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Abstract

Reward systems are central to the human resourcemanagemubecausenatmw
individuals, motivate them and retain thase that have a better fit with the organization.
Organizations need to review their reward systems in order to improve employee motivation,
increase performance and stay competitive. The objective of this paper is to examine the effect of
intrinsic reward on employee performance. It additionally reviewed other research ﬁndmg in the
range of intrinsic reward systems. It employed Victor Vroom'’s Expectancy theory to investigate
the effects of intrinsic factors on employees’ performance. This paper concludes that intrinsic
reward system plays an éssential role in mokivating workers to perform innovatively and reméin
committed to the growth of the organization and recommends that organizations should iinplement
intrinsic reward package that will continue to enhance the motivational spirit of the employees
such that it will make the work environment more challenging and interesting because it leads to
better employees’ performance which in turn results in orgdnization performance. :

Key Words: Reward system, intrinsic reward, motivation, employee performance, orgamzatwn.
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Introductlon »
As humans, improving the quality of life is a must for most people and therefore they are
likely to: seek employment at organizations that.provide higher rewards. Rewards ape
among the important elements that motivate employees to contribute their best-effort to
generate innovative ideas that lead to improved business and service delivery. According
to Anku, Amewugah and Glover (2018), reward is generally understood as the total
amount of financial and non-financial compensation or total remuneration provided to an
employee in return’ for labour or service rendered at work. Lin, (2007) noted that an
effective reward system can stimulate employees to work harder thus increasing -
productivity and enhancing job performance. Likewise, Beer (1984), Armstrong (2003),
and Nyandoro and Goremusandu, (2016) observe that the coordination of reward systems
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improve the performance of their employees. This is because the performance of the
- employees will directly affect the perfonhance of the organizations. In essence, if the
. performance of majority of the employees is low, this would inevitably lead: to low

orgamzanonalpetfomemdvmevemAmhmdAdejumo(ZOII)opmeﬂmﬁe s
wmequemesofpwrmrdmaydeﬁactﬁomﬂ:eobpcﬁwofmhammgotgammmnﬂw L
productivity and suggest a decline in the quality of performance. In severe cases, t mdy -

increase grievances, lead to absenteeism and increase labour turnover. Yet in too 'many -
organizations, rewards are solely defined in terms of wages and salaries. However, there:
is another conception of rewards that relates to the subjective feelings of liking, pleasure - -
or satisfaction suchas appreciation and recognition, status, interesting work, training eft:
(Schultz, 2006 cited in Santos & Mejia, 2015). These intrinsic rewards are sigmificant
factors that can enliance the performance of employees in the workplace. Hénce, givest
that employee performance is an important aspect of organizational process and the use-6f
reward systems ensures the achievement of organizatiosal goals, it becomes a sociologieal
necessity to examine the influence of intrinsic reward system on employee performance.

Conceptual Review

Reward System : ' -
--Ajani (2008:209), summarized reward as “an event that a person finds desirable, followed.
- by high performance and sense of achievement, based on attaining certain level of
excellence, pride in accomplishment and feeling of success and efficacy.” Accorditg to
Lawler (2003), there are at least two factors that deterniine the attractiveness of a reward:
one is how much of the reward is being offered and the second is how much the individul
values the type of reward that is being offered. He argues that, the more the individual
values the type of reward and the more of it is being offered, the greater the motivational
potential. Although feward means something different to individuals, organizafions and
society, it is important to all.

Reward system therefore is seen by Armstrong (2006:615) “as containing armngunemsm .
the form of policies, practices, processes, structures, systemsandprocedmesreq’uitedw

ensure that the contribution of people to the organization is recognized by both financial - .

and non-financial means”. Rue and Byars (2004) defined it as a set of mechanisms for
- distributing both tangible and intangible rewards as part of an employment relauonshlp.

