
373  africanscholarpublications@gmail.com                                                                               

 2019 

 
 

 

 

 

Organizational Reward System and Employee Job 

Satisfaction in Hotels in Rivers State 

 

Ollor, Helen Y. and Uwakwe, Fabian O. 
University of Port Harcourt, Faculty of Management Sciences, Dept. of 

Hospitality Management and Tourism 

 

Abstract 
This study investigated Organizational Reward System and Employee Job 

Satisfaction in Hotels in Rivers State. A total of One hundred and Twenty-

three (123) Employees were randomly selected from the staff of Five (5) 

Hotels in Choba and Port Harcourt Areas in Rivers State. The Employees 

were Seventy-two (72) male and Fifty-one (51) female; their ages ranged 

from 19 years to 55 years. A total of One hundred and twenty three (123) 

copies of Questionnaire were distributed. One hundred and twenty (120) 

copies of the Questionnaire were retrieved which amounted to, 97.5%; 

while, five copies were not retrieved. One hundred and sixteen (116) copies 

of the retrieved Questionnaire were accurately completed, representing a 

response rate of 93.6%,. The sample size was determined mathematically 

using the Taro Yamane’s formula. Result from the ground mean showed 

3.21; which was evident that the respondents accepted financial reward for 

a Job Well-done Satisfied and helped in motivating them. This implied that 

most Employees liked the adoption of Financial Reward System. We 

therefore concluded that Non-Financial Reward System should be used to 

motivate and enhance Employees’ Performance; happiness of employees 

would be vital to the survival of the organization and  recommended that 

Managers should positively motivate, mentor and guide their Employees as 

these would Motivate them in the discharge of their duties. 
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Introduction 
BACKGROUND OF THE STUDY 

Employees had been acknowledged as 

the most useful assets of any 

organization. Consequently should be 

imperative they enjoy rewards that 

could be capable of motivating them 

to work so as to attain positive end in 

the organization (Downs, & Adrian, 

2004). Reward or Incentive could be 

regarded as a comprehensive concept 

to characterize anything valued by an 

employee and the employer should be 

ready to offer in exchange for 

employees (Chiang and Birtch, 2008). 

The lack of proper Reward System 

could build unfriendly working 

environment thus weakening 

Employee’s work effort and may 

cause them to withdraw from their 

jobs. For these explanations, a good 

Reward System in every Organization 

should be increasingly important 

(Armstrong, 2003). The main 

objective of a Reward System is to 

attract, retain and motivate employees 

to achieve great level of inputs and 

outputs to reinforce desired behavior 

of the employees in the Hotel 

Industries (Ollor, 2015). 

Reward Systems could often be 

applied within organizations as a key 

management tool that could contribute 

firm’s effectiveness by influencing 

individual behavior and motivate 

employees at work, (Castro & 

Martins, 2010). Aziri, (2011) agreed 

that the relationship between 

Rewards, motivation and Job 

Satisfaction of Employees were 

intentionally important to 

Organizational success. Scheler and 

Jackson, (1987) also found that 

Employees listed inadequate financial 

and financial incentives which 

includes: Increment in Salary, 

Bonuses, Commission 

Compensations, Work climate, Career 

development, and Recognition as key 

reasons for leaving jobs. Companies 

with excellent Reward System plans 

could attract, motivate, and retain 

talented people. In the past, many 

companies would not really give 

enough interest or go the extra mile in 

motivating their workers, but 

employees often regards Reward as a 

factor and key factor for motivation 

and Job Satisfaction (Faruqui, & 

Islam, 2005). Having Reward System 

in place for workers’ motivation could 

encourage employees to focus on 

whatever they would earn and would 

give their best as they earned. This 

would be a major encouragement in 

actualizing Organizational goal.   

Employee’s Job Satisfaction 

essentially reflects the extent to which 

individuals could devote to his job. It 
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could be effective response towards various facets of one's job, (Okoroafo, Koh, 

Liu, & Jin, 2010). This could imply that Job Satisfaction would not be a unitary 

concept; rather, an employee could be relatively satisfied with one aspect of his 

job and dissatisfied with one or more other aspects, (Faruqui, & Islam, 2005). 

