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1. Introduction 

Living in a world of accelerated change, tremendous competition and overwhelming complexity coupled with 
blurring lines of geography due to globalization and the internet technology has made occupation highly mobile. The 
performance of employees on their roles is also greatly influenced by metrics that are now accurately measured and 
reported for performance appraisal and management purposes. The workforce is now subject to standards that put a lot 
more pressure on her, hence, the need to be well supported by a good reward system. 

The work force of academia has been significantly plagued by predatory publishers that add no value to 
submissions but seek to milk the unassuming scholar of his financial resources simply because he needs to use his 
published and indexed article for career advancement purposes. The rise of reputable indexing bodies has made it easier 
for employers to rate the performance of their faculty such that those who seek to patronize predatory journals will not be 
as rewarded as those who take the pain to submit their work for peer review in credible outlets.  

The total rewards model is the approach of employers to approve of behavioral traits and professional outputs of 
their employees. A good rewards model seeks to recognize and compensate an employee for the contributions made to the 
realization of corporate objectives. An organization’s reward system refers to the diverse initiatives employers have 
designed to acknowledge, monitor, recognize and reward employee performance. These initiatives also serve as attraction, 
retention and motivational strategies for human resource management. Reward systems also help to influence employee 
actions, behavior, opinions, values and experiences. Many authors have asserted that a corporate reward system plays a 
significant role in determining the attractiveness of an organization to potential employees. (Fay and Thompson, 2001) 
The structure of rewards systems has evolved from just been a pay item to a mix of financial and non-financial elements. 
Many employees have reached a point in their careers that money is no longer the topmost consideration when assessing 
the rewards system of an organization that they will likely work for. Today, there are policy statements that reward the 
employees far beyond what financial rewards can attract for them. 
 
1.1. Statement of Problem 

The future of the nation in many respects depends on the quality of the workforce. The quality of the workforce on 
the other hand depends heavily on the quality of the graduates from our institutions. The rewards received by faculty 
members in the institutions that prepare the future workforce do not seem commensurate to the value they offer the 
society. The metrics for measuring productivity in academia is clear but has become a publish or perish mantra without 
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Abstract:  
The central objective of this study was to assess the effect of reward system on employee performance, the role Covenant 
University’s reward system plays in influencing the scholarly output of her faculty members and the significant effect 
that the Covenant University’s reward system has on the number of authors that publish articles in SCOPUS Indexed 
journals in doing this, the study examined the impact of Covenant University’s reward system on faculty’s performance. 
To achieving this, the study established that there are indicators to measure research prowess of a faculty namely: 
number of articles indexed in SCOPUS, number of citations and the number of authors. In rewarding faculty for their 
performance, Covenant University evolved reward policies on Publication Support, Conference Support, Promotion, and 
Staff Development Support. These policies provide that employees will receive full payment to publish their articles in 
SCOPUS as well get support to attend conferences indexed in SCOPUS. The reward system also permits faculty to use 
these publications to seek for academic promotions in the University. In collating data, the study used secondary data by 
exploring the total number of publications, citations and authors indexed in SCOPUS for Covenant University over a 
period of 12months. Findings reveal that there is indeed a direct impact of these approaches to reward on the 
performance of Covenant University’s faculty’s scholarly output.  
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due consideration for the required compensation that drives the faculty members. Faculty members are amongst the least 
paid and there aren’t sufficient benefits and incentives to cater for their personal obligations let alone their professional 
development. The archaic approach to disseminating knowledge has been linked to inadequate models for enhancing the 
growth and exposure of the faculty members. Many of them do not have the means to attend conferences and career 
enhancing for a yet are confronted with performance metrics that are unattainable within the constraints of the work they 
do. Limited local grants are available for research active faculty and as such many have become victims of brain drain.  
This research article is concerned about the continued increase in demand for quality academic output vis-à-vis the 
available reward structure in academia.  
 
1.2. Research Objectives 

The central objective of this paper is to assess the effect of an organization’s reward system on the performance of 
her employees. The target is to know the effect of the total rewards/compensation program of Covenant University on the 
Performance of faculty members of the institution.  
The other specific objectives of the study include:  

 To determine the relationship between rewards system and employee performance. 
 To assess the role rewards system plays on faculty’s scholarly output. 
 To determine the effect of Covenant University’s reward system on the increasing number of faculty members that 

publish articles in SCOPUS Indexed journals. 
 

