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ABSTRACT 

 

Recognition of employees for the work is a tool used by organisations to motivate their employees to perform 

better, which would eventually lead to the overall growth of the organisation. Today, the IT sector is rapidly 

growing and is constantly evolving. Employees who belong to the IT sector need to constantly evolve and 

develop new skills to stay relevant in the industry. Engagement of the IT sector employees can be a challenging 

task for organisations, as there is high chances of IT employees to undergo stress and dissatisfaction at work. 

This study aims at identifying of employee reward and recognition have any impact on the employee 

engagement in the IT sector. 
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INTRODUCTION 

 

Employee engagement is an area in the Human Resource domain where which is now being viewed in a wider 

organisational context because of its positive impact on the performance of the organisation. It is a combination 

of emotional and rational factors like passion, satisfaction, confidence, empowerment and attitude. Employee 

engagement is a positive and proactive behaviour which is a result of several factors like motivated employees, 

enlightened people management activities, empathetic managers and clearly communicated business 

objectives(Turner, P,2020).Employee engagement today has become an increasingly important aspect in 

organizational competitiveness. Even though employee engagement is an extensively researched topic, the role 

of new and innovative ways of employee engagement factors are still not exploited to the fullest(Duque, 

L,2020). Employee performance is not only dependent on pay, work methods discipline rules, peers, 

supervision or promotion. Employee engagement is one aspect which is important to enhance the performance 

of employees. Organizational policies should be framed in a way where employee circumstances and 

expectations are to be addressed by the organisation(Arifin, Z,2019). Organisations still measure employee 

engagement on long basis using certain tradition techniques like surveys. Organisations today can make use of 

technology to measure employee engagement(Burnett, J. R,2019). Employee engagement is a paradoxical 

balance between co-creational as well as functional approaches, which offers an alternate and a more theoretical 

understanding of how employees make some meaning out of the employee engagement experiences(Lemon, L. 
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L,2019). Employee engagement is also one way to retain employees in an organisation. Employee engagement 

which consists of a vigorous, dedicated and absorbing dimension are known to have a positive impact on the 

employee productivity in an organisation. On the other hand, employee disengagement is one aspect of ay 

organisation which will destruct the organisation. One important tool to improve the engagement of employees 

is the work-life balance(Larasati, D. P,2019). 

 

REVIEW OF LITERATURE 

 

The research paper is performed to figure out the factors which would inspire employees and understand if 

there is the association from the variable motivation, recognition and reward within a business(Danish, 2010). 

This paper explores how employee engagement can strengthened though monetary and non-monetary rewards 

to employees. As a result, it revealed that these factors will increase the level of employee engagement for 

betterment of company’s performance(Waqas, 2014). The paper is done to analyze the effect of reward on 

employee commitment in faith-based health organizations. This is for Kakamega County, Kenya. It is seen that 

there is a strong relationship between reward practices and employee commitment(Okinyi, 2015). This paper 

was to evaluate the role of employee engagement between recognition, rewards and normative commitment. In 

findings it says that these are positively correlated. And it is partial support to the mediation hypothesis 

considered in the study(Ghosh, 2016).This study is being conducted to understand if salary and respect of the 

employees or workers is a major factor for employee involvement. This study was conducted only for PT. 

BANK SULUTGO. As a result, it was seen that reward and recognition does provide motivation for better 

performance(Mesepy, 2016). This purpose of this research is to find out the possibility that rewards and 

recognition are important instruments for both in-role as well as extra-role performances. As a result, it is found 

that these instruments are in fully mediate(Rai, 2018). The study analyses effect of reward system on employee 

performance in certain manufacturing firms of The Litoral region of Cameroon. It concludes by saying there is 

positive link between them(Ngwa, 2019). The research paper is performed to figure out the factors which 

would inspire employees and understand if there is the association from the variable motivation, recognition 

and reward within a business(Danish, 2010). The research aimed to identify if there was any impact of 

recognition and reward on job satisfaction and motivation of employees in the private banks of the city named 

Tirunelveli. Overall, it was found that reward and recognition as huge impact(Vijayakumar, 2013).This study 

was to understand role of employee engagement in improvising internal organization structure and also its 

development in the Information Technology sector. As it’s the emerging factor in all kinds of sector and 

organizations(Garg, 2014). This paper explores how employee engagement can strengthened though monetary 

and non-monetary rewards to employees. As a result, it revealed that these factors will increase the level of 

employee engagement for betterment of company’s performance(Waqas, 2014).research paper was conducted 

to know how would reward as well as leadership lead to employee engagement for the conventional banking 

sector. In order to pertain the results, they collected data from 5 different banks (50 employees) of Southern 

Punjab. As they found an encouraging influence of reward and leadership on employee engagement(Iqbal, 

