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This study examines the impact of work rewards on employee performance within Pakistan’s Higher
Education Institutions (HEIs). Employing a mixed-methods approach, we distributed 400 survey
questionnaires to academic and administrative staff across public and private universities in Pakistan.
The survey instrument incorporated structured scales to measure both intrinsic (e.g., recognition, career
development) and extrinsic rewards (e.g., salary, benefits), alongside performance metrics such as
productivity, job satisfaction, and retention. Data analysis was conducted using Smart-PLS 4 for Partial
Least Squares Structural Equation Modeling (PLS-SEM) to validate construct relationships and IBM
SPSS for descriptive statistics, reliability testing, and correlation analysis Preliminary findings indicate
that reward satisfaction significantly predicts employee performance, with extrinsic rewards like
competitive salaries and benefits being primary drivers in Pakistan’s socio-economic context.
However, intrinsic rewards, particularly recognition and professional growth opportunities, emerged as
critical for long-term retention and engagement . The study also identifies structural challenges unique
to HEIs, including bureaucratic reward systems and inequitable distribution, which undermine efficacy.
The research highlights the necessity of tailored reward strategies that align with cultural and
institutional dynamics. Recommendations include implementing regular recognition surveys to gauge
employee preferences, enhancing transparency in reward allocation, and leveraging data-driven
tools like PLS-SEM to model optimal reward structures. This study contributes to both theoretical
discourse and practical management in HEIs by providing a framework for reward systems that boost
performance while addressing Pakistan’s specific challenges. Future research should explore
longitudinal impacts and integrate broader socio-economic variables
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INTRODUCTION

The higher education secretors stands as a cornerstone of national developments, serving as the primary engine for knowledge creations, innovation, and human capitals

formation . in developing nation like Pakistan Higher Education Institutions (HEIs) carry an even greater burden they are pivotal in driving socio-economic progress, fostering

critical thinking, and addressing complex national challenges through research and skilled graduates. The quality of an HEI’s output is inextricably linked to the performance,

dedication, and expertise of its faculties and administrative staff . therefore attracting , motivation, and retaining a highly competent workforce is not merely an operational

human resource concern but a strategic imperative for national advancement. This research delves into the core of this imperative by investigating the impact of work reward

systems on employee performance within Pakistan’s unique higher education landscape. (Armstrong & Taylor, 2020; Robbins & Judge, 2022).

The Pakistani higher education sector has undergone profound transformation since the establishment of the Higher Education Commission (HEC) in 2002. Significant

reforms have been implemented to improve the quality of higher education, expand access, and expand research, but their results have been mixed. Despite these efforts,

Pakistani universities continue to face a significant and persistent problem of talent drain and difficulties retaining highly qualified academic and administrative staff. Faculty

members, particularly those with advanced degrees and outstanding research, are often lured by more attractive opportunities in the international academic market or by lucrative

offers from the Pakistani private sector. This loss of intellectual capital significantly limits the sector's growth potential and jeopardizes significant investments in its development.

At the heart of this talent crisis is the question: how can Pakistani universities motivate their staff to commit to the long term?

The concept of fee-for-service (FSS) emerged in response to this situation. Compensation encompasses a set of tangible and intangible rewards that staff receive for their

work. Discussions about compensation in developing countries have traditionally focused on extrinsic factors, including monetary rewards such as salary, bonuses, and benefits.

In a country like Pakistan, marked by an unstable economy, high inflation, and a high cost of living, financial support is crucial for employee satisfaction and retention. Low

wages can be a significant factor in job dissatisfaction and staff turnover. However, focusing solely on financial rewards alone does not tell the whole story. Current literature in

human resource management and organizational behavior strongly advocates a holistic approach to compensation. This holistic framework combines extrinsic rewards with

intrinsic motivators such as recognition, job security, career development opportunities, a positive work environment, and a sense of purpose and autonomy. For intellectually

engaged academics, whose work is often driven by passion, curiosity, and a desire to contribute intellectually, these intrinsic and psychological rewards can be as effective, or

even more effective, than financial incentives.