1.3. Research Questions 
The study sought to answer the following questions: 

 What is the extent of relationship that exists between an organization’s reward system and its employee’s 
performance? 

 What role does Covenant University’s reward system play in influencing the scholarly output of her faculty 
members? 

 What is the significant effect that the Covenant University’s reward system has on the number of authors that 
publish articles in SCOPUS Indexed journals? 

 
1.4. Statement of Hypothesis 

The hypothesis that guided this study are here stated in the null form: 
 H01: There exist no relationship between an organization’s reward system and its employee’s performance. 
 H02: Covenant University’s reward system does not play any role in influencing the scholarly output of her faculty 

members. 
 H03: Covenant University’s reward system does not have any effect on the number of authors that publish articles 

in SCOPUS Indexed journals. 
 
2. Literature Review 

This literature review has been divided into three sections. The sections contain reviews on conceptual 
clarifications, theoretical underpinnings of the work and empirical reviews of past findings in similar researches 
conducted. 
 
2.1. Conceptual Review 
 
2.1.1. Reward System  

Reward system consists of rules, standards and procedures adopted by an organization to compensate and 
allocate benefits to its employees. Armstrong (2007) explained that a reward system consistsof Reward strategies, that 
projects the organization’s stated plan on how to develop and implement practices, policies and procedures in terms of 
reward that would in turn help to achieve organizational goals. 

Sufyan, Muhammad and Muhammed (2013) emphasized that a reward system is not only about salaries and 
bonuses, it could also include promotions, recognition and awards. They further explained that for an organization to gain 
an edge in a competitive environment, a highly effective and efficient reward system is needed to motivate their 
employees so as to boost performance. Tze and Boon (2012) also suggested that a good reward system is very important 
for attracting, hiring and retaining employees with skills, knowledge and competence to create a good organizational 
supportive culture and achieve organizational goals and objectives .moreover, the focus of a manager should not be based 
on only production of goods and services but should also concentrate on how to select the right employees for the success 
of the company (wren, 2005) 
 
2.1.2. Corporate Rewards 

The works and studies of Aslam, Ghaffar, Talha & Mushtaq (2015) clearly affirms that corporate rewards have 
been perceived to have a strong and valued place in work relationships. Rewards are financial, non-financial and 
psychological derivatives that an institution provides her employees as a compensation for executing tasks assigned to 
them. These rewards are also perceived as benefits for the contributions the employees have made to the realization of 
corporate goals (Haider, Aamir, Hamid & Hashim, 2015). The essence of rewards besides being compensation for work 
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done include enhancing employee engagements (Ram & Prabhakar, 2011), improved job satisfaction (Oriarewo, Agbim & 
Owutuamor, 2013), performance enhancement (Hamukwaya & Yazdanifard, 2014), and talent recruitment, development 
and retention (Bussin & Toerien, 2015).  

In compensating employees, the mix of compensation strategies is important in achieving the goals of the 
organization for improved employee performance. This mix can include intrinsic and extrinsic rewards as not all 
employees are moved by the same approaches.  

Extrinsic rewards are elements of a compensation strategy that employees derive external value from. extrinsic 
reward is seen as a consequence of achievement in the form of promotion, salaries, benefits, merit bonuses and pay rises. 
Extrinsic rewards are used to show employees that they are valued by their employers. (Hatice, 2012). 
On the other hand, intrinsic rewards are elements of a compensation strategy that employees derive inner fulfilment from 
Victor &Hoole (2017). 

Khan, Waqas and Muneer (2017) explains that intrinsic reward aims at fulfilling employee’s intrinsic driving force 
and therefore motivates him this is in agreement with the work of Bosco (2014) who suggests recognition and accolades 
are effective forms of intrinsic reward which boosts employee’s performance. 
 
