EJBMR, European Journal of Business and Management Research
Vol. 5, No. 3, June 2020

Reward Management Practices and Employee
Performance of Public Universities in South-East, Nigeria
Okoli I., Okoli D., and Nuel-Okoli C.

Abstract—The purpose of the paper was to examine the
relationship that exists between Reward Management Practices
and Employee Performance in selected Public Universities in
the South-East Nigeria. The paper was anchored on Equity
Theory. A descriptive survey research design was adopted by
the study. Stratified sampling techniques were used to obtain a
sample of 365 out of a target population of 7411 using Krejcie
and Morgan (1970) formula. Data were collected using a
structured questionnaire. The questionnaire was tested for
reliability by using Split half test to determine the internal
consistency of the items. The paper used expert judgment
method to determine content validity. Data were analyzed
using Pearson’s Product Moment Correlation Coefficient
(PPMCC) at .05 level of significance. The findings revealed that
there was a significant positive relationship existing between
distributive justice and employee commitment (cal. r .893 >
crit. r 0.098) and there was a significant positive relationship
existing between employee recognition and job satisfaction (cal.
r .942 > crit. r 0.098). It was hence recommended among other
things that the focused public universities need to ensure that
employees are rewarded justly and fairly and that they need
not rely solely on the base pay employee earn but also inculcate
several recognition programs into their reward systems.
Index Terms—Employees performance, Equity Theory,
Reward Management, Reward System.

