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Abstract: Workers are considered as strategic assets in any organization because the accomplishment of an organization’s
objectives largely depends on the employees, so employers always strive to ensure that they retain their best employees. However,
such employees can only become strategic assets if they are motivated to deliver on their tasks and specific assignments.
Therefore, it is important to identify factors which motivate employees for the achievement of set organisational goals. The
objective of this study is to investigate the extent to which organisational reward systems impact on employee retention in the
banking industry in Port Harcourt, Nigeria. To achieve this objective, this study has examined the relationship between
remuneration, promotion and recognition as the dimensions of reward systems and employee retention. In terms of methodology,
the survey research design was utilized, with the structured questionnaire used as the primary data collection method. The
generated data was analyzed using descriptive and inferential statistics as well as the spearman’s test statistics. The results
revealed that there is a positive relationship between remuneration, promotion, and recognition as dimensions of reward systems
and employee retention. The conclusion reached is that for banks in Port Harcourt to retain their best employees, they would need
to improve their reward systems, specifically the remuneration, promotion and recognition that they offer their employees. It is
recommended that there should be further empirical research to test the applicability of the findings of this study in other sectors
of the Nigerian economy as well as the relationship between other dimensions of reward systems and employee retention.
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a key tool used to increase employees' commitment in the
workplace, which leads to an improvement in their work
performance [20]. Employees are appropriately considered as
the most important resource for any organization even in
financial business organizations [32].

The reason behind the utilization of reward framework for
workers is that it persuades employees to give their best, and
in turn become fulfilled as far as both their money related
and non-monetary needs are met. It is also argued that the
inability of corporations to do so would lead to workers being
enticed to leave the organization [6]. On one hand,
representatives are inclined to accept characteristic rewards
regarding applause and acknowledgment for certain work
achievements, while different workers are content with
outward reward as far as bills are paid [26, 37]. The present

1. Introduction

Employers have increasingly identified the important role
of workers in their workstations and the necessity to attract,
increase their morale and keep clever employees. It is argued
that that retaining good employees (i.e. those that positively
support and add to the advancement of the firm) is deduced
to be absolutely connected with reaching organizational
objectives/goals as well as developing competitive advantage
for the firm [3]. One major means by which this objective is
attained is by rewarding workers, which is related with the
inspiration of the organizational workforce for enhanced
performance. However, what type and blend of rewarding
tools utilized is challenging for every organization. Reward is
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business scene is changing quickly because of certain
elements, for example, globalization, responsiveness to
clients, expanding income and diminishing costs, and others;
all of which combine to make the present business
environment unpredictable. These business conditions and
extraordinary challenges have also created a level of
uncertainty in the minds of workers as to what and how their
future will be if they remain with their employing
organizations. The preceding premise calls for key and

pragmatic methodology towards worker advancement,
commitment, and effective worker utilization in
organizations. Contemporary organizations, particularly

service businesses, need to discover better methodologies for
inspiring, training and keeping a dependable workforce.
Reward frameworks are ostensibly at the core of worker
performance. This statement is hinged on the understanding
that reward frameworks have the intensity of causing more
elevated levels of performance in corporations through the
stimulation and guidance of workers towards organizational
objective achievement [16]. Workers are the most valuable
resource in any organization, and their abilities to function in
such a defined manner so as to reach organizational goals and
objectives is a function of the reward system prevalent in the
organization and also the working condition in the
organization. This nature-nurture point of view of clarifying
the markers of worker performance underscores the
imperativeness of reward frameworks as basic piece of
organizational environments. In this light, it is informational
to attest that well remunerated workers are more likely to feel
esteemed and treasured by their corporations. In spite of the
seemingly imperative nexus between reward frameworks and

REWARD SYSTEM

worker performance in corporations, it is troubling to note
that the much-wanted worker performance that is a basic
contribution for economically expanding organizational
profitability is to a great extent missing when the workforce
are not incentivized and motivated towards such
organizational objective and goal. Also, the genuine
achievement of any corporation starts from the workers’
readiness to utilize their innovativeness, capabilities and
know-how toward their corporations’ development and
advancement [10], and as such, keeping such workers
becomes a major organizational strategy for continuous
improved performance.

Studies have indicated that the cost of losing a talented
employ far outweighs whatever costs are attached to ensuring
that such employees are retained within the organisation
[55,58,59]. It has also been noted that employee turnover may
not only cost the company money and time, but breaks an
existing work relationship that was possibly for the common
good of the organization. Nonetheless, not all turnovers are
harmful since they also help attract different employees and
new concepts. Initially, many employees are a "cost" for the
corporation, but later, with the requisite aptitude techniques,
they turn out to be more appreciated. It has been argued that
retaining the best employees can be crucial, as this will
determine if the operations in the organization will go
smoothly and efficiently and if an organization maintains a
competitive advantage [47]. Based on this premise, retention is
something that organizations are interested in.