For example, researchers at Cornell University developed a job descriptive 

index to assess one's satisfaction with the following Job Dimensions: work pay, 

promotion, co-workers and supervision. The importance of Financial Rewards 

and employees’ Job Satisfaction could not be over emphasized. In the Hotel 

Industries, precisely at the front office where receptionists could deal directly 

with customers/visitors/guests, it would be very important to stress the need for 

employees to be satisfied with their jobs despite unfavorable or unfriendly 

behavior from customers toward Employees especially receptionists. They 

would need to keep up a cheerful countenance bearing in mind the 

organization’s objectives to ensure Customers Satisfaction. Only Employees 

who would be satisfied with their jobs would remain cheerful even in the midst 

of hurtful situations. Job Satisfaction could be one of the frequently studied 

work attitude by Organization Behavior Researchers. More than 12,000 Job 

Satisfaction studies were published by the early 1990s (derived from an article 

"Organizational Behavior" written by (Kreitner and Kinicki, 1982). Research 

showed that Employees in the Hotel Industries in Port Harcourt could stay away 

from work without being on leave because they were not motivated to carry out 

their duties effectively; thereby, leading to degree in labor productivity or profit, 

(Kretiner & Kinicki, 1982).  

 

STATEMENT OF THE PROBLEM 

Hotel Industry tends to focus on motivational packages while Financial and 

Non-financial Rewards would increasingly been overlooked (Chiang and birth 

2008). Employees would want to be praised, noticed, recognized and Rewarded 

Financially for the efforts they have put into work. Therefore, an ineffective 

Reward Systems Management would affect Employee’s Satisfaction and would 

not motivate them; and work performance would be affected. In the hotel 

Industry, lack of motivation of the Employees could pose very serious challenge 

to the growth of the organization, considering the competitive nature of the 

sector ((Lawler and Cohen, 1992). When Employees feel Satisfied with their 

Jobs, they would be motivated to put in greater effort; but, dissatisfied 
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employees would develop lack of interest in carrying out tasks and this would 

result dissatisfied customers which could result in reduction in customer 

patronage. According to  Chu, (2010) the issue of reward pattern should be 

adopted by the firms. Both financial & no-financial rewards have proven by 

scholars as major factors that have affected employees’ commitment and 

satisfaction, (Faruqui, & Islam, 2005, and Mount, & Bartlett, 2002). Hence, this 

study would evaluate the influence of Reward system and Employee Job 

Satisfaction in Hotels in Rivers Stated. 

 

CONCEPTUAL FRAMEWORK OF THE STUDY 

Non-financial Reward was the major Variable of this study (Independent 

Variable) and Employee Job Satisfaction (Dependent Variable) with focus on 

Employee Job Satisfaction through Reward System.  

 

 
Source: Adapted from the works of Armstrong, (2003). Communication 

Satisfaction and Employee Commitment Model 

Figure 1: Reward System and Employee Job Satisfaction Model for Hotel 

Industry in Port Harcourt 

 

THE PURPOSE OF THE STUDY 

The purpose of this study was to find out the relationship between 

Organizational Reward System and Employee Job Satisfaction in Hotels in 
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i. To find out the influence of Financial Reward on Employee 

Performance in Hotel Industry in Rivers State. 

ii. To fine the relationship between Financial Reward and Employee 

Commitment to work in Hotels in Rivers State. 

iii. To determine how Non-financial Reward could influence Employee 

Job Performance in Hotels, Rivers State. 

iv. To find out the relationship between Non-financial Reward and 

Employee Commitment to Jobs in the Hotels in Rivers State. 

 

RESEARCH QUESTIONS 

i. What is the relationship between Financial Reward and Employee 

Job Performance in Hotels in Rivers State? 

ii. How does Financial Reward relate to Employee Commitment to 

works in Hotels in Rivers State? 

iii. How does Non-financial Reward affect Employee Job Performance 

in Hotels in Rivers State? 

iv. What is the relationship between Non-financial Reward and 

Employee Job Commitment in Hotels in Rivers State? 