2.2. Employee Performance 

Shumen (2009) explains that an employee is a person recruited by an organization to perform tasks assigned to 
him by the recruiter based on an agreed term of payment within a certain period of time. On the other hand, the 
attainment of tasks assigned to a person or persons over a specified period of time is known as performance.   
Employee performance has been described as the measured quality and quantity of output from an employee’s 
engagement on assigned tasks and duties. Performance is also measured by presence at work, timeliness of output and 
team spiritedness of the employee (Shahzadi, Javed, Pirzada, Nasreen & Khanam 2014).  
Abugre, (2012), expresses that employee performance consists of total amount of goods and services an employee is able 
to achieve given a period of time. For any business to survive, employee performance is of a great importance  because for 
a business to survive, the customers must be satisfied and customer satisfaction comes as a result of the type of goods and 
services received from employees of an organization or business therefore Ahmad, Wasay and Malik (2012) explains that 
when employees are satisfied, it improves there performance which automatically brings about customer satisfaction.Also, 
employee performance can be measured by how committed an employee is as regards to the mission and organizational 
goals that a set to be achieved (Ahmad and Shahzad 2011). 
 
2.3. Measurement of Employee Performance  

Akinbowale, Lourens and Jinabha (2014) established that one of the most tasking aspects of appraising employee 
performance is to properly measure their performances. It entails evaluating whether tasks are effectively completed and 
if the completion of such tasks meets up with the given time frame.  

In this paper, the performance of employees has been measured by: 
 Number of Publications indexed in SCOPUS,  
 Number of citations of published papers, and 
 Number of institutionally affiliated authors. 
The rewards that these employees get for these outcomes include: 
 Full payment of publication fees 
 Full payment of travel cost to SCOPUS indexed conferences 
 Acceptance of published papers for regular promotion exercises 
 Enhanced salary for exceptional faculty in research 

 
2.4. Theoretical Review 

This paper adopted two theoretical underpinnings associated with this kind of research. These theories included 
the Maslow’s Hierarchy of Needs and Vrooms Expectancy Theory. Abraham Maslow (1957) in his treatise espoused five 
major categories of individual needs. These needs were placed in hierarchy to reflect the highest level or most basic need 
to the self-actualizing needs.  
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Figure 1: Maslow’s Hierarchy of Needs 

 
Maslow’s hierarchy of needs are as follows: 

 Level 1: Physiological Needs. These are needs for life.  Todaro and Smith (2009) suggests that physiological needs 
are basic needs essential for human survival they are needs necessary for substance of life and they include the 
need for shelter, food, health and reproduction 

 Level 2: Safety Needs: These needs are expressed by a desire for protection against danger and deprivation of 
physiological needs. 

 Aruma and Hanachor (2017) stated that “Safety needs or security needs deal with protection and survival from 
chaotic situations, social disorder, social disturbance and physical dangers in human environment”. 

 Level 3: Social Needs: These cravings are for love, affection and acceptance into groups. Mulwa (2008) suggests 
that as soon as the feeling of safety is established, then next needs people have is that of being part of a social 
community where they can express love and feel loved and accepted in return. 

 Level 4: Esteem Needs: These are desires for a high evaluation of oneself. The desire for self-esteem and to be 
respected by others. Onah (2015) affirms that as soon as social needs are achieved, the need for self, 
trustworthiness, respectability, regard, honor, validity, and acceptance develops. This allows people to take part in 
the development of their different communities and conditions which they live in. 

 Level 5: Self-Fulfilment: These needs are expressed in the need to develop and maximize one’s potentials to be 
great and sought after. When all other need is achieved, the need for self fulfilment then comes up. Maslow (1957) 
explains that this need has to do with a person a being able to achieve what he was “born to do”. This is achieved 
by actualization of the persons potentials. 
These five needs were categorized into the self fulfilment needs, psychological need which consists of the esteem 

needs and belongingness and love needs and finally the basic needs which consists of safety needs and physiological 
needs. 

Maslow, in explaining these hierarchy of needs said that, when a lower need is satisfied, the next level of need 
becomes dormant and the individual attention is turned into satisfying that higher level of need.  
 
2.5. Victor Vroom’s Expectancy Theory 

Vroom’s expectancy theory is different from Maslow’s hierarchy of needs in the sense that vroom’s theory it gives 
a series of actions or steps of subjective variables that show the differences in work rewards unlike Maslow’s law that 
gives specifics of what motivates employees. (Lunenburg 2011) 
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Figure 2: Vrooms theory 

 
The elements of this theory are; expectancy, instrumentality and valence. (Vroom, 1964). In explaining this theory, 

it is stated that people become motivated to the degree to which they believe that their (a) effort will lead to appreciable 
performance [expectancy], (b) performance will be compensated [instrumentality], (c) rewards will receive a high 
measure of value that is positive [valence].  
 