Therefore, this paper examines how reward system can
influence employee retention as conceptualized below.

EMPLOYEE

Promotion

Remuneration

RETENTION

Retention

Source: Research Desk

Figure 1. Conceptual Framework.

Research Hypotheses

Hoy;: There is no significant relationship between
promotion and employee retention in commercial banks in
Port Harcourt.

Ho,: There is no significant relationship between
remuneration and employee retention in commercial banks in
Port Harcourt.

2. Literature Review
2.1. Reward System

Reward can be defined as an agent external to the
employee, which is administered in response to the
performance of a desired act or task by the employee [56]. It
is also regarded as those external influences that are managed



52 Ovunda Amadi ef al.: Reward System: A Tool for Employee Retention as Observed from the
Banking Sector in Port Harcourt

when a job or task has information and control so that the
task is successfully implemented [57].

Each current organization has some type of reward
framework, regardless of whether it is blunt or not, it exists
[24]. Well-rewarded employees always feel valued by the
organisation, as they are aware that such rewards are tied to
work done [54] and they have been categorized into intrinsic
or extrinsic [46]. The latter type of reward which is the
concentration of this paper can be further expressed through
either financial or non-financial rewards. The financial
reward, which can also be deemed as money related is
typically a wvariable pay, isolated from the regular
compensation and it is gotten as a result of exceptional
performance or as a consolation. It can be either exclusively
individually-based meaning that the performing individual
gets it or group-based indicating that it is given to a group or
team.

The conditions to acquire this reward ought to be set ahead
of time and the performance should be quantifiable [24].
There exists an assortment of reasons for a reward
framework, with the major reason being to inspire workers to
perform better. Accordingly, some organizations design a
reward framework not only for improved employees’
performance, but also as a means to keep good committed
workforce (retention strategy) [4]. For a reward framework to
be motivating and well enticing, it ought to fulfil certain
criteria; give value to the receiver, be justifiable, be
convenient [27].

Scholars have argued that organization’s remuneration
component assumes a fundamental part in inspiring workers
[1,4,17,24]. Diverse sorts of rewards are basic factors that
illuminate certain work points that add to the organization as
best worker performance. Reward system plays a vital part in
how employees see the pay framework within the work
environment [25]. There have been various views expressed
on the impact of rewards such as that diverse reward
offerings improve worker performance [1,53], monetary and
non-monetary rewards are essential for high occupation
performance [17]. It also refers to the collection of brain
structures that try to control and regulate behaviour by
inducing pleasure [2].

2.1.1. Intrinsic Reward

Intrinsic reward concerns the psychological development
of employees [45], with intangible benefits that include
characteristics such as autonomy, feedback and decision-
making participation [21]. The intrinsic reward system is
intentionally created to appreciate employees in the form of
self-esteem and is related to their feeling of achievement and
growth within the organization. Employees feel satisfied
when they have accomplished something worthwhile at work
and are appreciated by the organization [31]. Intrinsic
rewards are regarded as those rewards that are innate inside a
worker, or inside employment itself [35]. It is also deemed to
incorporate employees' ability, recognition, trust and
achievement [18].

Recognition: One dimension of intrinsic reward is

recognition, which has been characterized as the capacity of a
senior administrator or manager to distinguish and
acknowledge a worker, for a positive thing done over the
span of their work [36]. It is important that business
administrators observe and distinguish their employees for
their praiseworthy performance, even as it is contended that
such recognition acts as an intrinsic inspiration that is
fundamental in driving employees to feel esteemed [43]. In
an investigation conducted in the Singaporean hospitality
industry, it was found the presence of an immediate
connection between employee recognition and worker
performance [22]. The research noted that where managers
gave employees recognition for functions admirably
executed, there was high improvement in performance.
Employees were asked to indicate why recognition by their
administrators was instrumental to their performance
improvement, to which majority of the respondents (72%)
demonstrated that they felt esteemed by their supervisors,
and felt their work made a difference.

Promotion: Another dimension that shows the existence of
intrinsic reward is promotion. Promotion is defined as a
movement within an organization from one position to
another that involves either an increase in pay,
responsibilities, or an increase in status [39]. He further noted
that promotion is done based on improved worker
performance over time, even as certain promotions result in
workers overseeing the tasks of other employees. Outwardly,
a promotion moves a worker's activity up one level on an
organizational diagram. The promotion of employees also
leads to increased engagement of such employees [52], as
they are given more responsibilities in line with their new
positions. A promotion is seen as alluring by workers in view
of the effect that a promotion has on pay, authority, duty, and
the capacity to exert more extensive authority in basic
leadership setups. A promotion also ensures that there is
some level of career prospect and change in status [51] for
the promoted employee which is like signposting of the
employer’s regard for the promoted employee.

