude and enhance motivation. Employees seek 

compensation. Awards, as stated by Armstrong (2012), signify acknowledgement of diligent effort. 

Incentive packages incentivize employees (Armstrong 2013). Incentive programmes of organisations constitute 

a component of their reward systems. It is designed to incentivize underperforming employees and reward 

high achievers. The company's incentive programme constitutes a component of its reward system. The 

initiative incentivizes non-compliance employees to adhere to regulations and compensates those who are 

complying. 

According to Gryphon and Moorhead (2013:161), the reward system serves to attract, retain, and motivate 

competent employees. Executives frequently establish incentives based on staff performance. Consequently, 

management determines the rewards for personnel that fulfil or above these requirements. These data 

suggest that compensation structure influences employees' assessments of their supervisors and positions. A 

rewards programme inside an organisation must accurately assess employees' fundamental performance and 

acknowledge both overt and covert accomplishments. Employers can motivate employees using this approach. 

By providing enough compensation and benefits, organisations can attain their objectives while preserving 

positive employee relations (Saba, 2011). Employees seek remuneration for their labour. Silbert (2005) asserts 

that awards should create a lasting impact on employees and enhance their sense of significance inside the 

organisation. 

Dewhurst (2010) asserts that employee recognition can extend beyond monetary compensation. Examples 

encompass employees' readiness to accept good comments from superiors and to get leadership's attention 

for significant tasks or initiatives. Employees perform optimally when they trust that management will 

acknowledge and reward their efforts. Technical training, the employee-employer relationship, job security, 

recognition, clearly defined goals and expectations, sufficient resources and equipment, as well as 
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organisational culture and morale, all influence job performance. 

Employees typically obtain intrinsic or extrinsic motivation. Job satisfaction is not associated with tangible 

external rewards. External rewards encompass salaries, bonuses, incentives, employment stability, 

promotions, and additional benefits. Accomplishing a task elicits joy and satisfaction. These advantages induce 

happiness in individuals. Luthans (2000) categorises incentives into financial and non-financial types. Both 

classifications are frequently employed to advocate for ethical work practices. Financial incentives encompass 

commissions, bonuses, promotions, salary increases, paid leave, gifts, and gratuities. Employees receive these 

incentives to acknowledge and promote their efforts. Non-monetary incentives encompass career progression, 

flexible scheduling, social recognition, and workplace esteem. Individuals who understand how to enhance 

both personal and group performance post-goal attainment can attain efficient and successful organisational 

performance. A corporation will consistently implement an awards system to assess employee success, 

irrespective of position or compensation. 

 

2. LITERATURE REVIEW 

An employer compensates an employee for their performance, either internally or externally. Enthusiastic 

personnel can draw in new clientele, provide distinctive value, and enhance earnings. Reward policies must be 

strengthened to motivate and incentivize employees to attain organisational objectives. An award system is 

essential for attracting and retaining skilled personnel who can help the company attain its strategic objectives 

and foster a positive work environment. 

The organisation need an incentive framework to attract and retain driven employees in order to compete in 

an intensely competitive market. A system of incentives encourages employees to enhance their productivity 

and efficiency. Employees must be incentivized to perform efficiently. The company's strategy, rather than its 

culture, dictates incentive packages. 

Carraher et al. (2006) advocate for a productivity-oriented incentive programme to acknowledge 

organisational achievement. To enhance employee satisfaction, organisations should establish recognition 

systems that align with their policies. Kreitner and Kinicki (2010) contend that the incentive framework must 

facilitate personal development for knowledge retention. Luthans (2002) asserts that organisations provide 

gifts to maintain employee loyalty, productivity, and retention. 

Wilson and Thomas (1999) characterise the incentive system as a method for evaluating an employee's 

commitment to organisational objectives and professional competencies. This assists in identifying the most 

suitable applicant. Yazici (2008) asserts that a company's performance and reward management influence 

productivity and satisfaction. 

Employees pursue both monetary and non-monetary incentives. Certain faculty members prioritise financial 

compensation, but others value non-monetary benefits that require effort, guidance from superiors, and 

meticulous evaluation. Employees perceive that their supervisors appreciate their contributions and that the 

organisation prioritises their professional growth. Dewhurst (2010) asserts that these advantages enhance 

employee satisfaction and retention. 

Belle (2005) asserts that employees possess varying perspectives on rewards. Certain employees contend that 

financial remuneration is adequate, whilst others seek housing or automobiles. In contrast, some prefer time 

away from work. 

Chiang and Birtch (2008) assert that rewards are commodities or services provided by a manager to an 

employee in return for their labour, which the employee may find valuable. In the absence of incentives, 

employees will be compelled to operate in a detrimental environment, resulting in diminished productivity and 

potential dismissal. Organisations require commendation in this context. Award systems are designed to 

incentivize employees and attract and retain premier talent. Dissatisfied personnel are frequently motivated 

and content with their positions through financial incentives. In the long term, these incentives may prove 

ineffective (Mossbarger and Eddington, 2003). 