2015). The paper studies how direct as well as indirect financial benefits on commitment as well as engagement 

of employees at Rift Valley Bottles, Kenya. As a result, it is found that several factors affect the employee 

engagement in the organization(Koskey, 2015). The research was to understand if employee engagement is 

influenced by extrinsic and intrinsic rewards. The study was conducted in Uganda. Through questionnaire 184 

samples were collected and analyzed with the help of SPSS ver.17 software. Finally, it’s found that both 

extrinsic and intrinsic reward has good impact on employee engagement. And also, further research was being 

discussed in this paper(Obicci, 2015).The paper is done to analyze the effect of reward on employee 

commitment in faith-based health organizations. This is for Kakamega County, Kenya. It is seen that there is a 

strong relationship between reward practices and employee commitment(Okinyi, 2015). This research was all 

about finding out relationship between the three variables (employee engagement, organizational performance 

and reduced attrition), especially in the manufacturing sector. In this paper both white- and blue-collar 

employees were taken into consideration for analysis(Saxena,2015).This paper aimed to provide clarity 

regarding employee engagement and how it helps in retention as well as performance. Overall various factors 

were discussed which influences employee engagement. And also approaches for better employee engagement 

is being suggested in this paper. This study can be utilized by different organizations(Chandani, 2016). This 

paper was to evaluate the role of employee engagement between recognition, rewards and normative 

commitment. In findings it says that these are positively correlated. And it is partial support to the mediation 

hypothesis considered in the study. (Ghosh, 2016)This study is being conducted to understand if salary and 

respect of the employees or workers is a major factor for employee involvement. This study was conducted 

http://www.ijcrt.org/


www.ijcrt.org                                                       © 2023 IJCRT | Volume 11, Issue 9 September 2023 | ISSN: 2320-2882 

IJCRT2309066 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org a540 
 

only for PT. BANK SULUTGO. As a result, it was seen that reward and recognition does provide motivation 

for better performance(Mesepy,2016).This study was done to understand how age and gender (demographic 

variables) impacts the IT companies’ employee engagement. This was for the geographical location South 

Chennai. Through the statistical study it was figured out, age has an impact but gender does not have any 

impact on employee engagement(Marcus, 2017). The objective of this paper was to know how reward scheme 

influences employee turnover purpose. In this study five factors were included such as (work-life balance, 

recognition, compensation, currency incentives and controller support). Results convey both monetary and non-

monetary rewards impact employee turnover intentions strongly(Mendis, 2017). This purpose of this research 

is to find out the possibility that rewards and recognition are important instruments for both in-role as well as 

extra-role performances. As a result, it is found that these instruments are in fully mediate(Rai, 2018). This 

research was conducted to know if employee engagement is affected by work satisfaction. This research was 

conducted with 100 samples collected from the sector, telecommunication network, Indonesia. And it was 

processed with Structured Equation Modeling method. And it was found that employee engagement is due to 

employee satisfaction in this industry(Djoemadi, 2019).The study was to identify if reward and employee 

engagement influences employee performance. To identify this, path analysis was conducted to the collected 

data. And findings were positive. Hence both rewards and also the non-financial reward form were influencing 

employee performance(Dwiyanti, 2019). The study analyses effect of reward system on employee performance 

in certain manufacturing firms of The Litoral region of Cameroon. It concludes by saying there is positive link 

between them(Ngwa, 2019).The study is to inspect the effect of reward and recognition and professed superior 

support on employee being engaged. To analyze this the data was collected from Muslim Commercial Bank 

and National Bank of Pakistan. (Baqir, 2020)The research aims to understand the relationship between 

employee appreciation, pleasure of the salary, and employee engagement with prominence on the role of salary 

satisfaction in the banking structure of Ghanaian. And also, to contribute further, the new information(Ewool, 

2021). The paper aimed to progress a model for the private sector staffs in Melaka, Malaysia regarding 

engagement of employee. There were several factors (Job security, Feedback of performance, participation of 

employees, recognition as well as reward) analyzed in this research and found that all of the factors have 

positive impact on employee engagement(Quay,2022). The paper aimed to understand how would adopting the 

team – based recognition; help in development of employee engagement as well as efforts. The analysis was 

completed and found that this adoption would affect in a positive way towards employee engagement and the 

efforts(Presslee,2023).  

 

RESEARCH METHODOLOGY 

 

In the research , both qualitative and quantitative research has been conducted. Under the Qualitative research 

focus group interview had been conducted in order to understand the important variables , and research papers , 

reports were also referred in order to derive the variables. Questionnaire was designed and tested for Cronbach 

Alpha for the reliability i.e more than 0.7. Google form and offline survey was conducted in order to collect 

responses from 249 respondents across various industries.  Cross Tabulation and Descriptive Statistics was used 

to understand the relationships among the variables using SPSS statistics software.  

  

OBJECTIVE OF THE STUDY 
 

The primary objective of the study is to investigate if there is any impact of employee reward and recognition 

programs on employee engagement of the IT workforce. The aims to identify and analyze if there is any 

relationship between the various types of rewards and recognition initiatives of the IT organizations and the 

level of employee engagement in these organizations. 
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Among the respondents majority of them are the Male candidates and between the 20 - 30 years of age.  

 

 

 

 

Majority of the respondents are the IT professionals in the age group of 20 - 30 years.  