Promotion is a type of acknowledgment for workers who
make proficient and viable work commitments. Therefore, a
promotion emerges in organizations since repeated
promotions consistently place a worker in a management
level. Promotion is an increase of a worker or an employee in
an organization to a better job, compared with the previous
based on the responsibilities, achievement, facilities, status,
demands for proficiency, and the addition of wages or
salaries as well as other allowances [5]. It is also noted that
promotions are marked by some indicators, which include
but are not limited to increased responsibilities, increased
duties, enhanced rights and improved authority [6]. All
contributors in an organization must be qualified for
advancements that will consequently reward their job as
donors.

2.1.2. Extrinsic Rewards
Rewards are deemed extrinsic because they are external to
completing the work itself and are controlled by people other
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than the employee [48]. There are different dimensions to
extrinsic rewards but this paper uses just remuneration, even
as it has been previously argued that extrinsic rewards are
usually financial or tangible rewards given to employees,
such as pay raises, bonuses, and benefits [48].

Remuneration: This is defined as pay or reward given to
individuals for work done [7]. The indicators of remuneration
were further identified as basic salary, wages, health
schemes, pension schemes, transport allowances, overtime
allowances and responsibility allowances. Remuneration can
also be referred to as monetary or financial benefits in form
of salaries, wages, bonuses, incentives, allowances and
benefits that are accrued or given to an employee or group of
employees by the employer (firm) as a result of services
rendered by the employee(s), commitment to the organization
or reward for employment [40]. Pay is also seen as a means
of job satisfaction, which can be used to influence employee
performance [9]. They further noted that organizations use
their prevailing pay system as a tool in motivating employees
to attain job satisfaction. To them, net pay, wages and salaries
are urgent means of achieving a sum standard of living.

In other words, the money workers earn is important to
them not only financially for what it buys, but also
physiologically for what it will provide them in terms of
status and definition, both within and outside the
organization [14]. Since money presents a quantifiable
measure of their worth, employees are very sensitive about
the amount of pay they receive in return for their
contributions on the job, and how the amount compares with
what other employees are receiving for their contributions
[34]. Employees therefore want their wages to be equitable
both in terms of what is being demanded of them on the job
and in terms of what their colleagues are paid in return for
the demands of their objective jobs [9].

Remuneration can be regarded as any type of
compensation or payment that an individual or employee
receives as payment for their services or the work that they
do for an organization [23]. This could include whatever base
salary such an employee receives, along with other forms of
payment that accrue during the course of their work, which
includes expense account funds, bonuses, and stock options.
For most employees, pay has a direct bearing on their
standard of work and upon the status and recognition and this
also constitutes a quantitative part of their relative worth in
comparison with fellow employees [48].

2.2. Employee Retention

The retention of employees can be influenced through the
initiation of balanced and defined goals and objectives in an
organization. Retention is described as the effort made by
employers to make good policies aimed at ensuring that
talented employees are kept in the organization to achieve set
organizational goals and objectives, thereby leading to
success [19]. Considering this, employers take proactive
steps to prevent their key employees from switching jobs
[12], and these steps vary from one organization to another.
These steps could be regarded as good retention strategies

that lead to greater time spent by employees in the
organization and also motivates them to do their job
dedicatedly [13,28,29,50]. The expertise of talented
employees as made up of their knowledge, skills and
experience makes them of high worth to their organizations
[15], leading to their special treatment by organizations.

It is also suggested that alleged backing from the
organization sturdily influences work contentment and wage
earner commitment in organizations [41]. The change in
behaviour of employees to meet up “with the organization’s
desired corporate culture influences employee retention”
[49]. In addition to desired corporate culture, organizations
must create a positive work environment conducive for work
in order to retaining their talented workforce [11]. Also,
“good and successful organizations respect their employees
and try to make policies more flexible for the betterment of
employees so that their level of employee engagement and
high level of retention can be achieved” [38].

It was found that one of the utmost potent indication tools
used in predicting retention based on time includes confident
know-hows in comparison to the organizational guidelines
and approach of the company towards employees [29]. It has
been pointed out that fiscal awards could “be a top motivator
for employee retention, a fun workplace” and adaptable
timetables were additions [44]. A study on the factors that
promote retention has noted that good salary and benefit
package helps organizations, but the decision to stay with the
organization is dependent on how employers respond to their
growth within the organization [42]. They further stressed
that when employees are more committed in challenging jobs
then they are more likely to stay with the organization.