Given current circumstances, firms endeavour to equilibrate productivity and employee commitment. 
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Empirical Review 

In my 2016 post, I utilised managed compensation systems to assist firms in retaining personnel, enhancing 

productivity, and improving performance. A company that neglects to encourage and adequately compensate 

its personnel jeopardises losing them to competitors in the global economy, where many firms vie for skilled 

labour. This research must investigate how organisations implement reward systems to ascertain their impact 

on employee productivity, retention, and performance. Library research is essential to the paper. 

Organisational incentives encompass both monetary and non-monetary advantages, as indicated by the 

research. The paper established a correlation among employee retention, performance, and workplace 

incentives. Nevertheless, the survey indicated that if employees perceive the rewards plan as inequitable and 

biassed, their motivation may diminish. To establish an effective compensation framework, managers must 

initially assess employee requirements, as indicated by the research. The incentive system must be founded on 

clearly articulated strategies that are thoroughly incorporated into the business strategy. Organisations can 

establish long-term objectives by integrating these components into an affirmative leadership approach. These 

strategies provide just and equitable remuneration for employees, enhancing productivity, performance, and 

retention. 

Salah's 2016 paper investigates the impact of intrinsic, social, and extrinsic rewards on employee performance. 

Unified Mining Companies employed 318 individuals in southern Jordan, constituting 60% of the target 

population of 513. Participants developed 308 employee workplace questionnaires. We gathered 268. Only 

250 were deemed appropriate for statistical analysis. The data was analysed using SPSS 16. Descriptive and 

inferential statistics were employed in the data analysis. The statistical methodology employed in the paper 

reinforces its objective. This necessitated realistic data analysis and calculations involving means, frequency 

distributions, percentages, and standard deviations. Inferential statistics were employed to ascertain the 

significance of the relationship between employee performance and types of rewards (extrinsic, emotional, 

social, and combinations thereof). The Pearson product-moment correlation coefficient (r) was utilised. The 

paper employed a significance level of 0.05. A statistically significant correlation existed between employee 

productivity and rewards. The paper's results indicate that administrators must endorse the practice of 

rewarding individuals for exemplary performance. Further research may be beneficial to ascertain the impact 

of incentives on output. 

C. Jacobs and the United States. Muogbo authored the book published in 2018. This paper analysed Zenith 

Bank branches in Anambra State, Nigeria, to assess the impact of reward management on employee 

performance in a private sector enterprise. This paper seeks to ascertain the extent to which well-structured 

compensation systems can enhance employee performance in private sector firms. 180 individuals from 

Anambra Zenith Bank branches were selected. The investigation encompassed both primary and secondary 

sources. The data was analysed utilising descriptive survey techniques, encompassing mean, frequency, and 

standard deviation. We employed Pearson correlation analysis to investigate the correlations among variables. 

Regression and ANOVA were employed to assess the significant connection between dependent and 

independent variables. The Pearson correlation analysis indicates a robust positive relationship between 

intrinsic and extrinsic rewards and employee performance. The results corroborated the notion that both 

internal and external factors directly influence employee productivity. Consequently, the paper recommends 

that organisations implement appropriate incentives to enhance performance. The organisation should also 

compose a document to ascertain employee preferences in order to develop the optimal pay strategy. 

 

3. THEORETICAL FRAMEWORK 
Research is founded on theoretical frameworks. Adams' Equity Theory, Maslow's Hierarchy of Needs, and 

Expectancy Theory are examined. 

According to Maslow's Hierarchy of wants, articulated in 1943 and 1954, individuals are driven to fulfil 

particular wants, with certain needs possessing greater significance than others. The fundamental necessity is 

physical existence, which significantly influences behaviour. Safety, self-esteem, self-actualization, and 

physiological requirements are encompassed. 
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Maslow contends that basic necessities, such as a salary, do not motivate individuals to attain peak 

performance and fulfilment. Management should prioritise higher-level objectives to enhance personnel 

performance. Management asserts that the compensation structure should incentivize individuals to excel, 

hence fostering organisational growth. 

The expectation hypothesis posits that individuals deliberately select among various behaviours, influencing 

their actions. The anticipated outcome inspires individuals. Expectation posits that individuals make decisions 

based on the alignment of anticipated outcomes with their objectives. Individuals exhibit heightened 

motivation when they perceive that a specific effort will yield a desired outcome. Victor H. Vroom authored 

and published this in 1964. 

The motivational concept of "anticipation" elucidates how individuals make decisions regarding activities. 

Individuals are more motivated to attain their objectives if they see that their performance will directly 

influence their efforts, yield a favourable reward, or satisfy a significant requirement. 

In 1963, American psychologist John Stacey Adams created the concept of fairness. Employee performance 

and remuneration must be equilibrated to accomplish this. Diligence, aspiration, and skills are inputs. Standard 

outcomes include remuneration, acknowledgement, and responsibility. Enhancing inputs and outcomes 

increases employee motivation and productivity. Organisations must comprehend Equity Theory. This will 

enhance the company's efficiency, motivating employees to exert greater effort. Adams posits that employees 

experience demotivation when they perceive their efforts as subordinate to their results. 

