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ABSTRACT 
The study examined the effect of reward system on employee performance in sachet water companies in 
Anambra state. The problem of poor performance and neglects on Anambra state sachet water workers 
was the motivating factor for the research. The objectives of this study were basically to assess the effect 
of wages and salaries on employee performance, to determine the effects of recognition on employee 
performance, to investigate how staff training and development affect employee performance. The study 
was anchored on Adam‟s (1965) equity theory of motivation t. As a cross-sectional  survey  research 
design, a structured instrument developed by the researcher to reflect such options as strongly  agree, 
agree, undecided, disagree and strongly disagree popularly referred to as five (5) points likert scale was 
used to obtain information from the respondents. The population of the study comprised of 525 employee 
of the selected sache water companies in Anambra state. A sample size of 150 employees was drawn from 
the population using purposive sampling of which 139 copies of questionnaires were duly completed and 
returned showing 96% response rate. Research hypotheses were tested using Multiple Regression 
Analysis (MRA) which was carried out with the aid of Statistical Package for Social Science (SPSS) 
version 23. Findings from the study revealed that wages and salaries have a significant effect on 
employee performance in the selected sachet water companies in Anambra state. The study results also 
showed that staff recognition have a significant positive effect on employee performance in the selected 
sachet water companies in Anambra state. Staff training and development showed a significant positive 
impact on employee performance. In view of the findings, the study therefore, recommends that 
Employees should be trained according to the present content of the environment. The reason is that 
training implies acquiring knowledge to fill the gap between what is known and what should be known.  
Therefore, seminars/ workshop should be regularly organized by the management in order to update the 
employee knowledge  
Keywords : Wages and Salaries, staff, Staff Training and Development and Employee Performance 
 

INTRODUCTION   
It is the concern of organizations all over the world on effective human capital strategies to enhance their 
productivity. It is clear that employee‟s productivity in the expanding organization is a key factor in 
organization performance. Employees, technically known as human resources in modern organizations, 
are rightly considered as the most important assets (Ong & Teh, 2017). In developed countries, 
organizations recognize employees as the important asset that needs high consideration in promotion 
(Lawler & Worley, 2016). The rationale behind the use of rewards to employees is that motivated 
employees become satisfied in terms of fulfilling their wants, both financial and non financial. Failure to 
do so, employees will be tempted to leave the organization (Azasu, 2009). On one hand, employees prefer 
receiving intrinsic rewards in terms of praise and recognition for certain work accomplishments, while 
other employees are happy with extrinsic reward in terms of salaries, bonus and incentive offered to 
employees (Sajuyigbe, Bosede & Adeyemi, 2013). 
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Paying employees for productivity has been the cornerstone of industrial and business development for 
centuries. Financial reward has always been important in managing employee‟s performance, but over the 
last 25 years other elements of compensation have been developed to provide employers with more scope 
to reward, and thus, motivate employees (Ibrar & Khan, 2017) Performance management influences 
performance by helping people to understand what good performance means and by providing the 
information needed to improve it. While reward management influences performance by recognizing 
along with rewarding good performance as well as providing incentives to improve it. The rewards that an 
enterprise apply to both individual and team performance are critical in determining how affective the 
reward strategy will be. Also performance management involves the value an enterprise workforce could 
make to the overall business goals and how it could be groomed and cultivated to add most value to 
competitive advantage (Gabcanova, 2011). This necessitates the need to identify how these rewards 
impact employee performance and how well the current reward system does this, within the chosen 
manufacturing companies forming the basis for this research. The productivity and success of every 
organization is highly dependent on its staff (Ali, 2013).  
Thus maximizing the overall organisation performance requires an understanding of those factors that 
encourages the employees to put in extra effort at work and also in enhancing their performances (Hafiza, 
Shah, Jamseheed & Zaman, 2011). 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 (Dewhurst, Gutridge & Mohr, 2010).According to Anku-Tsede & Kutin (2013) 
reward system can be seen as a means of actively engaging and the renewing the employee‟s sense of 
community and mission of an organisation. 
 In this view, an effectively administered system of rewards can provide incentive for quality 
workmanship and performance. Likewise, a poorly administered reward system can lead to low morale, 
unproductive performance and in the extreme cases a high percentage of employee turnovers (Markova & 
Ford, 2011). Organizations provide rewards to members in the form of wages and salaries, promotions, 
long service awards and certificates, end of the year bonus and other fringe benefits. These rewards are to 
motivate behaviour that will contribute to the achievement of the goals of organizations. Nearly all 
organizations invest in the provision of rewards to motivate their employees in order to get the desired 
results.  