I. INTRODUCTION
Organizations like the public universities in the Southeast
Nigeria are made up of people from different background,
different views about life, different expectations and
different mind sets. These group of people are brought
together to ensure that the institutions mandate of producing
quality graduates to drive the affairs of not just the country
but that of the world is achieved [52]. Achieving this
depends on the employees and their level of commitment
and commitment to the organization. Reference [51] posits
that commitment is crucial to making employees to be
identified, attached and be involved in organizational goals.
The performance of any university system depends, to a
large extent, upon how her employees are rewarded, utilized
and provided with adequate and conducive environment to
perform their duties [53]. In other words, employees are the
basis of the very existence of any organization. Reference
[9] state that employee performance has been a concern for
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organizations in today's competitive environment, as it is
now commonly accepted that employees create an important
source of competitive advantage for companies. The
willingness of employees to use their imagination, skills and
knowledge influences the success of an organization [63].
Corroborating this position, [57] affirm that workers are
assets of a company and are the brains through which the
whole process in an organization comes to life.
Having recognized the prominent role played by
employee organizations, employees are now considered the
backbone of corporate survival. The reward has to do with
what employees receive in exchange for their contribution to
an organization; it could also be a form of positive
reinforcement and motivation. It is what an employee
expects to get after performing work in days, months or
years in cash or in kind. [61] State that the reward is the
appreciation in cash or in kind given to employees for their
contributions to the organization. Therefore, the reward is
seen as an exchange relationship between an employee or
group of employees and an organization. Reference [44],
considers the reward as an exchange strategy. They state
that: "Employees can see the reward as a return in exchange
between their employer and themselves, as a right to be an
employee of the company, or as a reward for a job well
done." The reward falls within what is called job exchange
[58].
Reward management has to do with the development,
implementation and evaluation of reward systems within an
organization. Reference [11] believe that rewards
management deals with the processes of development,
implementation, operation and evaluation of rewards
policies and practices that recognize and value people
according to the efforts and contributions they make to
achieve organizational, departmental and team goals. The
reward in organizations covers financial and non-financial
aspects, tangible and intangible aspects instead of the
erroneous views that the reward has to do only with
compensation.
Many reasons are cited for why people decide to work in
an organization like the universities studied against working
on their own or working in other sectors of the economy.
Standing above any other reason, since existing literature
argues is a reward; what employees can get in the form of
salaries, salaries, complementary benefits, incentives and
other forms of emoluments and recognition. The reward is
an attractive, motivating and retention factor in most
organizations, of which the selected universities are no
exception. However, when the rewards system and its
management do not act as a positive factor in the
organization, it is said that the rewards system is defective
or ineffective as it seems in the institutions studied.
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Reference [15] believe that workers are poor rewards
packages as an act of injustice in the system that makes the
employees feel unhappy with their jobs causing lack of
commitment, which affects their overall performance. For
its part, [36] points out that, as a result of inadequate
rewards management, universities have suffered low
performance, low staff morale and high employee turnover.
The employees of organizations seem to be very
interested in what they receive and compare it with their
effort, if it is proportional, then there is not much problem,
but when the opposite happens; when they perceive that
what they contribute far exceeds what they get from the
organization and its administration, then there is a problem
with the rewards management system and this could affect
employee performance in the sense that they could lose their
commitment to the organization and this could affect the
performance of the organization in general. Many studies
have also been carried out on reward management practices
and employee performance; some of the studies found a
significant positive effect between reward management
practices and employee performance. Despite the above
results, some researchers found a negative effect between
reward management practices and employee performance.
The results from the empirical studies are inconsistent and
some are contradictory, ranging from positive to
insignificant negative relationship. Besides, there is a
limited study of this nature among public universities in
Southeast Nigeria and this created a gap in the literature
which this study becomes significant. It is in the context of
these problems that this study was necessary to carry out an
empirical study of the situation in order to determine how
the reward management practices of the institutions studied
affect the performance of employees that invariably affect
the performance of the organization. Specifically, the study
seeks to:
a)
Ascertain the relationship existing between
distributive justice and employee commitment in the public