2.6. Empirical Review 

This section evaluates four scholarly works on the relationship between Rewards and Employee Performance.  
The first is from Qureshi, Zaman and Shah (2013). The purpose of the study was to establish the direct relationship 
between rewards and employee performance among cement companies in Pakistan. The study surveyed 100 employees 
and established the following: 

 Recognition techniques (intrinsic and extrinsic) used in cement factories enhance employee performance. 
 A mix of fixed salaries and bonuses also impacted employee performance positively. 

The second is from Muhammad (2014). He studied the impact of compensation on employee performance with 
respect to commitment in Saudi Arabia. The study sampled 45 public institutions in the country with an average of 265 
employees. The conclusion of the research affirmed as follows: 

 That compensation in form of incentives enhances the motivation of employees to put in their best in performing 
their duties. 

The third article reviewed was by Ngui (2014). The study focused on the effect of Human Resource Strategies on 
Performance of Commercial Banks in Kenya.  The study concluded that rewards and compensation system have an 
important effect on the performance of banks employees in Kenya.  

The fourth article is by Egbunike and Nnanji-Ihedinma (2015) who studied the effects of rewards on employee 
performance 8 commercial banks in Akwa community of Nigeria. The primary aim of the study was to find out the 
relationship between rewards and employee performance. This research was carried out through survey and data was 
collected through the administration of questionnaire and hypotheses was tested using multiple regression method. The 
study concluded that the employees are the most important aspect of service industries therefore their motivation and 
satisfaction is at the fore front of the managerial tasks. 
 
3. Methodology 

This is an empirical study based on secondary data. The researcher collected information and data from the 
relevant offices of the University to aid in reaching findings and conclusions. The data collected included policy documents 
on publication support policy, conference support policy, promotion policy and data on scholarly output of all faculty in 
the University from October 2017 to September 2018. The study considers employee performance as the dependent 
variable where indices of scholarly output, number of authors, and citation count. The independent variable was the 
reward system. The sub variables included policy on publication support, conference support and faculty promotion.  
 
4. Data Analysis  

The information collected was a simple frequency table. One of the limitations of this research was that there 
wasn’t access to the cost of publication and conferences for the period under review. However, there were existing policies 
that clearly showed that there is a reward system in place to support employee publications, publishing with faculty from 
other Universities, citing other indexed journals and joint authorship of papers and research work in the University. 
However, a simple analysis that was done with the data collected on scholarly output, citation count and number of 
authors are as shown in the tables below. 
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Scholarly Output Difference %Change 

Oct-17 1556 0 0 
Nov-17 1567 11 0.70694087 
Dec-17 1601 34 2.16975112 
Jan-18 1638 37 2.31105559 
Feb-18 1700 62 3.78510379 
Mar-18 1827 127 7.47058824 
Apr-18 

   May-18 
   Jun-18 
   Jul-18 
   Aug-18 
   Sep-18 1859 32 1.7515052 

Table 1: Scholarly Output of Faculty 2017-2018 
Employee Performance of Faculty of Covenant University 

October 2017- September 2018 
Source: Researchers Review of Secondary Data from Covenant University 

 
4.1. On Scholarly Output 

 Every month witnessed an increase in the scholarly output of Covenant University faculty due to the prevalence of 
the publication support policy. 

 The University pays for the publication of all papers indexed in SCOPUS 
 The highest increase came between months of February and March because that’s the time to submit CVs for 

promotion and many faculties had targeted those release dates for their articles. 
 