Statement of the Problem 
The problem here is that most organizations have gone under because their organizational reward systems 
do not favour employee and thereby do not motivate them towards putting their best into jobs. There are 
many discrepancies that occur in organizations due to an inappropriate reward system. Also as reward 
system is in the field of human resource, it is an opportunity to increase my knowledge in this complex 
field. One of the problems that can be identified in the organization is motivation. This has become a 
serious concern since we are dealing with a fast evolving environment. The work force has adapted to be 
flexible with new working hours, work with new tools and even being multi skilled, both technical and 
interpersonal. Moreover work force flexibility is requiring employees to have the ability to adapt with 
relatively management supervision. The present working environment presents stressful factors where the 
workforce finds itself more and more pushed to its limits. More over there is the problem of absenteeism. 
Organization without good reward system often finds itself in conditions of high rate of absenteeism. This 
weights heavy on the balance of the organization since it is not operating at full capacity. In the end, the 
origination will have no option but to take action against it own employees. This will defiantly cause 
more trouble and will further affect the proper running of the organization. Another problem is low 
performance of the employees. Low reward system can lead to low performance of employees in an 
organization. Because reward boost the morale of the employees in an organization. Much concern has 
been put to the rewarding of employees since performance appraisal is carried out. There has always been 
this concern as rightly rewarding employee has a direct impact on the performance, productivity and 
satisfaction of the employee‟s performance has become a corner stone for rewarding.  The success and 
survival of any organization are determined by the way the workers are remunerated and rewarded 
(Lawler 2003). It must be noted that staff of pure water companies in Anambra state face a lot of 
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challenges because of their purchasing power, and social status, thereby resulting into attrition. It is on 
this note that this study seeks to underscore the impact of reward system within the prison of wages and 
salaries recognition, staff training and development as well as the staff incentive approaches, that can 
assist and enhance individual employee performance in the form of efficiency, effectiveness and 
productivity of pure water companies in Anambra State 

Objectives of the Study 
The general objective is to critically examine the impact of reward system on employee performance of 
selected sachet waters companies in Anambra State, Nigeria. The specific objectives of the study are: 
i. To assess the impact of wages and salaries on employee performance 
ii. To determine the impact of recognition on employee performance 
iii. To investigate how staff training affect employee performance. 

Research Questions 
i. To what extent does wages and salaries affect performance of workers under study? 
ii. To what degree does recognition affect employee performance? 
iii. To what level does staff training affect performance of workers? 

Hypotheses  
The following Hypotheses were developed to guide the study objectives. 
Ho1: wages and salaries have no significant impact on employee performance of selected sachet water in 
Anambra state. 
Ho2: Recognition has no significant impact on employee performance of selected sachet water in 
Anambra state. 
Ho3: Training has no significant impact on employee performance of selected sachet water in Anambra 
state. 

 