universities in South- East Nigeria.
b)
Examine the relationship existing between
employee recognition and job satisfaction in public
universities in the South-East Nigeria.
II. REVIEW OF RELATED LITERATURE
A. Conceptual framework
1) Reward Management
Reference [14] viewed rewards as "all cash, non-cash and
psychological payments provided by an organization in
exchange for their contribution. "Explaining the reward
component, [27] opined that the rewards include
compensation (consisting of base salary, short and long-term
incentives), benefits (health, work / life and other benefits)
and careers (training and development, professional
progression). According to [3] reward management is the
process of developing and implementing strategies, policies
and systems that help the organization succeed in terms of
its objectives by attracting and maintaining the people it
needs and increasing your motivation and commitment.
Reference [7] argues that rewards management is concerned
with the development of appropriate organizational cultures,
emphasizing core values and improving employee
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motivation and commitment. Rewards management is not
only about designing or developing rewards strategies or
policies, it is also about seeing that it is implemented fairly
and equitably and evaluating them to see if any
improvement, addition or reduction is required to improve
the process and help to performance [9]. Reward
management can be used as a tool not only to motivate and
ensure employee engagement, but also to manage the
expectations that employees place in the employer or in the
organization and vice versa [46].
The reward can be generally classified in two, extrinsic
and intrinsic reward. Extrinsic rewards are the tangible
rewards that can be given physically to employees. The
organization can provide them directly to employees
through salaries and incentives or indirectly through
contributions made to employee benefit plans, such as
medical benefits and life insurance [60]. Extrinsic rewards
include promotions, private office spaces and the social
climate, competitive salaries, merit bonuses [41], [30].
Intrinsic rewards are the intangible rewards that employees
experience in doing their job, such as the feeling of
satisfaction, participation, growth, autonomy and selfcompetence [5].
2) Distributive Justice
Reference [18] opined that distributive justice is rooted in
the theory of equity. According to equity theorists,
individuals compare a proportion of their perceived inputs
with the results derived from a relationship with that of a
referent. If the proportions are equal, the individual
perceives distributive justice. If the proportions are unequal,
the individual will perceive the inequity [31]. Thus,
distributive justice refers to employees’ perception
concerning whether benefits are distributed fairly or not
[20]. According to [26], distributive justice is that form of
organizational justice that focuses on people’s belief, that
their workers will receive fairness in the amounts of valued
work with similar outcomes (e.g. Pay, motivation, etc.).
Distributive justice requires that rights, benefits, and
responsibilities are distributed on the basis of skills and
contributions. [17], argued
that distributive justice is
concerned with the reality that not all workers are treated
alike, and
that
the
allocation
of outcome is
differentiated in workplace.
The management of reward practices in organizations has
a lot to do with equity. If employees do not perceive that the
rewards are fair, the reward practices and processes could
end in a fiasco. Reference [42] corroborates this statement
when he affirms that the management of rewards can be
achieved by developing and implementing strategies,
policies, processes, and practices with the help of principles
such as the philosophy of reward, justice in distributive
justice, equity, equity, consistency, and transparency. The
reward is considered effective when they are fair. This
implies building in transparency regarding information on
how the reward system works and how employees are
rewarded [50].
3) Employees Recognition
Recognition is one of the most effective and efficient
reward strategies used by organizations to motivate workers.
Reference [39], State that recognition plays an imperative
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role in motivating employees and improving performance.
For [50] explain that recognition and appreciation are other
integral components of a winning strategic reward system.
One of the most powerful motivations is recognition and it
is necessary because people need to know not only how well
they have achieved their goals, but also that their
achievements are appreciated [50]. Recognition can have an
effect on job satisfaction and teacher motivation [45]. A
number of research studies indicate that non-financial
rewards, such as recognition and other intrinsic rewards are
a sine qua non condition for job satisfaction [48].
According to [25], recognition implies praise or a
personal note that recognizes achievements, including small
gestures that are important to employees. A meaningful,
reflective appreciation program employee is about valuing
employee efforts and respecting who they are and what they
do [28]. Recognition is a leadership tool that sends a
message to employees about what is important for leaders
and behaviours to be valued. It is to recognize someone
before their peers for the desired behaviour or even for the
achievements, actions taken or having a positive attitude
effect [50].
Reference [4] believes that employees not only want
attractive salaries and benefits, but also expect their efforts
to be valued, appreciated, and treated fairly. Employees
respond to the appreciation expressed through recognition of
one’s good work because it confirms that one’s work is
valued. When employees and their work are valued, their