 

There is a relationship between the reward and recognition at the workplace will act as the motivating factor 

among the respondents in the Age group of 20-30 years and even for the respondents from other group also be 

motivated or satisfied for the rewards . Few of them feel it will not make any difference in their life. As the 

significance value is less than 0.05 indicates that there is relationship between the Age factor and reward and 

recognition. This will help them to get motivated and work productivity and efficiently. 
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It indicates that out of all the rewards and recognition , Monetary rewards is liked and accepted by most of the 

respondents under all the age group. During their earlier career i.e 20-30 years of age  group , are interested in 

Non-Monetary , public and private recognition along with the Monetary benefits. As the significance value is 

less than 0.05 indicates that there is relationship between the Age factor and reward and recognition. 
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Reward and recognition impacts the employee engagement in the workplace , as 220 respondents among the 

249 respondents strongly agree.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reward and recognition impacts the employee engagement in the workplace , 0-2 years experienced 

respondents feel motivated and satisfied.  
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From the above table we can say that Monetary rewards keeps employees motivated and satisfied , followed by 

the public recognition.  

 

 

 

 

 

 

From the above table and chart we can say that majority of the employees agree that the monetary rewards 

motivates them along with the public recognition given at work.  
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FINDINGS 

 

Among the respondents , majority of the respondents were Male and were between the age group of 20-30 

years. Majority of them are working in IT organisations with 0-2 years of work experience. They feel that the 

Rewards and Recognition encourage and motivate them to do work . Both the Monetary and Non-Monetary 

benefits help them to get motivated in their work. Monetary benefits gives them additional boost to work more 

with productivity and effectively , thereby they will get the monetary benefits. Non- Monetary benefits make 

them feel satisfied , with Public recognition at workplace they feel that their work is recognised and appreciated 

by their seniors and management , and gives them the push to work on time with reduce errors and improved 

quality in the output. With the Private recognition , they are able to get good feedbacks on their work , and also 

helps them to work in the right direction and give better outputs. It will make them feel that their efforts and 

work has been noticed by their management . Respondents also highlighted the significance of Monetary 

benefits like performance-based bonuses , incentives to be best and create the sense of appreciation. Study from 

the qualitative research shows that these rewards and recognition needs to be standardised for the tasks assigned 

and also should be personalised according to the deliverability of the output. The study reveals a connection 

between workplace reward and recognition as a motivating factor for respondents in the age group of 20-30 

years. However, this relationship also extends to respondents from other age groups, who express satisfaction 

and motivation towards receiving rewards. While some respondents believe that rewards do not significantly 

impact their lives, monetary rewards are generally favored and accepted by the majority of respondents across 

all age groups. Interestingly, individuals in the 20-30 years age group, during the earlier stages of their careers, 

show interest in both non-monetary recognition (public and private) and monetary benefits as motivating 

factors. 

 

RECOMMENDATIONS 

 

A substantial number of employees highlighted the significance of monetary rewards, such as performance-

based bonuses, incentives, and salary increments. The tangible nature of these rewards was noted to create a 

sense of appreciation and acknowledgment for their efforts, driving them to perform at their best. Equally 

impactful, public recognition emerged as a powerful motivator. Employees highly value acknowledgment in 

front of their peers and superiors for their accomplishments and contributions. Such recognition fosters a 

positive work culture and strengthens their emotional connection to the organization. 

Implications and Recommendations: 

Based on the compelling evidence presented in this research .  

 Performance based reward system should be implemented : Organizations should consider designing and 

implementing a structured rewards system that links employee performance with monetary incentives. This 

can create a clear path for employees to strive for excellence and achieve specific objectives. 

 Establishment of Culture of Recognition: Encouragement should be given for a culture of appreciation and 

acknowledgment within the workplace. Implementation of the regular recognition programs or platforms 

where employees can praise their colleagues' achievements, fostering a positive and supportive work 

environment. 
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 Personalization of the Rewards and Recognition: Recognize that different employees may have distinct 

preferences for rewards and recognition and personalise the rewards and recognition according to their 

needs and requirements. Human Resource Personal should tailor the incentives and acknowledgment to 

cater to individual preferences, thus maximizing their impact on motivation. 

 Monitor and Review Motivational Initiatives: Continuously assess the effectiveness of motivational 

strategies by monitoring key performance indicators and conducting regular feedback sessions. Based on 

these data ,  motivational initiatives can be designed.  

 

CONCLUSION 

 

Employee recognition plays an important role in the performance of an employee. When an employee is 

recognized for the work he/she does, the productivity of the employee eventually increases. When employees 

do not feel valued for the work they do in the organization they are working for, it leads to dissatisfaction and 

will eventually lead to low productivity and attrition. Thus, it is important for organizations to recognize 

employees for the work they do. Today, the IT sector is growing rapidly. The IT employees are stressed with 

the rapidly changing dynamics of the industry. Thus, the employers in the IT industry must come up with 

innovative ways to recognize their employees. This study concludes that the recognition of the IT employees is 

necessary for the overall growth of the employee and the organization. 
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