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ABSTRACT

Human resource is unarguably the most importamtassany organization considering its pivotal role
in strategically and aggressively pursuing the cibjes of the organizations especially in the 21st
century. However, their performance largely degeod the reward mechanism being aligned by the
organization to induce the employees to motivatemhtowards improved productivity and
performance. The research effort in this artislgeared towards exploring the impact of rewardk an
motivation on performance of employees in Kogi &tdhiversity, Anyigba. The paper elicits data
from both primary and secondary sources. Mordhsresearcher obtained sample of 325 out of the
total population of 1,744 using the Yaro Yamanaistiaal technique while the data were analyzed
using the simple percentage, frequency table, meame and spearman rank order correlation
technique. The paper revealed that reward andvatain is salient to improved performance and
effective service delivery. Thus, recommends thath monetary and non-monetary rewards should
be sustained and reviewed periodically.
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Introduction

The reality of globalization in making the worldgéobal village has its unique challenges in every
facets of society. Okojie (2009) observed that ahganizations of today is beset with challenging
organizational factors that stimulate the dynamifmvorkplace hence leading to constant drive for
excellence and global competitiveness. For eveggrization to remain relevant in this 21st century
they must not only sustain their performance butstmconstantly appraise its methodological
techniques so as to meet up with the challengssifétompetition and to also have an edge abave it
competitors.

Rewards refer to all forms of financial returnsidible services and benefits which employees
receive as part of an employment relationship (Bana1999). The employees reward is significant a
it propelled the performance since human aspectmafagement as noted by Carnegie (1975) is
significant as it is the workforce that guaranttes success or determines the failure of orgaiaati
hence, rewarding employees goes beyond accompiighim social contract between the employees
and the organizations but it is also a conscious strategic effort in pursuing the fortunes of the
organizations.

The concept of motivation as noted by Yalokwu (2006 at the very heart of every
organization and motivation is not a behaviorsiaicomplex internal state which cannot be observed
directly but affects employee’s behavior. Thouglathis and Jackson (1982) opined that motivation is
an emotion or desire operating on a persons will Gusing that person to act, Page (2008) notdd tha
motivation is the process that accounts for anviddal’s intensity, direction and persistence dbef
towards the attainment of goals. Consequence tipese concepts, motivation is a strategic and
wholistic instrumentality targeted at organizatibredficiency, improved productivity, conducive
working environment and tool for safety net in $dvglobal competitiveness.

Though, Ajila and Abiola (2004) noted that rewardckage influences employees
performance, the ideology of employees reward e narrowed down to finances alone, as in most
cases the employees viewed reward and motivatidp wnincreased pay packages, salaries and
allowances etc hereby misconceiving the conceptnirand purpose. This thereby militates against
employee’s performance and this is the thrustisfgplper.
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Statement of the Problem

The socio-economic development of any nation |grgelpends on its human resources (both skilled,
semi-skilled and unskilled). However, these humasources must be efficient and productive to
compete favourably in the global scene. Alao armhigbla (2011) argued that for human resources to
be productive, they must be adequately reward giraarious motivational techniques.

The liberalization of unionism in Nigeria has prbgeé agitations and consequent approval of
one form of reward or the other in recent time.wdwer, Aminu (2010) noted that these rewards were
mostly associated with cost of living rather thdficeency and excellence service. Consequently,
reward systems have not been fully utilized in Maye universities and even the little tools being
utilized have been misconceived. It is against backdrop that this research is being carried out.

Gap in Literature

Knowledge is lacking regarding the impact of revgaathd motivation on productivity with particular
focus on the employees of Kogi State Universityyigha. More so, other papers have not been able
to appraise the skewness of reward and motivati@ademic and non-academic staff, thus creating a
gap that need to be filled by means of empiricadigt

Objectives of the Study

This research is basically aimed at exploring tig@dct of rewards and motivation on employee’s
performance. More so, the paper shall review theous motivational tools being utilized in
enhancing productivity and the challenges and mrctspof rewards and motivation to employee’s
productivity shall be discussed. Finally, a criticeview on the skewedness of reward and motivation
between academic and non-academic staff in théutish and how it affects their productivity shall
be carried out.

Statement of Hypotheses

The following null hypotheses were formulated agstéd in the study.

Hol: There is no significance relationship between eygss reward, motivation and productivity.
Ho2: Pay package is not the only reward and motivatitowlb for the employees.

Ho3:  Training and development of employees do not erdémeir performance.

