Network for Research and Development in Africa

International Academic Journal of Management and Marketing
ISSN: 2384-5849. Volume 6, Number 6
International Academic Journal of Management andPages
Marketing
25-33 (September, 2020)

nrdajpapers@gmail.com

Reward Systems and Employee Engagement of selected
Deposit Money Banks in Port Harcourt, Rivers State, Nigeria
Chioma, Blessing Ezinne

Department of Management, Faculty of Management Sciences, Rivers State University, Port
Harcourt, Rivers State, Nigeria

Abstract: This study examined the relationship between financial rewards and employee engagement of
selected Deposit Money Banks in Port Harcourt, Rivers State, Nigeria. The study employed cross sectional
survey method for social research, while the theoretical framework was drawn from the social exchange
theory. The primary data were collected using self-administered questionnaire. A sample of one hundred
and eighteen(118) respondents were drawn from a population of one hundred and seventy (170) across
the six selected deposit money banks in Port Harcourt, Rivers State, Nigeria using Krejcie and Morgan
(1970) table. The sample subjects were obtained using the stratified random sampling techniques.
However, one hundred and one (101) out of the one hundred and eighteen (118) copies of questionnaires
were retrieved from respondents and utilized for data analysis. The data analyses were aided by the use
of SPSS version 23.0 to determine the strength and direction of the relationship between variables. We
employed the inferential statistical analysis using Spearman’s rank order correlation coefficient in testing
all the hypothetical statements in the null form. We found that reward systems have a significant and
positive relationship with all the measures of employee engagement studied. We therefore,
recommended that managers of deposit money banks should develop and implement appropriate
incentives of financial rewards that will enhance employees’ engagement in their organizations.
Keywords: Financial rewards, Employee Engagement, Physical engagement, Cognitive engagement and
Emotional Engagement

INTRODUCTION
The concept of employee engagement is the employees’ state of being dedicated to assist in
the achievement of the organizations’ goals, level of identification, involvement and loyalty
(Lawler, 2003). It is an emotional response that can be measured through people’s behaviour,
beliefs and attitudes and can range anywhere from very low to very high (Albrecht, 2010). It is
engagement that gets the job done. This intense dedication is more powerful in bringing the
best of the employees in the organization (Schaufeli and Salanova, 2007). This means that
without engagement, barriers are not breached; passion, impact and opportunities may be lost
(Markos and Sridevi, 2010). According to Armstrong (2010), management support,
encouragement, rewards and opportunities for development of employees are important
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elements of an employee engagement. Warkin (2001) expressed that participation in decision
making promotes job satisfaction. According to research conducted by Mone, Eisenberger,
Guggenheim, Price and Stine (2011) employee engagement is defined as an employees’ sense
of purpose and focused energy that is evident to others through the display of personal
initiative, adaptability, effort, and persistence directed toward the organization’s goals. In their
research they describe employee engagement as defined by Guest (2009) as having a deep and
broad connection with the organization that results in the willingness to go above and beyond
what is expected to help the organization succeed.
Financial rewards consists of job-based pay, which provides pay related to the value of
the job, and person-based pay, which provides rewards that recognize the individual’s
contribution, competence or skill (Armstrong, 2007). They also include employee’s salary,
allowances and benefits. The management of a reward systems requires decisions on levels of
pay, how jobs should be valued, designed and operation of grade and pay structures and the
choice of benefits could be managed. The most powerful argument advanced for financial
rewards is that those who contribute more should be paid more.
Financial rewards in terms of salary would absolutely influence the employee job
satisfaction According to Vroom (1964), it clearly stated that employee’s effort is increased
when financial rewards are offered.
However, Kessey (2007) carried out research on financial rewards and employee
satisfaction in Manufacturing firms in Nigeria and the study indicate that there is a positive
effect on employee performance. Against this backdrop, this study examined the relationship
between financial rewards and employee engagement of deposit money banks in Port
Harcourt, Rivers State, Nigeria. Hence the objectives are as follows :
i.

To examine the relationship between financial rewards and Physical engagement of
deposit money banks in Port Harcourt, Rivers State, Nigeria.

ii.