Also according to Armstrong (2010: 268), “reward systems consist of the mtemelabd'
processes and practices which combine to ensure that reward management is carried out
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pifactivelyto thethenefi of the asganization and the peoplc whe: wark there.” Therefore,
muﬂ system is the key to lead and reinforce employees’ behaviors to support
negeni 'onsmwgyandtlnshasambstanml effect on orgamzatlonsperformance
hollsi &m 1993) : 3 . !
sl 'k ST B
N WMWmmmfermthemwardsﬂmtmeﬁomthewnwmof-
*MWM emcompass metivationgl characteristics of the job such as autanomy role
dmping. 1 jncludes further eloments such as appreciation, meeting the new
: N@m pogiixe - and . carinp..attitude - from - employers, job rotation, semse of
weligvement, professional. growth sad individual recognition. Ngwa, Adeleke, Akintola,
igbacze, Ghasi, snd Jshanrepislend (2019) reiterate that intrinsic reward include the non-
Bnctary,. m whighias intggible non-cash rewards. such. as scope to achieve and
onergise 9 M&,mmﬁ% health care, ;leaming and -development,
Gaeer mmm intrinsic motivation provided by the work itsélf and the quality of
ided by the-orgasization.According to Allen, Shore and Griffeth (2004),
MMmWhohglcal in nature and they provide internal satisfaction to
mmmfactwn which comes from the inside. Jaghult, (2005) posits that a
wopd nf apprecistion sad ecrtificates of recognition are other forms of non-monetary part
ofa reward system. Armstrong (2007) observed that the non-monetary part of a reward
system creates & long term effect on employee commitment than the monetary part.
lfnmcr, an cﬁ‘echve reward system must contain both components to eshance

e by mr Pl G T
Hgfivetion s m lmportm palt @f lmderstandmg behavior. Luthan (1998) defines
§¥Btionas, a process that stasts with a physiological deficiency or need that activates a
aliesior 1. 8; deiwe-that is aimed-ak.a. goal inoentive. According to-MinnerEbrahimi and .
mgﬂm&,m comsists of three interacting and interdependent elements, i.c.,
% ~'mmtxve&Daﬁ(2906)'dcﬁned it as those internal and / or external forces
that tngget actions that persist until a certain goal is achieved. Greenberg and Baron
(2003:190) defime motivation as “the set of processes that arouse, direct and maintain
pas bobpviour tawands atieining;some goal. To Stoke (1999, cited in Nabi, Islam, Dip
Hoksail 4 391Dy motivation is & buman psychological characteristic that contributes to a
) ’3 dhgee: Qfm Accordingly, organizational goals are unattainable
mmmaﬂﬁmembﬁs of the organization.In the words of Sheldon
(2002:25) c"wo isdmstry -osn-be emdered cfficient so long as-the basic fact remains
mcognimd tlmt is pnnclpalty human

;‘.
Yeors
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Employee Performance

Accordmg to Sandersen; Harshak and Blain (2009), employw performance doe,snotmqy
in a vacuum. To get the best from the employees, orgasizations must first address,a set-of
fundamental reward -facters to motivate employees to deliver standard. performance
because the quality of buman resource management bas a critical inflyence. gu;the
performance of the organization (Sanderson, Harshak & Blain, 2009). Accmdm;ip
Armstrong (2006), employees are motivated when they expect that a course of: actionds +
likely to lead to the attairiment of a goal- a valued reward that satisfies their particalar |
needs. Thus, well-motivated people are those with clearly defined goals who takem
that they expect will achigve these goals. In other werds, how well or not those .activities
were executed depends largely on the motivation process that inspires employees to. haw
positive attitude towards the business and perform at high level.