Significance of the Study

This paper will be of utmost significance to thenagement of Kogi State University, Anyigba as it
will serve as blue-print in rewarding and motivatiits employees. More so, union leaders and
employees will find this paper relevant as it dssms the salient issues that borders on their ngelfa
and performance. In addition, researchers who wialg to carryout similar research topic will find
this paper very useful as it will serve as a litera material. Finally, the recommendation of {eper
will help the government and other relevant agentisvards enhancing productivity and improving
the socio-economic fortunes of the nation.

Conceptual Framework

Banjoko (1996) sees human resource managementeamdhnagement function involving various
activities designed to foster effectiveness of aganizations workforce in achieving its objective.
Thus, human resource management strategically dscas the people, needs, expectations, values,
drive, goal, aspirations and overall organizatidesires. More so, human resource management is the
conscious and holistic effort targeted towards siogy, retaining and motivating the workforce of an
organization with the principal aim of enhancingoductivity, professionality, innovativeness,
resourcefulness and improved performance (Marchinghd Wilkinson 2007).

Reward is seen as an external agent administered widesired act or task is performed, that
has controlling and informational properties (Msaliand Wan 2012). Page (2008) defined reward as
something that increases the frequency of an erapleyaction that propelled improved productivity
and service delivery. More so, Mehmood (2013) edgthat rewards play a significant role on
increasing employees reward and changes the behafvidissatisfies employees. The reward is a
pivotal determining factor in motivating the empd@g on one hand and propelling their performance
on the other hand hence Agwu (2013) sees the paheceward system as pay and further noted that
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other reward packages include: bonuses, pensi@nmsghsubsidized meal, medical facilities, training,
promotion and assigning of special duties to thplepees.

Romando (2007) noted that the word motivation iye® from the Latin word “movere”
which implies to move therefore defined motivatias an internal drive that actuates behaviour and
gives direction. More so, Petermode (1991) defimedivation as a prepotent state that energizes and
guides behaviours while Newstrorom (2011) revieweativation as a set of internal and external
forces that cause an employee to choose an apgt®prourse of action and engage in certain
behaviour. More so, Nohria, Groysberg and Lee 72@dovide four major indicators of employee’s
motivation such as: engagement, commitment, satiefa and turnover. However, motivation of
employees is one of the major challenges most argaons are confronted with this, is largely dae t
the dynamics of individual behavioural pattern. n€equently, lack of adequate motivation poses
serious constraint to employee’s productivity. @y large, employee’s productivity is significaat t
the socio-economic development of the nation asd aérves as the key determinant to reaching the
global sense hence the reward and motivation of@maps cannot be over-emphasized.

The Impact of Rewards and Motivation on Employees Perfor mance

Paarsch and Shearer (2000) observed that rewardnatidation of employees significantly affects
their performance and various tools such as paymptions, training, job security etc serves as rdwa
which motivates employees for better performanneesreward and motivation goes beyond financial
inducement, it is pertinent to say that there akerdent tools which can be used to induce the
employees for greater performance.

Pawlowski (2005) noted that what motivates employge may be different from what
motivates employee (b) therefore the organizatiastnidentify and stipulate the various mechanisms
that could enhance employee’s performances. Huarntice to this, reward and motivation has been
identified as the salient tools in actuating thefqgrenance of employees however, The Financial
Regulation of the Federal Republic of Nigeria (20@@ticle 1519 revealed that there are reward
packages not covered by most organizations. Anilewhis causes disparity in pay packages, the
performance of employees are greatly affected. &fbez, reward and motivation of employees has
significant role in enhancing performance and niestigorously and holistically addressed to create
balance in reward, motivation on one hand and pedace on the other hand.

Finally, policies and programmes relating to rewgarand motivation when equitably
approached enhanced overall productivity and addiisparity within an organization.

Typesof Reward
Reward is broadly categorized into intrinsic anttiagic rewards. Ajils (1997) noted that the insic
rewards borders on the job itself which the empésyéind pleasurable as a result of successfully
completing the tasks while extrinsic rewards angallg financial or tangible.