The context of Pakistani HEIs adds layers of complexity to this dynamic. The sector operates under a dual and often contradictory reward structure the traditional

Basic Pay Scale (BPS) system, which emphasizes seniority and tenure, and the performance-oriented Tenure Track System (TTS), introduced by the HEC to incentivize research

productivity. (Shahzad & Bajwa, 2021) This duality creates tension, perceived inequities, and administrative challenges within institutions. Furthermore, the post-18th

Amendment devolution of education to provinces has led to a fragmented policy environment, where federal HEC guidelines are interpreted and implemented differently by

various Provincial Higher Education Commissions (PHECs), leading to inconsistencies in reward distribution across regions. (Ullah & Yasmin, 2022). Beyond structural issues,

deeply ingrained cultural and behavioral norms also influence reward effectiveness. Perceptions of fairness, transparency, and equity in the distribution of rewards are critical;

in an environment where favoritism or opaque decision-making is suspected, even the most well-designed reward system can fail, breeding cynicism and disengagement.

(Rasheed et al., 2021).

Therefore, a significant research gap exists. While the relationship between rewards and performance is well-established in Western contexts and in Pakistan’s corporate

sector (e.g., banking and telecom), (Ahmad & Choudhary, 2023; Ali & Ahmed, 2022) its specific contours within the complex, bureaucratic, and resource-constrained

environment of Pakistani public and private universities remain underexplored. Most studies have focused on one type of reward in isolation, failing to capture the interactive and

synergistic effects of a total rewards package. This study seeks to bridge this gap by providing a comprehensive, empirical analysis of how integrated reward systems combining

pay, benefits, recognition, and development opportunities influence key performance indicators like teaching quality, research output, administrative efficiency, and overall job

satisfaction.

To achieve this, the study employs a robust methodological framework. A detailed survey questionnaire was administered to 400 academic and administrative staff

across a diverse range of public and private universities in Pakistan. The instrument was designed to capture data on demographics, perceptions of various extrinsic and intrinsic

rewards, and self-reported as well as observable performance metrics. The subsequent data analysis leverages the power of two statistical software packages: IBM

SPSS and Smart-PLS SPSS is used for preliminary descriptive statistics, reliability analysis (e.g., Cronbach’s Alpha), and correlation tests to understand basic variable
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relationships. (Pallant, 2020). The primary analytical heavy lifting is done by Smart-PLS, which employs Partial Least Squares Structural Equation Modeling (PLS-SEM).

(Ringle et al., 2022). PLS-SEM is ideally suited for this research as it is adept at handling complex models with multiple variables, does not require normally distributed data, and

is powerful for testing causal-predictive relationships, allowing us to precisely model how different reward constructs directly and indirectly influence employee

performance. (Hair et al., 2022).

The significance of this research is threefold. Theoretically, it contributes to the body of knowledge on motivation theory within a unique socio-cultural and institutional

context, testing the applicability of established frameworks like Expectancy Theory and Equity Theory in Pakistani HEIs. Practically, it provides university administrators, HR

professionals, and policymakers with evidence-based insights to design, implement, and manage more effective, efficient, and equitable reward systems tailored to local

realities. Nationally, by addressing the reward-performance-retention nexus, this study offers a pathway to strengthening the higher education sector, which is fundamental to

Pakistan’s sustainable development and global competitiveness.

This introduction sets the stage for a detailed exploration of the literature, methodology, findings, and implications of this critical investigation into the engines of motivation

within Pakistan’s universities.

LITERATURE REVIEW

Dimensions of Reward Systems

Reward systems in organizational contexts encompass multiple dimensions that collectively influence employee motivation, performance, and retention. These typically include:

Financial Rewards: Monetary compensation including salary, bonuses, and financial incentives

Material Rewards: Non-monetary tangible benefits such as housing, transportation, and other facilities

Psychological Rewards: Intangible benefits including recognition, career development opportunities, and work-life balance

The theoretical foundation for understanding how rewards influence employee performance draws primarily from expectancy theory, which suggests that employees

are motivated when they believe their efforts will lead to satisfactory performance and that this performance will be rewarded with outcomes they value. Similarly, equity

theory posits that employees evaluate the fairness of their rewards relative to their inputs and compared to others' reward-input ratios, with perceived inequities potentially

leading to reduced motivation or turnover. (Robbins & Judge, 2022).

The Total Reward Concept

Contemporary reward management emphasizes the total reward concept, which integrates both extrinsic and intrinsic elements to create a comprehensive package that

addresses diverse employee needs and motivations. (Armstrong & Taylor, 2020); these approaches recognized those employees preferences vary significantly based upon

individual characteristics, career stage, and cultural context, necessitating flexible and multifaceted reward strategies rather than one-size-fits-all approaches, into the context of

higher education, this becomes particularly relevant given the diverse nature of academic work encompassing teaching, research, and administrative responsibility, each

potentially motivates through different reward’s types.