REVIEW OF RELATED LITERATURE 

Conceptual Framework  
Reward System 
Reward system exists in order to motivate employees to work towards achieving strategic goals which are 
set by the entities. Armstrong (as cited in Anku, Amewugach & Glover 2018) „‟ reward systems consist 
of the interested processes and practices which combine to ensure that the reward management is carried 
out effectively to the benefit of the organization and the people who work there‟‟ it is based on the reward 
strategy, which are derived from business strategy. These strategy coordinates and controls the operation 
and advancement of reward practices, process and thus, shape policies that involves reward management 
which in turn influence reward practices, process and procedures (Anku, et al 2018). 
Robert (2005) defines reward system as the process of developing and implementing strategies, policies 
and systems which help the organization to achieve its objectives by obtaining and keeping the people it 
needs and increasing their motivation and commitment. Johnson & et al (2010) outlines the aims of 
reward system to include attract, retain and motivate employee, to support the attainment of the 
organization‟s strategic and short-term objectives by helping to ensure that it has the skilled, competent, 
committed and well motivated work force it needs, to meet the expectations of employees that they will 
be treated equitably, fairly and consistently in relation to the work they do and their contribution. 
Neckermann and Kosfeld (2008) drawa distinction between two basic types of rewards namely: Intrinsic 
rewards and extrinsic rewards. Intrinsic Rewards: Intrinsic rewards often called non-financial rewards are 
inherent of an activity and their administration is not dependent upon the presence or actions of any other 
person or thing. Intrinsic is concerned about the feeling of being recognized, praised for a job well done 
and participation in whatever we do. Extrinsic rewards do not follow naturally or inherently from the 
performance of an activity but are administered to a person by some external agents. Extrinsic reward 
concerns such motivations like money, retirement benefits, health insurance scheme, compensation, 
salary, bonus, etc 
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Employee Performance 
Employee performance is a core concept within work and organisational psychology (Sonnentag & Frese, 
2002). Despite the great importance of the individual employee performances and the widespread 
investigation into the correlation between job performance and organisational outcomes, very little effort 
has been put into developing a comprehensive definition for the construct and providing clarification on 
the metrics for its measurements. Elger (2007) for instance, defined the term performance as “the 
undertaking of complex series of actions that integrate skills and knowledge to produce a valuable result; 
and a performer as an individual or a group of people engaging in a collaborative effort”. From this 
definition, employee performance can therefore be defined as an activity engaged by the employee to 
produce a viable or valuable outcome. Shahzadi, Javed, Pirzada, Nasreen & Khanam (2014) describe 
employee performance to involve the quality and quantity of output, present at work, accommodative and 
helpful nature and timeliness of output. Sonnentag and Frese (2002) reviewing the definitions of 
employee performance conceptualised two distinctive but interrelated dimensions to it: action (or 
behavioural aspect) and an outcome aspect. The action or behavioural pertains to what the individual does 
at work that is relevant towards achieving the organisational goals, while the outcome aspect relates to the 
consequences of result pertaining to active behaviour or action. The implication therefore is that 
Organisations are in need of employees possessing both attributes –which involves the capacity to meet 
up with the job demands and tailoring their efforts towards in such a way as to deliver products and 
services that enables the organisation to actualise its objectives as well as gaining competitive advantage. 
Performance is also important for the individual. In turn accomplishing the job tasks and performing at a 
high level can be a source of satisfaction to the employee, prompting the feelings of mastery and pride. 
On the other hand low performing employees will generally feel a sense of dissatisfaction which 
inevitably leads to low performance.  

 