 
Authors Difference %Change 

Oct-17 1135 0 0 
Nov-17 1140 5 0.44052863 
Dec-17 1164 24 2.10526316 
Jan-18 1177 13 1.11683849 
Feb-18 1205 28 2.37892948 
Mar-18 1258 53 4.39834025 
Apr-18 

   May-18 
   Jun-18 
   Jul-18 
   Aug-18 
   Sep-18 1282 24 1.90779014 

Table 2: Authors Count On Scholarly Output of Staff 
Employee Performance of Faculty of Covenant University 

October 2017- September 2018 
Source: Researchers Review of Secondary Data from Covenant University 

 
 
4.2. On Authors 

 Every month witnessed additions in the number of authors 
 We found out that not all these authors are faculty of Covenant University. A number of them are postgraduate 

students. There is also an existing policy that makes it compulsory for postgraduate students to publish at least 2 
articles before graduation. 

 The highest increase came in February and March due to the season for call for promotions. 
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Table 3: Citation Count on Published Articles of Staff 
Employee Performance of Faculty of Covenant University 

October 2017- September 2018 
Source: Researchers Review of Secondary Data from Covenant University 

 
4.3. On Citation Count 

 Every month saw increases in citation count. 
 We found that Covenant University has a policy that makes it compulsory for her staff to cite other authors within 

the University if they must get publication support. This policy enabled their performance to be improved. 
 The highest change came in the season of promotion. 

 
5.  Conclusion 

One of the most crucial factors for ensuring organizational growth is employee performance and this can be 
boosted by the organizational reward system. It is obvious from the secondary data gathered that there is a positive trend 
in performance as a result of the reward system adopted by the faculty. Evidently, there is not just a relationship between 
the reward system and employee performance, there is adequate proof that the increases in scholarly output, number of 
authors and citation count is as a result of the system of recognition that Covenant University has in place. The staff enjoy 
financial support in foreign currency to pay their publication fees, financial support to attend local and foreign 
conferences. The promotion policy recognizes these outcomes hence guaranteeing career development for the staff. 

University faculty has the potential to perform better if there are benefits and incentives to support their efforts at 
teaching and research. The faculty enhances the reputation of the institution; hence employers can’t afford to be laidback 
on the need to support their engagements and outcomes. 
 
6. Recommendations 

Having carried out an empirical study on finding out if rewards system has effect on employee performance, the 
following is recommended. 

 Employers should provide incentives that encourage research 
 Employers should support faculty exposure through travel to other academic for seminars and conferences.  This 

will aid teaching and widen their perspectives. 
 Employers need to constantly reviewing their policy to aid career development of their faculty. 

 
7. Areas of Further Research 

Muhammad (2014). As seen in our empirical review studied the impact of compensation on employee 
performance. This research was carries out in Saudi Arabia and he concluded that employees put in their best in 
performing duties when compensation comes in form of incentives. Having carried out this study, it should be noted not all 
areas in terms of reward system and employee performance have been covered. The findings made as a result of this 
researched as only narrowed the gap that exists on this particular topic therefore other areas are worthy of consideration.  

 Policy implications for improved research outcomes in academic community. 
 Review of Total Rewards Model for Academia 
 Collaborative Research and Its Impact on Improved Institutional Reputation. 

 
8. References 

i. Abugre, J.B. (2012). How Managerial Interactions Affect Employees Work Output in Ghanaian Organizations. 
African Journal of Economics and Management Studies, 3(2): 204-226. 

ii. Ahmad, M. B., Wasay, E., & Malik, S. U. (2012). Impact of Employee Motivation on Customer Satisfaction: Study of 
Airline Industry in Pakistan, Interdisciplinary Journal of Contemporary Research in Business, 4(6), 531-539. 

 Citation Count Difference %Change 
Oct-17 2997 0 0 
Nov-17 3027 30 1.001001 
Dec-17 3125 98 3.23752891 
Jan-18 3229 104 3.328 
Feb-18 3405 176 5.4506039 
Mar-18 3778 373 10.9544787 
Apr-18    
May-18    
Jun-18    
Jul-18    

Aug-18    
Sep-18 3888 110 2.91159344 

    

http://www.theijbm.com


THE INTERNATIONAL JOURNAL OF BUSINESS & MANAGEMENT                ISSN 2321–8916                www.theijbm.com      

 