 

STATEMENT OF THE HYPOTHESIS 

H01: There was no Relationship between Financial Reward and Employee 

Performance in Hotels in Rivers State.  

H02: There was no Relationship between Financial Reward and Employee Job 

Commitment in Hotels in Rivers State. 

H03: There was no Relationship between Financial Reward and Employee Job 

Performance in Hotels in Rivers State. 

H04: There was no Relationship between Non-financial Reward and Employee 

Job Commitment in Hotels in Rivers State. 

 

REVIEW OF RELATED LITERATURE 

THEORETICAL FRAMEWORK 

SOCIAL EXCHANGE THEORY 

The fundamental premise of Social Exchange Theory (SET) posit that, parties 

involved in exchange voluntarily provide benefits, invoking obligation from the 

other party to reciprocate and provide some benefits in return, (Yoon & Lawler 
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2005). The reciprocated benefits could be economical rewards or social 

benefits, (Yoon & Suh 2003). The underlying principle of SET demonstrated 

that reciprocated benefactions create social bonds among exchange actors 

(Kacmar, Bachrach, Harris & Noble 2012). This was because social exchanges 

built up feelings of personal obligation, gratitude and trust among partners, all 

of which could lay foundation of social solidarity and micro social order even 

without bonding contracts, (Yoon & Suh 2003). When one party to the 

exchange would do something for the other, or provided benefits for the other, 

there would be expectations of value in return; both in non-specific and not tied 

to explicit market value. Organization should offer employees range of benefits 

that should induce feelings of indebtedness, (1988; 1997). The author argued 

that when employees experience positive treatment from key organizational 

representatives, social exchanges and reciprocity norms would influence 

incumbents to demonstrate Organizational Commitment Benefits in an effort to 

informally compensate the treatment, (Davis, 2013).   

 

HERZBERG’S HYGIENE MOTIVATION FACTOR THEORY 

 Intrinsic rewards postulated that hygiene and motivational factors could be 

responsible for employee’s satisfaction and discontentment. The theory 

separated job variables into two groups: hygiene factors and motivators.  The 

term extrinsic factors are those factors meant to keep away employees from 

dissatisfaction. They include salary increase, bonus system, and perquisite 

among others. On the other hand, the theory identified the flexible work 

schedules, prospect for career advancement, responsibility and recognition as 

motivators or intrinsic factors that lead to the satisfaction of employees, in turn 

leading to their improved performance. Other well thoughts-out intrinsic factors 

that have a direct relationship with the work done highlighted in the theory 

include work atmosphere, supervisory practices, policies of a company, 

relationship with colleagues, and employee’s independence, Herzberg, (1959). 

As applied to this study, the employees in higher level of Hotel career would be 

highly motivated to do their jobs if non-monetary reward motivators such as 

employee’s recognitions, prospect for career development, flexible work 

schedules, and employees’ independence could be integrated into the reward 

system of the Hotels in Rivers State, (Baron, 1983). 
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 “While the presence of money may not be a very good motivator, the absence 

of it is a strong de-motivator”. In addition, financial rewards are significant not 

only in terms of their instrument value as a medium of exchange, but also a 

highly tangible means of recognizing an individual’s worth, improving self-

esteem, and symbolizing status and achievement, (Armstrong, 1996). 

Therefore, organizations can best utilize financial rewards in supporting 

organizational human resource strategy. Non-financial rewards are tangible 

rewards provided and controlled by a firm; which would not necessarily benefit 

employees in monetary sense, (Chiang and Birtch, 2008). Given the labour-

intensive nature of the Hospitality Industry and the rising pressure to control 

costs, non-financial rewards could be used to motivate employee performance 

to increase satisfaction (Chiang and Birtch, 2008). 

 

RESEARCH METHODOLOGY 

RESEARCH DESIGN: 

Quantitative research design measures specific characteristics through 

structured Questionnaire so that the result would be generalized for the entire 

population, (Salihet, 2010; Davis, 2000). The researchers adopted survey 

method to examine the relationship between reward systems and Job 

Satisfaction in Hotels in Rivers State.  