Theoretical Framework 
This work is anchored on Adams (1965) Equity Theory of Motivation. 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 behaviour and job performance, (Dusterhoff, Cunningham & MacGregor, 
2014;Lazaroiu, 2015). As suggested by  theory, there are three forms of equity: distributive; procedural 
and interactional equity (Dusterhoff et al.2014). Distributive equity is concerned with the fairness of 
rewards relative to the work expended and comparison to other, and has been consistently found to be an 
important factor in appraisal reactions. Procedural equity or justice, which is concerned with the 
perceptions employees have about the fairness of the procedures used in conducting evaluations and is 
enhanced through due process criteria, including lack of bias, consistency and accuracy, and the level of 
voice –the degree of input an employee has into the evaluation process to be an aspect procedural equity. 
Lastly, interactional equity is concerned with the context of the performance appraisal which is enhanced 
when an employee is treated with consideration and respect during the appraisal process. Interactional 
equity was further divided into two dimensions: (i) informational equity –concerned with issues relating 
to the adequacy of explanation and (ii) interpersonal equity –stressing issues of politeness and respect. 
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Empirical Review 
Many factors tends to affect employee performance in any organization thus working conditions,  
Mbah,. Mgbemena, & Ejike, (2015) examined the impact of effective reward system as a tool for 
employee performance in civil service using Anambra state civil service as case study. As specific 
objectives, the study examined the relationship between employee performance and pay reward, 
employee recognition, conducive work environment and staff development. As a survey design, an item 
structured instrument developed by the researcher to reflect such options as strongly agree, agree, 
disagree, strongly disagree and undecided popularly referred to as the modified five (5) points Likert 
Scale, was used to elicit information from the respondents. Out of the 1481 senior civil servants identified 
through the nominal roll of various ministries at the state secretariat, Awka Anambra state, 315 was 
estimated as the sample size. Statistical tools considered most appropriate for analyzing the data 
generated from the fieldwork were Pearson correlation coefficient and multiple regression analysis. 
Findings from the study shows that pay reward and some non-financial rewards of employee recognition, 
conducive work environment and staff development are positively and significantly related to employee 
performance in civil service. The study recommended among others that the government at all levels 
should endeavour to provide employees with adequate pay incentives to facilitate the achievement of 
desired high level performance in the service as obtains in the private sector of the economy 
Hameed, Ramzan, Zubair, Ali, and Arslan (2014) measured the impact of compensation on employee 
performance. A questionnaire was designed to collect the data on the factors related to compensation like 
salary, rewards, Indirect Compensation and employee performance. The data was collected from different 
banks of Pakistan and different analytical and descriptive techniques were used to analyze the data. It was 
found from different results that Compensation has positive impact on employee performance. The result 
shows from correlation analysis that all the independent variables have weak or moderate positive 
relationship to each other while the regression analysis shows that all the independent variables have 
insignificant and positive impact on employee performance. Descriptive analysis also reveals that all the 
independent variables have positive impact on employee performance. ANOVA results reveal that 
education have not same impact on employee performance. 
Idemobi, Ngige, and Ofili (2017) examined effect of reward system on organizational performance was 
aimed at determining the effect; effects of organizations reward system on workers‟ performance; to 
determine the relationship between organizations reward system and workers attitude to work; to 
determine the relationship between organizations reward system and job satisfaction; and to find the 
relationship between rewards system and workers commitment. The data used was gotten with the aid of 
a questionnaire and analyzed using the chi-square test of independence. The result shows that: 
organizations reward system has a significant effect on workers‟ performance; there exists a significant 
relationship between organizations reward system and workers attitude to work. Also there is a 
relationship between organizations reward system and job satisfaction. These led to the conclusion reward 
systems have significant effect on workers attitude to work The study recommended improving the 
reward system of organizations so as to increase the level of satisfaction among employees; and making 
the reward policy of the organization in such a way that it will compete favorably with those of other 
organizations in the industry. 
Onuorah, Okeke, & Ibekwe, (2019) examined the effect of compensation management and employee 
performance in Nigeria organization. The study aim at investigating the influence of performance based 
compensation, competency-based-compensation and equity based-compensation on employee 
performance. Relevant conceptual, theoretical and empirical literatures were reviewed. The study was 
anchored on Human Capital Theory and Expectancy Theory. The study adopted descriptive survey 
research design. The study was carried out in Anambra State. The population of the study comprises 257 
public secondary schools in Anambra State. The sample size for the study consists of 257employees 
drawn from the population of the study. The sample consists of entire population. The instrument for data 
collection is a structured questionnaire. The face content validity of the instrument was employee. The 
instrument was trial-tested on a representative sample of 20 employee randomly selected of Anambra 
State. In analyzing the data for the null hypotheses, Z-test was be used to test the hypotheses at 0.05 level 
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of significance. Equity based compensation has no negative significance effect on employee performance 
in Nigeria organization. Competency based compensation has no negative significance effect on 
employee performance in Nigeria organization. Performance based compensation has no negative 
significance effect on employee performance in Nigeria organization.  
Ejumudo (2014) examines pay reward system management and staff performance in Nigeria: using the 
Delta sate civil service as a focus. The data utilized in this study were obtained from both primary and 
secondary sources. While the primary data were derived from focus group discussions, the secondary data 
were obtained from relevant textbooks, journals and government documents. The findings of the study 
indicate that the incongruence of the pay reward system of the Delta state civil service and the central 
guiding principles of fairness, costs of living and moderation, the in-grained culture of poor performance 
and the dysfunctional employee mode of entry have negatively impacted on the performance of staff. The 
study made some useful recommendations including the exigency of a fair, moderate, dynamic pay 
reward system that should be reflective of the prevailing societal costs of living, the dismantling of the 
culture of poor performance and a merit-based employee entry practice.  
Onuegbu, & Ngige, (2018) identified organizational rewards system and its effects on employees‟ 
performance in selected polytechnics of South-East Nigeria. The data utilized in this study were obtained 
from both primary and secondary sources. While the primary data were derived from questionnaire and 
interviews from focus group discussions, the secondary data were obtained from relevant textbooks, 
journal and government document. A sample of 210 (employees of the selected polytechnics respondents 
determined at 5% level of significance for sample error, using EastmanKodak‟s sample size for inventory 
population was selected from a population of 10,972 employees using stratified random sampling 
technique. Pearson Product-Moment Correlation Coefficient of determination and alienation was 
conducted to test the correlation between organizational rewards and employees performance. Student t-
distribution was employed to test the significant levels of the facets of intrinsic and extrinsic rewards 
variables. The results of the study reveal that employee rewards policy significantly affects organizational 
performance as two of the three null hypotheses were rejected at (p< 0.05). The last hypothesis was 
accepted at less than critical values of 5% showing that extrinsic rewards and employees performance are 
not significantly correlated. The study therefore recommended that reward packages must be valuable to 
the employees and should be based on realistic and reliable standards. 