Theoretical Framewclk

This paper builds its theomm:al foundation on Victor Vroom s expectancy theory. QQ&)
According to expectancy theory, people’s performance:is rooted in a combination af fheir
ability and their motivation or the choice they make te bebave in a certain way. Motivaiggs
differ for each individual but always entail the folowing: (1) expectancy that their cfigys. -
will lead to a desired level of performanoe, (2) belief that their performance will leagi¥p
valued outcomes (instrumentality), and (3) value fora given outcome (valence) (Boswell,
Colvin, & Damold, 2008): Thus, Motivation = E x I x V, where E is expectancy, L is
instrumentality and V is valence (Isaac, Zerbe, & Pitt, 2001). According to expectanqy
theory, employees will exert effort to achieve organizational goals if they are offered
rewards that are valuable to them. This theory links hard work and high performance with
desired rewards. This is in. line with the notion of hedenism and the wish for enjoyment,
which in this case is rooted in valued rewards. Expectancy theory argues that humans are
capable of making cheicés and are able to think rafionally. An important. fesfyre. ,of
expectancy theory relates to the idea that the value of any reward is in the eyes:of ghe
beholder: one person may prefer social status, for instance, while ano&er may valwe
financial incentive. The value placed on rewards not only varies from person to person but
‘can even change over time for the same person (MacMillan, 2007). ‘These individual
differences can make the workplace both an imteresting and a frustrating place: for
managers (Porter, Bigley; & Steers, 2003). Managers should therefore attempt to assure
their employees that intreased effort will lead to higher performance which will hwce lead
to valeed rewards: (Ryn& Pointon, 2005). . _ N

Literature Revnew e

Intrinsic Reward System: and Employee Perfomonce ;
Intrinsic motivation is the innate, natural propensity to engage one’s mter&ts and exquse
one’s capacities and in so doing, to seek and conquer optimal challenges (Deci & Ryan
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l”S)Amdxl:bAgba(ZOlZ), workers in contemporary societics are expressing a
»M&&ehmmﬂnnpstajob They are looking for employment
Wﬂmnmdmmmwandabﬂmes They
_ wait'a vai from their jobs besides a pay cheque and a few fringe benefits and
Mbmh&mmwmmedegmewwmmmemployersansﬁes

hcke want. Zhou, Qjan, Heomn, wid Lei, (2009) agreed that people are no longer working |

sisiiply for pay. ‘They pay sttention on personal growth such as improvement of
‘Clhpaiilitich, acquisition of new knowledge and valuable skills. In the past few years,
mmwadlﬁcdtwomcenvmmﬂmthaschaﬂengedmdmonal

- wmmmmemnmlopmemm 2009). Having experienced

‘the effects. of o ‘Wéildwide esomomic recession since 2008, human resource managers
within organizations face increasing pressure to add value and demonstrate flexibility in
dealing with new challenges and opportunities These challenges require organizations to
find new ways to not only reward top performers but to motivate all employees to improve
performange while maintaining or increasing business value (Silverman, 2004).Clark,
(2009) encbwraged intrinsic rewards that (2) promoted individual growth and development,
-such as educational benefits and on-site training; (b) provide meaningful and engaging
wk(c)m&puh,anhaswpmttegymmembersh:psandon-sltechddcam and
page mon-work related activities, such as annual picnics and holiday parties.

“Accoeding Osterdoh and Frey (2000), reward is intrinsic if an activity is undertaken for
memmcmwardlsvahwdformownsakcandappem
‘10 be sclf-smitained. They also state that: “the ideal incentive system is in the work content

itself, whiehi moust be satisfactory and fulfilling for the employees” (p.2). The existence of

: mmw interest in their work. The authors admit that companies
‘camot depéid solcly on their personnel needs and preferences for achieving owners’

'goals. Even though employees might be satisfied and happy at work, this may not always
‘Jead 10 wiiit the owner's desired results are. Therefore, the authors state that it is important

‘ﬁl’ﬂemﬁy to direct employees’ intrinsic motivation in ahgnment with the
wm ,

‘RMmdM(t%S)deﬁnem:ewardasadnverworhngtowards satisfying one's
MW!&MMMRM Feeling of competence arises

“mwcesiary ‘siill§ 10 perform at work well. Satisfying the need of competence makes
'cmployees mose interested in leaming new things that can later be used in the work
process. In order for intrinsic motivation to be created and sustained, the feeling of
. competente cannot stand alone, but should be supplemented by the feeling of-autonomy.
Pehgcfamwnymwhucnpbyeespemewetheubehaworasself-detemned
% g %0 Ryan and Deci, (198S), intrinsic reward is a good stimulator for fast leamning
and creativity. Kapusonh:mnﬂmnldnvetowardaspeclﬁcgoalorwhﬂeexecuunga
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task, he or she will get involved deeper into it until a satisfactory level of achievement'is - -
reached. Deeper involvement also means that more effest will be provided, which will lead
to better performance. Similarly, Malone and Lepper (1987), see it as what people wiltdo
without external inducement. Wexley and Yukl, (1997)define intrinsic reward as the effert
cxpendedmanpbyus’katosansfythelrMneedssmhasachem,'
recogmnon,capabihhekandself-lmpmvement. L