 

POPULATION OF THE STUDY: 

Baridam (2011) defined the Target Population as the entire population to which 

the findings of the study were applicable. The target population for this study 

consisted of Hotels in Rivers State. According to Rivers State Tourism Board, 

(2019) 81 Hotels are registered in Rivers State. Since it was not possible for the 

researchers to reach these numbers of the population, the researchers adopted 

the non-probability sampling technique to select 10 amongst the 81 Hotels 

recognized by the Rivers State Tourism Board. 270 respondents were drawn 

from the Hotels using Convenience Sampling Technique.  

 

Table 1: Ten Hotels and corresponding numbers of respondents 

S/NO Hotels Total number of respondents 

1 Acania Hotel 24 

2 Golden Tulip Hotel 30 
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3 Grand Tokyo Hotel 23 

4 Steison Hotel 21 

5 Sanclin Hotel 25 

6 Helena’s Hotel 28 

7 De Almonds Hotel 22 

8 Westwood Hotel 30 

9 Swiss Spirit Hotel 28 

10 Ogenyi’s Place 29 

 TOTAL 270 

 

SAMPLING AND SAMPLE SIZE DETERMINATION 

Sampling, according to Baridam (2011) is the process of selecting a reasonable 

portion of a population on which generalization could be made on the basis of 

the findings derived from the sample.  The accessible population of this study 

comprised of 81 managers and employees of registered Hotels in Rivers State. 

However, it was not feasible to reach all of these Hotels. Hence, the researchers 

adopted the Taro Yamane’s Sample Size Determination Technique to select 

respondents from the 10 Hotels in Rivers State. 

The Taro Yamane’s formula 

 n =  

Where n = Sample size sought  

 N  = Population (270)  

 e = Level of significance (5% = 0.05)  

    n         =    270 

                    1+270 (0.05)2 

    n       =         270 

               1+270 (0.0025) 

    n       =        270 

                     1+0.675 

   n        =      270 

                      1. 675 

  n         =   161.1940299________161 

  N        =        161 Respondents 

( )21 eN

N

+
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To apportion the Questionnaire to the different Hotels, the Bowley’s formula 

(1964) was adopted; 

nh    = ( Nh/N) × n 

Where nh represents the sample size 

Nh represents the population size 

N represents total population size 

 N represents total sample size 

 

Table 2: SAMPLE DISTRIBUTION  

S/NO Hotels Total number of Respondents 

1 Acania Hotel 20 

2 Golden Tulip Hotel 16 

3 Grand Tokyo Hotel 15 

4 Steison Hotel 13 

5 Sanclin Hotel 17 

6 Helena’s Hotel 14 

7 De Almonds Hotel 18 

8 Westwood hotel 15 

9 Switch Spirit hotel 18 

10 Ogenyi’s Place 15 

 TOTAL 161 

 

Due to the technical nature of this study, only those with in-depth knowledge 

and experience on the subject matter were considered for the study; which 

implied that only the concerned respondents were consulted for the study.  Thus 

the researchers distributed 161 copies of the research instrument to the 10 

Hotels in the following order as shown on Table 2 above. 

 

DATA COLLECTION METHOD 

Data for this study were collected from two sources namely: Primary and 

Secondary Sources. Primary source was the Questionnaire; while, the 

Secondary data was from relevant Journals, books, internets etc. 

 

INSTRUMENT DESIGN 

The Questionnaire was used for the survey purposes of this research. In 

designing the Questionnaire, extra caution was taken for better clarification of 

each question. The Questionnaire was divided into two sections: Section ‘A’ 
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was used for the demographic characteristics of the respondent, and section ‘B’ 

answered the question raised. A “5” point Likert Scales with 5: Strongly agree, 

4:  agree, 3: Undecided, 2: Disagree and 1: Strongly Disagree was used.  

 

VALIDITY OF THE INSTRUMENT 

The validity of an instrument could mean how accurate the instrument measures 

the phenomena being researched, (Sekaran, 2003).  Two popular methods to 

evaluate the content validity of scale suggested in Hair, (2006) were: 1. Expert 

Judgment and 2.  Pilot Test. Expert Judgments involved the use of experts to 

validate the content of the scale. Hence, copies of the Scale were made available 

to my supervisors for validation.   