satisfaction and productivity increase, and they are
motivated to maintain or improve their good work [56]. The
measures of effective recognition can also include verbal
and written praise, praise and symbolic public gestures by
managers [49], [64]. However, money itself is not granted to
recognize performance [21]. Praise is probably the most
common form of recognition, but there are other forms of
recognition, such as long service awards, status symbols of
one kind or another; sabbatical and work trips abroad, all of
which can be part of the total reward process. Reference
[48] concludes that recognition leads to better
communication, better cooperation and a decrease in
absenteeism and rotation. It can motivate by helping to
generate feelings of trust and satisfaction [34] and inspire
loyalty and commitment, as well as encouraging employees
to extend their efforts [55].
4) Employee Performance
Reference [10] affirmed that performance is seen as the
behaviour that achieves results. Here, the emphasis is on
employees and their actions and inactions to get results; thus
the importance of evaluating the concept of employee
performance. Employee performance is a record of the
results obtained from the specific job functions for a certain
period of employee [13], [22], postulate that employee
performance is the competence of an employee to use the
resources of an organisation efficiently and effectively to
ensure that the objectives of the organization are achieved.
Reference [29] postulates that the measure of employee
performance is the determination of finances, profitability
and growth attributed to the individual employee as a
contribution to the organisation. Employee’s performance
has become critically the essence and the value to achieve
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the goals and results of organizational performance; that is,
the performance of employees has a correlation with the
overall performance of the organization [35]. However, the
effectiveness and efficiency with which employees carry out
organisational activities assigned depends on many factors
as; motivation, commitment, level of satisfaction, which is
influenced by the way employees are compensated or
rewarded for their effort [6].
B. Employee commitment and Job satisfaction as
Dimensions of employee’s performance
1) Employee Commitment
Reference [8] opines that employee commitment is the
loyalty and attachment that employees have in an
organization and is associated with their feelings about the
institution. It implies the dedication of employees and the
willingness to make an effort on behalf of an organization
[40]. Organisational commitment is refers to the degree to
which a person identifies and feel part of an organization
[59].
An employee who has a greater organizational
commitment is considered very loyal, which useful to the
organizational in terms of increase productivity, quality of
work life, better employee morale, decrease turnover and
more willingness of employees to exert additional effort.
Employer’s commitment in employees through reward
systems is crucial to attract, motivate and retain the human
capital necessary for corporate success [62]. Reference [5]
developed a measure of organizational commitment with
three main components:
a)
The affective component of the commitment that
refers to emotional attachment, identification and
participation of employees in the organization;
b)
Continuance component that refers to the costbased commitment that employees associate with leaving
the organization;
c)
The normative commitment, which reflects the
feeling of an employee's obligation to remain with the
organization.
Reference [32] opined that reward management systems
influence the efficiency of an organization and also help one
achieve their goals by increasing motivation and
commitment. Properly grasped [8], believes that when the
rewards are well managed, the desired commitment is
achieved efficiently and effectively, as employees get a
sense of mutual benefit.
2) Job Satisfaction
[60] defined job satisfaction as one's feelings or mood
regarding the nature of their work and is a positive
emotional feeling, the result of one's evaluation of their
work and work experience by comparing between what you
expect from your job and what you really get from it, as well
as a function of the range of specific satisfactions and
dissatisfactions that he / she experiences with respect to the
various dimensions of the job. Reference [19] refers to job
satisfaction as the general job attitudes of employees. He
divided job satisfaction into five major components as
including; attitude toward work group, general working
conditions, attitudes toward the organization, monetary
benefits and attitude toward supervision which he said is
intricately connected with the individual‘s state of mind
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about the work itself and life in general. [55] See job
satisfaction as a positive feeling that an individual has about
his/her job, based on the evaluation of the characteristics of
the job.
In most organizations, poor reward systems lead to less
satisfaction and, in turn, produce a very low organizational
commitment [16]. Increasingly, organizations are realizing
that to take advantage of employee job satisfaction, they
must establish a fair balance between the employee's
contribution to the organization and the organization's
contribution to the employee [62]. Highlighting this point,
[54] opines that employees cannot be satisfied with their
jobs unless they are motivated by effective reward systems.
C. Conceptual Framework
The framework for this study is presented in Figure 1
below that shows the relationship between dependent
variable employee’s performance and reward management
practices as independent variables.
Reward Management Practices
❖ Distributive Justice
❖ Employee Recognition