To examine the relationship between financial rewards and cognitive engagement of
deposit money banks in Port Harcourt, Rivers State,Nigeria.

iii.

To examine the relationship between financial rewards and emotional engagement of
deposit money banks in Port Harcourt, Rivers State,Nigeria.

The following research questions were asked to guide and provide focus to the study of the
relationship between financial rewards and employee engagement of deposit money banks in
Port Harcourt, Rivers State, Nigeria. The questions present a framework within which the earlier
stated in purpose of the study can be achieved. They are as follows :
i.

How does financial rewards relate with physical engagement in deposit money banks in
Port Harcourt, Rivers State,Nigeria?

ii.

How does financial rewards relate with cognitive engagement in deposit money banks in
Port Harcourt, Rivers State, Nigeria?
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iii.

How does financial rewards relate with emotional engagement in deposit money banks
in Port Harcourt, Rivers State, Nigeria?
Financial rewards

Employee Engagement

Physical
Engagement

Cognitive
Engagement

Emotional
Engagement

Fig. 1: Conceptual Framework
Source: Researchers' Conceptualization from Review of Literature

LITERATURE REVIEW
Financial rewards
Financial rewards consists of job-based pay, which provides pay related to the value of the job,
and person-based pay, which provides rewards that recognize the individual’s contribution,
competence or skill (Armstrong, 2007). They also include employee’s salary, allowances and
benefits. The management of a reward systems requires decisions on levels of pay, how jobs
should be valued, designed and operation of grade and pay structures and the choice of
benefits could be managed. The most powerful argument advanced for financial rewards is that
those who contribute more should be paid more. It is right and proper to recognize
achievement with a financial and tangible reward. This is in accordance with the principle of
distributive justice, which states that rewards should be provided equitably, it means that
rewards does not require to be equal except when the value of contribution is equal. Financial
rewards can also be used to high light the key performance areas, to indicate the behaviours
that are valued and generally to emphasize the importance of high performance. Ali and Ahmed
(2009) supported the idea that every employee serving in any organization expects that his
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organization will provide him healthy working environment, a fair wage to fulfill his needs and
will treat him equally without any biases. Financial rewards are those which are given to the
employees in the form of money and help to improve the employee’s financial position.
Organizations also offer rewards to its employees on the basis of their membership or high
performance (DeCenzo, Stephen and Robbins, 2006). Rewards management is used to motivate
and retain employees and ultimately it aims at improving the overall effectiveness of an
organization. An organization develops its rewards structures in accordance with its goals,
objectives and strategies (Al-Nsour, 2012).
Employee Engagement
The concept of employee engagement is often seen as employee’s willingness to go the extra
mile. The term ‘employee engagement’ can be used in a specific job-related way to describe
what takes place when people are interested, positive, even excited, about their jobs, exercise
discretionary behavior and are motivated to achieve high levels of performance (Macey and
Schneider, 2008). Erickson (2005) described the job as the key antecedent of the state of
engagement. Truss, Soane, Edwards, Wisdom, Croll and Burnett (2006) stated that
engagement means employees feeling positive about their job. They went on to explain that
the engaged employee is the passionate employee, the employee who is totally immersed in his
or her work, energetic, committed and completely dedicated. Sparrow (2009) defined
engagement as the individual’s involvement and satisfaction as well as enthusiasm for work.
Other sources have defined engagement on similar lines, often emphasizing the importance of
discretionary behavior as the key outcome or distinguishing feature of an engaged employee.
Alfes, Shantz, Truss and Soane (2010) stated that engaged employees perform better, they are
more innovative than others, and are more likely to stay with their employers, enjoy greater
levels of personal wellbeing and perceive their workload to be more sustained than others.
Physical Engagement
Physical engagement concerns the physical energies exerted by individuals to accomplish their
job roles. Thus, according to Kahn (1990), physical engagement means to be psychological as
well as physically present when occupying and performing an organizational role. Saks (2006)
also argued that the level of engagement of the employees is largely dependent upon the
facilities and resources which they receive from their organization. By making full involvement
and dedication in their work, physical energy is an important way for every employee to
respond to organization actions (Maslash, Schaufeli and Leiter, 2001). Physical engagement
entails the physical energies employed by individuals to accomplish their role, such energies
help the employees in their job roles and as well bring the best in them (Konrad 2006).
Brown and Leigh (1996) asserts that sense of employee physical fit is by increasing or
enhancing their abilities to meet the demands of their job, by adjusting themselves to meet the
demand of their jobs and be satisfied by what the job supplies, or actively changing to the job
that is better fit for them.
Cognitive engagement
Cognitive engagement refers to employees' beliefs about the company, its leaders and the
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workplace culture. The cognitive aspect of employee engagement deals with the employee’s
beliefs about organization factors such as, how it is led, by whom and the working conditions
which exist within the organization. Research conducted by employee research consultancy
firm, Thomas and Velthouse (1990) revealed that cognitive engagement of employees must
support company's strategy and the direction it is taking, this is a strong driver of organizational
financial performance. Kahn (1990) expresses it (indirectly) as a notion of lively awareness,
intellectual vigilance and a sense of heightened perception and interest. In much of the
practitioner literature, it is referred to as rational engagement, or the intellectual engagement
people have to their organizations (Corporate Leadership Council, 2004; Perrin, 2003).
Emotional engagement
Emotional engagement is how employees feel about the company, the leaders and their
colleagues. It is employees behavioural factor, their value, effort and how they feel in their
work (Locke, 1976). Emotional engagement refers to the experience of feeling or responsive
connection to one’s organization. (Kahn,1990). The term emotional infers an instinctual
reaction to stimulation. Markos and Sridevi (2010) considers it to be post-cognitive: In his view,
an emotional reaction, such as liking, disliking, trust or commitment, is based on a prior
cognitive process in which a variety of content discriminations are made and features are
identified, examined for their value, and weighted for their contributions. Markos and Sridevi
(2010) argues that an observer’s emotional reactions to a target are an outcome of cognitive
appraisals. Specifically, emotional engagement focused on individuals’ relationships with their
work roles (Maslach, Schaufeli and Leiter, 2001; Salanova, Agut, and Peiro, 2005).
Financial rewards and employee engagement
The success and the survival of any organization is considerably linked to the way the workers
are compensated and rewarded (Lawler, 2003). The motivating incentive systems go a long
way in ascertaining the level of employee engagement with work. However, for any
organization to effectively achieve its objective in any competitive society, employees must
therefore be motivated through adequate reward systems and this will invariably encourage
them to be more innovative, proactive and also bear desirable attitudes towards their jobs,
thereby promoting organizational performance, productivity and survival (Armstrong, 2010).
Financial rewards have been observed to be one of the mediums through which organizations
can motivate and enhance their employees’ engagement in their work places. Meanwhile,
financial rewards are designed to get the maximum performance and engagement of
employees in their jobs and to retain the most productive among them (Arnold, 2013). Given
the foregoing, the study therefore hypothesizes as follows:
H01:

Ho1: There is no significant relationship between financial rewards and physical
engagement of deposit money banks in Port Harcourt, Rivers State, Nigeria.

Ho2:

Ho2: There is no significant relationship between financial rewards and cognitive
engagement of deposit money banks in Port Harcourt, Rivers State, Nigeria.
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H03:

There is no significant relationship between financial rewards and emotional
engagement of deposit money banks in Port Harcourt, Rivers State, Nigeria.

METHODOLOGY
In this study, we adopted the cross sectional survey method, this involves a situation where the
researcher obtained data once at a time from a sample selected to represent a larger
population (Ahiauzu&Asawo, 2016). The population of this study was drawn from six (6) deposit
money banks with their Regional Offices in Port-Harcourt which comprises the managers,
marketing officers, tellers and customer services of the organizations. The six (6) deposit money
banks were taken based on their more number of branches network in Port Harcourt and they
were dully registered and licensed by the Central Bank of Nigeria. The Krejcie and Morgan
(1970) table was used to determine the sample size from the population of One hundred and
Seventy (170) employees of Deposit money banks in Port-Harcourt, Rivers State, Nigeria. Thus,
118 respondents were adopted as the sample size of 170 population size. Primary data
collection instrument was the structured questionnaire. Field data were analyzed using Spear
Man Rank Order Correlation and Co-efficient (SROCC) with the aid of Statistical Package for
Social Sciences (SPSS).
Table 1:

Reliability Statistics for the instruments

Study variables
Financial Rewards
Physical Engagement
Cognitive Engagement
Emotional Engagement
Source: Research data output, 2019

Cronbach's Number of
Alpha
items
0.792
3
0.706
3
0.704
3
0.781
3

The table 1 illustrates the reliability results for the study. The result indicates that the
instruments for the variables (financial rewards and employee engagement) are well reliable
and can be considered as replicable across the units measured.
DATA ANALYSIS AND RESULTS
Bivariate Analysis
In determining the statistical technique to suit our purpose, we considered Kothari (2004) who
argued that when there exists association or correlation between two variables, correlation
technique should be used and when there exists cause and effect relationship between two
variables in the case of the bi-variate population or between one variable on one side and two
or more variables on the other side in case of multivariate population, partial correlation
technique is appropriate. This was the basis for our choice of the Spearman Rank Order
Correlation Co-efficient to test our hypothesized relationships in our study.
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Table 1: Correlations Matrix for Financial Rewards and Measures of Employee Engagement
Financial
Rewards
Spearman's
rho

Financial
Rewards

Correlation Coefficient

Cognitive
Engagement

Emotional
Engagement

1.000

Sig. (2-tailed)

.818

Cognitive
Emotional
Engagement Engagement

**

.695

**

.758

**

.

.000

.000

.000

101

101

101

101

**

1.000

Sig. (2-tailed)

.000

.

.000

.000

N

101

101

101

101

**

1.000

N
Physical
Engagement

Physical
Engagement

Correlation Coefficient

Correlation Coefficient

.818

.695

**

.700

.700

**

.837

.601

**

**

Sig. (2-tailed)

.000

.000

.

.000

N

101

101

101

101

**

1.000

Correlation Coefficient

.758

**

.837

**

.601

Sig. (2-tailed)

.000

.000

.000

.

N

101

101

101

101

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

Table 1: illustrates the test for the three previously postulated bivariate hypothetical
statements.
The result reveals that financial rewards correlates with physical engagement, cognitive
engagement and emotional engagement (r= 0.818, 0.695, 0.758 p=0.000<0.05). The correlation
coefficient represents a high correlation indicating a strong relationship. Therefore, based on
empirical findings the three null hypothesis earlier stated are hereby rejected and the alternate
upheld. Thus, there is a significant and positive relationship between financial rewards and
measures of employee engagement (physical engagement, cognitive engagement and
emotional engagement) of deposit money banks in Port Harcourt, Rivers State, Nigeria.
DISCUSSION OF FINDINGS
The test of the hypotheses examining the relationship between financial rewards and employee
engagement, and measures of employee engagementare physical engagement, cognitive
engagement and emotional engagement) depicts that a very strong and positive relationship
exist between financial rewards and each of the measures of employee engagement of deposit
money banks in Port Harcourt, Rivers State, Nigeria. The positive large value of (0.818), (0.695)
and (0.758) shows the strength of the relationship between the variables. This finding confirms
previous findings of Kaplan (2006), who confirms that incentives are additional benefits that
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managers visualize on how an employee gets well out of his jobs. Another work in agreement
to findings of this study is the works of Nelson (2001) who stated that when an employee is
rewarded by financial incentives he is more inclined towards organizational goals and targets
which lead to enhance the performance, productivity, valued experienced, profitability,
retention rate of employee and lower absenteeism.
CONCLUSION AND RECOMMENDATION
Hence the study concluded that financial rewards are a significant predictor of employee
engagement in the sampled deposit money banks in Port Harcourt, Rivers State, Nigeria. As
such, financial rewards significantly enhance employee engagement measures such as physical
engagement, cognitive engagement and emotional engagement.
The study recommended that management of deposit money banks should develop and
implement appropriate incentives of financial rewards that will motivate and enhance
employee engagement in the organization.
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