 

RELIABILITY OF THE INSTRUMENT 

Reliability test ensured that items measured the construct. A pilot test was 

conducted to determine the extent at which the items in the instrument measured 

each of the constructs. The first round measurement instrument was pre-tested 

on about 50 customers from the target population. Four variables in the 

Questionnaire were tested for reliability using SPSS version 22.0. The 

reliability tests for each of the three constructs in the instrument were examined 

using Cronbach’s Alpha and analyzed. The three constructs in the instrument 

had Cronbach’s Alpha reading of  > 0.7.  This finding was in conformity with 

the suggestions of Hair, (2006) and Nunnally, (1967) which stated that a 

Cronbach’s Alpha reading above 0.7 should be considered satisfactory. See the 

Table 3 below. 

 

Table 3: Composite Reliability of Individual Variables 

Constructs 

 

Number 

of Items 

Cronbach's Alpha 

Financial reward 4  

Non-financial reward 4  

Job performance 4  

Employee commitment 4  

Source: Authors Computation, 2018. 

 

THE EXTENT OF SATISFACTION 

Strongly agree= 5  
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Agree (A) = 4  

Undecided (U) = 3 

Disagree (D) = 2 

Strongly disagree (SD) = 1 

 

DATA ANALYSIS AND PROCEDURES 

Descriptive statistics was used to analyze Questionnaire Distribution and 

respondents’ demographics characteristics. Multiple regression analysis was 

used in measuring the influence of Independent Variables on the Dependent 

Variable. According to Hair, (2006), it was general statistic technique used to 

examine dependent variable and several independent variables.  Multiple 

regressions allow the exploration of the interrelationship among a set of 

variables (Pallant, 2011). Multiple regressions were used to interpret direction 

of the relationship between Independent Variable (Reward Systems) and 

Dependent Variables (Job Satisfaction) based on the signs (+/-) of the beta (β) 

coefficients.  The strength and direction of the relationship between the two 

variables were measured using Correlation Analysis (Pallant, 2010). Pearson’s 

Correlation was used to decide on the degree of linear relationship between any 

two of the image variables.  

 

DATA PRESENTATION AND ANALYSIS 

DATA PRESENTATION 

The Field survey was done through the administration of Questionnaire. The 

researchers administered 123 Questionnaire across the Hotels. The 

Questionnaire was filled and returned and data gathered from the Questionnaire 

were as presented below.   

 

Table 4: QUESTIONNAIRE RESPONSE RATE 

Questionnaire  Frequency Percentage (%) 

Number Administered   123 100% 

Number Retrieved   120 96% 

Number used  116 96.6% 

Source: field survey, 2018 

 

The Table 4 above showed the response rate of the administered Questionnaire. 

A total of One hundred and twenty three (123) copies of the research 
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instruments were distributed by the researchers. Out of these numbers of copies 

distributed, one hundred and twenty (120) copies were completely retrieved by 

the researchers which amount to, 97.5%; while, five copies were not retrievable. 

The one hundred and sixteen (116) copies were accurately completed, 

representing a response rate of 93.6%, which constituted the data for this study. 

Meanwhile four (4) copies of the retrieved research instruments were not 

accurately completed and thus were not used in the analysis. 

 

DEMOGRAPHIC DETAILS OF RESPONDENTS 

TABLE 5: GENDER OF RESPONDENTS 

Gender 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid male 64 55.17 55.17 55.17 

female 52 44.82 44.82 100.0 

Total 116 100.0 100.0  

Source: field survey, 2018 

The Table 5 above showed the gender distribution of the respondents. Out of 

the one hundred and sixteen respondents, sixty four which amounted to 55.17% 

were males while fifty two which amounted to 44.82% were females. 

