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ABSTRACT
Reward system can be seen as a means of actively engaging and the renewing then employee’s sense of community and mission of an organization. In this view, an effectively administered system of rewards can provide incentive for quality workmanship and performance. Reward system and management is one important Human Resource Management strategy for attracting and retaining high quality employee as well as facilitating them to improve performance. This study adopted survey research design. The target population comprised of staffs of 280 manufacturing/production department in Coca Cola in Lagos state Nigeria Taro Yamane’s formula was used to determine the sample size of 164 respondents.
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CHAPTER ONE
1.1   BACKGROUND OF THE STUDY
Paying workers for efficiency has been the foundation of industrial and business development for centuries. This research examines reward system on employee’s performance of Coca-Cola in Lagos state, Nigeria. This chapter is an introduction chapter, which is followed by the background of study, statement of research problem and research objectives. It also presents the importance and validation of the research, scope and delimitation of the study. Finally, it gives key definitions used in this research and conceptual framework. The purpose of reward systems is to provide a systematic way to offer positive consequences. The fundamental aim is to offer positive consequences for contributions to desired performance.
Rewarding workers is associated with the incentive of labor force of an organization for better performance, financial reward has always been important in managing employee’s performance, (Armstrong and Taylor 2010, p. 331) state that “performance is said to be a behavior that achieves results. Performance management influences performance by helping people to understand what good performance means and by providing the information needed to improve it. Reward management effects performance by recognizing and rewarding good performance and by providing motivations to improve it”.
Torrington. (2011) describe the significance of workplace rewards as:
Reward is clearly fundamental to the employment relationship. While there are plenty of people who enjoy working and who claim they would not stop working even if they were to win a big cash prize in a lottery, most of us work in large part because it is our only means of earning the money we need to sustain us and our families. How much we are paid in what form is which is an issue which substances hugely to us (Torrington, 2011, p.514).
The rewards we offer to both individual and team performance are critical to determine how effective productivity would be.
Based on the assessment of current literature, this research sets out to explore clearly what variables exist in accrediting the correct reward structure to an individual employee or team on their performance.
The research emphases on Cola-Cola an American multinational corporation manufacturing company which specifies in production, retailer and marketer of nonalcoholic beverage concentrates and syrups, Cola-Cola is actually the second most popular word in the world. It has over 62,600 Employees worldwide. Coca-Cola has been in existence since 1886 Coca-Cola is a prominent universal supplier of beverages for consumers. Employees, technically known as human resources in present organizations, are rightly considered as the most significant assets (Ong & Teh, 2012).
Rewarding employees is related with the motivation of the labor force of organization for better performance. Nevertheless, what kind and mix of rewarding tools to use tasks the organizations. Several studies have verified that rewards have positive influence on the employee’s health and work place safety. It is one of the factors that sought increase employee’s engagement in the work place, which is the key element in the work performance (Furtado. 2009).

It is clear that employee’s productivity in expanding organization is a crucial factor in organization performance, without a proper rewarding mix performance may decrease which would lead to a drop in productivity. The validation behind the use of rewards to employees is that motivated employees become pleased in terms of fulfilling their wants, both financial and non-financial. Failure to do so, employees will be of a mind to leave the organization. (Azasu, 2009). Employees prefer getting intrinsic rewards in terms of compliment and acknowledgment for certain work achievement, while on the other hand employees are happy with extrinsic reward   in terms of remunerations, bonus and incentive offered to workers (Lawler, 2008, Sajuygbe, Bosede and Adeyemi, 2013).
The productivity and achievement of every organization is highly dependent on its staff (Ali, 2013; Gabcanova, 2011; Markova & Ford, 2011; Vlachos,2009). Therefore, maximizing the overall organization performance requires an understanding of those factors that encourages the employees to put in extra effort at work and also in growing their performances (Hafiza, Shah, Jamseheed & Zaman, 2011). Reward system and management is a crucial Human Resource Management strategy for enticing and retaining high value employee as well as enabling them to upsurge performance (Dewhurst, Gutridge& Mohr, 2010; Ibrar& Khan, 2015).
There is a need for managers to recognize employees in terms of what reward would satisfy his employees for increase motivation and better performance in the job assigned that is highly linked to the organization productivity (Jones and Culbertson 2011; Aktar, Sachu & Ali, 2012). Some employees are highly inspired by extrinsic rewards such as promotions bonus, and increase in pay, others employees are inspired with intrinsic rewards such as praise and recognition appreciation, (Bana and Kessy, 2007). Nevertheless, which of the rewards motivate Coca-Cola workforce this will be the focus of this study.
1.2  STATEMENT OF PROBLEM
Osa (2014) reveals that Manufacturing organizations are still finding it difficult to establish an effective reward system that fairly suits the organizational demands in relation to employee performance. There is a difference between what people think they should be paid and what organizations spend in reimbursement thus affecting employees sense of achievement and this is a challenge employee in organizations face (World at Work, 2011). There is increasingly a need for organization to be in a position of understanding appropriate rewarding system that motivates their employees for higher organization performance (Vance 2012).
In Coca-Cola various reward packages are used and these involve monetary (extrinsic) and non-monetary (intrinsic) rewards.  For example, in the context of monetary reward salary increase is sought to be highly essential for employees’ satisfaction (URT, 2010). Nonetheless, little is known in Coca-Cola about the effect of other reward tools on employee and organization performance.
Several studies on reward systems and work/organization performance have conducted, for example in Pakistan cement industry (Quresh, Zaman and Shah, 2010), Nigerian manufacturing industry (Sajuyigbe, Bosede and Adeyemi, 2013), Bangladesh commercial banks (Aktar, Sachu & Ali, 2012) and Malaysian universities (Jalaini et al., 2013).
These studies indicate in today’s environment that employees are very much motivated by both intrinsic (internal) and extrinsic (external) rewards for greater organizational performance and that none of the two sets of reward systems should be overlooked by managers when motivating workers for higher performance.

1.3 OBJECTIVE OF THE STUDY
1.3.1 GENERAL OBJECTIVE  
The overall objective of the study is to assess the effect of reward systems on organization performance of Employee.
1.3.2 SPECIFIC OBJECTIVES
i. To determine the reward systems on work performance that is currently used in Coca-Cola in Lagos state 
ii. To assess the effect of extrinsic rewards (salary, bonus and promotion) on performance
iii. To determine employee’s satisfaction of the view of reward system used by Coca-Cola in Lagos state
iv. To assess the effect of intrinsic Rewards (Praise and recognition) on performance 

1.4  RESEARCH QUESTION
1. What reward systems is currently being used on employee in Coca-Cola, Lagos state? 
2. What is the view of employees on reward system used by Coca-Cola in Lagos state?
3. What is the effect of extrinsic rewards (Remuneration, bonus, salary and promotion) on employee performance in Coca-Cola, Lagos state?
4. What are the effect of Intrinsic Rewards (praise and recognition) on employee performance in Coca-Cola, Lagos state?
1.5 HYPOTHESES
To provide responses to the research questions, the following hypotheses will be tried in this study:
· H0: There is no significant effect on employees Reward system
· H1: There is significant effect on employees Reward system 

· H0: There is no significant effect on employees view on reward system
· H1: There is significant effect on employees view on reward system 

· H0: There is no significant effect of Extrinsic Rewards on employee’s performance
· H1: There is significant effect of Extrinsic Rewards on employee’s performance

· H0: There is no significant effect of Intrinsic Rewards on employee’s performance
· H1: There is significant effect of Intrinsic Rewards on employee’s performance

1.6 SIGNIFICANCE OF THE STUDY
The study is expected to increase knowledge and understanding of the reward system on work performance of employees in Coca-Cola manufacturing industry. It will provide a deeper understanding of the appropriate reward systems that is required to be adopted by organization to influence employees work performance.
1.7 SCOPE OF THE STUDY
This research was conducted in Lagos state and specifically focused on reward system and employees work performance in Coca-Cola. It also limited to employees who have been working in the Company for at least 12 months and have experience reward system in the Company.