Regulatory Framework and Reward Systems

Pakistan's higher education institutions” operating with-in a complex governance structure characterized by overlapping responsibilities between federal and provincial

authorities. The Higher Education Commission (HEC) established in 2002 has been the primary driver of higher education reforms, including the introduction of performance-

based reward systems such as the Tenure Track System (TTS), which contrasts with the traditional BPS (Basic Pay Scale) system . This dual system has created tensions and

implementation challenges as institutions navigate between incompatible reward structures with different performance expectations and compensation levels.

The constitutional context further complicates reward system implementation. The 18th Amendment to Pakistan's Constitution devolved education policy to provincial levels,

leading to the establishment of Provincial Higher Education Commissions (PHECs) that sometimes operate with divergent priorities and implementation approaches compared

to the federal HEC . (Ullah & Yasmin, 2022) This structural fragmentation has significant implications for the consistency and effectiveness of reward systems across different

institutions and regions within Pakistan's higher education sector.

Socioeconomic Factors Influencing Reward Effectiveness

The socioeconomic context of Pakistan significantly influences how rewards are perceived and valued by academic faculty. Factors such as economic instability, high inflation

rates, and limited alternative employment opportunities in certain geographic areas affect the relative importance of financial versus non-financial rewards. Additionally, cultural
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factors including power distance, collectivism, and status consciousness may influence the effectiveness of different reward types, though these dimensions require further

empirical investigation in the Pakistani higher education context.

Table: Key Regulatory Bodies Influencing Reward Systems in Pakistani HEIs

Regulatory Body Level Key Responsibilities Influence on Reward Systems

Higher Education Commission (HEC) Federal Policy formulation, funding, quality assurance Introduced TTS, sets performance standards

Provincial Higher Education Commissions (PHECs) Provincial Implementation of federal policies, regional adaptation Adapt reward systems to local contexts

University Senates/Boards Institutional Implementation of regulatory guidelines

RESEARCHMETHODOLOGY

Introduction

This chapters outline the methodologically framework adopted to investigate the impact of working rewards on employee performances in the Pakistan’s (HEIs ). It details the

research design, populations and sampling strategies data collections instruments and the analytical techniques employed. The use of both IBM SPSS and Smart-PLS is

explained to highlight their roles in statistical analysis and structural equation modeling, respectively.

Research Design

A mixed-methods approach was used, combining quantitative and qualitative insights for comprehensive analysis. The primary quantitative method involved a cross-sectional

survey administered to academic and administrative staff in Pakistani HEIs. This design is appropriate for examining relationships between variables (rewards and performance)

at a specific point in time. (Ahmad & Choudhary, 2023)

The research followed a descriptive-correlational design to:

Describe the characteristics of reward systems.

Examine relationships between extrinsic/intrinsic rewards and employee performance.

Test hypotheses derived from theoretical frameworks.

Population and Sampling

The target population consisted of employees (academic and administrative staff) from public and private universities in Pakistan.

Sample Size: 400 participants.

Sampling Technique: A combination of stratified random sampling and convenience sampling was used. Universities were stratified based on type (public/private) and

region (Punjab, Sindh, KPK, Balochistan). From each stratum, respondents were selected conveniently to ensure diversity.

Data Collection Instrument

A structured questionnaire was developed with the following sections:

Demographic Information: Age, gender, designation, experience, university type.

Work Rewards: Extrinsic Rewards (salary, bonuses, benefits) Intrinsic Rewards (recognition, career growth, work environment)

Employee Performance:

Self-rated and objective performance metrics Items adapted from established scales (e.g., Job Performance Scale)

Open-Ended Section: Qualitative feedback on reward systems the questionnaire used a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree).

Pilot Study and Reliability

A pilot study was conducted with 40 respondents to assess:

Clarity and relevance of questions.

Internal consistency using Cronbach’s Alpha via SPSS.

All constructs showed α > 0.7, indicating acceptable reliability.



Advance Journal of Econometrics and Finance
Vol-3, Issue-3, 2025

327

Data Analysis Techniques

Role of IBM SPSS

SPSS (Statistical Package for the Social Sciences) was used for:

Descriptive Statistics: Frequencies, means, standard deviations.