' Gmwﬂnmddevelopmemﬁuunderthemonvamrfawbasedeembelgstwow

theory. Growth and development is the contimuous process of increasing the skilh and
capabilities of an employee. According to the theory, it is a factor that will drive people:to
work, achieve and feel satisfied. Based on Maslew’s hierarchy of needs, growth and
development is most likely categorized under the self-actualization which is a higher Jewel
need on the hierarchy. Growth and development is defined as similar to promotion
opportunities. Alharth (2008) said that if employees obtain an opportunity to get prosiotiée
orcareeradvancement,ltlsconmderedthathemgwenachanceofgtm"d

. development in the orgamzatlon. i
Increased employee control with respect to work tasks has also been found o csespé

employee motivation, with respect to increased task mastery and seeking out newel
challenges (Morgeson, Delany & Hemingway, 2005). In line with such findings, Deci and
Ryan, (2000), Gagné and Deci, (2005) postulate that the need for autonomy, or being the
perceived origin or-source of one’s own behaviours is regarded as essential for dhe
emergence or sustenance of intrinsic motivation or-the motivation to perform an actiwity
for itself in order to experience the pleasure and satisfuction inherent in the activity (Deei,
Connell, & Ryan, 1989). Furthermore, the review by Gagné and Deci, (2005) suggests that
employees high in intrinsic motivation are more involved in their jobs and demoiestrate
greater goal attainment than those less intrinsically metivated. Also, as employees dighin
intrinsic motivation are more persistent and interested in their work, their work duality

- should increase to higher levels. Employees with low levels.of intrinsic motivation; anithe

other hand, may not have the drive and engagement to work more independently becasse
theylackpuxposeorm&mngmthelr]obs,havelaspamstence andarel&ssself—dnvm. .
Toﬁnﬂxerexplomthehnkbetweeannsmrewmdsmdemployeeperfome :ildy .
American philosopher; William James, said that the deepest principle in human natuse is
the craving to be appreciated (cited in Geller, 1997). Maurer (2001) prescribes recognitinn

" as an essential factor in enhancing employee job performance which is directly sssocistod

with organizational -achi¢vement. Recognition is the demonstration of appreciatien for a
level of performance, -an' achievement-ér a contribution to an objective. Nelsom (1994)
noted that recognition especially if showed in public in front of the other employeaes stids
favourable signals to the other employees of the kind of behaviour that is favesred wod
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sesirable-yy the management. Shore and Shore (1995) posit that employees who are able
fo 'éxperichoe and. receive -recognition for their work are also able to have a .better
-peroeption of their work, their warkplace and the people they work for. Jeffries (1997)
poits that i is pessible for exganirations to reap the benefits that result from a motivated,
mpthusiastic workfiarce that looks: forward to making a difference for the organization.
Sometimes Al it takes is a simple, genuine, spoken ‘thank you’. Ramano (2003) believes
that competiies which authentically tap into employee’s feelings and hamess this
emotional miyue&mﬂ}atholdthecompehmeadvanagemthemarketAs
: iNeleot: (1591“11) puts it “you get the best eﬁ'ort from employees not by lighting a fire
‘amider-theat;sbut building a fire within them”. This goes a long way in improving the
. getformance to high level and aho ensuring the commitment of employees towards the
mgmmﬁutl m :

Mmumdm motivating when individuals feel that what they do is
| smorthwhile smd adds value.. Accerding to Murlis and Schubert (2001), a bomb disposal
expert in Britain who had taken over for a colleague killed by a bomb was asked by a
reporter: “you are risking death doing this and only getting paid an army salary. Why do
*ywu do such an awful job?” “It isn’t an awful job” the bomb expert replied. “It is a very
hﬂc;ﬁﬂ&em is worth it to save lives. People respect what I do!”