1.8 OPERATIONAL DEFINITION OF TERMS
Reward: can be defined as anything that an employee may value that an employer is willing to offer in exchange for his or her contributions.  
Reward System: comprises of all interrelated organizational processes – including people, process, rules and decision making activities which combine to ensure that reward management is carried out efficiently to the benefit of the organization and the people who work there.  
Intrinsic Reward: refers to the reward one derives from the content of the work itself and includes factors such as interesting and challenging work task, self-direction and responsibility, variety, creativity, chances to use one’s skills and abilities, sufficient feedback regarding effectiveness of one’s effort, personal satisfaction with job, recognition and appreciation, career development opportunities, etc.  
Extrinsic Reward: refers to the reward attained that are external to the job itself and it usually include financial and tangible rewards components such as pay, fringe benefits, job security, promotions, private office space, etc.
Work Performance: is defined as the undertaking of complex series of actions that mix the skills and knowledge of the employee(s) to produce a valued result. It also can be defined to reflect the quality and quantity of the employee’s output, presence at work, accommodative and helpful nature and timeliness of output.






CHAPTER TWO
LITERATURE REVIEW
2.0  INTRODUCTION
This chapter deals with theoretical parts and empirical reviews of the related studies on Reward Systems an employee’s performance in the Coca-Cola in Lagos. Other research findings from related studies including methodologies used and identified research gaps that exist are also reviewed in this chapter.
2.1 CONCEPTUAL REVIEW
This segment of the chapter discusses the practical concepts of reward systems about its impact on work performance outcomes under investigation in this study.
2.1.1 Concept of Reward Systems
Reward is the compensation which an employee receives from an organization for exchanging the service offered by the employee or as the return for work done (Lin, 2007). Pratheepkanth (2011) define reward system to include all organizational components including the people, process, rules and decision making activities involved in the allocation of compensation and benefits to employees in exchange for their contribution to the organization”. Reward system according to Armstrong (2009) can be described as an envelope of interrelated processes and activities that when put together ensures that reward management is carried out effectively for the benefit of the organization and the people working there According to Mehmood (2013) reward systems do not only play significant role in influencing and improving employees’ morale but also assist in changing the negative attitude and behavior which some workers have towards work and organizational processes. In these definitions reward system is seen as a means of compensating employees on the services they render. Schoeffler (2005) identified three major dimensions to effective reward systems: (i) Immediate term rewards (ii) Short term rewards and (iii) Long term rewards immediate reward refers to those rewards given to the employee immediately for a given outstanding performance. According to Schoeffer (2005) immediate rewards are given to employee soon as to encourage others in engaging in such outstanding performance. Short term administered rewards on the other hand, refers to performance-based incentives administered that are provided on monthly or quarterly basis by the management to provoke improved employee performances.
2.1.2 Types of Rewards
There are several types of reward systems that an organization can use. For instance, Pratheepkanth (2011) differentiated two main components of reward system to include: compensation and benefits. Compensation is described as base pay and or variable pay, where base pay is tied to the worth of the work to the organization in respect to the value and therefore the expertise required to performing the work. While variable pay is predicated on the performance of the person in this role which include achieving set targets. samples of variable pay are bonuses. Benefits are described as styles of value apart from payment that are provided to employees for his or her contribution to the expansion of the organization. Benefits can be available in two forms tangible and intangible benefits. Tangible benefits include contribution to retirement plans, life assurance, vacation pay, holiday pay, employee stock ownership plans, percentage and bonuses, etc. Intangible benefits on the opposite hand include, appreciation from a boss, likelihood for promotion, office space.
Pratheepkanth (2011) further stressed that in considering the deployment of a sturdy reward system, the employer has got to consider several options starting from decisions on whether the reward would be periodic or instantaneous, cost savings or profit based individual or group based. Nevertheless, rewards are generally attenuated into two broad types: intrinsic (non-financial) and extrinsic (financial related) rewards (Hatice, 2012; Mahaney&Lederer, 2006). during this study, the reward systems are viewed under these two main categories (intrinsic and extrinsic) and that they are discussed within the next two subsections.
2.1.3 Intrinsic Reward
Intrinsic rewards have been argued to be derived from the content of the work itself and include improved performance oriented factors such as: interesting and challenging work, self-direction and responsibility, variety, creativity, opportunities to use one’s skills and skills and sufficient feedback regarding the effectiveness of one’s effort (Hatice, 2012). Mahaney and Lederer (2006) describe intrinsic rewards to also include those performances related incentives like praise from co-workers and immediate supervisors, management recognition for well performed job tasks, status within the organization, personal satisfaction and feelings of self-esteem. in step with Chiang and Birtch (2008), intrinsic or non-financial rewards as vital for exciting improved effort and performance because it deeply contributes toward creating a positive perception within the mind of the worker the extent to which he or she sees the organization as being supporting and caring. Mehaney and Lederer (2006) also emphasized the importance of intrinsic rewards to incorporate the stimulation of employee motivation towards work; an action argued to be influenced by several factors such as: the extent of pride one attach to their job, the extent of level of fun or joy derived from work, the idea that one’s effort contributed to the success of the group, department and organization in entirety, and also the feeling that the task is challenging and rewarding. 
2.1.4 Extrinsic Reward
Extrinsic rewards, then again, are outside to the assignment itself. They include money related or substantial rewards such components as pay, incidental advantages, professional stability, advancements, private office space, and along these lines the social atmosphere (Hafiza, Shah, Jamsheed&Zaman, 2011; Hatice, 2012). Different models incorporate serious compensations, salary increases, merit rewards, and such backhanded styles of installment as downtime off (Mahaney&Lederer 2006). one among the most seasoned methodologies received by business associations for improving specialists' profitability is by paying specialists a pay premium-a pay that is over the pay paid by different firms for similar work. 