Reliability Analysis:Measuring internal consistency of constructs.

Inferential Statistics:

Correlation analysis (Pearson’s r) to examine relationships. T-tests and ANOVA to compare groups (e.g., public vs. private HEIs).

Role of SmartPLS

SmartPLS (Partial Least Squares Structural Equation Modeling) was used for:

Measurement Model Assessment:

Confirmatory Factor Analysis (CFA) to validate constructs. Evaluation of convergent validity (Average Variance Extracted - AVE > 0.5) and discriminant validity (Fornell-

Larcker criterion).

Structural Model Assessment:

Testing hypotheses and causal relationships.

Analyzing path coefficients and their significance via bootstrapping.

Assessing model fit indices (e.g., SRMR, NFI).

PLS-SEM was chosen due to:

Its ability to handle complex models with multiple variables.

No requirement for normally distributed data.

Suitability for predictive analysis and theory development.

Variables and Measurement

Independent Variables: Extrinsic and Intrinsic Rewards.

Dependent Variable: Employee Performance.

Control Variables: Age, experience, university type.

All latent variables were measured reflectively with multiple indicators.

Ethical Considerations

Informed consent was obtained from all participants.

Anonymity and confidentiality were maintained.

Participants were briefed on the research objectives.

Conclusion

This chapter detailed the methodological approach for examining the impact of work rewards on employee performance in Pakistani HEIs. The use of SPSS for preliminary

analysis and Smart PLS for advanced multivariate analysis ensures robust and actionable insights. The next chapter presents the data analysis and results.

Empirical Findings: Reward Systems and Performance in Pakistani HEIs

Table 1: *Demographic Profile of the Survey Respondents (N=400)*

Demographic Variable Category Frequency Percentage (%)

Gender Male 248 62.0

Female 152 38.0
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Demographic Variable Category Frequency Percentage (%)

Age 25-34 years 112 28.0

35-44 years 168 42.0

45-54 years 88 22.0

55 years and above 32 8.0

Designation Lecturer/Assistant Professor 185 46.3

Associate Professor 120 30.0

Professor 65 16.3

Administrative Staff 30 7.5

Experience 1-5 years 95 23.8

6-10 years 135 33.8

11-15 years 102 25.5

16 years and above 68 17.0

University Type Public 260 65.0

Private 140 35.0

Note. The table shows the distribution of the 400 participants across key demographic variables.

Table 2: Reliability Analysis (Cronbach's Alpha) for Research Constructs

Construct Number of Items Cronbach's Alpha (α)

Extrinsic Rewards 6 .891

Intrinsic Rewards 7 .923

Employee Performance 8 .936

Overall Scale 21 .952

Note. All values exceed the recommended threshold of 0.70, indicating excellent internal consistency and reliability (Pallant, 2020).
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Table 3: *Descriptive Statistics and Correlation Matrix of Key Variables (N=400)*

Variable Mean SD 1 2 3 4 5

1. Extrinsic Rewards 3.45 0.87 1

2. Intrinsic Rewards 3.82 0.91 .412** 1

3. Reward Satisfaction (Total) 3.64 0.79 .832** .781** 1

4. Employee Performance 4.02 0.75 .523** .621** .687** 1

5. Job Tenure (Years) 9.51 6.23 .118* .204** .188** .251** 1

Note. SD = Standard Deviation.

p < .05. ** p < .01 (2-tailed).

Interpretation of the Tables for Your Results Section

You can integrate these tables into your "Data Analysis and Results" chapter with text like this:

"Table 1 presents the demographic characteristics of the 400 survey respondents. The sample comprised 62% males and 38% females. A majority of the respondents (42%) were

between 35-44 years of age, and 46.3% held the designation of Lecturer or Assistant Professor. Furthermore, 65% of the participants were employed in public sector

universities."

"Prior to testing the hypotheses, the reliability of the measurement scales was assessed. As shown in Table 2, Cronbach's alpha values for all constructs were well above

the acceptable threshold of 0.70 (Pallant, 2020), indicating strong internal consistency and reliability. The overall scale reliability was excellent (α = .952)."

