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Abstract  
 

The study examined the influence of rewards on workers 
performance. Subjects for the study consisted of one hundred 
workers of Abia State College of Education (Tech) 
Arochukwu. The population for the study was one hundred 
and fifty (150) employees of Abia State College Education 
(Tech) Arochukwu. A sample of one hundred employees 
(100) was drawn randomly from the different departments 
from the population. Data for the study were gathered 
through the administration of a self-designed questionnaire. 
Reliability test of 0.52 was obtained showing that the 
instrument is reliable. In confirming the validity of the 
instrument, it was given to professionals in the area of 
organizational psychology and measurement and evaluation 
for proper scrutiny and evaluation. The data collected were 
subjected to appropriate statistical analysis using Pearson 
Product Moment Correlation Coefficient, and all the findings 
were tested at 0.05 level of significance. The result obtained 
from the analysis showed that there existed relationship 
between extrinsic rewards and the performance of workers, 
while no relationship existed between intrinsic rewards and 
workers performance. On the basis of these findings, 
implications of the findings for future study were 
highlighted. 
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According to Hersey, Blanchard 

and Johnson (2002) rewards can be either  
intrinsic or extrinsic. Intrinsic rewards 
stem from rewards that are inherent in the 
job itself and which the individual enjoys 
as a result of successfully completing the 
task or attaining his goals. While extrinsic 
rewards are those that are external to the 
task of the job, such as pay, work 
condition, fringe benefits, security, 
promotion, contract of service, the work 
environment and conditions of work. Such 
tangible rewards are often determined at 
the organizational level, and may be 
largely outside the control of individual 
managers. Intrinsic rewards on the other 
hand are those rewards that can be termed 
‘psychological rewards and examples are 
opportunity to use one’s ability, a sense of 
challenge and achievement, receiving 
appreciation, positive recognition, and 
being treated in a caring and considerate 
manner. 
 

An intrinsically motivated 
individual, according to Babalola (2008) 
will be committed to his work to the extent 
to which the job contains tasks that are 
rewarding to him or her. And an 
extrinsically motivated person will be 
committed to the extent that he can gain or 
receive external rewards for his or her job. 
He further suggested that for an individual 
to be motivated in a work situation there 
must be a need, which the individual 
would have to perceive a possibility of 
satisfying through some reward. If the 
reward is intrinsic to the job, such desire or 
motivation is intrinsic. But, if the reward is 

described as external to the job, the 
motivation is described as extrinsic. 

Good remuneration has been found 
over the years to be one of the policies the 
organization can adopt to increase their 
workers performance and thereby increase 
the organizations productivity. Also, with 
the present global economic trend, most 
employers of labour have realized the fact 
that for their organizations to compete 
favourably, the performance of their 
employees goes a long way in determining 
the success of the organization. On the 
other hand, performance of employees in 
any organization is vital not only for the 
growth of the organization but also for the 
growth of individual employee. An 
organization must know who are its 
outstanding workers, those who need 
additional training and those not 
contributing to the efficiency and welfare 
of the company or organization. Also, 
performance on the job can be assessed at 
all levels of employment such as: 
personnel decision relating to promotion, 
job rotation, job enrichment etc. and, in 
some ways, such assessments are based on 
objective and systematic criteria, which 
include factors relevant to the person’s 
ability to perform on the job. Hence, the 
overall purpose of performance evaluation 
is to provide an accurate measure of how 
well a person is performing the task or job 
assigned to him or her. And based on this 
information, decisions will be made 
affecting future of the individual 
employee. Therefore, a careful evaluation 
of an employee’s performance can uncover 
weaknesses or deficiencies in a specific job 
skill, knowledge, or areas where 
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motivation is lacking. Once identified, 
these deficiencies may be remedied 
through additional training or the provision 
of the needed rewards.  