A pay premium may upgrade creation by improving nourishment, boosting assurance, urging more prominent responsibility to firm objectives, lessening stops and henceforth the interruption brought about by turnover, pulling in better specialists and inciting laborers to put forward more noteworthy exertion (Goldsmith, Veum&Darity 2000). Accordingly, individuals are generally inspired by well-paying positions, stretch out additional work to play out the exercises that bring them more compensation, and become unsettled if their compensation is undermined or diminished (Stajkovic&Luthans 2001). Extraneous prizes are wont to show that the corporate is not kidding about esteeming group commitments to quality. 
The monetary rewards contain a cash bonus allocated to every team member (Hatice, 2012). Nevertheless, it's been reported that extrinsic rewards have detrimental effects once they are tightly linked team performance which inspires team members to become money hungry and undermine their intrinsic interest within the work itself (Balkin& Dolan 1997). during this study aspects of extrinsic rewards considered include: salary, fringe benefits, promotional opportunities and job security. Among the varied aspects or dimensions, this current measure intrinsic reward in terms of four (4) elements: (i) sense of accomplishment, (ii) recognition and appreciation, (iii) job satisfaction and (iv)career development opportunity.
2.1.5 Work Performance
2.1.6 Definition of Work Performance
Work performance surveys whether an individual plays out an occupation well. Job performance, concentrated scholastically as a feature of mechanical and hierarchical brain science, likewise frames a piece of HR the board. Execution is a significant basis for authoritative results and achievement. John P. Campbell (1990) portrays work execution as an individual-level variable, or something a solitary individual does. This separates it from additionally enveloping builds, for example, hierarchical execution or public execution, which are more significant level factors. Work execution involves the real yield or consequences of an association as estimated against its proposed yields (or objectives and targets). As indicated by Richard (2009), Work performance envelops three explicit regions of firm results: (a) monetary execution (benefits, return on resources, rate of profitability, and so on); (b) item market execution (deals, piece of the overall industry, and so on); and (c) investor return (absolute investor return, financial worth added, and so on)
2.1.7 Reward Systems and Work Performance
The two types of reward system have mixed results in terms of their effect on employee and overall work performance.
2.1.8 Effect of Intrinsic Rewards on Individual and Work Performance
The intrinsic rewards encourage and enhance each workers and leader to be ready to challenge them and achieve new tasks and join forces with others to figure harmonic (Ong and therefore the, 2012). except for that, intrinsic rewards modify the staff to own larger concentration and keep them in energizing and self-managing (Yasmeen, Faroog & Asghar, 2013).
According to Thomas (2009), intrinsic rewards produce a win-win scenario for the organization and its workers. the staff feel happy and happy as they expertise feelings of accomplishment and self-worth, that produce job satisfaction and interprets into improved work performance. At an equivalent time, the organization will increase its sales volume and profit thanks to the rise in worker job satisfaction has together enlarged work performance.
2.1.9 Effect of Extrinsic Rewards on Individual and Work Performance
The extrinsic rewards cover the basic needs of income to survive (to pay bills), a feeling of stability and consistency (the job is secure), and recognition (my workplace values my skills). Hellriegel (1999) say an extrinsic reward is outcomes supplied by the organization, and includes salary, status, job security and fringe benefits
Generally, as an effort to stimulate employees’ creativity, many managers have used extrinsic rewards (e.g. monetary incentives and recognition) to motivate their employees (Fairbank and Williams, 2001; Van Dijk and Van den Ende, 2002).
However, the impact of extrinsic rewards on work performance is unclear and the models provide little guidance regarding specific type of rewards that maximize particular outcomes in work group. Sajuyigbe, Bosede and Adeyemi (2013), found that reward dimensions have significant effect on employees’ performance. In particular, they found that pay, performance bonus, recognition and praise are the tools that management can use to motivate employees in order for them to perform effectively and efficiently. Thus, workers reward package matters a lot and should be a concern of both the employers and employees.
In brief, it appears each research comes with slightly results suggesting neither of the rewards can be considered to a more effect on work performance.
2.2 Theoretical Review
Various theories are developed over the years to grasp and explain how employees’ morale is enhanced through the employment of a good reward system in accomplishing organizational outcomes and goals. Being that rewards is directly related to performance, Various theories formed the groundwork of this study however the study is centrally built on Expectancy theory and Equity theory.
2.2.1 Equity theory
The Equity theory postulated by Adams (1965) attempted to measure the relationships amongst employees in workplace. The theory makes four propositions: (i) that employees appraise their relationship with their co-workers by evaluating the ratio of what they input to their job task to what they derive from it (outcome) and then make a comparison with the input-output ration of their fellow employees, (ii) inequity exist if the employee perceives that input/outcome ratio compared to co-worker is unequal, (iii) the higher the perceived inequality (either in form of under-reward or over-reward) the more disappointed the person feels and, (iv) the higher the level of disappointment the more difficult it is for the employee to reestablish equity. The equity theory has been extensively tested empirically and it has been found that employee fairness perceptions in terms of job supervision, pay and promotion are major predicting factors for employee workplace behavior and job performance, (Bettencourt & Brown, 1997; Dusterhoff, Cunningham &MacGregor, 2014; Lazaroiu, 2015).
Equity theories recognize that individuals are concerned not only with the absolute amount of rewards they receive for the efforts, but also with the relationship of this amount to what others receive. This study therefore adopted Equity theory. the idea was adopted on the premise of its emphasis on rewards and performance which are the key variable under this study. The Equity theory postulates that employees seek to realize a balance between inputs or efforts and outcomes or rewards received or unanticipated (Boxall and Purcell 2008).
Critical Evaluation of the Equity Theory
Equity Theory is a good resource for organizations to consider when it comes to understanding social comparison amongst employees. However, as with the other theories reviewed above, the theory also has its shortcomings in terms of both practice and research. For instance, Redmond (2009) criticized the theory for offering a variety of strategies for restoring equity but does not predict in detail which an individual will select. In addition, the mixed empirical support for the theory has been another source of its criticism (Fadil, Williams, Limpaphayom&Smatt, 2005). Furthermore, Redmond (2009) criticized the theory for its little practical value; arguing that there are various factors which are not under administrations, managers, and/or organizations control can lead to inequity.
2.2.2 Expectancy Theory
The Expectancy Theory was first advanced by Victor Vroom to explain employee motivation at work The expectancy theory has three key elements: expectancy, instrumentality, and valence (Vroom, 1964). An individual is propelled to the extent that the person in question accepts that (a) exertion will prompt adequate execution (anticipation), (b) execution will be compensated (instrumentality), and (c) the estimation of the prizes is exceptionally sure (valence). Anticipation is an individual's gauge of the likelihood that work related exertion will bring about a given degree of execution. For the most part, assessments of hope by representatives lie between two boundaries. Hope, going from 0 to 1, depends on probabilities. In the event that a worker sees zero chance that exertion will prompt the ideal execution level, the hope is 0. Then again, if the worker is totally sure that the assignment will be finished, the anticipation has esteem 1. 
Instrumentality is a person's gauge of the likelihood that a given degree of accomplished assignment execution will prompt different work results. Similarly, as with anticipation, instrumentality goes from 0 to 1. For instance, if a worker sees that a decent exhibition rating will consistently bring about an advancement increment, the instrumentality has a worth 1. In the event that there is no apparent connection between a decent presentation rating and an advancement, the instrumentality is 0. Valence is the strength of a representative's inclination for a specific prize. 
To begin with, the hypothesis suggests that administration should try to expand the conviction that representatives are fit for preforming the occupation effectively. Methods of doing this include: select individuals with the necessary aptitudes and information; give the necessary preparing and explain work prerequisites; give adequate time and assets; allocate dynamically more troublesome assignments dependent on preparing; follow representatives' proposals about approaches to change their positions; mediate and endeavor to reduce issues that may ruin powerful exhibition; give instances of representatives who have dominated the errand; and give instructing to representatives who need self-assurance (De Simone, 2015). Basically, pioneers need to make the ideal presentation feasible. Great pioneers not just make it clear to representatives what is anticipated from them yet in addition assist them with accomplishing that degree of execution. 
Additionally, the executives must be undertaking to expand the conviction that great exhibition will bring about esteemed prizes. Methods of doing so include: measure work execution precisely; portray unmistakably the prizes that will result from effective execution; depict how the worker's prizes depended on past execution; give instances of different representatives whose great exhibition has brought about higher prizes. 
Ultimately, administrators should attempt to build the normal estimation of remunerations coming about because of wanted execution. Methods of doing this include: appropriate prizes that workers' worth, and individualize rewards.
Critical Evaluation of the Expectancy Theory
The theory becomes inadequate when similar incentives are given to different employees who may have different reasons for superior performance. The theory also fails to acknowledge that it is not all situations that an employee is interested in reward value (whether intrinsic or extrinsic rewards. According to view of these scholars, the theory will not be very fruitful in predicting the motivation of employees in simpler, typical, routinized and lower level jobs and employees in organizations. Other scholars share the belief that the expectancy theory might work better in some cultures and countries than in others (Moorhead &Griffen, 2012). 
Maslow’s Hierarchy of Needs 
Maslow (1957) suggested that there are five major need categories which apply to people in general, starting from the fundamental physiological needs and leading through a hierarchy of safety, social and esteem needs to the need for self-fulfillment, the highest need of all. Maslow’s hierarchy is as follows: (i) physiological: the need for oxygen, food, water and sex; (ii) safety: the need for protection against danger and the deprivation of physiological needs; (iii) social: the need for love, affection and acceptance as belonging to a group (iv) esteem: the need to have a stable, firmly based, high evaluation of oneself (self-esteem) and to have the respect of others (prestige); and (v) self-fulfillment (self-actualization): the need to develop potentialities and skills, to become what one believes one is capable of becoming. Maslow’s theory of motivation states that when a lower need is satisfied, the next highest becomes dormant and the individual’s attention is turned to satisfying this higher need.
The lower need still exists, even if temporarily dormant as motivators, and individuals constantly return to previously satisfied needs. One of the implications of Maslow’s theory is that the higher-order needs for esteem and self-fulfillment provide the greatest impetus to motivation – they grow in strength when they are satisfied, while the lower needs decline in strength on satisfaction. But the jobs people do will not necessarily satisfy their needs, especially when they are routine or de-skilled. The basis of this theory is the belief that an unsatisfied need creates tension and a state of disequilibrium. To restore the balance, a goal that will satisfy the need is identified and behavior is therefore motivated by unsatisfied needs.
Critical Evaluation of the Maslow’s Hierarchy of Needs
Graham and Messner (2000) criticized the theory for making the following unrealistic assumptions about the employees in general: (i) all employees are alike, (ii) all situations are alike and that (iii) there is only one best way to meet needs. Employees have different preferences in satisfying their needs, based on the culture to which the employee belongs. For one employee the source of motivation may be physiological needs, while for his peers the motivation may be provided by social needs. Some rewards satisfy more than one need at time. For example, Bonus or high salary paid to a particular employee may satisfy both lower and upper level needs. According to Maslow, satisfaction is the main motivational outcome of behavior. However, job satisfaction is only one pillar of work performance and it may not lead to improved work performance. Despite the above cited criticisms, and limitations, Maslow theory has had a momentous impact towards management understanding of motivation and in the appropriate designing of the company to meet employee needs (Robbins & Judge, 2013). The theory is a suitable structure for screening the different needs and outlook that employees have and the different motivating factors that might be useful to people at different levels.
2.3 Empirical Review
Research has suggested that rewards system cause increase in motivation and job satisfaction which also leads to increase in Work performance. 
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 privileged class that arrogantly display their wealth which is very demoralizing to the working class and consequently reduced their productively. 
Fashina (1984) stated that the important point in organizational reward system is that of job satisfaction and dissatisfaction which are affected by different set of factors which have different effect on employee’s maturation and performance. 
Bockermann and Umakunnas (2006) agreed that the level of achievement if high will increase the level of task to be accomplished.
Pouliakas and Theodossiou (2009) in their study showed that a sense of job accomplishment will lead to better performance if linked with the right pay and benefits.
In addition, it has been reported that employees are motivated by different reasons and this varies from the pursuit of basic needs to satisfying creative desires associated with engaging in challenging work tasks or competitive ventures (Hatice, 2012; Hofer et al., 2010).
2.4 Research Gap
This research topic is based on reward systems on work performance and key issues and concepts relating to this have been explored in the critical review of literature. In establishing an effective reward system within your organization and cultivating a culture towards continuous improvement and efficiency, backing this up with the appropriate level or combination of rewards at that particular point in time is important. There is definitely no ‘one size fits all’ approach to the sort of reward system to use within your organization as known throughout the review on the literature on rewards system and work performance. But the temporal order of that reward system and also the dynamics of the workers are very important to its success. during this sense an efficient reward and recognition structure can give a clear means that to urge the foremost for your staff whereas cultivating a positive work setting.
This literature review wasn't meant to be a comprehensive or collective review of all aspects of rewards however rather most relevant to the organization in question. There has not been enough evidence-based analysis out there to the present man of science regarding the success or failure of the reward system within the context of cross-functional and society groups, as is that the setting for this analysis relating to the organization in question. Also, the impact of rewards on performance, though not within the specific scope of this analysis, could have been more comprehensive. Lack of your time has been a component within the assortment of knowledge and data for this literature review. therefore, the researcher would really like to say that this was a problem within the overall assortment of data during this literature review. additionally, the review of theoretical, empirical, and important literature has clearly identified many data gaps that exist during this space of study.
2.5 Conceptual Framework
Conceptual framework is a set of coherent ideas or concepts organized in a manner that makes them easy to communicate to others (Schwartz, 2006). Figure 2.1 is the conceptual framework showing the relationships between independent and dependent variables, as well as intervening variables for the research problem. The independent variables were conceptualized as intrinsic rewards (recognition. Learning opportunities, challenging work, genuine appreciation with career advancement, and extrinsic rewards (basic salary and performance bonus) (Luthans, 2000; Quresh, Sachu & Ali, 2012; Sajuyigbe, Bosede and Adeyemi, 2013). In contrast, the dependent variables measure work performance (such as job quality, job accomplishment) and overall organization preference (Taljaad, 2003). The independent variables have been shown to have an effect found that each reward factor within both extrinsic and intrinsic reward systems, was a highly significant factor which affects work performance.
Dependent Variables
Independent Variables