For the purpose of emphasis the table 1 showsdheepts variables and indicators of types
of rewards:
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Table 1. Types of Reward

Concept Variable Indicator
Extrinsic rewards| i. Pay Salary scale based on job categorization.
ii. Bonus Rupees (amount an employee gets from his contoibuti
iii. Benefits Rupees (amount an employee receives for his coititviin
iv. Promotion Number of promotion per year.
Intrinsic Rewards| Recognition Employee attitudes regarding fairness in appraisiig
performance.
i Career ESS?blllty of carrier advancement opportunitiesgtH or
advancement W)-
iii. Responsibility leen_ _r_esponS|b|I|ty are matched with the employee
capabilities.
. Learnlng_ Availability and support from organization to legdigh or
opportunity
Low).
Employees i Employee Whether the employee productivity is increasedemréased
performance productivity with changes of the employee rewards.
ii. Job Achievement of assigned targets within the giveration.

accomplishmen
Source: Dharmasiri and Wickramasinghe (2006); Regikanth (2011)

Resear ch Design

Research design is the blue-print used by a rdseato collect and analyze data for the study s as

provide answers to the research questions and hgges of the study (Arionik, 2004). Therefore, the
research used the cross — sectional research desiyaluate the impact of rewards and motivation o
the performance of employees in Kogi State Univgrginyigba.

Resear ch Population

The population of study consists of individualsgamizations, households or geographical areas in
which the researcher seeks information about wthiehgeneralization of the study applies (Asika,
1991). The target population of this study is mageof all the academic, senior non-academic and
junior non-academic staff of Kogi State UniversiBnyigba. The total population of this study is
1,744 which include 618 academic, 431 senior nacttizig and 695 junior non-academic staff.

Sample/Sampling Procedure

Sampling procedure describes the method used inedg¢ihg the sample size from the population of
the study. The population of the study is largadee it will be difficult if not impossible to rehdhe
entire respondents therefore the researcher saalple the opinion of some respondents using the
Yaro Yamani statistical technique:

n= N
1+N(e)
where:
n = sample
N = population
1 = constant
e = error margin
Consequently,
1744
1+ 1744 (0.08)
1744
1+ 1744 (0.0025)
1744
1+4.36
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1744
5.36

n = 325

Study Area

Kogi State University was established in 1999 bind& Abubakar Audu, the former Governor of the
State. At the time of its establishment, it wagwn as Kogi State University, it was named Prince
Abubakar Audu University in 2002 and later renarexd)i State University in 2003. Professor S.K.
Okwute was the pioneer Vice Chancellor (2000 — 20@%er Late Professor F.S. Idachaba became the
Vice Chancellor between (2005 — 2008) and currdPthfessor Hassan S. Isah is the Vice Chancellor.
Kogi State University commenced academic activitiesApril 2000 in six faculties such as:
Agriculture, Arts and Humanities, Law, Managemeniefces, Natural Science and Social Sciences,
presently comprising about 30 Departments. Thevausity also established the School of Post-
graduate Studies and Centre for Pre-Degree an@®@iStudies. It started with student population of
700 and currently has about 23,000 students. Thersity has the total staff strength of 1,744 ahhi
include 618 academic, 431 senior non-academic &3djior staff, of the academic staff, 131 are
professors, 59 Readers and 145 senior lecturers.

M ethod of Data Collection

The main research instrument of the study was tiesttpnnaire. It was most appropriate to thisstud
since it was aimed at evaluating the effect of meMand motivation to productivity. Accordingly,
Employees Reward and Motivation Questions (ERMQJewgsed to collect primary data from the
respondents. The questionnaire was designed usengnbdified likert 5-point scale. The modified
likert 5-point scale was used to compute the t@tal mean score. And the technique is expressed thu

Very High Extent (VHE) =5
High Extent (HE) =4
Moderate Extent (ME) =3
Very Small Extent (VSE) =2

None at all (NA) =1

The questionnaire design was designed into 4 sectioSection A was the demographic
information of respondents, section B was on engsés/reward and motivation profile, section C was
on the extent of productivity resulting from rewsrdnd motivation while section D was test of
hypothesis.

Method of Data Analysis

Appropriate statistical tools were employed to gpalthe data of this study. The statistics coedisif
simple percentages, frequencies and means score.and@lyze the data and answer the research
questions, the descriptive statistics of simpleceetages, frequencies and means score were adopted.
The hypotheses were tested with the use of spearardn order correlation co-efficient which is
expressed thus:

rs = 1-8d
n(n2-1)
where
rs = spearman rank order correlation co-ffic
d = summation of squared differences betweandy variables
n = number of ranked subjects.
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Table 2: Demographic Information of Respondents