 

TABLE 6: AGE OF RESPONDENTS 

Age 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 20-29 years 60 51.7 51.7 51.7 

30-39 years 15 12.9 12.9 64.6 

40-49 Years 22 18.9 18.9 83.5 

50-59 Years 19 16.3 16.3 100.0 

Total 116 100.0 100.0  

Source: field survey, 2018 

 

The Table 6 above showed the age brackets of the respondents. 60 respondents 

which amounted to about 51.7% of the respondents were within the age bracket 

of 20-29, 15 respondents which account for about 12.9% of the respondents 
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were within the age bracket of 30-39, 22 respondents accounted for about 18.9% 

of the respondents were within the age bracket of 40-49, while the remaining 

19 respondents made up 16.3% within the age bracket of 50-59 years of age. 

 

 

TABLE 7: EDUCATIONAL QUALIFICATION OF RESPONDENTS 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid OND/NCE 62 53.4 53.4 53.4 

HND/BSC 39 33.6 33.6 87.0 

Master Degree 15 12.9 12.9 100.0 

Total 116 100.0 100.0  

Source: field survey, 2018 

 

The Table 7 above showed the educational qualifications of the respondents. 

About 53% of the respondents had national diploma, 33% of them were degree 

holders; while 12% had Masters’. 

 

TABLE 8: POSITION IN THE ORGANIZATION 

Position 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Supervisor 76 65.5 65.5 65.5 

Manager 24 20.6 20.6 86.1 

Director 16 13.7 13.7 100.0 

Total 116 100.0 100.0  

Source: field survey, 2018 

 

The Table 8 above showed the position of respondents in their various 

organizations.  About 65% of the respondents perform supervisory roles, 20% 

of them were within the middle-level management cadre while the remaining 

13% occupy the role of Director in their organizations.  

 

WORK IN PUBLIC RELATIONS DEPARTMENT. 

TABLE 9: RESPONDENTS YEARS OF WORK EXPERIENCE 
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Working Experience 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 1-3 years 66 56.8 58.8 58.8 

4-7 years 28 24.1 24.1 82.9 

8-11 Years 14 12.0 12.0 94.9 

12-15 Years 8 6.8 6.8 100.0 

Total 116 100.0 100.0  

Source: field survey, 2018 

 

The Table 9 above showed the working experiences of the respondents. About 

58% of the respondents indicated their years of experience to be between 1-3 

years, 24% of them were within 4-7 years of experience while 12% had 8-11 

year of work experience. The remaining 6% had about 12-15 years of work 

experience in the Hospitality Industry. This distribution showed that vast 

majority of the respondents had basic ideas on the subject matter. 

 

TABLE 10: RESPONSE TO QUESTIONS RELATING TO FINANCIAL 

REWARD 

s/n     Items  
X

N 310=

 
SD

 

Decision 

1 Financial incentives improves are good for 

motivation 

3.23 .898 Accepted 

2 I like the financial reward system adopted 

by this organization 

3.92 1.055 Accepted 

3 Financial rewards help to curb employee 

turnover intentions 

3.86 .973 Accepted 

4 Rewarding employees financially is at the 

detriment to their career development 

3.00 .834 Accepted  

 Ground mean         

3.21 

  

Source: field survey, 2018 

 

Data on Table 10 indicated that the respondents stand on the same position on 

items 1-4. The items in these areas were accepted since their mean value was 

above the criterion mean of 3.0. 
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In summary, from the ground mean of 3.21, it was evident that the respondents 

accepted that Financial Reward for a Job well-done satisfy them more as it 

helped in motivating them. This implies that most employees liked the adoption 

of Financial Reward System. 

 

TABLE 11: RESPONSE TO QUESTIONS RELATING TO NON-

FINANCIAL REWARD 

s/n     Items  
X

N 310=

 
SD

 

Decision 

5 When workers feel appreciated and praised, 

it increases organizational  loyalty and job 

commitment 

3.42 .614 Accepted 

6 Working in a positive environment helps 

employees maximize their capacity 

3.54 .618 Accepted 

7 Delegation of authority and responsibility 

by my employer makes me work more than 

I use to 

3.45 .730 Accepted 

8 My job is reasonably secured as long as I do 

good work 

3.41 .711 Accepted  

 Ground mean         

2.73 

  

Source: field survey, 2018 

 

Data on Table 11 indicated that the respondents agreed on the same position on 

items 1-5-8. The items in these areas were accepted since their mean value was 

above the criterion mean of 3.0. 