Number of tasks completed Accuracy & speed
Intervening Variables
Figure 2.1 Conceptual Framework
Government policy
Economy condition
Cultural differences
Productivity
Profit
Sales Volume
Job performance 
Work performance
Appreciation
Basic Salary
Promotion
Intrinsic Reward
Recognition
Performance based Bonus
Extrinsic Reward







CHAPTER THREE
METHODOLOGY

3.0 INTRODUCTION
This chapter focused on research design, study area, population of the study, sample size sampling technique, data source, data collection instruments data analysis and presentation.
3.1 RESEARCH DESIGN
The analysis style typically describes the precise procedures adopted within the analysis process; that embrace the info assortment, analysis and therefore the writing of the report (Creswell, 2012).
Lewis and Thornhill (2009) simply define research design as the overall overview of the research methodology and justification for a particular choice. For the purpose of this study, survey design will be adopted in order to empirically investigate the variables of the research, have good response rates, attitude can be observed. The survey design employed the use of research instrument of questionnaire.
3.2 POPULATION
The population of this study focus on Coca Cola Lagos Nigeria, the population of the study is 310 which consist of all employees of the company as obtained from the secondary data, with the aim of finding out the impact of reward system on work performance.
3.3 SAMPLE SIZE
In addition to adopting an appropriate sampling technique, the size of the sample is another vital consideration (Creswell, 2012; Saunders et al. 2009). From the sample population, the total number of possible participants is 280. Thus in determining the sample size, Taro Yamane’s method will be used with a 5% error margin.
Taro Yamane formula:

Where   n = Desired sample size    
N = Population of the study   
 e = precision of sampling error (0.05) Therefore: 


N = 280            280
280
=
=

n   =            2801.7
1 + 0.7
1 + 280(0.05)²


n = 164


3.4 Sampling Technique
Sampling is one the most important process in quantitative research as it describes the process of selecting a portion, a piece or segment of the entire population which is used to inform the quality of inferences made by the researcher that stem from the underlying findings (Onwuegbuzie& Collins, 2007). There are several sampling techniques and has been classified into two main categories: probability and non-probability sampling (Creswell, 2012; Saunders et al; 2009,).  In this study, the probability technique was adopted as it allowed for the selection of the individuals who are true representatives of the population (Creswell, 2012). Specifically, simple random sampling technique was adopted. This allowed for the possibility of every member of the population to be included in the survey study (Creswell, 2012; Saunders et al. 2009).
3.5 Data Collection Instrument
3.5.1 Primary Data
Primary data refers to the data that are original and not yet published which are always called fresh data that one collects directly from the field. Primary data were collected using this method
Questionnaires
A questionnaire is a research instrument consisting of a series of questions and other prompts for the purpose of gathering information from respondents (Foddy, 1994). Questionnaire was used because it manages to collect information from a large number of people in a short period of time and in a relatively cost effective way. This tool gives room and freedom of expression to the respondents that they expecting to get more information to capture important themes of the study on the impact of rewards on organization performance. The questionnaire was used to collect data 
from Coca Cola employees, to get the impact of rewards on work performance.
3.5.2 Secondary Data  
Secondary data on the other hand refers to data that has been collected that can be published or unpublished which already exists. 
3.6 Data Analysis
The data were processed (both primary and secondary) manually. The processing stage involved editing, classification, coding, transcription and tabulation. In the analysis of data, descriptive analysis was employed to determine the currently reward system employed in Coca Cola, Pearson’s correlation coefficient and Regression are used to find the impact of rewards on Work performance. It was based on the relationship of rewards and the performance. After being analyzed was presented inform of tables, graphs and pie chart. That was clearly indicated with important variables from the major study themes related to the impact of rewards on organization performance.
3.7 Reliability and Validity
3.7.1 Reliability
Reliability is an instrument which is used to describe the overall consistency of a measure. A measure is said to have a high reliability if it produces similar results under consistent conditions, (Neil, 2009). The issue of reliability was ensured through the appropriate random sampling and a purposive sampling technique is another indication of reliability in this study. Also the study includes   supervisor’s comments and advice on the impact of reward to work performance.
3.7.2 Validity
Validity refers to the degree to which study accurately reflect or assesses the specific concepts the researcher is attempting to measure (Fidel, 1993) The types of validity include internal validity which clearly indicates the principles of cause and effects in research, External validity which clearly focus on the effects of research that can be generalized.  In this study internal validity was applied to test the impact of rewards on work performance.
3.8 Ethical Consideration
Ethical standards in academic research are mostly concerned with the appropriateness of the researcher in conducting the study; including the protection of the participants from any form of harm or injury (Saunders et al. 2009). The following under-listed views were considered under ethical considerations:
Anonymity: The research instrument was designed in a way that the names of the respondent are not required to buttress the level of confidentiality of the research. 
Confidentiality: The researcher treated the bio data of the respondent with utmost secrecy and for the purpose of the demographics aspect of the research only.
Benefits to the respondent: The respondent will be proud that they have contributed to the body of knowledge in availing themselves to be administered questionnaire. The findings of the research work can also be beneficial to the respondent, because the research work will be a resource material any time.