The view that specific rewards will 
encourage and increase production has not 
always been substantiated, even though 
management has often attempted to spur 
production by such offerings and has often 
attributed production increase to them. 
Throughout the years production has 
increased for many reasons in addition to 
the particular motivation and has 
erroneously over simplified a highly 
complex phenomenon (Iheonunekwu, 
2003). Since then psychologists have been 
especially concerned with understanding 
an individual through his motives and 
acquired a body of knowledge in this field 
that often differs from the layman’s 
knowledge. It is necessary to review 
briefly, from the psychologist’s point of 
view what is known about motivation at 
the present time. 

 
In Nigeria, interest in effective use 

of rewards to influence workers 
performance to motivate them began in the 
1970s. So many people have carried out 
researches in this area, some of which are 
Oloko [1977], Kayode [1973], Egwuridi 
[1981], Nwachukwu [1994], Ajila [1997]. 
The performance of workers has become 
important due to the increasing concern of 
human resources and personnel experts 
about the level of output obtained from 
workers due to poor remuneration. This 
attitude is also a social concern and is very 
important to identify problems that are 
obtained in industrial settings due to non-

challant attitudes of managers to manage 
their workers by rewarding them well to 
maximize their productivity. All efforts 
must be geared towards developing 
workers interest in their job so as to make 
them happy in giving their best to their 
work, this will ensure industrial harmony. 
In view of this, this study attempts to 
identify the influence that rewards have on 
workers performance in order to address 
problems arising from motivational 
approaches in organizational settings. 

 
For some reasons, most 

organizations use rewards external to the 
job in influencing their workers. Vroom 
[1964], supported the assumption that 
workers tend to perform more effectively if 
their wages are related to performance 
which is not based on personal bias or 
prejudice, but on objective evaluation of an 
employees merit. Though several 
techniques of measuring job performance 
have been developed, in general the 
specific technique chosen varies with the 
type of work. All these issues call for 
research efforts, so as to bring to focus 
how an appropriate reward package can 
jeer up or influence workers to develop 
positive attitude towards their job and 
thereby increase their productivity. 

 
Possibly the best means of 

understanding workers motivation is to 
consider the social meaning of work. In 
this respect, short-term goals and long-time 
goals of employees and employers may 
affect production variously. Accordingly, 
giving attention to the manner in which 
rewards given to workers are perceived is 
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preferable to assuming that reward means 
the same thing to all. 
 
Empirical Review 

Rewards that an individual 
receives are very much a part of the 
understanding of motivation. Research has 
suggested that rewards now cause 
satisfaction of the employee to be affected, 
which directly influences the performance 
of the employee. Lawler [1985] concluded 
that factors influence the performance with 
regards to work. Firstly, it depends on the 
amount received and the amount the 
individual feels he or she should receive. 
Secondly, comparison to what others 
collect influences peoples performance, 
and thirdly, employee’s satisfaction with 
both intrinsic and extrinsic rewards 
received affects overall job performance. 
Fourthly, people differ widely in the 
rewards they desire and in the value they 
attach to each. And fifthly, that many 
extrinsic rewards satisfy only because they 
lead to other rewards. All these 
observations suggest the need for a diverse 
reward system. 

 
In the study carried out by Jibowo 

[1977] on the effect of motivators and 
hygiene on job performance among a 
group of 75 agricultural extension workers 
in Nigeria it shows some supports for the 
influence of motivators on job 
performance, the study basically adopted 
the same method as Herzberg,, Manser and 
Synderman [1959].  In another study 
carried out by Centres and Bugental 
[1970], they also base their research on 
Herzberg’s two-factor theory of 

motivation, which separated job variables 
into two groups: hygiene factors and 
motivators. They made use of a sample of 
92 subjects. And it was discovered that at 
higher occupational level, “motivators” or 
intrinsic job factors were more valued, 
while at lower occupational levels 
“hygiene factors” or extrinsic job factors 
were more valued. From this work they 
concluded that an organization that 
satisfies both intrinsic and extrinsic factors 
of workers get the best out of them. 
Bergum and Lehr’s [1984] study which 
investigated the influence of monetary 
incentives and its removal on performance; 
showed that the subjects in the 
experimental group who received 
individual incentives performed better than 
those in the control group. Daniel and 
Caryl [1981] study was designed to 
explore the ability of the investment model 
to predict job satisfaction and job 
commitment. The result showed that job 
satisfaction was best predicted by the 
reward and cost value of the job. And job 
commitment on the other hand was best 
predicted by a combination of rewards, 
cost values and investment size. Assan 
[1982] also studied the effect of extrinsic 
and intrinsic job factors on job motivation 
and satisfaction, which leads to 
performance. It showed that though there 
was no significant difference in 
motivational level and job satisfaction 
across various categories of workers in 
different organizations. 