 

METHODOLOGY 

Research Design 
The study adopted a descriptive research design which helps in obtaining first hand data from the 
respondents which will enable sound empirical analysis.The area of this study is Anambra state. The 
capital and seat of Anambra is Awka, while the commercial hub of the State is Onitsha and industrial city 
of the state is Nnewi. Anambra State consists of 21 local government areas, with three senatorial districts 
such as Anambra North, Anambra South and Anambra central. The  population of this research is all the 
sachet water firms in anambra state which is five hundred and twenty five (525). The population size of 
the study is five hundred and twenty five (523) firm. Under going research of this nature, call for the use 
of both primary and secondary source of data to make the work more reliable. The instrument for data 
collection was subjected for fact and content validation. The reliability of the instrument was maintained 
through the test-retest method . positive correlation. Therefore, the research instrument was adjudged as 
being very reliable.       

Method of Data Analysis  
Statistics such as frequency count and percentages were put to use in the analysis of research questions 
while research hypotheses were tested using correlation analysis and simple regression analysis. The 
research hypotheses were tested at 0.05 level of significance. Analysis was carried out with the aid of 
Statistical Package for Social Sciences (SPSS).  
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PRESENTATION AND ANALYSIS OF DATA 
This chapter presents the data obtained from the respondents through the administered questionnaires. 
One hundred and fifty (150) were administered among selected senatorial zones of Anambra state 
(Anambra Central, Anambra North, and Anambra South). However, one hundred and thirty-nine (139) 
copies of questionnaire were retrieved. Therefore, the analysis and interpretation of data were only based 
on the returned questionnaires. The validity and reliability of this study is highly ensured, despite the 
number of questionnaires not returned. The method used was the Ordinary Least Square (OLS) regression 
technique. The method was adopted because it possesses unique estimating properties which include 
unbiased, efficiency and consistency when compared with other linear unbiased estimates.  

Empirical Analysis 
The researcher employed ANOVA methods to explain the relationship between dependent and 
independent variables. 
Table 1:  Path Coefficient of Determination and its Significance 

Coefficients
a
 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 95.0% Confidence 
Interval for B 

B Std. Error Beta Lower 
Bound 

Upper 
Bound 

1 

(Constant) 27.6306 1.919  2.9160 .000 0.039 0.325 

W/S 0.320163 .039 .291 3.2999 .000 0.059 0.299 

REC 0.562111 .044 .704 2.6598 .000 0.009 0.195 

STD 0.447117 .043 .064 5.1555 .001 0.271 0.466 
 STI 0.45 .045 .045 3.5460 .000 0.335 0.495 

 
a. Dependent Variable: EP 

Table 2: Analysis of Variance Result 
ANOVA

a
 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 253.815 5 50.763 2.440 .000
b
 

Residual 6291.848 566 18.397   

Total 6545.663 571    

a. Predictors: (Constant), W/S, REC, STD, STI 
b. Dependent Variable: EP 

Interpretation of the Result 
Coefficient of determination, This is called the goodness of fit. It explains the percentages, proportion or 
total amount of variations in the regreesand or dependent variables as a result of changes in the regressors 
or independent variables included in the model. This will portray the usefulness significance of the 
regression. The closer its values are to 1 the better the fit since it is usually 0-1. From our regression 
result, R