hm wends. ﬂmpbym peychological connection with their work is of great
. fampdetance: in the workplace because research has revealed that engaged employees are
- Inighly encrpetic; gelf-efficacious individuals who exercise influence over events that affect
Mr lives: M swpate their own positive feedback, in terms of appreciation, recognition

~and success (Brooks, 2009). According to Locke 1976:1,342), Since
m is awemotional respunse, job satisfaction may be viewed as the pleasurable
iginetional gigte: resulting from . the perception of one’s job as fulfilling or allowing the
Mmm s important job values, provided these values are compatible with one’s

mmwmwoimahugemouvatorandgvesemployeesapurpose and

.»—»& Yal

*

Furthetmote,nowet how aul:nmated an orgamzatlon may be, high productivity depends
-ou the, Mﬁm and the. effectiveness of the workforce. Staff training is an
snsabil xgyfor mativaling workers. Obisi, (2001) notes that training is a process
rdiough M&sﬁhmﬁhﬂwbdge of an employee is enbanced and increased.
‘ﬁm enining: showld: talg place only when the need and objectives for such
yiabotm idoitified: Bagesim, (2003) observed that training needs are identified
fhirough whﬁw knowisdge between current and desired performance. Mamoria,
- (¥995) explains: that training Melps to. mould employees’ attitudes and help them to
eontribute | meaningfullyto the- organization. Theorgamzat:onbeneﬁtsbecauseof

oy
-
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enhanced performaneeiofiemployees: He fusther states that 3 well-trained employoc-wanld*
make a better-and economic use of materials and equipmnt which would go 3 leag gy
to minimizae wastages. This will give.the employces ofportumnities for self-improvesgeng:
and development t6 mest the challenges and requiremtsnts of new equipment snd-oem
techniques of- performing a task, In other words, the aoquisition of new: skills: swd:
knowledge and attitude through training enables the employee to perform more cffattialy.
Theposmvefeedbackongoodperformanceasammltofnmnmgmouvatwemplomto

workeven»hew Syery . o T oadd
- T s.,..ﬂfﬁ(t.

Intrinsic rewards pmvﬂed—cmtea alstamable mohvmouand win-win sMnhaw’

employees and the organizations they served (Thomas, 2009). Dewhurst, Gutheidge,.andi

Mohr, (2009:2), posit.that “for people with satisfactery: salaries, intrinsic motivatoss s
more effective than' extea.cash in building long-term employee engagement”..dt-willl}
therefore be interesting to- see which of these types. of reward play determiningsrale is:
motivating employees in.:the private sector organizstion in Nigeria. Mihmm

maintained - that intrinsic: reward can be. a powerful mativator. Any organizstien: Shesi
acknowledges an achievemsent and also recognizes anindividual’s commitment o lasoing;
can through this act reinforce “an organization’ sMMoutstudmgM» .

and foster continuous leeming by openly acknowledgingwole:model behavior
“achievement” (Milne, 2007:30). Therefore, a study dome by:{Pollack, 2004) concludas thet:
intrinsic motivation derived from non-cash rcwards will eﬂ'echvely dnve-up the
~ performance levelammunployees. SRV

- 33
Emmsmamnﬁmahmmwsmmuw
Performance - - SA
Jibowo (1977) studled thc eﬁoct of motmtors mdmt‘wtors on Jobm

among a group of 75 agricultural extensian werkers-in-Nigeria. The study shows safes:
support for the influence of motivators-on job perfonmance. A study by Mamsog:
Borhannuddin, and ‘Yusuf,:{3012) was conducted in Pakistan to examine reward: st
performance among ‘bank employees in Punjab. Strwctired quéstionnaire Surveys worss -
used and data were gathered from 4 bank employees. The value of correlation coefficient:

for recognition was 0.251 which shows that its relationship with job performance is