CHAPTER 4
4.0 DATA PRESENTATION AND ANALYSIS
This chapter consist of presentation, analysis and interpretation of data collected from the field, afterwards, the findings generated from the data was discussed. The first section represents the data derived based on the demographic information of the respondents, the second section represents the answers to the research questions and hypothesis testing. All analysis was performed through the use of software package for social science (SPSS) version 25.
4.1 Preliminary Survey Details
Table 4.1: Response Rate to Questionnaire Administered
	S/No
	Questionnaires
	Frequency
	Percentage

	1.
	Number of questionnaire administered
	164
	100%

	2.
	Questionnaires retrieved and used for the final analysis
	164
	100%

	3.
	Number of questionnaires not retrieved 
	0
	0%

	4.
	Number of questionnaires not properly filled
	0
	0%


Source: Field Survey 2020
Table 4.1 presents the response rate to questionnaires. A total of 164 copies of questionnaires were administered to the respondents drawn from the large population. The total number of questionnaires retrieved and used for final analysis were 164 and they were all retrieved. 100% retrieval rate was achieved.  


4.2: DEMOGRAPHIC INFORMATION OF THE RESPONDENTS
This section presents the analysis of demographics of the sample respondents based on their gender, age group, marital status, educational level, Number of years spent so far in the organization and current position in the organization.
Table 4.2.1: Frequency distribution of respondent’s demographics
	S/N
	Variables
	Frequency
	Percentage (%)

	1
	Gender
	
	

	
	Male
	123
	75.0

	
	Female
	41
	25.0

	
	Total
	164
	100.0

	2
	Age Group
	
	

	
	29 years and below
	58
	35.4

	
	30-39 years
	49
	29.9

	
	40-49 years
	31
	18.9

	
	50-59 years
	26
	15.9

	
	60 years and Above
	0
	0

	
	Total
	164
	100.0

	3
	Marital Status
	
	

	
	Single
	49
	29.9

	
	Married
	115
	70.1

	
	Divorced
	0
	0

	
	Widowed
	0
	0

	
	Total
	164
	100

	4
	Educational level
	
	

	
	Certificate
	38
	23.2

	
	Diploma
	33
	20.1

	
	Bachelors’ degree
	61
	37.2

	
	Master’s degree
	32
	19.5

	
	Doctorate degree
	0
	0

	
	Others
	0
	0

	
	Total
	164
	100

	5
	Work experience in the Organization
	
	

	
	5 years and below
	60
	36.6

	
	6 – 10 years
	40
	24.4

	
	11 – 15 years
	41
	25.0

	
	16 –20 years
	23
	14.0

	
	21 years and above
	0
	0

	
	Total
	164
	100.0

	6
	Position in the organization
	
	

	
	Senior management
	26
	15.9

	
	Middle management
	31
	18.9

	
	Supervisory
	34
	20.7

	
	General Staff
	73
	44.5

	
	Others (Please specify)
	0
	0

	
	Total
	164
	100



Table 4.1 is shows the demographic characteristics of the respondents. On the basis of gender, 123 (75.0%) were male and 41 (25.0%) were females. On the basis of age group of the respondents, 58(35.4%) were below 29 years, 49 (29.9%) were between 30 – 39 years, 31 (18.9%) were between 40 – 49 years while 26(15.9%) were between 50 – 29 years.
The table also showed the marital status of the respondents where 49 (29.9%) were single and 115 (70.1%) were married.
With respect to educational level of the respondents, 38(23.2%) had first school leaving certificate, 33 (20.1%) had Diploma, 61(37.2%) had Bachelors’ degree while 32(19.5%) had Masters’ degree. Based on work experience, 60 (36.6%) had below 5 years work experience, 40 (24.4%) had 6-10 years of experience, 41(25.0%) had 11-15 years of experience while the remaining 23(14.0%) had 16.20 years of work experience. Lastly, the distribution of the current position of the respondents was also shown in the table, 26(15.9%) were senior managers, 31(18.9%) were from the middle management, 34(20.7%) were supervisors while 73(44.5%) were general staffs 
SECTION B
Research Question 1: What reward systems is currently being used on employee in Coca-Cola, Lagos state? 
From the survey, four reward system was identified and analyzed. The table below show the distribution of the responses to determine the reward systems which is currently being used on employee in Coca-Cola.






Table 4.2.2: Frequency distribution on the reward systems currently used on employee in Coca-Cola, Lagos state? 
	S/N
	Reward system
	Frequency
	Percent (%)

	1
	Monetary Reward Systems
	75
	45.7

	2
	Non-Monetary Reward Systems
	28
	17.1

	3
	Employee Assistance Programs
	24
	14.6

	4
	Employee Recognition Programs
	37
	22.6

	
	Grand total 
	164
	100




Figure 4.1: Bar Chart of reward systems currently used on employee in Coca-Cola, Lagos state
[image: ]
The table and Bar chart above presented the frequency distribution of the reward systems currently used on employee in Coca-Cola. As a result of the answers provided by the respondents, 45.7% of the respondents claimed that Monetary reward is mostly used, 17.1% choose Non-monetary reward, 14.6% showed that Employee assistance program is the reward system used while 22.6% of the respondents believed that Employee recognition program. The result showed that four major types of reward is adopted in the organization, however, majority of the respondents attested that Monetary is the most common reward system currently used on the employee. Monetary reward, also known as Extrinsic reward includes but not limited to; cash awards, bonus, promotion, profit sharing plans and other monetary incentive.

 Research Question 2: What is the view of employees on reward system used by Coca-Cola in Lagos state?
Table 4.3.1: The Reward system has positive impact on employee performance
	Responses 
	Frequency
	Percent%

	Strongly Agree
	42
	25.6

	Agree
	76
	46.3

	Disagree   
	36
	22.0

	Strongly disagree
	10
	6.1

	Total 
	164
	100.0



The table above showed that 42 (25.6%) of the respondents strongly agreed that reward system has positive impact on employee performance, 76 (46.3%) agreed, 36 (22.0%) disagreed while 10 (6.1%) strongly disagreed. Hence, majority of the employees are of the view that reward system has positive impact on employee performance.




Table 4.3.2: Reward system has positive impact on the following aspect of the organization
	Options 
	Frequency
	Percent%

	Keeps more employee
	58
	35.4

	Lower turnover
	48
	29.3

	To achieving the target goals
	58
	35.4

	Others
	0
	0

	Total 
	164
	100.0



The table above shows the aspect of the business which is likely to be positively influenced due to an effective reward system. 58 (35.4%) of the respondents claimed that reward system will help keep more employees at the organization, 48(29.3%) attested that a good reward system will lower turnover of employees, 58(35.4%) were of the opinion that it will assist the organization in achieving target goals. 