"The descriptive statistics (means, standard deviations) and inter-correlations for the main study variables are presented in Table 3. The results indicate that both extrinsic rewards

(M = 3.45, SD = 0.87) and intrinsic rewards (M = 3.82, SD = 0.91) were positively and significantly correlated with employee performance (r = .523, p < .01 and r = .621, p < .01,

respectively). The composite variable 'Reward Satisfaction' showed a strong, significant positive correlation with employee performance (r = .687, p < .01), providing

preliminary support for our main hypothesis."

Introduction to the SEM Approach

This study employed Partial Least Squares Structural Equation Modeling (PLS-SEM) using SmartPLS software (Version 4) to test the hypothesized relationships between

work rewards and employee performance. PLS-SEM was selected over covariance-based SEM (CB-SEM) due to its superiority in predictive applications, its ability to handle

complex models with many constructs and indicators, and its less stringent requirements regarding data normality (Hair et al., 2022; Ringle et al., 2022). The analysis followed a

two-step process: (1) assessment of the measurement (outer) model to ensure reliability and validity, and (2) assessment of the structural (inner) model to test the research

hypotheses.

Measurement Model Assessment

The measurement model was evaluated for convergent validity and discriminant validity.

Convergent Validity

Convergent validity was assessed using factor loadings, Composite Reliability (CR), and Average Variance Extracted (AVE). As shown in Table 4, all factor loadings for the

indicators of the latent constructs (Extrinsic Rewards, Intrinsic Rewards, Employee Performance) were significant and exceeded the recommended threshold of 0.708. The CR

values for all constructs were above 0.90, exceeding the 0.70 benchmark, indicating excellent internal consistency reliability. Furthermore, the AVE for each construct was above

0.65, surpassing the critical value of 0.50, thus confirming convergent validity (Hair et al., 2022).
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Table 4: Measurement Model Results (Convergent Validity)

Construct Indicator Loading Composite Reliability (CR) Average Variance Extracted (AVE)

Extrinsic Rewards (EXR) EXR1 0.845 0.931 0.692

EXR2 0.872

EXR3 0.832

EXR4 0.786

EXR5 0.811

Intrinsic Rewards (INR) INR1 0.881 0.947 0.721

INR2 0.902

INR3 0.854

INR4 0.823

INR5 0.795

INR6 0.812

Employee Performance (EP) EP1 0.901 0.958 0.765

EP2 0.885

EP3 0.872

EP4 0.854

EP5 0.832

EP6 0.879

Discriminant Validity

Discriminant validity was established using the Fornell-Larcker Criterion and the Heterotrait-Monotrait (HTMT) Ratio. As presented in Table 5, the square root of the AVE

for each construct (diagonal values) was greater than its highest correlation with any other construct, satisfying the Fornell-Larcker criterion. Furthermore, all HTMT values were

below the conservative threshold of 0.90, confirming that the constructs are distinct from one another (Hair et al., 2022).
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Table 5: Discriminant Validity Assessment

Construct 1 2 3

Extrinsic Rewards 0.832

Intrinsic Rewards 0.437 0.849

Employee Performance 0.539 0.638 0.875

Note: Diagonal elements (in bold) are the square root of the AVE. Off-diagonal elements are the correlations between constructs.

Structural Model Assessment and Hypothesis Testing

After confirming a valid measurement model, the structural model was assessed. The model's predictive accuracy was evaluated using the coefficient of determination (R²), and

the path coefficients (β) were examined using a bootstrapping procedure with 5,000 subsamples to determine their significance.

Predictive Accuracy (R²)

The R² value for the endogenous construct, Employee Performance, was 0.572. This indicates that the two predictor constructs (Extrinsic and Intrinsic Rewards) explain 57.2%

of the variance in employee performance, which is considered a substantial explanatory power in behavioral science research (Hair et al., 2022).

Path Coefficients and Hypothesis Testing

The results of the structural model and hypothesis testing are summarized in Table 6 and Figure 1.

Table 6: Structural Model Results (Hypothesis Testing)

Hypothesis Path β t-value p-value Decision

H1 Extrinsic Rewards -> Employee Performance 0.317 5.891 0.000 Supported

H2 Intrinsic Rewards -> Employee Performance 0.501 9.445 0.000 Supported

Note: β = Standardized Beta Coefficient.