 
Egwuridi [1981] also investigated 

motivation among Nigerian workers using 
a sample of workers of high and low 
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occupational levels. The hypothesis that 
low-income workers will be intrinsically 
motivated was not confirmed, and the 
expectation that higher income workers 
will place a greater value on intrinsic job-
factors than low-income workers was also 
not confirmed. This shows clearly the 
extent of value placed on extrinsic job 
factors. Akerele [1991] observed that poor 
remuneration is related to profits made by 
organization. Wage differential between 
high and low income earners was related to 
the low morale, lack of commitment and 
low productivity. Nwachukwu [1994] 
blamed the productivity of Nigerian 
workers on several factors, among them is 
employer’s failure to provide adequate 
compensation for hard work and the 
indiscipline of the privilege class that 
arrogantly displays their wealth, which is 
very demoralizing to working class and 
consequently reduced their productivity.  

 
Judging from all these empirical 

studies and findings, one may generally 
conclude that a good remuneration 
package, which ties financial rewards to 
individual performance, can be expected to 
result in higher productivity. Another study 
carried out, which is of importance to this 
paper, is that of Wood [1974]. He 
investigated the correlation between 
various workers attitudes and job 
motivation and performance using 290 
skilled and semi-skilled male and female 
paper workers. The study revealed that 
highly involved employees who were more 
intrinsically orientated towards their job 
did not manifest satisfaction commensurate 
with company evaluations of performance. 

They depended more on intrinsic rewards 
as compared to those who were more 
extrinsic in orientation.  

Also, in a related study, Kulkarni 
[1983] compared the relative importance 
of ten factors such as pay, security, etc. 
which are extrinsic to the job, and other 
intrinsic factors like recognition, self 
esteem, responsibilities etc among 80 
white collar employees. And it was 
hypothesized that higher value will be 
placed on intrinsic rather than extrinsic job 
factors. Data was obtained through 
personal interview in which individuals 
were asked to rank each factor according to 
its importance. The result did not uphold 
the hypothesis and it shows two extrinsic 
factors adequate earnings and job security 
as the most important. Also, it was found 
that there were no consistent trend between 
the findings of this study and similar 
studies using blue-collar workers, except in 
ranking of adequate earnings and job 
security. 

The above are empirical works 
carried out by different researchers in the 
areas of reward and performance. 
However, the question is “what magnitude 
of performance variation can rewards both 
extrinsic and intrinsic induce taking into 
consideration the argument and counter 
argument on the consequences of tying 
reward to performance. 
 
Research Hypotheses  

Two null hypotheses are 
formulated to guide this study and they are 
tested at 0.05 level of significance. 
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i. There is not significant relationship 
between extrinsic rewards and 
workers performance. 

ii. There is  no significant relationship 
between intrinsic rewards and 
workers performance. 

 
Research Design  

This study adopted survey research 
design using ex-post-facto design. It 
involves using a researcher-designed 
questionnaire in collecting data from the 
respondents. This research design was 
preferred because the events have already 
taken place and the researchers have no 
direct control of both the independent and 
dependent variables. This method was 
chosen in order to make reference to 
phenomena as they exist in real life and it 
is relatively economical in terms of time 
and resources. 
 
Population, Sample and Sampling 
Technique 

 The population for the study was 
one hundred and fifty (150) employees of 
Abia State College of Education (Tech) 
Arochukwu.  A sample of one hundred 
employees (100) was drawn randomly 
from the different departments from the 
population. The simple random sampling is 
a basic sampling design, which allows 
equal representation and selection of 
samples. The selection of the subjects was 
done in such a way that all categories of 
workers [senior staff and junior staff] were 
included and it cuts across gender. This 
was done in anticipation that such a 
sampling of subject will provide the 

necessary variety of information required 
of this study. 
 