Table 4.3.3: Which reward is more important for employee motivation?
	Options 
	Frequency
	Percent%

	Financial reward
	90
	54.9

	Non-financial
	74
	45.1

	Total 
	164
	100.0



Here, the table shared the view of the respondents as to which reward system is important for employee motivation. 90 (54.9%) of the respondents choose financial reward while the remaining 74(45.1%) believed non-financial reward are more important for employees’ motivation. Apparently, the result showed that majority are either motivated by financial reward or believed that financial reward is more important to get employees motivated. 


Research Question 3: What is the effect of extrinsic rewards (Remuneration, bonus, salary and promotion) on employee performance in Coca-Cola, Lagos state?
This section explained the various effect of extrinsic rewards on employee performance as provided by the employees of Coca-Cola, Lagos state.
Table 4.3.4: Extrinsic reward system facilitates implementation of strategy by motivating desired levels of performance
	Responses 
	Frequency
	Percent%

	Strongly Agree
	29
	17.7

	Agree
	64
	39.0

	Disagree   
	56
	34.1

	Strongly disagree
	15
	9.1

	Total 
	164
	100.0



The table above shows that 29 (17.7%) of the respondents strongly agreed that extrinsic reward system facilitated implementation of strategy by motivating desired levels of performance in their organization, 64(39.0%) agreed, 56(34.1%) disagreed while 15 (9.1%) strongly disagreed. Majority of the respondents agreed that extrinsic reward system facilitated implementation of strategy by motivating desired levels of performance.







Table 4.3.5: Extrinsic reward system facilitates the implementation of strategy by attracting and retaining the right kind of people
	Options 
	Frequency
	Percent%

	Strongly Agree
	53
	32.3

	Agree
	98
	59.8

	Disagree   
	10
	6.1

	Strongly disagree
	3
	1.8

	Total 
	164
	100.0



The table above shows that 53 (32.3%) of the respondents strongly agreed that extrinsic reward system facilitated implementation of strategy by attracting and retaining the right kind of people to the organization, 98(59.8%) agreed, 10(6.1%) disagreed while 3(1.8%) strongly disagreed. Majority of the respondents agreed that by attracting and retaining the right kind of people, extrinsic reward system facilitated implementation of strategy.

Table 4.3.6: Would you do better if you were paid more (or given more incentives)?
	Options 
	Frequency
	Percent%

	Strongly Agree
	75
	45.7

	Agree
	40
	24.4

	Disagree   
	37
	22.6

	Strongly disagree
	12
	7.3

	Total 
	164
	100.0



The table above shows that 75 (45.7%) of the respondents strongly agreed that they will perform better when paid more or given more incentive. Likewise, 40 (24.4%) agreed, 37(22.6%) disagreed while 12(7.3%) strongly disagreed. Majority of the employee strongly agreed. This also showed that extrinsic reward is much valued by the respondents. 
Table 4.3.7: How satisfied are you with extrinsic reward system?
	Options 
	Frequency
	Percent%

	Very satisfied
	62
	37.8

	Satisfied
	83
	50.6

	Unsatisfied
	19
	11.6

	Total 
	164
	100.0



The table above shows the degree of satisfaction derived from extrinsic reward system by the employees. Results showed that 62 (37.8%) of the respondents were very satisfied, 83(50.6%) were satisfied, 19(11.6%) were unsatisfied. Majority of the respondents were satisfied with the extrinsic reward system, 

Research Question 4: What are the effect of Intrinsic Rewards (praise and recognition) on employee performance in Coca-Cola, Lagos state?
This section explained the effect of intrinsic reward on employee performance in Coca-Cola, Lagos state using the answers provided by the respondents(employees). 
Table 4.3.8: Intrinsic Reward systems can improve customer growth and retention
	Responses 
	Frequency
	Percent%

	Strongly Agree
	17
	10.4

	Agree
	27
	16.5

	Undecided
	33
	20.1

	Disagree   
	36
	22.0

	Strongly disagree
	51
	31.1

	Total 
	164
	100.0



The table above showed the answers of the respondents, 17 (10.4%) of the respondents strongly agreed that intrinsic reward system will lead to improved growth and retention, 27(16.5%) agreed, 33(20.1%) were indifferent, 36 (22.0%) disagreed while 51(31.1%) strongly disagreed. Majority of the respondents strongly disagreed. 

Table 4.3.9: Effective and efficient intrinsic reward system have reduced the rate of employee turnover.
	Responses 
	Frequency
	Percent%

	Strongly Agree
	54
	32.9

	Agree
	65
	39.6

	Undecided
	16
	9.8

	Disagree   
	18
	11.0

	Strongly disagree
	11
	6.7

	Total 
	164
	100.0



With respect to whether or not effective and efficient intrinsic reward have reduced the rate of employee turnover in the organization. The results showed that 54 (32.9%) of the respondents strongly agreed, 65 (39.6%) agreed, 16(9.8%) were indifferent, 18(11.0%) disagreed while 11 (6.7%) strongly disagreed. Hence, majority of the respondents claimed that effective and efficient intrinsic reward system have reduced the rate of employee turnover.  





Table 4.3.10: Intrinsic Reward systems serve as a chief source of product and service spin-off and growth.
	Responses 
	Frequency
	Percent%

	Strongly Agree
	12
	7.3

	Agree
	17
	10.4

	Undecided
	53
	32.3

	Disagree   
	48
	29.3

	Strongly disagree
	34
	20.7

	Total 
	164
	100.0



The table above showed that 12 (7.3%) of the respondents strongly agreed that intrinsic reward systems serve as a chief source of product and service spin-off and growth, 17(10.4%) agreed, 53(32.3%) were not sure, 48 (29.3%) disagreed while 34(20.7%) strongly disagreed. Majority of the respondents were not sure or indifferent or choose undecided, concerning the influence of intrinsic reward system on product and service spin-off and growth.
Table 4.3.11: Intrinsic Reward systems play a key role in corporate expansion, opening of new branches and establishing subsidiaries
	Responses 
	Frequency
	Percent%

	Strongly Agree
	64
	39.0

	Agree
	56
	34.1

	Undecided
	8
	4.9

	Disagree   
	24
	14.6

	Strongly disagree
	12
	7.3

	Total 
	164
	100.0



The table above showed that 64 (39.0%) of the respondents strongly agreed that intrinsic reward systems play a key role in corporate expansion, opening of new branches and establishing subsidiaries, 56(34.1%) agreed, 8(4.9%) choose undecided, 24 (14.6%) disagreed while 12(7.3%) strongly disagreed. Majority of the strongly agreed, based on this result, intrinsic reward system can be considered a key factor that influence the success of corporate expansion.
[bookmark: _Hlk56721480]4.7 Hypothesis Testing
Table 4.4.1 Research Hypothesis One
Ho: There is no significant effect of reward system on employee performance
H1: There is significant effect of reward system on employee performance
				Correlations
	
	
	
	Reward system
	Employee performance

	Pearson
	Reward system
	Correlation coefficient
	1.000
	.800**

	
	
	Sig (2-tailed)
	
	.000

	
	Employee performance
	Correlation coefficient
	.800**
	1.000

	
	
	Sig (2-tailed)
	.000
	

	
	
	N
	164
	164


Source: Field Survey 2020
The above finding demonstrates that there is a strong positive correlation between reward system and employee performance with correlation coefficient “r” being 0.800. Also, the significant value (sig 2- tailed) “0.00” is lower than the p-value (p-value = 0.05). This implies that a significant strong positive relationship is observed between reward system and employee performance. Hence, null hypothesis is rejected, while alternative hypothesis is accepted. 

