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Abstract:

Rewards management (RM) plays a critical role in shaping performance within higher education
institutions (HEIs). Understanding its impact is relevant for enhancing institutional effectiveness. This
study aims to examine the effect of RM on the performance of HEIs. It further explores how academic
staff respond to financial and non-financial rewards. A quantitative research method was used. Data
were collected through structured questionnaires distributed to permanent academic staff at HEIs. Out
of 450 distributed, 400 valid responses were returned using simple random sampling. The data were
analysed using SPSS version 28. Findings show that both financial and non-financial rewards influence
HEI performance. However, academic staff find non-financial rewards more satisfactory. Financial
rewards were perceived as insufficient, highlighting a gap between effort and compensation. The study
reveals a positive relationship between RM and organisational performance. Effective RM enhances
staff motivation and institutional outcomes. The results suggest that HEIs should strengthen their
financial reward structures. Management must ensure that rewards align with employee expectations
and contributions. Emphasis on financial incentives is crucial, as staff view them as key motivators. This

will not only boost individual performance but also support the broader goals of the HEI.
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Introduction

Nowadays, rewards management has become the most effective competitive tool for organisations.
Globalisation has made organisations more innovative, proactive and creative and now transcends
national boundaries (Ogbu et al., 2020:17). The success of the organisation does not only depend on
human capital, but also the ability to trigger the maximum performance from the available human capital
(Sudhakar & Roa, 2023). Well-motivated staff productivity can be demonstrated in organisational
performance, which leads staff to be more focused on their behaviour, skills, knowledge and ethics.
Generally, a workforce is motivated by the rewards they receive for the work done (Daniel, 2019:14).
The nature of the reward motivates the employee. Therefore, remuneration is the factor that improves
the performance of employees by enhancing the quality and positive work attitudes to fine-tune
organisation goals (Tripathy & Rohidas, 2022:15). Reward management is crucial to the organisation,
through this obliges the organisation to have the ability to attract the right employees, retain them and

motivate them to provide desirable performance (Munir et al., 2016; Emmanuel & Nwuzor, 2021).

In the early years of the transition, higher education institutions’ (HEIs) members’ motivation emerged
as a vital tool to achieve quick change in higher education, particularly in the disciplines that were
influenced and governed by Soviet mentality (Mabaso, 2017:2). HEIs are expected to develop
leadership characteristics in students and encourage social justice. Many elements, including job
satisfaction, should be considered in attaining the institutions’ mission and objectives, since they have
an important influence on students and national developments (Oboreh & Arukaroah, 2021:97).
Employees are undoubtedly more committed to their organisations and accomplish better performance
when they are rewarded and recognised in a more positive manner. Employees’ effectiveness and
performance in the workplace are increased by rewards, which increase the organisation’s productivity
(Kathombe, 2018:2). In HElIs, the effectiveness of lecturers’ teaching is evaluated by their participation
in educational conferences, the publication of books and journal articles, and the advancement of their
academic and professional credentials (Kiriri, 2022:146). Organisations frequently prioritise other
resources above remuneration, resulting in a lack of focus on employee reward programmes, which can
lead to high turnover and negatively impact organisational effectiveness. Organisations attempt to fulfil
their corporate goals, but productivity is more dependent on employees’ attitudes and morale (Okwuise
& Ndudi, 2023).

Moraa and Muli (2018:202) stressed that rewards received from the organisation affect employees’
perceptions, degrees of commitment, and behaviour. An organisation’s performance will therefore suffer
because of bad reward management. However, when remuneration is adequate, workers are more
encouraged to be more effective, and the performance of the organisation is likely to increase. There