Fig. 1: Conceptual Framework between Reward management practices
and Employees Performance
Source: Researcher’s Field Survey

Based on the conceptual model, the study proposed the
following hypotheses:
Ho1: There is a significant relationship existing between
Distributive Justice and Employee Commitment in the
selected Public Universities in the South East Nigeria.
Ho2: There is a significant relationship existing between
Employee Recognition and Job Satisfaction in the selected
Public Universities in the South East Nigeria.
D. Theoretical Framework
This study is anchored on Equity theory as proposed by
Stacey Adams in 1964. This theory highlights the
importance of equity in what is received by the performance
or effort made. The equity contained in the theory can be
defined as a relationship between the individual's labour
contributions and the labour reward. The theory according to
[23] is based on the assumption that people, who work for a
reward from the organization, are motivated by the desire to
receive equal treatment at work and be rewarded. Therefore,
the equity here is impartial in terms of comparison of input
to output. The theory describes employees' perceptions of
what they contribute to the organization, what they get in
return, and how their return-to-contribution relationship
compares with others inside and outside the organization.
This will determine how fair employees perceive their
employment relationship [1]. Their efforts must be
comparable to the perceived reward to be seen as equitable
DOI: http://dx.doi.org/10.24018/ejbmr.2020.5.3.321

[2].
E. Empirical Review
Reference [63] conducted a study on the influence of
intrinsic rewards on organizational performance in public
and private sugar companies in western Kenya. The study
adopted a descriptive survey research design. The results
revealed that there was a positive influence between intrinsic
rewards and organizational performance. Therefore, it was
recommended that; sugar manufacturing companies should
improve their organizational reward systems for employees;
they should fully adopt the concept of job training and job
rotation to improve employee experience.
Reference [37] examined the effect of financial and nonfinancial rewards on the organizational commitment of
employees in Nakuru County universities. The study
revealed that there was a moderately significant positive
relationship between financial rewards and affective
commitment (r = 0.344, p <0.000) and a weak significant
positive relationship between financial rewards and
normative commitment (r = 0.249, p <0.008). The study
found that financial reward management practices
collectively have a significant effect on organizational
commitment. The study recommended that universities in
Nakuru County conduct salary reviews to develop a reward
management structure that is externally competitive,
internally fair and consistent with current acceptable
international rates.
Reference [47] determined the effects of the reward and
recognition on the work performance of employees at the
University of Kenyatta. The results indicated a significantly
positive relationship between reward and recognition, with
employee performance. In addition, there was also a very
positive and significant relationship between work
performance and independent variables (extrinsic rewards,
intrinsic rewards and financial rewards, recognition rewards,
work environment and leadership styles).
Reference [12] conducted a study on the effects of
organizational justice on organizational commitment,
focusing only on two dimensions (distributive and
procedural justice) of organisational justice. The results
revealed that distributive and procedural justice has notable
and positive effects on the dependent variable
(organizational commitment) of employees.
Reference [4] examined the impact of reward and
recognition on job satisfaction and motivation. The variance
analysis technique was used to test the hypothesis and it was
shown that the rewards had a positive impact on work
motivation, but there was no significant relationship
between reward and job satisfaction. Again, both academic
staff and university administrators perceived the rewards as
fair. The challenges faced by the private tertiary sector were
lack of funds, pressure from unions and other interest
groups, the existence of many qualified people to obtain
rewards at a given time along with academic staff
emphasizing rewards direct monetary.
Reference [24] examined the impact of distributive and
procedural justice on the intention of rotation through
affective commitment. The results showed that distributive
and procedural justice was significantly and positively
related to affective commitment, which in turn was
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significantly and negatively related to the intention of
rotation. It was also revealed that the affective commitment
fully mediates the relationship between distributive and
procedural justice with the intention of billing. The results
also showed that the type of organization in which an
employee works does not moderate the relationship between
the affective commitment and the intention to rotate.
Reference [33] examined the relationship of distributive
justice and procedural justice and organizational
commitment in the public sector of Pakistan. The results of
the linear regression indicated that both distributive and
procedural justice have a positive and significant
relationship with three constructions of organizational
commitment that is identification, affiliation and exchange
commitment.
Reference [43] examined the impact of the effective
reward system as a tool for the performance of employees in
the civil service using the Anambra State Civil Service as a
case study. The study adopted a survey design. The Pearson
product-moment correlation coefficient and multiple
regression analysis were adopted as the most appropriate
statistical technique for the study. The results showed that
the salary reward and some non-financial rewards of
employee recognition, the favourable work environment and
staff development are positively and significantly related to
the performance of employees in the civil service.
III. METHODOLOGY
A descriptive survey research design was adopted by this
study given that data for the study was collected through
questionnaire from sampled respondents. The population of
the study consists of all the non-academic staff in the
selected universities. The study population from which the
sample was drawn for the study consists of three public
universities in Southeast, Nigeria namely (Ebonyi State
University (EBSU), Federal University of Technology
Owerri (FUTO), Nnamdi Azikiwe University, Awka
(UNIZIK)).The population of the study depict that EBSU
has a total non-academic strength of 2009; FUTO has 2423
while UNIZIK has 2979 making it a total of 7411 staff. The
sample size of the study was determined using Krejcie &
Morgan (1970) formula. Respondents were selected using
the stratified sampling technique. An initial sample size of
n=365 respondents was set, using the available historical
information. However, 316 usable questionnaires were
eventually collected and used in the data analysis, which
gave an acceptable response rate of nearly 86.6%. The data
collection instrument was a five-point structured Likert
questionnaire. The instrument was subjected to face and
content validity to ensure that it measured what was
intended. The instrument was subjected to Split-Half
reliability technique to ascertain how consistent the
instrument is in eliciting data using 20% (73 copies of the
questionnaire) of the sample size. Data analysis was done
through the use of Pearson's Product Moment Correlation
Coefficient. The level of significance used is 0.05, this
guided the interpretation of correlation results to know
whether the result is statistically significant or not. If the pvalue obtained is less than 0.05 (p-value < 0.05), the
alternate hypothesis will be accepted, but if the p-value is
greater than 0.05 (p-value > 0.05), the null hypothesis will
DOI: http://dx.doi.org/10.24018/ejbmr.2020.5.3.321

be accepted.
IV. DATA PRESENTATION AND ANALYSIS
A. Research Question One
What is the nature of relationship existing between
Distributive Justice and Employee Commitment in the
selected Public Universities in the South East?
TABLE 4.1: DISTRIBUTION OF RESPONSES FOR DISTRIBUTIVE JUSTICE AND
EMPLOYEE COMMITMENT
S/N