S/No Variable Option Frequency Percentage (%)
1 Age (in years) 18-25 23 7%
26 -33 a7 14%
34-41 94 29%
42 and above 161 50%
Total 325 100%
2 Gender Male 209 64%
Female 116 36%
Total 325 100%
3 Religion Christianity 184 57%
Islam 137 42%
Others 04 1%
Total 325 100%
4 Marital Status Singe 75 23%
Married 236 73%
Divorced 08 2%
Widowed 06 2%
Total 325 100%
5 Educational Qualification O'Level 30 9%
ND/NCE 59 18%
HND/B.Sc 120 37%
M.Sc/Ph.D 95 29%
Others 21 6%
Total 325 100%
6 Employment Status Academic 115 35%
Non-Academic 210 65%
Total 325 100%
7 Length of service (in years) 1-10 224 69%
11-20 50 15%
21-30 31 10%
31-35 20 6%
Total 325 100%

Source: Field Research (2015)

Most of the respondents are of age 42 years andeabith a total of 161 (50%) as shown in table 2,
while 94 (29%) are between the ages of 34 — 41ydar$14%) are between the ages of 26 — 33 years
while 23 (7%) are between the ages of 18 — 25 ydéose so, most of the respondents are male with a
total of 209 (64%) while 116 (36%) are female. Tékgion background of the respondents shows that
most of the respondents are Christians with a tiftdB4 (57%), 137 (42%) are Muslims while 4 (1%)
are of other religions. Most of the respondents raarried with a total of 236 (73%), 75 (23%) are
single, 8 (2%) are divorced while 6 (2%) are widdwe

The academic qualification of the respondents shidves most of the respondents have
HND/B.Sc respectively with a total of 120 (37%), @9%) have M.Sc/Ph.D respectively, 59 (18%)
have ND/NCE respectively, 30 (9%) have O’Level wHill (6%) have other qualifications. More so,
most of the respondents are non-academic staff witiotal of 210 (65%) while 115 (35%) are
academic staff. Finally, 224 (69%) have been wagkietween the period of 1 — 10 years, 50 (15%)
have been working for the period between 11 — 205ye81 (10%) have been working between 21 — 30
years while 20 (6%) have been working between 3% years.
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Table 3: Employees Reward and Motivation Profile

S/No | Variables VHE | HE | ME | SE |[VSE[NA| TS | X
5 4 3 2 1 0

1 Enhanced salaries and wages 157131 | 22 4 9 2 |1392| 4.28
(785) | (524)| (66) | (8) | (9) | (0)

2 | Job security 157| 109 | 44 4 9 2 |1370| 4.22
(785) | (436) | (132)| (8) | (9) | (0)

3 Timely promotion and career prospects 166 65 72 13 7 2 |1339| 4.12
(830) | (260) | (216)| (26) | (7) | (0)

4 | Good working condition 109| 177 | 17 11 7 4 |1333| 4.10
(545) | (708)| (51) | (22) | (7) | (0)

5 | Training and development 131 89 92 7 4 2 [1305| 4.02
(655) | (356) | (276)| (14) | (4) | (0)

6 Health and safety 133 111 | 46 24 7 4 11302| 4.01
(665) | (444)| (138)| (48) | (7) | (0)

7 Inter-personal relationship with 87 65 83 63 | 18 | 9 |1088| 3.35
colleagues (435) | (260) | (249)| (126)| (18) | (0)

8 | Effective communication 83| 65 74 | 55 | 35 | 13 |1042| 3.21

(415) | (260)| (222)| (110)| (35) | (0)

9 Letter of commendation 76| 92 50 42 | 39 | 26 [1021| 3.14
(380) | (368)| (150)| (84) | (39) | (0)

10 | Special welfare scheme 112 176 | 18 11 6 2 |1346| 4.14
(560) | (704)| (54) | (22) | (6) | (0)

11 | Assigning of special tasks 150 128 | 24 9 10 | 4 |1362| 4.19
(750) | (512)| (72) | (18) | (10) | (0)

12 | Sport and social development 63 74 7 94 | 85 905 | 2.78

k 2
(315) | (296)| (21) | (188)| (85) | (0)

Source: Field Research (2015)