227  Vol 7  Issue 6                         DOI No.: 10.24940/theijbm/2019/v7/i6/BM1906-054                 June,  2019            
 

iii. Ahmad, S., & Shahzad, K. (2011). HRM and employee performance: A case of university teachers of Azad Jammu 
and Kashmir (AJK) in Pakistan. African Journal of Business Management, 5(13), 5249 

iv. Akinbowale M. A, Lourens, M.E. & Jinabha, D.C. (2014) Employee Performance Measurement and Performance 
Appraisal Policy in an Organisation. Mediterranean Journal of Social Sciences. 5(9) 

v. Armstrong, Michael. (2007) Armstrong’s Handbook of employee Reward Management and Practice.  2nd edn. 
London: Kogan Page 

vi. Aruma, E.O & Hanachor M.E (2017) Abraham Maslow’s Hierachy of Needs and Assessment of Needs in 
Commmunity Development. International Journal of Development and Economic Sustainability5(2) 15-27 

vii. Aslam, A., Ghaffar, A., Talha, T., & Mushtaq, H. (2015). Impact of compensation and reward system on the 
performance of an organization: An empirical study on banking sector of Pakistan. European Journal of Business 
and Social Sciences, 4(8), 319–325. Retrieved April 12, 2019, from http://www.ejbss.com/recent. aspx-/ 

viii. Bosco, B. M. (2014). Reward management practices and employee performance at Nakumatt holdings ltd 
(Doctoral dissertation, University of Nairobi). 

ix. Bussin, M., & Toerien, W.C. (2015). Influence of reward preferences in attracting, retaining, and motivating 
knowledge workers in South African information technology companies. Acta Commercii, 15(1), 1–13. 
https://doi.org/10.4102/ ac. v15i1.290 

x. Chijioke, N.N. & Chinedu, E.F. (2015). Effect of Rewards on Employee Performance in Organisations: A Study of 
Selected Commercial Banks in Awka Metropolis. European Journal of Business and Management, 7(4), 80-88. 

xi. De Simone, S. (2015). Expectancy Value Theory: Motivating Healthcare Workers, American International Journal 
of Contemporary Research, 5(2), 19-23. 

xii. Haider, M., Aamir, A., Hamid, A.A., & Hashim, M. (2015). A literature analysis on the importance of non-financial 
rewards for employees’ job satisfaction. Abasyn Journal of Social Sciences, 8(2), 341–354. Retrieved April 12, 
2019, from http://www.aupc.info/wp-content/uploads/2015/12/V8I2-10.pdf 

xiii. Hamukwaya, S.I., & Yazdanifard, R. (2014). How a proper performance related reward system can contribute to 
work performance excellence. Open Journal of Business and Management, 2, 189–194. 
https://doi.org/10.4236/ojbm.2014.23023 

xiv. Hatice, Ö. (2012) The Influence of Intrinsic and Extrinsic Rewards on Employee Results: An Empirical Analysis in 
Turkish Manufacturing Industry Business and economics research journal 3(3) 29-48 

xv. Kaur, A. (2013). Maslow’s Need Hierarchy Theory: Applications and Criticism, Global Journal of Management and 
Business Studies, 3(10), 1061-1064. 

xvi. Khan, N, Waqas, H and Muneer, R (2017) Impact of Rewards (Intrinsic and extrinsic) on Employee Performance: 
With Special Reference to Courier Companies of City Faisalabad, Pakistan, international journal of management 
excellence 8(2) 937-945 

xvii. Lunenburg F. C. (2011) Expectancy Theory of Motivation: Motivating by Altering Expectations. International 
journal of Management, Business and Administration 15(1) 1-6 

xviii. Mishra, P. and V. Dixit, (2013). Compensation, Impact of Rewards on Employees Engagement and the role of 
motivation in Retail Store Operation. A case study of Nelhi and NCR. Tenth AIMS International Conference on 
Management. Pp: 1237-1246. 

xix. Muhammad, M. H. (2014). Impact of employee’s job satisfaction on organizational performance. European journal 
of business and management, 5(5), 166-171. 

xx. Mulwa, F.W. (2008). Demystifying Participatory Community Development. Nairobi: Paulines Publications Africa 
xxi. Navale, S. (2015). Study of Employee Perception towards Performance Appraisal with Special Reference to 

Education Sector in Pune City, International Interdisciplinary Research Journal, 5(5), 245-252. 
xxii. Ngui, T. K. (2014). Effect of human resource management strategies on performance of commercial banks in 