1

2

3

4

5

6

7

8

Questionnaire
Items

Distributive
Justice
What
I
receive
in
form of pay is
comparable
to what I put
into
the
organization.
I am not
being cheated
when it comes
to rewarding
me in my
organization.
I am fairly
treated in my
organization
using reward
system as a
measurement
instrument.
My
organization
is fair when it
comes
to
rewarding me
according to
my
contributions.
People that
do the same
kind of jobs in
my
organization
are rewarded
equally.
Employee
Commitment
I will be more
loyal to my
organization
if
I
am
rewarded
justly.
How fair my
reward is in
the
organization
determines
how
committed I
am to my
organization.
I
am
motivated to
perform
better in the
organization

SA
(5)

A
(4)

UD
(3)

D
(2)

SD
(1)

Mean

D
e
ci
si
o
n

32

56

10

102

116

2.32

R
ej
e
ct

78

121

-

117

-

3.51

A
c
c
e
pt

12

79

03

90

132

2.21

R
ej
e
ct

32

68

16

101

99

2.47

R
ej
e
ct

78

25

79

80

54

2.98

R
ej
e
ct

132

163

-

21

-

3.65

A
c
c
e
pt

181

70

01

43

21

4.10

Ac
cep
t

79

68

21

130

18

3.19

Ac
cep
t
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10

because I am
not cheated
when it comes
to rewarding
performance.
The reward
system in my
organization
does
not
encourage me
to put in extra
effort.
I
am
discouraged
to
perform
well because
what I receive
in return for
my
performance
is not fair.

6
67

191

08

50

-

3.87

Ac
cep
t

7
130

131

-

55

-

4.06

Ac
cep
t

8

B. Research Question Two
What is the relationship existing between Employee
Recognition and Job Satisfaction in the selected Public
Universities in the South East?

9

TABLE 4.2: DISTRIBUTION OF RESPONSES FOR EMPLOYEE RECOGNITION
AND JOB SATISFACTION

S/N

1

2

3

4

5

Questionnaire
Items
Employee
Recognition
Each time I
do a good
job,
my
organization
acknowledges
it.
My place of
work
encourages
me to work
harder
by
praising good
performers.
When
you
perform
better
than
others in my
organization,
your
status
will be made
to improve by
the
organization.
The reward
system
in
place in my
organization
does
not
recognize
hard work.
There
are
formal ways
of
recognizing
people that
exceed
expectations
in terms of
performance
in
my
organization.

SA
(5)

A
(4)

UD
(3)

D
(2)

SD
(1)

Mean

De
cisi
on

43

65

-

121

87

2.54

Rej
ect

17

79

-

140

80

2.41

Rej
ect

10

Job
Satisfaction
When I am
praised
for
better
performance,
it makes me
feel proud of
myself and my
job.
I enjoy doing
my
work
knowing that
my effort will
be properly
recognized.
If bonuses are
attached to
performance,
my
work
experience
will
be
enjoyable.
The
satisfaction I
derive from
my
work
depends on
the
recognition I
receive
for
performance.
I do not enjoy
my
job
because my
efforts are not
properly
recognized.

121

156

05

34

-

4.15

Acc
ept

43

68

-

94

111

2.49

Rej
ect

108

139

-

69

-

3.91

Acc
ept

98

118

-

72

28

3.59

Acc
ept

39

171

9b

60

37

3.36

Acc
ept

C. Test of Hypotheses
1) Hypotheses One
H1: There is a significant relationship existing between
Distributive Justice and Employee Commitment in the
selected Public Universities in the South East Nigeria.
TABLE 4.3: CORRELATION ANALYSIS FOR DISTRIBUTIVE JUSTICE AND
EMPLOYEE COMMITMENT

-

101

19

69

127

2.30

Rej
ect

Correlations

DISTJUST

Pearson
Correlation

DISTJUST

EMPCOM

1

.894**

Sig. (2-tailed)