Instrumentation 

The instrument used in this study 
is a close-ended questionnaire that was 
designed by the researchers. The 
questionnaire comprises three [3] parts or 
sections; with section “A” comprising 
eight [8] items seeking demographic data 
such as age, sex, status, level of education 
etc. Section “B” consists of ten [10] items, 
which sought to collect information about 
the relationship between extrinsic reward 
and workers performance.  Section “C’ 
contains ten [10] items on workers 
perception of intrinsic reward and its 
relationship to their performance. 
 
Reliability and Validity 

In order to establish the reliability 
of this instrument, a pilot study was carried 
out on a sample of twenty [20] staff of 
Abia State Polytechnic Aba, using a test-
retest method. The result of the reliability 
test was 0.52 showing that the instrument 
is reliable. In confirming the validity of the 
instrument, it was given to three 
professionals in the area of organizational 
psychology and measurement and 
evaluation from Abia State University, 
Uturu for proper scrutiny and evaluation. 
 
Administration of the Instrument 

The subjects were given the 
questionnaire in their places of work. 
Instruction on how to fill the questionnaire 
was given. Confidential treatment of 
information was assured. 
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With regards to the scoring of the 
responses, the first section of the 
questionnaire needed no score attached to 
it, since the information required are bio-
data of the subject. The second and third 
sections that are “B” and “C” were ranged 
from 5-1 likert-point scale in the following 
pattern. 
Strongly agree -5, Agree -4, partially agree 
-3, Disagree -2 Strongly Disagree -1 
 
Method of Analysis  

The data were gathered from the 
respondents and the Pearson Product 
Moment Correlation statistic was used to 
test the relationship between each of the 
variables at 0.05 level of significance as 
the decision point for acceptance or 
rejection of hypotheses.  
 
Results  
Hypothesis Testing 

This section deals extensively with 
the statistical testing of the hypotheses 
formulated for this study and also 
interpreting the result making use of 
Pearson Product Moment Correlation 
Coefficient. 

 
Hypothesis 1 

There is no significant relationship 
between extrinsic rewards and workers 
performance. In order to test this 
hypothesis, the Pearson Product Moment 
Correlation was used. The table 1 shows 
the result obtained. 
 
 
 

Table 1: Correlation between Extrinsic 
Reward and Workers’ Performance  
 
Correlation          R         tv           df        Sig  level 
 
Extrinsic reward   0.4       0.197       98        0.05 
and workers 
 perfor mance  
 
Data in the table above indicates the value 
at 0.05 levels and with df of 98 is 0.197. 
From calculations and indications r>tv [i.e. 
0.42>0.197]. Since calculated value 0.420 
is greater that the table value 0.197, the 
result is significant. Therefore the 
hypothesis is rejected. Hence, there exists a 
positive relationship between extrinsic 
reward and workers performance. That is 
when there is an increase in extrinsic 
reward like salary; allowance etc. given to 
workers, there is also a corresponding 
increase in workers performance. 
 
Hypothesis 2 

There is no significant relationship 
between intrinsic reward and workers 
performance. The Pearson Product 
Moment Correlation was also used in 
testing this hypothesis. The table shows the 
result obtained from the correlation and 
test of significance.  
 
Table 2: Correlation between Intrinsic 
Reward and Workers Performance 
 
Correlation            R         tv             df        Sig level 
 
Extrinsic reward     0.15     0.197       98          0.05  
and workers performance  
 
Since r = 0.152 is less than the tv = 0.197, 
the result is insignificant and the 
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hypothesis is therefore accepted. In other 
words, there exists no significant 
relationship between intrinsic rewards and 
workers performance. That is the value 
that workers place on the intrinsic rewards 
like praise, recommendation that they 
receive from their employees is very 
minimal and this does not increase their 
performances. 
 