Kenya (Doctoral dissertation). 
xxiii. Nnaji-Ihedinmah, N.C and Egbunike F.C. (2015). Effect of rewards on employee performance in organizations: 

study of selected commercial banks in Awka metropolis. European Journal of Business and management 7(4), 80-
88 

xxiv. Oriarewo, G.O., Agbim, K.C., & Owutuamor, Z.B. (2013). Job rewards as correlates of job satisfaction: Empirical 
evidence from the Nigerian banking sector. The International Journal of Engineering and Science, 2(8), 62–69. 
Retrieved April 18, 2019, from http://www.theijes.com/papers/v2-i8/Part.1/K0281062068.pdf 

xxv. Onah, F.O. (2015). Human Resource Management 4th Edition. Enugu: John Jacob’s Classic Publishers Ltd. 
xxvi. Parijat, P. & Bagga, S. (2014). Victor Vroom’s Expectancy Theory of Motivation – An Evaluation, International 

Research Journal of Business Management, 7(9), 1- 8.  
xxvii. Qureshi,M.I., Zaman, K., Shah, I.A. (2013).  Relationship between rewards and employee’s performance in the 

cement industry in Pakistan Journal of international academic research 10 (2), 19-29 
xxviii. Ram, P., & Prabhakar, G. (2011). Antecedent HRM practices for organizational commitment. International Journal 

of Business and Social Science, 2(2), 55–62. Retrieved April 14, 2019, from http://ijbssnet.com/journals/Vol._2_ 
No._2; _February_2011/6.pdf 

http://www.theijbm.com
http://www.ejbss.com/recent.
https://doi.org/10.4102/
http://www.aupc.info/wp-content/uploads/2015/12/V8I2-10.pdf
https://doi.org/10.4236/ojbm.2014.23023
http://www.theijes.com/papers/v2-i8/Part.1/K0281062068.pdf
http://ijbssnet.com/journals/Vol._2_


THE INTERNATIONAL JOURNAL OF BUSINESS & MANAGEMENT                ISSN 2321–8916                www.theijbm.com      

 

228  Vol 7  Issue 6                         DOI No.: 10.24940/theijbm/2019/v7/i6/BM1906-054                 June,  2019            
 

xxix. Rashid Saeed, Hafiza Hafsa Nayyab and Rab Nawaz Lodhi. (2013) An Empirical Investigation of Rewards and 
Employee Performance: A Case Study of Technical Education Authority of Pakistan. Middle-East journal of 
Scientific Research. Pp-892-898  

xxx. Shahzadi, I., Javed, A., Pirzada, S.S., Nasreen, S. & Khanam, F. (2014). Impact of Employee Motivation on Employee 
Performance, European Journal of Business and Management, 6(23), 159-166. 

xxxi. Shumen, J. (2009). Is Organizational Culture Similar with HRM. Nigeria: Northern Press 
xxxii. Sufyan, M, Muhammad, R and Muhammad, T.A (2013) Managing Performance Through reward System .IOSR 

Journal of humanities and Social Sciences, 15(2) 64-67 retrieved June 5, 2019 from 
http://www.iosrjournals.org/iosr-jhss/papers/Vol15-issue2/I01526467.pdf?id=7209 

xxxiii. Todaro, M.P and Smith, S.C. (2009). Economic Development Tenth Edition. London: Addison – Wesley. 
xxxiv. Turan, H. (2015). Taylor’s Scientific Management Principles: Contemporary Issues in Personnel Selection Period, 

Journal of Economics, Business and Management, 3(11), 1102-1105. 
xxxv. Tze, S. O. and Boon, H. T. (2012) Reward System and Performance Within Malaysian Manufacturing 

Companies:World Applied Sciences Journal 19 (7): 1009-1017 
xxxvi. Victor, J., & Hoole, C. (2017). The influence of organisational rewards on workplace trust and work engagement. 

SA Journal of Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur, 15(0), a853. 
https://doi.org/ 10.4102/sajhrm. v15i0.853 

xxxvii. Wren, Daniel A. (2005), The evolution of management thought, 5th edn, New York: John Wiley & Sons, Inc 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://www.theijbm.com
http://www.iosrjournals.org/iosr-jhss/papers/Vol15-issue2/I01526467.pdf?id=7209
https://doi.org/