121

39

87

60

21

32

87

64

DOI: http://dx.doi.org/10.24018/ejbmr.2020.5.3.321

-

121

3.77

2.47

Acc
ept

Rej
ect

EMPCOM

.000

N

316

316

Pearson
Correlation

.894**

1

Sig. (2-tailed)

.000

N

316

316

**. Correlation is significant at the 0.01 level (2-tailed)

Computation: SPSS Vs 20
Where:
DISTJUST = Distributive Justice
EMPCOM = Employee Commitment
Table 4.3 shows the correlation analysis carried out
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between Distributive Justice and Employee Commitment in
the selected Public Universities in the South East, Nigeria.
The correlation coefficient obtained was .894 which shows
that the relationship is very strong and positive.
TABLE 4.4: SIGNIFICANCE TEST FOR HYPOTHESIS ONE
N

Cal. R

316

.894

DF
314

Crit. r.

Remark

0.098

Significant

Table 4.4 indicates the test of significance for hypothesis
one. It revealed that at .05 level of significance and at 314
degrees of freedom, that the critical r is 0.098. The
calculated r (.894) is greater than the critical r (cal. r .893 >
crit. r 0.098), therefore, the research hypothesis is accepted.
2) Hypotheses Two
H1: There is a significant relationship existing between
Employee Recognition and Job Satisfaction in the selected
Public Universities in the South East Nigeria.
TABLE 4.5: CORRELATION ANALYSIS FOR EMPLOYEE RECOGNITION AND
JOB SATISFACTION
Correlations
EMPREC
EMPREC

Pearson Correlation

1

Sig. (2-tailed)

JOBSAT

JOBSA
T
.942**
.000

N

316

316

Pearson Correlation

.942**

1

Sig. (2-tailed)

.000

N

316

316

**. Correlation is significant at the 0.01 level (2-tailed).

Computation: SPSS Vs 20
Where:
EMPREC = Employee Recognition
JOBSAT = Job Satisfaction
Table 4.5 shows the correlation analysis for Employee
Recognition and Job Satisfaction in the selected Public
Universities in the South East. The result reveals that there
is a very strong positive relationship existing between the
variables (r = .942).

accepted.
V. DISCUSSIONS AND FINDINGS
From the first test of hypothesis, it was confirmed that
there is a significant positive relationship existing between
distributive justice and employee commitment in the
selected public universities in the South East Nigeria. Thus,
leading to the acceptance of the alternative hypothesis, what
this result implies is that the more there is justice and
fairness in the distribution or allocation of reward packages
in the institutions, the more the employees will be
committed to the organization. This result is consistent with
the result of other researchers like [33], [12] and [24].
The second hypothesis was also tested empirically using
correlation analysis and the alternative hypothesis was
accepted following the revelation of the findings. It was
revealed that there is a significant positive relationship
existing between employee recognition and job satisfaction
in the selected public universities in southeast Nigeria. The
implication of this result is that employee recognition and
job satisfaction of the employees go in one direction. That
is, the more the recognition employees receive for better
performance, the more they will be satisfied with their job
and by extension the organization. This finding is
corroborated by previous research of [43], [63] and [47].
VI. CONCLUSIONS AND RECOMMENDATIONS
The study concludes that reward management practices
have a significant positive relationship with the performance
of employees in public universities studied in south-eastern
Nigeria. This is due to the fact that all the decomposed
variables of the reward management practices and the
performance of the employees had significant positive
relationships with each other (distributive justice and
employee commitment, employee recognition and job
satisfaction).
However, based on the findings of the study the following
recommendations were made:
a)
Public universities focused in the southeast should
ensure that employees are fairly rewarded in that reward for
all employees who perform similar jobs and at the same
level; except when performance is used to measure the
reward.
b)
The institutions studied and their efforts do not
only need to depend on the base salary earned by
employees, but also instil various recognition programs such
as awards, public compliments, bonuses and gifts for
outstanding artists, as this will stimulate employees to work
more and increase your level of job satisfaction.

TABLE 4.6: SIGNIFICANCE TEST FOR HYPOTHESIS TWO
N

Cal. r

316

.942

DF
314

Crit. r.
0.098

Remark
Significant
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