Discussion  

The first hypothesis, which states 
that, there is no significant relationship 
between extrinsic reward and workers 
performance, was rejected. This shows that 
extrinsic rewards given to workers in an 
organization has a significant influence on 
the workers performance. This is in line 
with equity theory which emphasizes that 
fairness in the remuneration package tends 
to produce higher performance from 
workers [Adams, 1965]. The findings also 
agree with the works of Berjum and Lehr 
[1964] which showed that subjects who 
received individual incentives performed 
better than those who did not receive. And 
workers exhibited productive work 
behaviour when rewards were made 
contingent upon performance. The work of 
Akerele [1991] can also be said to have 
corroborated the findings of this work. He 
observed that poor remuneration in relation 
to profits made by organization, wage 
differentials between high and low income 
earners among other things contributed to 
low morale, lack of commitment and low 
productivity. 

 
Another work that this findings 

can be said to have corroborated is the 

work of Eze [1985] whose investigation on 
Nigerian management personnel shows 
that 90 percent of managers in his sample 
regarded their work as a means to end. 
And this ends was interpreted to include 
money, material possessions etc and the 
reason may be that workers need to take 
care of themselves, their families and other 
dependents and provide themselves other 
basic needs of life. 

 
The second hypothesis which 

states that “there is no significant 
relationship between intrinsic rewards 
given to workers and their performances” 
was accepted. This finding suggests that 
there is no significant relationship between 
intrinsic rewards such as praise’s 
recommendation etc. received by workers 
and their performance. The findings of this 
study have a contrary view to the finding 
of Deci [1972]. He emphasized the 
importance of intrinsic reward in 
influencing workers performance. He 
believed that workers do not like to feel 
that they performing their task for money. 
However, this study has been able to refute 
this fact and demonstrate the importance of 
extrinsic rewards like money as a variable 
predictor of performance. The findings of 
Egwuridi [1981] has also supported this 
research work, because his hypothesis that 
low income workers will be intrinsically 
motivated was not confirmed and the 
expectation that higher income workers 
will place a greater value on intrinsic 
reward than how income workers was also 
not confirmed. This shows clearly the 
extent of value placed on extrinsic 
rewards. 
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Based on the foregoing, it can be 
said that it is pertinent for employers of 
labour to know the kind of rewards that 
they can use to influence their employees 
to perform well on a job. In other word the 
relevance of motivational factors depends 
not only on its ability to meet the needs of 
the employees, but also that of the 
organization as well. 

 
Conclusion  

The importance of reward in the 
day-to-day performance of workers’ duties 
cannot be over emphasized, especially 
when it comes to being rewarded for a job 
done. It is a well-known fact that human 
performance of any sort is improved by 
increase in motivation. Going by the 
findings of this study, it can be easily 
inferred that workers reward package 
matters a lot and should be a concern of 
both the employers and employees. 

 
The results obtained from the 

hypothesis showed that workers place 
great value on the different rewards given 
to them by their employers. Hence, when 
these rewards are not given, workers tend 
to express their displeasure through poor 
performance and non-commitment to their 
job. It is therefore imperative for the 
organization to consider the needs and 
feelings of its work force and not just over 
look them in order to safe guard industrial 
harmony, because “a happy worker they 
say is a productive worker”. 
 
Recommendations  

Employers are continually 
challenged to develop pay policies and 

procedures that will enable them to attract, 
motivate, retain and satisfy their 
employees. The findings of this study can 
be a handy tool which could be used to 
provide solutions to individual conflict that 
has resulted from poor reward system. 

It is very pertinent at this juncture 
to suggest that more research should be 
conducted on the relationship and 
influence of rewards on workers 
performance using many private and 
public organizations. Due to limited time 
and scope, this study is restricted to just 
one organization. It is important for further 
studies to be carried out in order to do 
justice to all the factors that influence 
workers performance. With the constraints 
identified above, the ability to generalize 
the result of this study is restricted. 