Equitable treatment is essential for employees. They will persist in comparing their compensation with that of 

their colleagues to ensure equity. Although employees are aware that their compensation is contingent upon 

their abilities and diligence, this yet occurs. Inadequate remuneration hinders the expectation that less-

experienced personnel will exhibit the same level of motivation as their more-experienced counterparts. 

Consequently, lower-level employees must get adequate compensation to meet the expectations of all 

stakeholders. Adams designates worker help-seeking as "referent.   

 

4. RELATIONSHIP BETWEEN REWARD SYSTEM AND ORGANIZATIONAL PERFORMANCE 
Incentive structures influence both employee and organisational performance. The incentive system reflects 

the company's engagement with employees. It enumerates employee responsibilities and the corresponding 

incentives they may anticipate from the organisation. Pertinent to J. J. and Kerr. Slocum (2005). Individuals can 

express their appreciation by publicly commending employees for their exemplary performance. Organisations 

that use Total Rewards surpass their competitors. Whitaker, P. asserts that a company's compensation 

framework and strategy influence its performance. A remuneration framework is essential to incentivize 

individuals and the organisation to enhance performance and exert effort. Incentive schemes are frequently 

employed to maintain staff engagement and enhance sustained performance. 

 

Intrinsic Rewards on Individual and Organization Performance 

Intrinsic incentives influence the efficacy with which individuals and groups perform their responsibilities. 

Yasmeen, Faroog, and Asghar (2013) assert that well-incentivized employees exhibit greater self-discipline, 

motivation, and concentration. Employees serve as unpaid brand ambassadors while receiving substantial 

compensation. They advocate the business to acquaintances, relatives, and prospective clients to achieve this. 

Providing intrinsic incentives optimally positions the organisation and its workforce. Employees are content 

and fulfilled due to their perception of having made significant contributions and being valued. This enhances 

occupational satisfaction and efficiency. 

Intrinsic rewards can enhance individuals' well-being and abilities. When individuals are committed, 

enthusiastic, and self-assured, organisational performance improves. Employers must recognise employee 

accomplishments, even verbally. Consequently, employees will experience respect and satisfaction, thereby 

driving them to enhance their productivity. 

Extrinsic Rewards on Individual and Organization Performance 

An external tangible reward may motivate an employee or individual to achieve a goal. They typically result in 
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international renown, affluence, or esteem. The individual's direct management typically determines the 

renewal of their contract. These incentives are typically financial, including salary increases, monetary 

bonuses, or certificates of achievement for surpassing expectations. These incentives motivate employees, as 

the majority of individuals prioritise financial rewards or comparable benefits. An individual can perform a task 

devoid of inspiration in the absence of external incentives. Extrinsic financial incentives influence employee 

productivity. Managers frequently utilise financial incentives and additional benefits to motivate personnel. 

The report indicates that external incentives enhance innovation and organisational effectiveness. 

METHODOLOGY 

This paper utilised numerous research publications. These studies examined the impact of reward systems on 

performance, specifically productivity. Employer remuneration influences employee motivation and retention. 

A robust standing in a competitive job market enables a company to attract and retain elite talent. The paper 

employed descriptive research methodologies. 

The primary concerns are employee demotivation and the lack of professional progression chances provided 

by management. According to further paper, these instances resulted from inefficient resource utilisation and 

excessive unpaid labour. These issues led to excessive workload and diminished motivation, culminating in 

subpar work performance. The title is "Establishing a Reward System to Enhance Employee Performance inside 

an Organisation. 

This paper examines deficiencies in the reward system and their impact on employee performance. Assess the 

feasibility of removing damaged sections of the paper. Another objective is to ascertain the impact of the 

reward system on work performance. Improving it would augment the organization's efficacy. 

 

5.CONCLUSION 
This paper investigated the efficacy of incentive programmes in enhancing employee performance within a 

particular organisation. The research suggests two kind of workplace incentives: intrinsic and extrinsic. The 

thesis posits that compensation frameworks in organisations do not consistently enhance employee 

productivity, retention, or performance. 

Qureshi et al. (2010) discovered that enhancing work conditions can elevate motivation. Indubitably. This 

analysis indicates that workers' compensation will be a significant concern for both companies and employees. 

Supplementary evidence indicates a positive correlation between employee happiness and compensation 

within their organisations. Consequently, employees are more inclined to remain, perform, and thrive. 

Nevertheless, the investigation revealed that inequitable and illogical compensation structures dishearten 

employees. 

FindingsandRecommendation 

sCompensation strategies in business have consistently enhanced employee performance. An effective 

compensation system is absent due to the subjective nature of employee motivations, which differ 

significantly among individuals. Numerous methods exist to solicit collective assistance. Low job satisfaction 

signifies employee discontent, resulting in subpar performance and consumer unhappiness. Inadequate 

training and an excessive workload may contribute to employee dissatisfaction. Employee discontent over 

compensation and absence of innovative ideas leads to poor organisational performance. 

Research indicates that a company's incentive system must be appropriately organised and connected with its 

values and principles. Corporate executives ought to take employee demands into account when formulating 

incentive packages. The organisation can establish long-term incentive programmes to enhance performance, 

efficiency, and retention. 
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