have, however, been studies that have been conducted on the topic of rewards management and
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organisational performance in different industries and in different countries (Benson & Lasisi, 2019;
Ogbu et al., 2020; Okwuise & Ndudi, 2023; Tumkou & Ng'eno, 2023). There are a few studies that have
been conducted on HEI performance, especially in South Africa. Therefore, this study aims to investigate
the relationship between rewards management (RM) and organisational performance (OP) at a selected
higher education institution (HEI) to contribute to the existing literature, especially in the HEI industry in
South Africa. The overall aim of this paper is to examine how RM influences the performance of HEIs,
with a specific focus on academic staff. The study further aims to determine whether academic staff are
more motivated to achieve institutional goals when provided with adequate financial and non-financial

rewards.
Literature Review

The concept of rewards management (RM) is widely acknowledged as a strategic human resource tool
that directly influences employee behaviour, commitment, and performance. RM refers to the
implementation of policies and practices that ensure employees are rewarded fairly and consistently in
accordance with their value to the organisation (Armstrong & Taylor, 2020). Rooted in motivation theories
such as Vroom’s Expectancy Theory and Herzberg's Two-Factor Theory, RM highlights how the
anticipation of rewards drives employee effort and satisfaction. Scholars like Daniel (2019) and Tripathy
and Rohidas (2022) emphasise that well-structured rewards—both financial (e.g., salaries, bonuses)
and non-financial (e.g., recognition, career development)—improve job satisfaction and align employee
goals with organisational objectives. Existing studies across industries (e.g., Ogbu et al., 2020; Moraa
& Muli, 2018) confirm a positive relationship between RM and organisational performance. However,
there remains limited empirical work specifically focused on higher education institutions (HEIs) in South
Africa. This study fills that gap by investigating academic staff perceptions of rewards and their impact

on institutional performance, with the following hypotheses derived from the reviewed literature.
Rewards Management (RM)

Rewards, also referred to as remuneration, are the money that an employer pays its workers in
exchange for their labour or services. It also includes the brain’s neuronal mechanisms that control
behaviour by eliciting pleasurable experiences (Daniel, 2019:15). Adams and Ama (2024) stated that
rewards have been shown to be a very effective management strategy to encourage people to work
efficiently and influence their behaviour to increase OP. It is the responsibility of HEIs to set up reward
systems that encourage staff members to increase output. Somoye and Eyupoglu (2020) stated that
reward programmes within an organisation are a fundamental aspect of reward management. It is widely
acknowledged that compensation and reward systems significantly influence employee commitment,

retention, and overall job satisfaction. According to Okoli et al. (2020:1), the design, implementation, and
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evaluation of these systems are critical processes that contribute to their effectiveness in achieving
organisational objectives. Moloantoa (2015) argues that, contrary to popular belief, rewards by
organisations do not just have to do with monetary compensation. They can also involve tangible and
intangible features, such as recognition, professional development opportunities, and a positive work

environment.

The aim of reward management is to show employees that the organisation recognises and appreciates
them. Mabaso (2017:19) asserts that it is an essential component of HRM and has a big impact on how
an employee and employer interact. Salman and Olawale (2021) stated that reward management takes
into account a number of organisational elements, such as people, procedures, regulations, and
decision-making activities, in order to determine how much money and perks to give employees for their
contributions. Policies and strategies for RM in HEIs should be in line with the goals, vision, and mission
of the institution (Higher Education South Africa [HESA], 2014:1). Furthermore, HEIs have legal and
contractual obligations, including those outlined in the Basic Conditions of Employment Act (HESA,
2014:4), which they must follow as employers. Mabaso et al. (2021) stated that companies should use
intrinsic motivational strategies to boost performance in addition to paying people fairly and not just

based on performance to attract and retain talent.
Organisational Performance (OP)

Al Doghan and Sundram (2023) asserted that OP is the total efficacy or results of a business measured
against its predefined outputs, goals, and objectives. Bossey (2022:27) defines OP as the sum of three
important aspects of a business’ performance, i.e. shareholder return (total shareholder return plus
economic value added), product market performance (including sales and market share), and financial
performance (such as revenue, return on assets, and return on investment). OP is a main dependent
variable of interest for scholars in a variety of management disciplines (Oboreh & Arukaroha, 2021:27).
For academics and administration to evaluate higher education institutions’ (HEIs’) performance over
time and compare them to rivals, this broad idea is essential. To put it another way, the most important
indicator for assessing companies, their activities, and their surroundings is the improvement of OP
(Richter et al., 2017:95-96).