In summary, from the ground mean of 2.73, it was evident that the respondents 

accepted that if their Job is valued, appreciated, provision of conducive working 

Environment and working without threats of retrenchment, they would give 

their best to their organization. This implies that Non-Financial Reward could 

be a major driver of Employee Satisfaction.  

 

TABLE 12: RESPONSE TO QUESTIONS RELATING TO EMPLOYEE 

PERFORMANCE  
Items  

X

N 310=

 
SD

 

Decision 

9 I am enthusiastic working in this organization 3.44 .634 Accepted 
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10 I have really improved in my output since I joined this 

organization 

3.22 .778 Accepted 

12 The reward system adopted by this organization 

motivate me to work harder 

3.22 .764 Accepted 

12 
 

Employee performance increases when the organization 

provides incentives that motivates 

Them 

3.10 .781 Accepted  

Ground mean        2.67   
Source: field survey, 2018 

 

Data on Table 12 indicated that the respondents agreed on the same position on 

items 9-12. The items in these areas were accepted since their mean value was 

above the criterion mean of 3.0. 

In summary, from the ground mean of 2.67, it was evident that the respondents 

accepted that their Performance improved when they were rewarded 

adequately. This implies that workers Performance increased when they were 

positively motivated. 

 

TABLE 13: RESPONSE TO QUESTIONS RELATING TO EMPLOYEE 

COMMITMENT 

S/N     Items  
X

N 310=

 
SD

 

Decision 

13 I am committed to this organization 3.32 .874 Accepted 

14 Reward systems have nothing to do with 

employee commitment 

3.09 .803 Accepted 

15 I have no intention of quitting this 

organization 

3.31 .872 Accepted 

16 Employees are committed to 

organizations that improves them 

3.02 1.093 Accepted  

 Ground mean        

3.17 

  

Source: field survey, 2018 

 

Data on Table 13 indicated that the respondents agreed on the same position on 

items 13-16. The items in these areas were accepted since their mean value was 

above the criterion mean of 3.0. 
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In summary, from the ground mean of 3.17, it was evident that the respondents 

accepted Reward Systems adopted by the organization was very important to 

gain Staff Commitment and reduces Employee turnover intentions 

 

TEST OF HYPOTHESIS ONE 

H01: There is no significant relationship between Financial Reward and 

employee job satisfaction in hotel industry in Port Harcourt.  

 

Table 14: Correlations between Financial Reward and Employee Performance 

 Financial 

Reward 

Employee 

Performanc

e 

Financial Reward Pearson 

Correlation 

1 .991** 

Sig. (2-tailed)  .000 

N 116 116 

Employee 

Performance 

Pearson 

Correlation 

.991** 1 

Sig. (2-tailed) .000  

N 116 116 

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

Source: field survey, 2018 

Decision rule: Reject the Null Hypothesis if the p-value or “r” calculated is less 

than the level of significance or “r” tabulated. 

 

Interpretation Based On Decision Rule 

Since the p-value or “r” calculated (0.000) is less than the level of significance 

or “r” tabulated (0.05), we reject the Null Hypothesis and accept the alternative 

thereby concluding that there was a significant relationship between Financial 

Reward and Employee Performance in Hotels in Rivers State.  

 

TEST OF HYPOTHESIS TWO 

H02: There is no significant relationship between Financial Reward and 

Employee Commitment in Hotels in Rivers State 
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Table 15: Correlations between Financial Reward and Employee Commitment 

 Financial 

Reward 

Employee 

Commitmen

t 

Financial Reward Pearson 

Correlation 

1 .886** 

Sig. (2-tailed)  .001 

N 116 116 

Employee 

Commitment 

Pearson 

Correlation 

.886* 1 

Sig. (2-tailed) .001  

N 116 116 

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

Source: field survey, 2018 

Decision rule: reject the Null Hypothesis if the p-value or “r” calculated is less 

than the level of significance or “r” tabulated. 