- positive. The findings in this study agree with the findings of Eisenberger and Camtpost
(1996) and Mumford (2000). They emphasized the- insportance: of intrinsic rewands: %

influencing workers’ performance, They believed that wotkers do not like to feel thet thege! -

are performing their task far money.-Caonters and Bugental (1970) also base theisireabasgho

- on Herzberg’s two-factor thaory of motivation which: separated job variables it
groups: hygiene factors and motivaters. Theymadcmeofasmnpleofmmeubﬂ" _
the validity of the two-factor theory. It was discovened:that at higher occupational Jewealy: -
monvamormumcmhfactmsmmorevahwdwhkatloweroocwm,
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- “Siggien: favtoes™: or-extritiic job factors wére more valued. From this work they
cpncindod thet sl cepamirstion thutpatisfies both intrinsic and extrinsic factors of work get
. derbust ool the {Avetan (1982) also studied the effect of extrinsic and intrinsic job
Sactork o Jobastivetion and sisfiection, which leads to performance. It showed that there

e 50 significnitr: diffvente: in “siotivational. level andpbsa“eﬂonacross various

mmummum

oy ragvelpna sip e TSR S T

‘nn.Fm-ﬂmhh(zmo)mmdasmdymwmchhemmedmmlmmp

betwoen rewards and employee performance in commercial banks in Pakistan. The study
Mol @ifihutiypes-of rewards of which one was recognition which he tested through
Feanog's ;/The' tesults showed ' that recognition correlates significantly (0.65)
with ‘enipglosws work mntivatios: (Kban et al, 2010). Research conducted by Wiscombe
(0002) 'withr nssaagers-betwotn September 1999 to June 2000 revealed that 90.5% felt that
sovoguizing enpibyees-helps thent to better.motivate their employees, 84.4% indicated
il providilal nos-monetary recogaition to employees when they perform well, helps to
amicase theis performance; 84.4% siid that recognizing employees; supplies them with
. jumctical feslbuek, 90:3% felt that recognizing employees for good work makes it easier
P ot thve weack:uliome; 77. 7% agrend that recognizing employees assists them to become
el thint 69:3% indicated that providing non-monetary recognition helps
mwmmm(wlscombe, 2002)

'Amdmmmwmkmonvatwn have generauymggeswdthatmunslc'

Mmuhduhmmonvatorsﬂmnexmnsmrewards(l(ovach, 1987, Harpaz,
1990 i Lindudry: 19088)7 Thé *reusén  for this however; is not farfetched:' According to
Aworemi, Abdul-Azeez and Durowoju (2011), in the developed industrialized eountries
Whnascarfianiey uf thews. rescavcing are conducted, satisthetion of the basic needs of life
 sutfony- ok shivlior sl $0'0p: shwrtaken for granted by alarjie msjority, hence emphasis

%‘tmmmﬁpay,mcmegmm to intrinsic

foomch:: ﬁﬁunm il ashievement, ; and self-
snaini T eanes; howbves, satinot be said for the hsdevduped and deveiopmg
-m(mad, zom i
8L GOMIRITEOT
mmam

mm&wmm«xmabmtymmmgemnm:mmme&

beetuse tey comitites cixiiimilowatagiohent of strategic suocess: across all. types of
eigamisations.: Rewnd 5 Sl )df e :déterminants 1o ‘motivate employees for them to
setunliis theigoul-of the olgamismtivn: However, intrinsically motivated smployees tend
Mmmumm this increases: the: competitive edge. Hence,
sowaniing uamployees wiing theseviands they value matters a 1ot and should certainly not
wa of thedsginizations because deliberate ignorance of rewarding

e s . 62|Page
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needswﬂlleadmmmwted.mmeommmmmeexfommHm
organizations that make use of only pay must balance between extrinsic and intringic ncods
of the individual employees. This ensures that employees attend to their dutics and
responsibilities cheerfully, diligently and at the optimum level of performance The paper
s that. orgagizations should jmplement.intringic reward package that:wiill

'connnuetoenhanceﬂlemuvmomlspmtofthemeswhdmumnmakeﬁc

work environment more challenging and interesting because it leads to better emp

..perfotmmwhlchmMnresultsmorgammtmnm . ISR |

g !
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