Lappalainen et al. (2019), and Mishra et al. (2021) asserted that, in order to assess OP at the employee
and organisational levels, several approaches have been proposed. The foundation of traditional
productivity measures is the idea that quantifiable criteria are the sole way to evaluate an organisation’s
success. Financial indicators, including revenue creation, return on investment, and retained earnings,
are included in these metrics (Mishra et al., 2021; Farooq et al., 2022). Oboreh and Arukaroha (2021:28)
state that techniques such as performance appraisal, which have expanded to include management

systems, can be used in performance evaluation. The results generated, such as job quality, quantity,
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and design, can also be used to measure productivity (Leitdo et al., 2021:5). Furthermore, Islami et al.
(2018:95) suggest that employee job performance should be aligned with the overall objectives of the
organisation. However, research has shown that reward systems can, in some cases, encourage
workers to improve their output (Bossey, 2022:28; Mishra et al., 2021). Since organisations possess
different levels of financial resources depending on their size, their capacity to implement governance
mechanisms also varies. This variation in implementation capacity contributes to differences in the

relationship between corporate governance and profitability across firms (Farooq et al., 2022).
Theoretical and Conceptual Framework

The study was motivated by the expectancy theory, which states that employees will put more effort into

their work when they know that their effort will lead to a certain reward (Vroom, 1964).
Theoretical Framework and Conceptual Framework

The research study was guided by Vroom’s (1964:1) expectancy theory, which characterises expectation
as the conviction that a particular course of action would result in a particular consequence (Figure 1).
Expectancy theory states that people are highly motivated when they know what must be done to
achieve a reward, think they can achieve it, and value the reward (Kawara, 2014:1). This theory mainly
investigates the connection between performance and motivation. Expectancy theory provides a basic
framework to comprehend the factors that motivate employees at work. It also guides judgements about
the creation and management of performance-based compensation plans, as well as the evaluation of
their efficacy (Timoti, 2020). Mamun and Khan (2020:119) support Vroom’s assertion that remuneration
should be directly tied to performance, arguing that to effectively motivate receivers, rewards must be
seen as merited and desirable. Therefore, the theory states that it is necessary to establish the
relationship between motivation, performance, and effort (outcomes). If an employee believes that a
particular course of action would lead to a desired outcome (compensation), they will be more likely to
follow it, given that the outcome has significance for them. (Osafo et al., 2021). Pay is a tool used to
incentivise behaviours (effort) that result in desired outcomes. According to Adeoye (2014), people are
more likely to act when they think their efforts will result in highly valuable and desirable consequences.
Pay is therefore regarded as a potent instrument to promote desired behaviours at work, such as
commitment, performance, and timeliness. In this situation, rewards are useful motivators to influence
worker behaviour and accomplish organisational goals. Subsequently, the research presents a
comprehensive examination of a concept that stands in opposition to the principles of Vroom’s

expectancy theory.
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Figure 1: Expectancy theory (Source: Adapted from Main (2023))

The analysis of empirical studies related to the study is divided into two sections; firstly, the relationship
between government bonds and the exchange rate; and secondly, the relationship between government

bonds and other macro-economic and monetary variables.
Conceptual Framework

The modified conceptual framework (shown in Figure 2) is used in this paper as a guide for future
research on the connection between RM and OP. The framework describes several ideas and factors
that are important to the research and how they relate to one another. The framework helps practitioners
and scholars alike recognise important components and comprehend how they are interdependent by
providing an illustration of these relationships. This comprehension could help in the creation of
successful RM plans meant to enhance corporate performance (see Figure 2). In essence, the
conceptual framework helps to direct the inquiry toward significant discoveries and results by offering a
visual depiction of the study’s scope (Adom et al., 2018).
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Figure 2: Connection between RM and OP (Source: Researchers’ own compilation)