The table above shows the employees reward andvatioti profile. The total and mean scores
revealed that enhanced salaries and wages is tjug toal in rewarding and motivating employees
with the totals score of 1392 and mean score @& fbRowed by job security which gives the total of
1370 and mean score of 4.22. More so, assignisgedial tasks is the third ranking tool in empkg/e
reward and motivation giving a total of 1362 andamescore of 4.19. The next is special welfare
scheme with the total of 1346 and mean score of 4ollowed by timely promotion and career
development which gives a total of 1339 and meamwesof 4.12. The next tool is good working
conditions which gives the total of 1333 and meeores of 4.10. More so, the next factor is training
and development which gives a total of 1305 andmszre of 4.02 followed by health and safety
with the total of 1302 and mean score of 4.01. Tbea&t tool is inter-personal relationships with
colleagues which gives a total of 1088 and mearresad 3.35. The tenth tool is effective
communications which gives the total of 1042 andumscore of 3.21 while the eleventh tool is letter
of commendation with the total of 1021 and meanesod 3.14. Finally, sport and social development
is the least tool used in rewarding and motivagngployees as it gives the total of 905 and mearesco
of 2.78.
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Table 4. Extent of Productivity Resulting from Reward and tMation of

Employees
Responses Frequencies Percentage (%)
Very High Extent 166 51%
High Extent 124 38%
Moderate Extent 15 5%
Small Extent 11 3%
Very Small Extent 2 1%
None at all 7 2%
Total 325 100%

Source: Field Research (2015)

The table 4 above shows that 166 (51%) of the medputs indicated that reward and motivation
influences productivity to a very extent, 124 (388&)d it was to a extent, 15 (5%) said it was to a
moderate extent, 11 (3%) said to small extent,%)(%aid to a very small extent while 7 (2%) said
none at all. The implication is that reward andiwagion of employees influences productivity.

Test of Hypothesis
Test statistic: Spearman Rank order correlati@pgopriate.

Responses ObservatipnRx | Observatior] Ry | o(Rx-Ry) o

Very High Extent 166 6 131 6 0 0
High Extent 124 5 89 4 1 1
Moderate Extent 15 4 92 5 -1 1
Small Extent 11 3 7 3 0 0
Very Small Extent 2 1 4 2 -1 1
None at all 7 2 2 1 1 1
Total 325 325 Yo=4

Source: Field Research (2015)

rs = _§& = 1-6(4)
N (1)  6(81)

rs= 1-24 = 1-0.11 = 0.89
210

Zcal = rs =Vn-1 = 0.89
V5 = 0.89 x 2.24 = 1.99

Hence, there is a perfect correlation.

Decision

We reject (Ho) since rs coefficient is 0.89 henitere is relationship between employees reward,
motivation and productivity.
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Discussion of Findings

Based on the foregoing analysis, it was discovératthere is a direct relationship between emm@eye
reward, motivation and productivity. In other werds these variables increases the productivity
profile also increases. These findings is in agre@ with Paarsch and Shearer (2000) who observed
that reward and motivation of employees signifibatffect their performance and various varying
tools are used to reward and induce the employaaging from salaries and wages, bonuses,
promotion, training and development etc.

The study also revealed that human resources esmbst important resources of any
organization and largely contributes to the socior®mic development of any society. More so,
competing with the global trend of mobilizing anilizing a sound and reliable intellectual capaili
requires constant exploring of various variablest thill reward and motivate the employees towards
improved productivity.

More so, as Ajils (1997) noted that extrinsic redgasuch as: pay, bonuses, benefits and
promotion differs from intrinsic rewards such ascagnition, career advancement, responsibility and
learning opportunity hence employees reward, antlvat®dn goes beyond non-financial benefits to
employees and requires sound managerial judgenfierganization to be able to identify, apply and
interpret employees actions and inactions towardwecing their productivity and creating a sound
and an egalitarian organizational atmosphere.

Conclusion

Reward and motivation of employees are enduringdisposition to organizational productivity. This
was revealed from the empirical evidence and fegldfram the respondents. Though, the study noted
that financial reward induces employees but otleancial rewards greatly enhance productivity.
Therefore, employee’s self-worth, conducive workiegvironment and safety also guarantee
productivity.

Recommendations
On the account of these findings, the following gegfions are recommended to create a virile socio-
economic atmosphere in organizations through a-metivated workforce.

1. A well-articulated blue-print on employees resvand motivation should be developed and
aggressively implemented.

2. Employees promotion should be strictly basegeriormance profile resulting from periodic
performance audit and employee appraisal.

3. Training and development of employees shouldarded out with fair consideration to both
academic and non-academic staff so as to ensunel soul peaceful organizational climate.

4. Sporting activities and other social interactiauch as periodic holiday services, annual get-
together should be enshrined in the reward prograwinthe institution.

5. There should be provision of basic infrastruetand the existing ones should be upgraded so
as to create a more conducive working environment.