2
  is 0.904%. This implies that the independent variables can explain about 90.4% of the variable 

in the dependent variable, leaving the remaining 9% which would be accounted for by other variable 
outside the model. 
The adjusted R

2
 is 90.7% meaning that even with an adjustment in the independent variables, they can 

still account for about 90% of the changes in the dependent variables.  
The F- statistics, this is used to test for the overall significant of the model. . From the result in table 4.3 
above, our computed value of F- statistics is 2.440, while the probability is 0.000. Since the probability of 
the F- statistics in the computed output is less than the desired 0.05 level of significance, we accept and 
state that there is a significant relationship between the variable of the estimate and that of the dependent 
variable  
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The a‟ priori criteria which is determined by the existing business theories and indicates the signs and 
magnitude of the business parameter under review. In table 4.2 above, we found out that salary/wages has 
a positive sign given its value as 0.320163, this implies that a unit increase in salary/wages increases the 
employee performance by 32.01%, this conform to our a‟ priori expectation. Recognition has a positive 
sign and its value is 0.562111 this implies that a unit increase in staff Recognition increases employee 
performance by 56.21%, this confirm to our theoretical expectation. Staff training and development has a 
positive sign and its value as 0.447117, this implies that a unit increase in Staff tanning and development 
increases the employee performance by 44.71%. This conforms to our a‟priori expectation. Staff incentive 
has a positive sign and its value as 0.45, this implies that a unit increases in Staff incentive increases the 
employee performance by 45%. This conforms to our a‟priori expectation.  
T- Statistics, this is carried out to know the significant of individual explanatory variables in the model. 
That is to find out the significant influence of explanatory variables on the dependent variables at chosen 
level of significant. It was discovered that salary and wages is statistically significant at 5% level, 
(3.299902), this implies that it contributes significantly to employee performance. 
Staff Recognition is statistically significant at 5% level of significant this implies it is one of the 
determining factor of employee performance. Meanwhile, training and development is also statistically 
significant it is highest among all showing that it plays a significant role in employee performance in 
Nigeria. The Durbin-Watson statistic (D.W) of 1.932 revealed no autocorrelation in the models. Hence, 
the result is good for the analysis.  
Test of Hypotheses  
Here, the four hypotheses formulated in chapter one was tested using t-statistics and significance value of 
the individual variables in the regression result. The essence of this is to ascertain how significant are the 
effect of individual independent or explanatory variables on the dependent variables.  

Hypothesis One 
The research in this study precisely in chapter one formulated a hypothesis and this have to be verified in 
order to find out the validity or otherwise of such propositions the research hypothesis is based on 
relevant statistics from the regression result. The hypothesis is tested on the basis of quantitative 
statistical analysis in this study.  
Ho: Salary and wages has no significant effect on employee performance of sachet water companies 

in Anambra state 

Hi: Salary and wages has significant effect on employee performance of sachet water companies in 
Anambra state 

Drawing inference from our regression result in table 4.3, we found that the value of salary and wages is 
3.299902, while its probability is 0.0071, this shows that salary and wages is statistically significant in 
performance of employee. Furthermore since its probability (0.0071) is greater than 0.05% level of 
significance, we reject the null hypothesis (H0) and accept alternative hypothesis (H1) which says that 
Salary and wages has significant effect on employee performance of sachet water companies in Anambra 
state. 

Hypothesis Two  
Ho: Recognition has no significant effect on employee performance of sachet water companies in 

Anambra state  
Hi: Recognition has significant effect on employee performance of sachet water companies in 

Anambra state  
From table 4.2 above, we find out that computed value for Staff recognition is 2.659861 while it‟s 
probability is 0.0251 this shown that the Staff recognition is statistically significant at 5% level of 
significant. Based on this analysis we accept (Hi) and reject (Ho), which implies that Recognition has 
significant effect on employee performance of sachet water companies in Anambra state. 