Vroom’s expectancy theory supports the framework linking rewards management (RM) to organisational
performance (OP) by emphasising that motivation depends on valence, instrumentality, and expectancy.
The framework shows that both monetary and non-monetary rewards influence employee behaviour
and performance. When employees see a clear connection between effort, performance, and rewards,
motivation and organisational outcomes improve. The feedback loop from OP to RM highlights a
dynamic process where performance informs future reward strategies, ensuring continued alignment

with employee expectations and organisational goals.
Methods and Data

The study used a quantitative research method and positivist research philosophy to establish the
relationship between the variables (Malsch & Salterio, 2016). The core idea of utilising a quantitative
research approach is its objectivity and the ability to gather credible and exact measurements, allowing
conclusions to be made based on solid statistical analyses, and conducting statistical comparisons
among the examined respondents (Mohajan, 2020:51; Ghanad, 2023:3795). Furthermore, this
approach emphasises the objective measurement of variables and phenomena in the social world,
assuring precision and dependability in data collection and analysis (Creswell, 2014:32; Rahman,
2020:106; Ahmadin, 2022:110). The study used a descriptive research design in establishing the
relationship between variables because it allows researchers to gather data without modifying the study
topic or its surroundings. Furthermore, it also allows a researcher to use statistical techniques such as

means, frequencies, and regression to analyse the study results, supporting the choice of the study
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design (Okutu, 2021:43). The target population of the study consisted of 1 548 permanent academic
staff at the HEI. The sample size of the study was determined using the Raosoft sample size calculator
with a 95% confidence level and a 5% margin of error, based on a population of 1 548, which resulted
in 308 (Raosoft, 2004). Although this falls within the recommended (20-30%) range (Vasileiou et al.,
2018), 450 questionnaires were distributed, as advised by EMS-REC, to account for potential non-
responses and to ensure sufficient usable data after editing and cleaning. Only 400 questionnaires were
completed and returned for analysis. The research adhered to ethical codes outlined in the institution’s
ethical codes of conduct, ensuring strict confidentiality, informed consent, and protection of privacy and
anonymity. Participation was voluntary and posed no danger to respondents. Validity, reliability,
dependability, confirmability, replicability, and transferability were considered. An adapted questionnaire
was distributed through authorised communication channels, including physical and digital copies. The
questionnaire incorporated the research objectives, hypotheses, and the study framework. Completed
questionnaires were collected from lecturers’ offices at the various campuses. Data analysis was
conducted using the Statistical Package for Social Sciences (SPSS), version 28.0.1.1 on Microsoft

Windows.

Results

Demographic Data

The analysis in Table 1 shows that 50.2% were females (n=201), whereas 49.8% (n=199) were males.
Therefore, this shows that female respondents are more than males in HEIl.s Furthermore, it shows that
131 (32.75%) of the academic staff at the HEI are between the ages of 31 and 37, participants between
38 and 44 years are 114 (28.5%), 61 (15.25%) are between the ages of 45 and 51, 53 (13.25) are aged
between 24 and 31 and the fewest (10.25%) are aged 52 and above. It can be inferred from the
information that the ages of the majority of the academic staff at the selected HEI are between 31 and
37. This is an economically active population, which is viewed to be concerned with the proper reward
management of its staff for the organisation to produce better results. These are mature adults in the
HEI who were included in the study and were therefore able to give informed opinions on the state of
affairs of their organisation. In addition, approximately 42.8% (n=171) of the respondents were in
possession of a master’s degree. Furthermore, 37.3% (n=149) are in possession of a PhD, 16.0%
(n=64) are professors in the HEI, 2.0% (8) are in possession of an honours degree, 1.3% (n=5) hold
degree qualifications, 0.3% (n=1) hold a CA(SA), diploma and DLitt. Lastly, the highest percentage of
years of employment at the organisations is between zero and five years of service (55.75%, n=223),
followed by respondents who reported six to 11 years of service (29.75%, n=119). Furthermore, the data
reported a significant portion of respondents (9.25%, n=37) having 12 to 17 years of service, (3.75%,

n=15), namely between 18 and 24 years. The smallest portion of the respondents reported (1.5%, n=6)
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25 years and more of service at the HEI. The data shows that the majority of the academic staff have

been in the HEI for five years and less.