	Table 4.4.2a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	. 800a
	.340
	.339
	.706

	Source: Researcher’s Computation, 2020
a. Predictors: (Constant), reward system


Table 4.4.1a presents the model summary. It shows that the correlation coefficient r is 0.800 (i.e. r = 0.800) which indicates that there exists a strong positive relationship between employee performance (dependent variable i.e. the variable being predicted) and reward system (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 34.0%. This implies that 34.0% of employee performance can be explained by the reward system used on them while the remaining 66.0% is explained by other factors that are not captured in the model.
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.622
	.189
	
	3.286
	.001

	
	Reward system 
	0.819
	.049
	.730
	16.713
	.000

	Source: Researcher’s Computation, 2020
a. Dependent Variable: employees’ performance


From the coefficient of table 4.3.2c, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, there is a significant effect of the independent variable on the dependent variable which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.730 for reward system (independent variable) implies that positive change and increase in the reward system used on employees will lead to 73.0% increment in employees’ performance. 
4.7.2: Hypothesis Two
Ho: There is no significant difference between employee view and reward system 
H1: There is a significant difference between employee view and reward system 
Chi-Square Tests

	
	Value
	Df
	Asymptotic Significance (2-sided)

	Pearson Chi-Square
	5.564a
	3
	.135

	Likelihood Ratio
	5.584
	3
	.134

	Linear-by-Linear Association
	.205
	1
	.651

	N of Valid Cases
	164
	
	

	a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 14.89.


Source: Field Survey 2020
[bookmark: _Hlk56749221]These results indicate that there is no statistically significant relationship between the employee view and the reward system (chi-square with three degrees of freedom = 5.564a, p = 0.135). The above findings show that there is no significant difference in employees view on reward system. To this effect, the null hypothesis that stated that “there is no significant difference in employee view on reward system’ is accepted, while alternative hypothesis is rejected. 




4.7.3: Hypothesis three 
Ho: There is no significant effect of Extrinsic Rewards on employee performance
H1: There is significant effect of Extrinsic Rewards on employee performance
Correlations
	
	
	
	Extrinsic rewards
	Employee performance

	Pearson
	Extrinsic reward
	Correlation coefficient
	1.000
	.885**

	
	
	Sig (2-tailed)
	
	.000

	
	Target achievement
	Correlation coefficient
	.885**
	1.000

	
	
	Sig (2-tailed)
	.000
	

	
	
	N
	164
	164


Source: Field Survey 2020
[bookmark: _Hlk52274634]This hypothesis was intended to verify whether there is a significant relationship between extrinsic reward system and employee performance. The above table showed the result of Pearson correlation and it indicated that there is a strong positive correlation between extrinsic reward system and employee performance as the correlation coefficient “r” was 0.885. The significant value of the relationship was “0.00” at 5% level of significance. That shows that extrinsic reward system is associated with employee performance. Alternative hypothesis is then accepted and null hypothesis is rejected.
	Table 4.4.3a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	. 885a
	.420
	.410
	.606

	Source: Researcher’s Computation, 2020
a. Predictors: (Constant), extrinsic reward system


Table 4.4.1a presents the model summary. It shows that the correlation coefficient r is 0.885 (i.e. r = 0.800) which indicates that there exists a strong positive relationship between employee performance (dependent variable i.e. the variable being predicted) and extrinsic reward system (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 42.0%. This implies that 42.0% of employee performance can be explained by the extrinsic reward system while the remaining 58.0% is explained by other factors that are not captured in the model.
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.254
	.129
	
	1.972
	.050

	
	Extrinsic Reward system 
	.929
	.034
	.869
	27.519
	.000

	Source: Researcher’s Computation, 2020
a. Dependent Variable: employees’ performance


From the coefficient of table, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, Extrinsic reward system have significant effect on the employees’ performance which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.869 for extrinsic reward system (independent variable) implies that positive change and increase in the extrinsic reward system will lead to 86.9% increment in employees’ performance. 
4.7.4: Hypothesis four
[bookmark: _Hlk56722537]Ho: There is no significant effect of Intrinsic Rewards on employee performance 
H1: There is significant effect of Intrinsic Rewards on employee performance
Correlations
	
	
	
	Intrinsic reward system
	Employee performance

	Pearson
	Intrinsic reward system
	Correlation coefficient
	1.000
	.514**

	
	
	Sig (2-tailed)
	
	.000

	
	Employees’ performance
	Correlation coefficient
	.514**
	1.000

	
	
	Sig (2-tailed)
	.000
	

	
	
	N
	164
	164


Source: Field Survey 2020
[bookmark: _Hlk52275536]The study examined the association between intrinsic reward system and employees’ performance. The result above indicated that there is a moderate positive correlation between intrinsic reward system and employees’ performance. The coefficient “r” is 0.514 and the significant value (sig 2- tailed) “0.000” which is lower than the p-value (p-value = 0.05) and this indicated a significant moderate positive correlation. On this basis, null hypothesis is rejected, while alternative hypothesis is accepted. 
	Table 4.4.3a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	. 514a
	.210
	.200
	.506

	Source: Researcher’s Computation, 2020
a. Predictors: (Constant), extrinsic reward system


Table 4.4.1a presents the model summary. It shows that the correlation coefficient r is 0.514 (i.e. r = 0.514) which indicates that there exists a moderate positive relationship between employee performance (dependent variable i.e. the variable being predicted) and intrinsic reward system (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 21.0%. This implies that only 21.0% of employee performance is captured and can be explained by the extrinsic reward system while the remaining 79.0% is explained by other factors that are not captured in the model.
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.308
	.159
	
	8.222
	.000

	
	Intrinsic Reward system 
	.649
	.044
	.484
	14.662
	.000

	Source: Researcher’s Computation, 2020
a. Dependent Variable: employees’ performance


[bookmark: _Hlk56749954]From the coefficient of table above, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, Intrinsic reward system have significant effect on the employees’ performance (dependent variable) which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.484 for Intrinsic reward system (independent variable) implies that positive change and increase in the intrinsic reward system will lead to 48.4% increase in employees’ performance.

Discussion of the findings
In this section, the study discussed the findings from the in-depth analysis and review of the topic “The reward system and its impact on work performance of Coca-Cola Nigeria limited plc Lagos”.
The results of this work shed light on the understanding of relationship between reward system and work performance as well as the effect that reward systems adopted by Coca-Cola has on their employees’ performance. 
Hypothesis one: The result from testing the first hypothesis showed that reward system has significant positive effect on employees’ performance. Hence, the employees’ performance is positively influenced by reward system. The results presented in this study supported Parker and Caine conclusion in their study which investigated the importance of reward system on employee performance. 
Hypothesis two: Researcher also investigated the significant difference between employee view and reward system. Findings showed that there is no statistically significant relationship between the employee view and the reward system. Hence, there is difference in the employees’ view and the reward system adopted by Coca-Cola. This is consistent with the previous findings by Ubeku (2013) that employees are not often involved in determining or reviewing the reward package of the organization. 
[bookmark: _Hlk53048914]Hypothesis three: In the same vein, the study examined the relationship and effect of extrinsic rewards on employees’ performance. The result of the correlation showed that there is a strong positive relationship between extrinsic rewards and employees’ performance. Also, the findings show that extrinsic reward system positively impact/influence employees’ performance, hence, extrinsic reward system largely determine the motivation and performance of the employees. The higher the extrinsic reward, the higher the employees’ performance. The results presented in this study supported authors’ argument. Dale (2004) in his research found financial reward has high impact and can easily influence employees’ attitude to work which in turn boost their performance

Hypothesis four: The findings here show that there is moderate positive relationship between intrinsic reward system and employees’ performance. Also, result from the regression table showed that intrinsic reward system has mild, positive but significant effect on the employees’ performance. This finding also shows that positive change and increase in the intrinsic reward system will lead to 48.4% increase in employees’ performance. The findings corroborate with the findings of Mendelson and Bolls (2012) in his research where he asserted that intrinsic reward system such as praise and recognition have less influence on employees’ performance but have more influence in employees’ motivation.






CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0 Introduction
This chapter is divided into three major parts which are the summary, conclusion and recommendations. It is important to note that the summary of finding presented here is a review of the findings of the research, the conclusion represents the inferences made from the summary of the findings and lastly, the recommendations are suggestions emanating from the conclusions of the study.
5.1	SUMMARY OF THE FINDINGS
This research investigated the effect of reward systems on the organization and employee performance. The research specifically identifies and assess the current reward systems used in Coca-Cola, assessed the effect of extrinsic rewards (salary, bonus and promotion) on performance of employees in Coca-Cola Lagos, determined the employees’ view of reward system used by Coca-Cola in Lagos state and lastly examined the effect of intrinsic rewards (praise and recognition) on performance.
In the demographic section of the analysis, it was observed that majority of employees that participated in the survey were male, most of the respondents were 29 years and below, majority of the respondents held Bachelor’s degree, large proportion of the respondents that participated in the survey were general staffs and they mostly have below 5 years of experience in the organization. This group are most likely to be influenced by any form of reward system as they are at the lower level of the organogram.
According to the result of the poll among the respondents, it appears that four major reward system are identified while the most currently used reward system by the Coca-Cola is the Monetary reward systems. Based on their responses, majority of the respondent claimed that monetary reward is mostly used Monetary reward, also known as Extrinsic reward includes but not limited to; cash awards, bonus, promotion, profit sharing plans and other monetary incentive.

With respect to the view of employees on reward system used by Coca-Cola in Lagos state. Majority were of the view that reward system has positive impact on employee performance. Likewise, the respondents explained that financial reward system is very important for employee motivation, meanwhile, no statistical significant relationship was observed among the views of the employee towards reward system. 

In determining the effect of extrinsic rewards on employee performance. Majority of the respondents claimed that extrinsic reward system facilitated implementation of strategy by motivating desired levels of performance. Likewise, majority affirmed that by attracting and retaining the right kind of people, extrinsic reward system facilitated implementation of strategy. Furthermore, majority of the respondents were satisfied with extrinsic reward system. Finally, the result showed that, there exist a strong positive relationship between employee performance and reward system, also, reward system has a significant positive effect on the performance of the employees in Coca-Cola.
Lastly, in a bid to measure the effect of intrinsic rewards on employee performance, the regression analysis was used. The results indicated a moderate positive correlation between intrinsic reward system and employees’ performance. Intrinsic rewards system includes praise and recognition for hard work. The study showed that intrinsic reward system does have high impact on employees’ performance in Coca-Cola. Generally, intrinsic reward and value system is not much appreciated in this part of the world.
5.3 CONCLUSION
The study therefore concludes based on the findings from the analysis that, there is significant effect of reward system on employee performance. The major reward system currently in use in Coca-Cola Lagos is the Monetary reward system. The study also concluded that there is no difference in the view of the employees towards the reward systems in used by Coca-Cola, Lagos. Similarly, the study concluded that extrinsic reward system has been an important reward system which have continually improved the performance of employees and also reduce the turnover rate of resourceful and valuable employees.
5.4 RECOMMENDATIONS 
Based on the findings and conclusions of the study, the following recommendations were made.
1. Organization should constantly review their reward system and ensure it is in tandem with the employees’ satisfaction.
2. Reward system of firms should be designed in such a way that employees are entitled to some percentage of the sales they made as a way of promoting performance among employees.
3. Reward system should be flexible and be able to compensate and accommodate employees with exceptional performance.
4. Employees should not have fixed salaries but rather should be rewarded thus; a fix base salary plus additional rewards based on their performance and output.
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APPENDIX 1
THE REWARD SYSTEM AND ITS IMPACT ON WORK PERFORMANCE
[A STUDY OF COCA-COLA NIGERIA LIMITED PLC]

I, Adegun David a final year student carrying out a research on THE REWARD SYSTEM AND ITS IMPACT ON WORK PERFORMANCE with Coca Cola as a case study.
The questionnaire is designed to elicit your responses and as related to the title of the study. Your cooperation and honest opinion to the questions will be highly appreciated. Be assured that any information given shall be treated with utmost confidentiality. Kindly respond to the questions and statements as they apply to you.
Thanks for your corporation.

Kindly answer the following questions by ticking (√) the option that best describes your agreement or filling the spaces provided.
SECTION A: DEMOGRAPHIC DATA

1) Gender; a. Male (  )   b. Female (  )
2) Age Group; a. 29 years and below (  )   b. 30 - 39 (  )   c. 40 - 49 (  )  d. 50 - 59  (  )  e. Above 60 (  )
3) Marital Status; a. Single (  )  b. Married (  )  c. Divorced (  )  d. Widowed (  )
4) Educational level; a. Certificate (  ) b. Diploma (  ) c. Bachelors’ degree (  ) d. Master’s degree (  ) e. Doctorate degree (  ) f. Others (Please specify)                      
5) How long have you worked for this organization? a. 5 years and below (  )  b. 6 - 10 years (  )  c. 11 - 15 years (  )   d. 16 - 20 years (  )  e. 21 years and above (  )
6) What is your current position in the organization? a. Senior management (  ) b. Middle management (  ) c. Supervisory (  )   d. General Staff (  ) e. Others (Please specify)

SECTION B: Reward Systems Currently Being Used on Employee
7) Do you know about Reward?
a. Yes
b. No
8) If yes, then what does it mean?
a. Motivation of employee
b. No motivation of employee.
c. No impacts
d. Any other
9) Does the reward bring positive impact of employee performance?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree
10) If yes, clarify for what aspect.
a. keeps more employee
b. Lower turnover
c. To achieving the target goals
d. Any other
11) Which reward is more important for employee to motivate?
a. Financial reward
b. Non-financial reward
c. any other
12) Pay decisions are linked to performance achievements?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree 
SECTION C: Impact of Reward Systems on Organizational Program
13) The reward system facilitates implementation of strategy by motivating desired levels of
performance.
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree
14) The reward system facilitates the implementation of strategy by attracting and retaining the
right kind of people.
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree
15) Positive and negative financial and non-financial consequences of performance (e.g. salary
adjustments, recognition) are utilized effectively.
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree 
16) Performance goals are mutually developed and have specific time frames.
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree
17) How satisfied are you with your present reward package?
[ ] Very Satisfied [ ] Satisfied [ ] Average [ ] Unsatisfied [ ] Very
Unsatisfied
18) Would you do better if you were paid more (or given more incentives)?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree


19) How? ………………………………………………………………………………
……………………………………………………………………………………..
20) What would you rather do (please tick)
(a) Increase performance to enhance reward [ ]
(b) Receive a higher reward to enable you perform better [ ]
21) Do you have any say in what comprise your reward package?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree


22) To what extent?
…………………………………………………………………………….
……………………………………………………………………………………………...
23) What kind of reward are you currently enjoying apart from your basic pay?
(Please list)
……………………………………. …………………………………………
……………………………………. …………………………………………
…………………………………… …………………………………………
24) What would you rather wish you had as part of your total reward package or in
addition to above?
………………….................. …………………………….. …………………….
25) How frequently are these rewards reviewed?
[ ] Once a year [ ] Twice a year [ ] Once a while [ ] Hardly
26) Rewards are reviewed periodically by management or at the request of the union?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree
27) Do you personally think there is any relationship between reward and personal performance? [ ] Yes [ ] No
28) If yes, what kind of relationship is that? …………………………………………..
……………………………………………………………………………………..
29) What is the most common basis for reviewing employee rewards?
[ ] Increase in corporate revenue (profit)
[ ] Team productivity and improvement
      [ ] Number of clients increased
[ ] Attendance, conduct and appearance
30) Do employees have a say in designing employee reward package?
a. Agree
b. Strongly agree
c. Disagree
d. Strongly Dis-agree          
SECTION D: Reward Systems and Work Performance
Please respond to each of the items in this section by ticking the column that clearly
represents your opinion as pertains in your organization.
Strongly Agree – 1 Agree – 2 Undecided – 3 Disagree – 4 Strongly
Disagree – 5
	
	1
	2
	3
	4
	5

	Reward systems can improve customer growth and retention
	
	
	
	
	

	Reward systems is a key indicator for achieving growth in organizational profits
	
	
	
	
	

	Reward systems can increase the company’s market share
	
	
	
	
	

	Effective and efficient rewards have reduced the rate of employee turnover
	
	
	
	
	

	Rewards serve as a chief source of product and service spin-off and growth
	
	
	
	
	

	Rewards play a key role in corporate expansion, opening of new branches and establishing subsidiaries
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