 

Interpretation Based On Decision Rule 

Since the p-value or “r” calculated (0.000) is less than the level of significance 

or “r” tabulated (0.05), we reject the Null Hypothesis and accept the alternative 

thereby concluding that there was a significant relationship between Financial 

Reward and Employee Commitment in Hotels in Rivers State.  

 

TEST OF HYPOTHESIS THREE 

H03: There is no significant relationship between Non-Financial Reward and 

Employee Performance in Hotels in Rivers State.  

Table 16: Correlations between Non-Financial Reward and Employee 

Performance 

 Non-Financial 
Reward 

Employee 
Performance 

Supervisor’s Support Pearson Correlation 1 .784** 

Sig. (2-tailed)  .000 

N 116 116 

Non-Financial Reward Pearson Correlation .784** 1 
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Sig. (2-tailed) .000  

N 116 116 

**. Correlation is significant at the 0.01 level (2-tailed). 
Source: field survey, 2018 

Decision rule: reject the Null Hypothesis if the p-value or “r” calculated is less 

than the level of significance or “r” tabulated. 

 

Interpretation Based On Decision Rule 

Since the p-value or “r” calculated (0.000) is less than the level of significance 

or “r” tabulated (0.05), we reject the Null Hypothesis and accept the alternative 

thereby concluding that there was a significant relationship between Non-

Financial Reward and Employee Performance in Hotels in Rivers State.  

 

TEST OF HYPOTHESIS FOUR 

H04: There is no significant relationship between Non-Financial Reward and 

Employee Commitment in Hotels in Rivers State.  

Table 17: Correlations between Non-Financial Reward and Employee 

Commitment 

 Non-Financial 

Reward 

Employee 

Commitment 

Promotion Pearson Correlation 1 .942** 

Sig. (2-tailed)  .000 

N 116 116 

Non-Financial Reward Pearson Correlation .942** 1 

Sig. (2-tailed) .000  

N 116 116 

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

Source: field survey, 2018 

Decision rule: reject the Null Hypothesis if the p-value or “r” calculated is less 

than the level of significance or “r” tabulated. 
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Interpretation Based On Decision Rule 

Since the p-value or “r” calculated (0.000) is less than the level of significance 

or “r” tabulated (0.05), we reject the Null Hypothesis and accept the alternative 

thereby concluding that there was a significant relationship between Non-

Financial Reward and Employee Commitment in Hotels industry in Rivers 

State.  

 

SUMMARY OF FINDINGS, CONCLUSION, AND 

RECOMMENDATION 

SUMMARY OF FINDINGS 

The purpose of this study was to evaluate the relationship between Non-

Financial Reward and Job Satisfaction in Hotels in Rivers State. It was found 

that:  

1. There was a significant and positive relationship between Financial 

Reward and Employee Performance 

2. There was a significant and positive relationship between Financial 

Reward and Employee Commitment. 

3. There was a significant and positive relationship between Non-Financial 

Reward and Employee Performance. 

4. There was a significant and positive relationship between Non-Financial 

Reward and Employee Commitment 

 

CONCLUSION 

Based on the findings, the researchers concluded that Non-Financial Reward 

System could be used to motivate and enhance Employee Performance as the 

happiness of employees would be vital to the survival of the organization. The 

level at which the Reward System influenced Job Satisfaction were at a high 

level extent. The implication of this was that Recognition, Job Security, 

Promotion, Appreciation and Praise, Authority and Responsibility, Comfort at 

Work Place all had significant relationships with Employee Satisfaction.  

 

RECOMMENDATIONS 

Based on the findings of this study, the researchers made the following 

recommendations: 

1. The managers of these Hotels should make Employee Friendly Policies 

which could  make them committed to their jobs 
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2.  A fair and unbiased Reward System should be adopted as this would lead 

to job  Satisfaction and improve Employee Performance. 

3. Managers to positively motivate, mentor and guide their Employees as these 

could Motivate them in discharging their duties. 

4. Management should be flexible and not rigid in their justice system as 

fairness would make Employees relaxed and as such give their best. 
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