S/IN Demographic variable Grouping Frequency Percentage
1 Gender Male 199 49.8
Female 201 50.2
2 Age Below 24 0 0
24-30 53 13.25
31-37 131 32.75
38-44 114 28.5
45-51 61 15.25
52 and above 41 10.25
3 Highest level of education CA (SA) 1 0.3
Degree 5 1.3
Diploma 1 0.3
DLitt 1 0.3
Honours 8 20
Master’s 171 42.8
PhD 149 37.3
Prof 64 16.0
4 Number of years employed 0-5 years 223 55.75
6-11 years 119 29.75
12-17 years 37 9.25
18-24 years 15 3.75
25 and above 6 1.5

Table 1: Demographic Data
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Results for Objectives

The next section examines academic members of staff’'s viewpoint on current RM procedures and how

they affect South Africa’s higher education institutions’ (HEIs) performance.

Financial Rewards

Financial rewards variables Strongly | Disagree Neutral Agree Strongly
disagree agree
Salary is excellent 10% 33,5% 15,5% 21% 20%
Bonus is satisfactory 17,3% 21,3% 16,3% 30,8% 14,5%
There is a clear criterion used by HRM | 10% 33,5% 15,5% 21% 20%
for monetary rewards
Salary reflects market trends 14,8% 33,5% 10% 23% 18,8%

Table 2: Financial rewards

Salary is excellent. Data regarding respondents’ opinions of their pay at the higher education institution
(HEI) is provided. Of the respondents, 21% agreed and 20% strongly agreed that their compensation is
outstanding, while 33.5% disagreed. Furthermore, 10% of those surveyed strongly disagreed with the
assertion. Based on the replies given, the results indicate that 43.5% of academic staff members are
dissatisfied with their pay at the HEI. In addition, these results are consistent with those of Kokoito
(2014:35), who noted comparable wage unhappiness among Swansea City commercial bank staff. The
study’s findings are given more validity by this comparison, which highlights how persistent income

unhappiness is across industries and regions.

Bonus is satisfactory: The data presented illustrates the distribution of answers pertaining to
respondents’ satisfaction with the bonus they received. Of those surveyed, 30.8% thought their bonus
was satisfactory, and 14.5% thought it was quite satisfactory. On the other hand, 17.3% strongly
disagreed with the statement, while 21.3% disagreed. Furthermore, 16.3% of those surveyed expressed
no opinion. Based on the replies given, the results indicate that the majority of respondents (45.3%) are

happy with the bonus they receive.

There is a clear criterion used by HRM for monetary rewards: Data about the distribution of answers on
the presence of a precise standard for monetary rewards is displayed in Table 2. Of those surveyed,
25% strongly agreed with the statement, and 29.3% agreed. Conversely, 19.5% disagreed, and 16.3%

gave a neutral response. Furthermore, 10% of respondents strongly disagreed that there should be a
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set standard for monetary awards. These findings show that respondents had differing opinions about

how well defined the requirements were for monetary awards within the study’s context.

My current salary reflects market trends: According to statistics in Table 2, 23% of respondents agreed
with the statement, while 18.8% strongly agreed. Of the respondents, 33.5% disagreed. 10% were
neutral, while 14.8% strongly disagreed. The findings imply that the majority of respondents (48.3%) did
not agree with the idea that market developments are reflected in their current income. This suggests

that academic employees do not believe their pay is in line with current market conditions.