 
Having stressed the importance of a 

good remuneration policy on the 
performance of workers and the different 
kinds of reward that can influence workers 
to perform better on a job, this study can 
therefore be seen as a call for employers’ 
sense of commitment to put in place 
appropriate incentive plan that will 
encourage workers to be more purposeful 
and improve their performance. 
 

References 
Adams, J.S. [1965]. “Inequity in social 

exchange”. Advances in 
Experimental Social Psychology. 
New York: Academics Press. Pg. 
264-300. 

 
Ajila, C.O. [1997]. Job Motivation and 

Attitude to Work as Correlates o 

Reward as Correlate of Workers’……. 



 

10

Productivity among Workers in 
Manufacturing Companies in Lagos 
State. Nigeria. Unpublished Ph.D 
Thesis.  Submitted to the department 
of Psychology O.A.U. Ile-Ife Osun 
State, Nigeria. 

 
Akerele, A (1991]. “Role of labour in 

productivity”. Nigeria Journal of 
Industrial Relation, 5:50-58. 

 
Assam, A.P. [1982]. Motivation and Job 

Satisfaction. Unpublished MSc 
 Dissertation University of Lagos, 
Nigeria.  

 
Babalola, J.B (2008) Motivational 

Principles and Practice. In J.B. 
Babalola & A.O.Ayeni. Aducational 
Management: Theories and Tasks 
(eds). Lagos : Macmillan Publishers 
Limited 

 
Bergum, B. & J. Lehr. [1984]. “Monetary 

incentives and Vigilance”. Journal 
of Experimental Psychology. 7(1) 
197-198. 

 
Centres & O. Bugental. [1970]. “Intrinsic 

and extrinsic job motivators among 
 different segments of the working 
population”. Journal of Applied 
 Psychology, 50: 193-197. 

 
Daniel & Caryl [1981]. “Exchange 

variables as predictors of job 
commitment and  turnover. The 
impact of rewards cost alternation 
and investments”. Journal of           

Organizational Behaviour and 
Human Performance, 27: 78-95. 

 
Egwuridi, P.C. [1981]. Job Satisfaction: 

Effects on Jon Characteristics 
Unpublished MSc Dissertation 
University of Lagos, Nigeria. 

 
Eze, N. [1985]. “Sources of Motivation 

among Nigeria Managers”. Journal 
of Social Psychology, 125: 341-345. 

 
Hersey, FBlanchard,K.H & Johnson,D.E 

(2002) Management of 
Organisational  Behaviour: 
Leading Human Resources. New 
Delhi: Prentice-Hall 

 
Herzberg, F.B., Manser & B.B Synderman 

[1959]. The Motivation of Work. 
New  York: John Wiley and 
Sons Inc. 

 
Iheonunekwu,S.N (2003) Entrepreneurship 

Theory and Practice. Owerri: Crown 
Publihsers 

 
Jibowo, A.A. [1977]. “Effect of motivators 

and hygiene factors on job 
performance among extension 
workers in the former Western State 
of Nigeria”. The Quarterly Journal 
of Administration, 12[1], 45-54. 

 
Kayode, A.Y. [1973]. “Beefing up workers 

productivity”. The Quarterly 
Journal  of  Administration, 9: 9-
15. 

 

Journal of Teacher Perspective 



 

11

Kulkarni, P. [1983]. “Organizational 
Behaviour and Human Decision 
Processes. New Delhi: McCoy Hill. 

 
Lawler, E.E. [1985]. “The effects of 

performance of job satisfaction”. 
Industrial Relations, 7, 20-28 

 
Nwachukwu, C.C. [1994]. “Effective 

leadership and productivity. 
Evidence from a  national survey of 
industrial organization”. African 
Journal for the Study of  Social 
Issues, 1, 38-46. 

 
Vroom, V.H. [1964]. Work Motivation. 

New York: Jon Wiley and Sons. 
 
Wood A.T. [1974]. “Effects of contingent 

and non-contingent rewards and 
control  on intrinsic motivation”. 
Organization Behaviour and Human 
Performance, 8(3), p. 217-229.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Reward as Correlate of Workers’……. 


