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1. Introduction - The General Nature of Rewards 
Reward is often defined to the financial benefit (include salary, bonus, 

discount and so on) and offered as an incentive. In the organization, it is 
usually a positive stimulus that encourages employees to perform well. In 
general, reward is also a key factor that affects internal service quality and 
employees’ satisfaction. Thus, how design and manage reward well is 
managers should think carefully. The report will give some different points 
about reward management. 

Besides, the link by reward and performance may be daily, weekly, 
monthly or annualized. Payment for any one period varies from that for any 
other period, depending on quantity or quality of work. Sales functions are 
commonly paid on the basis of turnover; manual and production workers 
may be paid according to work completed or items produced. Catering staff 
typically rely on direct payment from satisfied customers in the form of 
service charges or tips.  

Both methods work smoothly, provided that scales are easy to understand 
and the methods of measuring completed work are overt, accurate and fair. 
However, there has been considerable dissatisfaction with the management 
of pay on both sides of the employment relationship. In recent years, 
attempts have been made to remedy the situation through new systems and a 
greater reliance on performance-related pay.  

2. The Experts Views on Rewards 
 Usually, some studies showed that rewards can affect employees’ 
performance positively. Nevertheless, many researchers indicated opposite 
points which described rewards are not really worked in organizations. The 
following ideas are Kohn and Herbert’s views and the summary of others’ 
opinions. 

2.1 Kohn’s view 
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  Alfie Kohn argued that pay-for-performance plans cannot work. Most 
managers too often believe in the redemptive power of rewards. However, 
rewards cannot change the human behavior and attitude and create the 
employees’ lasting commitment. They just can change what people do 
temporarily. There are some tips about why rewards fail： 

(a). Pay is not a motivator 

(b). Rewards punish 

(c). Rewards rupture relationship 

(d). Rewards ignore reasons 

(e). Rewards discourage risk-taking 

(f). Rewards undermine interest 

Kohn demonstrates that people actually do inferior work when they 
are enticed with money, grades, or other incentives .  But   it's just a 
temporary obedience. Finally, they lose interest in what we're bribing 
them to do. Rewards turn play into work, and work into drudgery. 

2.2 Herbert H. Meyer 

  In Herbert’s opinion, people do not work just for money. Many people 
work harder on their interests. In fact, if companies held the interest and 
challenge of work constant, highly paid persons would put out any more 
effort than those who are less well paid. It means that managers should 
focus on the employees’ job satisfaction. 

2.3 The summary of experts’ views 

  Many studies show that the financial benefit (rewards) may affect 
employees’ performance, but they cannot affect people’s attitude and 
behavior of jobs. In addition, most employees are more interested in 
self-challenge and self-achievement which can obtain from their jobs. On 
the other hand, the reward is not the most important factor to improve the 
workers’ performance. Companies should not just focus on the reward 
management, they also need to consider other internal job elements (such as 
job environment, promotion opportunities, coworker relationship and so on) 
to increase workers’ long-term loyalty, commitment, and job satisfaction. 
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3. Groups’ Views on the Reward Issue 
According to Kohn’s and Herbert’s theory, we can find out that rewards 

seem not to be a good way to affect employees’ performance. In short term, 
rewards maybe can inspire employees to get better performance. But, in the 
long term, rewards will results in more problems. Employees will find out 
what they want is not only limiting to the real rewards but more about 
mental rewards, such as satisfaction、achievement、social status…etc.  

  If employees work hard in order to get rewards instead of doing that by 
them, it’s easier to imagine what kind of employees' loyalty it will be. But 
we think that not all rewards are so inefficient, when we want to encourage 
employees to get better performance, we still can use financial benefit to be 
the reward. However, it will be more efficient to combine rewards and other 
job elements which can make employees’ satisfaction better. 

4. Conclusion-Design & Management of Reward Policies Now 
& in the Future 

  According to the Maslow's Hierarchy 
of Needs, people normally place 
important on their self-achievement after 
satisfying lower levels of needs. The job 
which can satisfy employees’ 
self-achievement also can cause they 
having higher loyalty, commitment, and 
better performance to the company. Thus, 
we can say that the money benefit is 
their basic need, and the policies of their  
promotions should be considered more carefully. Our report gave some 
points about design and management of reward policies： 

(a). Rewards management is the basic condition to maintain employees’ 
performance. 

(b). The design of rewards management should combine other elements of 
jobs (environments, coworkers, managers, team-work, and so on ). 

(c). The policies of rewards should include the promotion opportunities. 

 

(picture 1, Maslow's Hierarchy of Needs) 
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