Non-Financial Rewards

Non-financial rewards variables Strongly | Disagree | Neutral Agree Strongly
disagree agree

Recognition is given for good | 3,5% 9% 9% 25% 53,5%
performance
Praises are given for excellent | 3,3% 9,3% 9,3% 57,5% 20,8%
performance
Formal praise (certificate) is given for | 7,25% 14,25% 9,5% 15% 54%
good performance
Informal recognition enhances | 1,25% 5,5% 8,5% 40,75% | 44%
performance

Table 3: Non-Financial Rewards

Recognition is given for good performance: According to statistics presented in Table 3, 53% of
respondents strongly agreed and a further 25% agreed that good performance is recognised. In contrast,
3.5% strongly disagreed with the idea of receiving credit for good work, while 9% disagreed, and some
respondents were ambivalent. Based on the responses supplied, the overall results indicate that the
majority of respondents (78.5%) agree that an academic staff member’s performance is recognised in

a higher education institution (HEI).

Praise is given for excellent performance: According to statistics presented, it is evident that 57.5% of
respondents agreed with the statement, and 20.8% strongly agreed that staff members receive
appreciation when they perform well. In addition, 3.3% strongly disagreed with the assertion, 9.3%
disagreed, and some respondents were neutral. Based on the replies given, the overall results indicate

that the majority of academic staff (78.3%) are actually commended for their excellent performance.

Wohllebe & Ross Publishing, Germany — The Open Access Publisher.

More information and current publishing opportunities at wr-publishing.org



https://doi.org/10.51137/wrp.ijarbm.2025.cmer.45804
https://www.wr-publishing.org/

International Journal of Applied Research in Business and Management (ISSN: 2700-8983)
an Open Access journal by Wohllebe & Ross Publishing, Germany.

Volume: 06 Issue: 02 Year: 2025

https://doi.org/10.51137/wrp.ijarbm.2025.cmer.45804

Formal praise (certificate) is given for good performance: According to the findings presented, 54% of
participants strongly agreed that they should receive certificates for good performance, and 15% agreed.
However, 14.2% of respondents disagreed, 9.5% answered in a moderate manner, and 7.2% objected
strongly to the idea of awarding certificates for exceptional work. Most academic staff members (69%)
concur that formal acknowledgement, such as certificates, should be given to them for their

accomplishments.

Informal recognition enhances performance: Table 3 illustrates that 44% of respondents strongly agreed
that informal recognition enhances performance, while 40.8% agreed, 8.5% remained neutral, 5.5%
disagreed, and 1.3% strongly disagreed. These findings indicate that the majority (84.8%) of academic
staff believe that informal recognition leads to increased effort on their jobs, thereby improving job

performance.
Descriptive Statistics

The descriptive statistics were acquired through the questionnaire survey that was given to participants.
This determined the means, standard deviations, skewness, and kurtosis. A five-point Likert scale was

used to gather data in Section B. Table 4 below shows the descriptive statistics.

Table 4 shows that the academic staff view rewards as important for both academic performance and
organisational performance. Section B was measured using a five-point Likert scale. The mean values
that are 3 or below show that the majority of the participants disagreed with the statements, and the
mean value, which is 4 or above, shows that the respondents agreed with the statements. It shows that
many of the employees disagreed with the statement, with only one statement where the majority of the
participants agreed, i.e. employees’ view of rewards received at the HEI (x= 28.6300). Furthermore,

they also showed that the HEI is currently performing well (X =35.2800).

Table 4 shows a negative skewness of the two constructs. All the constructs fell between -1.0 and 1.0,
and therefore all constructs were accepted. The kurtosis was peaked for both constructs. Therefore,

both constructs were accepted as they both fell between -1.0 and 1.0.