Hypothesis Three  
Ho: Staff training and development has no significant effect on employee performance of sachet water 
companies in Anambra state. 
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Hi: Staff training and development has significant effect on employee performance of sachet water 
companies in Anambra state. 
From table 4.2 we found out that, computed value for Staff incentive is 5.155515 while it‟s probability is 
0.0000 this shows that the staff training development is statistically significant at 5% level of significant. 
Based on this analysis, we accept (Hi) and reject (Ho), which implies that Staff training and development 
has significant effect on employee performance of sachet water companies in Anambra state.. 

 

DISCUSSION OF FINDINGS 
This research examined the effect of reward system and employee performance in the selected sachet 
water companies, in Anambra. Data were sourced from the employee of the selected sachet water 
companies in the three senatorial zone in Anambra state. The data generated were subjected to statistical 
analysis and the following output was ascertained. Wages and salaries and employee performance: The 
study found that wages and salaries has a significant positive effect on employee performance in the 
selected sachet water in Anambra state. The implication of these findings is that, for reward system to be 
functional to achieve their aim and purposes, the wages and salaries need to satisfy the expected needs of 
the individual, and must be seen to be fair or equitably satisfying to the employee. This further agreed 
with the findings of Iyida (2015), who found that increase in wages and salaries enhances the productivity 
of workers. The findings also corroborate with the findings of Olatunji and Sarat (2014) that wages and 
salaries is a pertinent determinant to employee motivation and performance in Nigeria. 
Staff recognition and employee performance: The study found that staff recognition has a significant 
positive effect on employee performance in the selected sachet water in Anambra state. The implication is 
that acknowledgement of staff for good performance and obedience to the rules and policies of the local 
government service system to reinforce particular behavior and activities and practices that would lead to 
better performance and positive result. The finding is in line with the study of Aamir, Syad, Abdul, 
Quasim and Shahzad (2019) that Staff recognition play an important role in boosting employee 
performance and enhance over all organization performance. This also agrees with the study of Hatice 
(2012) that intrinsic reward can significantly influence the performance of individual employee 
positively.  
Staff training and employee performance: The study found that staff training has significant positive 
effect on employee performance in selected sachet water in Anambra state. This implies that improved 
training would translate to increased staff turnover, reduced cost of maintenance and equipment 
breakdown and lower compliants. It creates a less need for supervisor thereby enhancing employees 
output. Salah (2016) corroborates this finding by stating that, well trained and developed employees are 
seen as the bedrock of any organization and institution. This means that, effective training programs and 
carefully set development plans enhances skills and knowledge of employees which results in significant 
efficiency in workers‟ productivity. 

Summary of Findings 
Having conducted an empirical examination on reward system and employee performance, the study has 
the following findings; 

 Wages and salaries has significant positive effect on employee performance in selected sachet water 
companies in Anambra state. 

 The study revealed that staff recognition has significant positive effect on sachet water in selected 
companies in Anambra state. 

 The study shows that staff training has significant positive effect on employee performance on sachet 
water in selected companies in Anambra state.. 

 

CONCLUSION 
The study concludes that salary and wages, staff recognition, training as well as incentives have positive 
effect on employee performance but such effect is strong and statistically significant. Their coefficients 
are statistically different from zero at less than 5 percent level of significance. It is obvious to 
management that salary and wages, staff recognition, training and development as well as incentive is a 
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sine qua non for stimulating worker‟s performance in any organization. When rewards are not given, 
workers tend to express their displeasure through poor performance and non-commitment to their job. It is 
therefore, important for any organization to consider the needs and feelings of its employees and not just 
overlook them because “a happy worker they say is a productive worker”. The study concludes that, 
reward system has significant positive effect on employee performance in the sachet water companies in 
Anambra state, Nigeria. 

 

RECOMMENDATIONS  
The following recommendation were made based on the findings of the study 

 Salaries and wages should be paid as at when due to motivate the workers in doing their job perfectly 
well 

 Management should publicly recognize the efforts of their employees to induce their performance in 
the work place. Workers promotion and promotion arrears (intrinsic reward) should be implemented 
as at when due. 

 Employees should be trained according to the present content of the environment. The reason is that 
training implies acquiring knowledge to fill the gap between what is known and what should be 
known.  Therefore, seminars/ workshop should be regularly  organized by the management in order to 
update the employee knowledge  

. 
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