6. The employees should be carried along in comsid@ making process through effective
communication.

7. Funding of the university should be improvedasao enable the institution meet up with her
mandate.

| 93
Research Centre for Management and Social Studies



International Journal of Public Administration and Management Research (IJPAMR), Vol. 2, No. 5, March 2015.
Website: www.rcmss.com. |SSN: 2350-2231 (Online) |SSN: 2346-7215 (Print)
Audu Joel Samson, 2015, 2(5): 85-94

REFERENCES

Agwu, M.O. (2013): Impact of Fair Rewards SystemeEmployees Job Performance in Nigeria Agip
Oil Company Limited Port-Harcourt, British Journal Education Society and Behavioral
Science, 3(1) pp.47-64.

Ajila, C., Abniola, A. (2004): Influence of Rewards Work performance in Organization. Journal of
Social Sciences Vol.(8) (1) pp. 7-12.

Ajils, B. (1999): The Reward Strategy and PerforoeaMeasurement. Boston: McGraw-Hill.

Alao, D.O; Monisola, A.E. (2011): The Role of Madiion in Performance: A Case study of Kwara
State Local Government Administration, Singapordanrnal of Business Economics and
Management Studies, Vol.1 (3).

Aminu, A. (2010): Determinants of Participation aBdrning in Wage Employment in Nigeria® 5
World Bank Conference on Employment and Developnhetd on & May at Cape Town
South Africa.

Arionik, M. (2004): Research Methods in Educationl &ocial Sciences4ed. New York: McGraw-
Hill.

Asika, N. (1991): Research Methodology in the Bétiaral Science, Ikeja: Longman Nigeria Plc.

Banjoko, L. (1996): Achievement Motivation, Runnirapd Executive Advancement, Journal of
Applied Behaviour Sciences, Vol.7 (1).

Baratton, A. (1999): Social Foundation of Thoughd &ction, NJ: Prentice Hall.

Carnegie, D. (1975): Managing through people, NexkY Dele Carnegie and Associates Inc.

Dharmasiri, A.; Wickramasinghe, S. (2006): The Efiffeeness of Monetary Rewards in Motivating
Police Officers, Sri Lankan Journal of Managem#ant(3&4).

Financial Regulations (2009): Federal Republic wfdxia, Revised Edition.

Hassan, S. I. (2015): Accreditation status of K8tite University, Anyigba, presented to members of
Kogi State University Alumni on f1February.

Marchington, M.; Wilkson, A. (2007): Human Resouidanagement at Work: People Management
and Development,ed. London: Chartered Institute of Personnel aedelbpment.

Marlisa, A.; Wan, N.W. (2012): A Proposed Conceptieamework for Rewards and Motivation
among Administrators of Higher Educational ProvideiMalaysia, International Journal of
Business and Commerce, Vol.1 (9).

Mathis, H.; Jackson, G. (1982): Motivation througime Design of Work: Test of a Theory,
Organizational Behaviour and Human Performanceyeldmd: World Publishing Company
Inc.

Mehmood, B. (2013): Human Resources in Strategiamthg, San Francisco: Jossy-Bass.

Newstrorom, J.W. (2011): Organizational Behaviottuman Behaviour at work, 13Boston:
McGraw-Hill.

Nohria, N.; Groysberg, B.; Lee, L. (2007): Employdtotivation, A Powerful Model, Harvard
Business Review, July — August.

Okojie, V. (2009): Rewards Policy and Employee Mation in the National Library of Nigeria,
Samaru Journal of Information Studies, Vol.9 (2).

Paarsch, S.; Shearer, M. (2000): Work and MotivgtNew York: John Wiley and Sons.

Page, L. (2008): Do not Show me the Money, the grgWwopularity of non-monetary incentives in the
workspace, retrieved 27-12-2010.

Pawlowski, G. (2005): Science and Human Behavidery York: Free Press.

Petermode, V.F. (1991): Educational Administratidpplied Concepts and Theoretical perspectives,
Lagos: Joja Publishing Ltd.

Pretheepkanth, P. (2011): Reward System and itadhgmn Employee Motivation in Commercial Bank
of Sri Lanka Plc, in Jaffna District, Global Journ& Management and Business Research, 11
(4).

Romando, R. (2007): Motivation Theory, Retried Marc 28" 2011.
http//ezinearticles.com?motivation/Theory&id=410700

www.google.com; Reward and Motivation.

Yalokwu, P.O. (2006): Fundamentals of Manageméffted. Lagos: Akangbe Commercial Enterprise.

&l
Research Centre for Management and Social Studies