Std. Skewness Kurtosis
N Mean deviation Std. Std.
statistic statistic statistic | Statistic | error | Statistic | error
Employees’ view of 400 28.6300 7.29631 -477 122 -.660
rewards offered at
the HEI
B1 400 3.08 1.321 124 122 -1.282
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Std. Skewness Kurtosis
N Mean deviation Std. Std.
statistic statistic statistic | Statistic | error | Statistic | error
B2 400 3.40 1.317 -.365 122 -1.080 243
B3 400 3.04 1.339 -.143 122 -1.238 243
B4 400 2.98 1.382 137 122 -1.360 243
B5 400 4.16 1.130 -1.281 122 .643 243
B6 400 3.83 .968 -1.143 122 1.112 243
B7 400 3.94 1.363 -.927 122 -.603 243
B8 400 4.21 .904 -1.282 122 1.533 243
Organisational 400 35.2800 6.22644 -.761 122 113 243
performance
C1 400 4.26 .901 -1.333 122 1.516 243
Cc2 400 4.01 819 -1.044 122 1.477 243
C3 400 4.31 879 -1.255 122 1.066 243
C4 400 4.48 637 -1.124 122 1.468 243
C5 400 4.29 1.000 -1.459 122 1.477 243
C6 400 3.70 1.238 -.528 122 -1.020 243
Cc7 400 2.76 1.261 214 122 -1.160 243
C8 400 3.49 1.319 -410 122 -1.079 243
C9 400 3.96 1.151 -.908 122 =171 243
Valid N (listwise) 400

Table 4: Descriptive statistics
Reliability and Validity

Cronbach’s alpha was used to measure reliability. The results are summarised in Table 5.
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management (RM)

Construct Number of items | Cronbach’s | Reliability (R) or not reliable
in scale alpha (NR)
Employees’ view on rewards 8 .884 Reliable; very good

Organisational performance (OP) 9 .839 Reliable; very good

Table 5: Cronbach’s alpha

Table 5 shows that all Cronbach alpha values are higher than the suggested value of 0.7 (George &
Mallery, 2016:240), indicating good dependability for internal consistency. Cronbach’s alpha values,

which indicate the constructs’ reliability, are supported by these findings.
Regression Analysis

Table 6 shows the results of the regression analysis that was done using RM as the independent variable
and OP as the dependent variable. The dependent variable, OP, was subjected to both regression and

ANOVA tests to examine its relationship with the independent variable, rewards management (RM).

Adjusted R-
Model R R-square |squared Std. error of the estimate [F Significance level
1 .7502 .562 .558 4.14087 126.783 0.001*

Table 6: Regression model summary: Model 1
*Significance at the p<0.05 (2-tailed)

Table 6 presents the results of regression analysis and ANOVA testing. A coefficient of determination of
0.562 indicates that 56.2% of the variability in OP among academic staff can be explained by the
independent variable (RM). The F value of 126.783, along with a significance of 0.001 (F=126.783,
p<0.05), suggests that the independent variables are capable of accurately predicting the dependent
variable. In essence, this implies that RM serves as a predictor for OP. The following table shows the

independent variables’ contributions to the prediction of OP.

Unstandardised Standardised
coefficients coefficients
Model B Std. error Beta T Sig.

1

Dependent variable (DV)
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Organisational performance
(OP)

Independent variables (1V)

(constant) 7.281 1.728 4.213 0.001*

Rewards management (RM)  (0.328 0.042 0.591 7.894 0.001*

Table 7: Contribution of each independent variable to the dependent variable: Model 1
*Significance at the p < 0.05 level (2-tailed)

The results of Table 7, which show that RM affects OP in a statistically meaningful way, are highlighted
in the statement. In particular, the RM coefficient (B) is 0.328, and the p-value is 0.001, below the
significance level of 0.05. This implies that there is a strong correlation between RM and OP, with RM