3. Methodology

This study was based on a sample size of 63 workers from
ten banks in Port Harcourt. The paper adopted the survey
research design, and the stratified sampling technique was used.
Each of the studied banks was sent copies of pre-designed
questionnaire for management employees (Top managers,
middle managers, junior managers and supervisors). The
questionnaire consisted of questions measuring promotion,
remuneration and employee retention on a 5-point Likert scale
(where, 5 = very high extent, 4 = high extent, 3 = moderate
extent, 2 = low extent, 1 = very low extent), showing the level
of perceptions with the content of each item. Before starting
the fieldwork, the questionnaire was pre-tested for validity and
reliability in order to ensure that the items included were
comprehensible to the recipients. This was achieved with the
cooperation of academics as well as the use of the test-retest
method of reliability.

The Spearman rank order correlation coefficient was used
for data analysis, with this choice being influenced by the
understanding that this test statistic is most appropriate when
a test aims to evaluate the strength of relationships between
variables. The r value was used to represent this relationship
to either be negative or positive.
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4. Findings

There was analysis of all the dimensions (promotion and
remuneration) with the measure retention respectively using
the Spearman rank order correlation coefficient statistical
tool via the SPSS software.

4.1. Hypothesis 1

Ho;: There is no significant relationship between
promotion and employee retention in the banking industry.

The test statistics used in testing the above hypothesis is
the spearman’s rank order correlation coefficient. The
computation of the value of the test statistics as done using

SPSS is represented in the table below.

The statistics gave an r value of 0.980 which it gives from
our scaled list a highly marked correlation between the
variables under investigation. The probability value from the
table is 0.000, which implies that the variables are
statistically significant. Therefore, we rejected the null
hypothesis which states that “there is no significant
relationship between promotion and employee retention in
the banking industry in Port Harcourt”, and accept the
alternative hypothesis, “there is significant relationship
between promotion and employee retention in the banking
industry in Port Harcourt”.

Table 1. Spearman rank order calculation.

Correlations
Promotion Retention
Correlation Coefficient 1.000 980"
Promotion Sig. (2-tailed) . .000
Spearman's rho N o o =
Correlation Coefficient .980 1.000
Retention Sig. (2-tailed) .000 .
N 63 63

**_Correlation is significant at the 0.01 level (2-tailed).
Source: Survey data, 2020.

4.2. Hypothesis 2

Ho,: There is no significant relationship between remuneration and employee retention in the banking industry in Port

Harcourt.
The table below shows the computed value for the above hypothesis using Spearman rank order correlation coefficient
through SPSS.
Table 2. Spearman rank order calculation.
Correlations
Remuneration Retention
Correlation Coefficient 1.000 920"
Remuneration Sig. (2-tailed) . .000
. - N 63 63
pearman’s o Correlation Coefficient 920" 1.000
Retention Sig. (2-tailed) .000 .
N 63 63

**_ Correlation is significant at the 0.01 level (2-tailed).
Source: Survey data, 2020.

The statistics gave an r value of 0.920 which it gives from
our scaled list a highly marked correlation between the
variables under investigation. The probability value from the
table is 0.000, which implies that the variables are
statistically significant. Therefore, we rejected the null
hypothesis which states that “there is no significant
relationship between remuneration and employee retention in
the banking industry in Port Harcourt”, and accept the
alternative hypothesis, “there is significant relationship
between remuneration and employee retention in the banking
industry in Port Harcourt’.

These findings indicate that promotion and remuneration
are significantly related to employee retention, meaning that
the likelihood of employees to continue working in a firm is
much higher when they are adequately remunerated and

promoted as at when due. It can be seen that these two
dimensions of reward system cover both intrinsic and
extrinsic rewards, thereby ensuring that the different aspects
of employee needs and expectations are met. Interestingly,
increased renumeration mostly comes as a function of work-
based promotion which emphasizes why these two are
deemed as being very important to employees in the Nigerian
banking industry. On the other hand, if the promotion and
remuneration is not deemed to be leading to job satisfaction
at the workplace, then employees are not likely to stay longer
in such an organisation.

5. Conclusion

This research work has examined the relationship between
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reward system and employee retention in banks in Port
Harcourt, Rivers State. It was seen that the dimensions of
reward system (promotion and remuneration) as measured
against employee retention in banks in Port Harcourt are
significantly correlated. The relationship between reward
system and employee retention is strong. This result implied
that the employees were willingly adjusting to remain with
the banks, especially because of the rewards they are getting
from the banks that they work for. It is noteworthy to state
that the relationship between remuneration and employee
retention showed a highly marked correlation. This result
implied that the banking industry can keep her workers
through improved remuneration. In other words, if the banks
want to keep their best talents then they must ensure that they
maintain and continuously improve on their remuneration
packages for their employees. Therefore, the study concludes
that reward system is a key determinant of employee
retention within banks in Port Harcourt. positively influences
employee retention within an organization.

6. Recommendations

Considering the conclusion reached above, the following
recommendations are made. Firstly, there should be further
empirical research to test the applicability of the findings of
this study in other sectors of the Nigerian economy. Secondly,
other dimensions of reward system should be tested
empirically to validate their relationship with employee
retention.
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