improving performance.
Discussion

This study confirms that the significant role that RM plays in influencing the OP of a higher education
institution (HEI). The results align with existing literature, such as that of Moraa and Muli (2018), who
argue that employees’ commitment and behaviour are shaped by the rewards they receive. Similarly,
Daniel (2019) and Tripathy and Rohidas (2022) highlight that appropriate remuneration enhances
motivation, improves job attitudes, and ultimately boosts organisational outcomes. The current study
complements these findings by demonstrating that both financial and non-financial rewards contribute
positively to the effectiveness of academic staff in South Africa’s HEI context. It is also key to note that
the paper supports the core tenets of Vroom’s Expectancy Theory, which suggests that employees are
motivated to exert greater effort when they believe their performance will lead to desirable rewards. The
data from this study confirm that academic staff feel more driven when they perceive the rewards as
sufficient and fair. This adds empirical weight to the theoretical framework by showing its applicability in
the South African higher education sector, where such research remains limited. There is also
consistency with the work of Sudhakar and Roa (2023), who noted that organisational success hinges
not only on the availability of human capital but also on the organisation’s capacity to stimulate optimal
performance. By linking staff motivation directly to institutional goals, this study adds nuance to earlier
research, especially within developing country contexts. While the findings are largely in harmony with
existing research, a key insight from this study is the perceived inadequacy of financial rewards
compared to non-financial ones. This points to a potential contradiction with studies (e.g., Kathombe,
2018) that regard financial incentives as the primary motivator. In this case, academic staff may value

professional recognition and development just as much—or even more—than monetary compensation.
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This divergence suggests the need for more context-sensitive reward strategies in HEIs. A limitation of
the study is its focus on a single HEI, which may limit the generalisability of the findings. Moreover, while
the quantitative approach allowed for statistical analysis of trends, it did not capture the depth of
individual experiences or explore causal mechanisms in detail. Future research could adopt a mixed-
methods design or comparative study across multiple institutions. Lastly the findings add towards the
body of knowledge in that it supports and enrich the existing literature by providing empirical evidence
from the South African higher education sector. The study highlights that a balanced and well-
communicated rewards system—especially one that addresses financial shortcomings—can strengthen

organisational performance by motivating academic staff to align their efforts with institutional goals.
Conclusion

The study concludes that rewards management (RM) plays a critical and transformative role in
enhancing the performance of higher education institutions (HEIs). The evidence gathered points to a
significant and positive relationship between various RM practices—both monetary and non-monetary—
and organisational success. This affirms the notion that effectively managed rewards systems not only
motivate staff but also contribute meaningfully to the achievement of institutional goals. The findings are
strongly aligned with those of Okoli et al. (2020), who demonstrated that both financial and non-financial
rewards influence staff performance in public universities in south-east Nigeria. Similarly, Oboreh and
Arukaroha (2021) confirmed that RM positively impacts institutional outcomes at selected universities in
Endo Estate, while Emmanuel and Nwuzor (2021) reinforced the value of both intrinsic and extrinsic
rewards in boosting organisational performance. Theoretically, the paper contributes to the growing
body of knowledge that positions RM as a strategic enabler of productivity and institutional excellence.
It supports the expectancy theory, which posits that individuals are more likely to exert higher levels of
effort when they anticipate desirable rewards. Furthermore, this study invites deeper inquiry into specific
reward mechanisms that may be uniquely effective in higher education contexts, particularly in resource-
constrained environments such as South Africa. Future research might explore how generational or
cultural differences affect reward perceptions, or how longitudinally sustained reward strategies
influence staff morale, retention, and institutional reputation over time. The study underscores the
urgency for HEI leaders and policymakers to rethink and prioritise their reward strategies. Rather than
treating rewards as operational add-ons, institutions should integrate them into the core of their
performance management frameworks. Developing reward systems that are fair, transparent, and
tailored to the diverse contributions of academic staff could be a game-changer for South African HEIs
seeking to compete globally while remaining locally responsive. Moreover, involving staff in the design
of these systems may yield more relevant and motivational outcomes, ultimately enhancing not only

individual performance but also collective institutional success. This research demonstrates that
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rewards management is far more than a human resources function—it is a lever of strategic importance.
When effectively designed and equitably applied, RM can serve as a catalyst for unlocking academic
potential, inspiring excellence, and positioning HEls as powerful agents of national development and

global academic competitiveness.
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