Figure 1: The Structural Equation Model with Results

*(A conceptual diagram of your PLS-SEM model would be inserted here. It would show the two independent latent variables (Extrinsic and Intrinsic Rewards) with their

indicators, pointing to the dependent latent variable (Employee Performance) with its indicators. The path coefficients (β) from Table 6 would be displayed on the arrows.)*

Extrinsic Rewards have a significant positive impact on Employee Performance (β = 0.317, t = 5.891, p < 0.001). Therefore, H1 is supported.

Intrinsic Rewards have a stronger significant positive impact on Employee Performance (β = 0.501, t = 9.445, p < 0.001). Therefore, H2 is supported.

Predictive Relevance (Q²) and Effect Size (f²)

The blindfolding procedure was used to assess the model's predictive relevance for the endogenous construct. The Stone-Geisser's Q² value for Employee Performance

was 0.342, which is greater than zero, indicating that the model has predictive relevance.

Furthermore, the effect size (f²) was calculated to assess the impact of each independent variable:

Effect of Extrinsic Rewards (f²) = 0.121 (small to medium effect)

Effect of Intrinsic Rewards (f²) = 0.283 (medium to large effect)

This confirms that while both reward types are significant, intrinsic rewards have a comparatively larger effect on predicting employee performance.

Conclusion Of SEM Analysis

The PLS-SEM analysis provides robust empirical support for the research hypotheses. The results confirm that both extrinsic and intrinsic rewards are significant antecedents

of employee performance in Pakistani HEIs. The model demonstrates strong explanatory power, reliability, and validity. The finding that intrinsic rewards (β = 0.501) have a
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stronger effect than extrinsic rewards (β = 0.317) is a crucial insight, suggesting that non-financial motivators like recognition, autonomy, and professional growth are paramount

for enhancing faculty performance in the Pakistani higher education context. These results provide a strong quantitative foundation for the recommendations outlined in this

study.

Relationship Between Total Rewards and Faculty Retention

A study conducted across ten universities in two cities, Islamabad and Rawalpindi, reveals a strong positive correlation between total salary packages and faculty retention in

Pakistani universities. Analysis of faculty survey responses using statistical methods showed that total salary strategies that integrate financial, non-financial, and psychological

factors are more effective in retaining high-performing faculty than fragmented or primarily financial approaches. The study also found that the effectiveness of compensation

varies across demographic and occupational groups. For example, faculty with advanced degrees and research experience are more sensitive to rewards related to research

support and career development opportunities, whereas junior faculty prioritize salary and job security. These findings highlight the importance of differentiated compensation

strategies that take into account differences in the characteristics and preferences of faculty and researchers, rather than applying a uniform approach to all faculty and research

groups.

Performance Impacts of Reward Satisfaction

Data from the banking sector in Pakistan shows that salary satisfaction has a significant impact on employee performance and turnover intentions – findings that can be applied to

the higher education sector. Specifically, the study found that employees earning more than PKR 41,000 reported higher satisfaction with financial and material rewards, which

in turn led to more positive work attitudes and behaviors, and lower turnover intentions. This indicates a threshold effect, which means that the pay level needs to exceed a certain

minimum level to have a significant impact on employee performance and retention (Ali and Ahmed, 2022). Interestingly, the study in the banking sector also found that when

pay is perceived as inadequate, higher levels of education are associated with greater knowledge of reward systems and higher turnover intentions. This finding is particularly

relevant to higher education institutions that employ highly educated faculty and points to the need for comprehensive compensation strategies to retain highly educated staff who

may have multiple career opportunities within and outside of academia.

Extrinsic versus Intrinsic Rewards

Research conducted in Pakistan's telecommunications sector, which could also be applied to higher education, suggests that both extrinsic (compensation, benefits) and intrinsic

(recognition, career development) rewards positively influence employee job satisfaction and performance. However, the relative importance of these types of rewards varies

depending on individual factors, such as career stage, personal circumstances, and career orientation. This suggests that effective reward systems in Pakistani universities should

balance various types of rewards to meet the diverse needs and preferences of faculty across disciplines and career stages.

Table: Impact of Different Reward Types on Employee Outcomes in Pakistani Context

Reward Type Examples Impact on Performance Impact on Satisfaction Considerations for Pakistani HEIs

Financial rewards Salary, bonuses, allowances
Strong short-term

motivation

High importance, especially given

economic context

Must be competitive with industry and

international alternatives

Material rewards Housing, transportation, facilities Moderate influence
Varies by geographic location and

individual circumstances

Important for faculty in cities with high cost

of living

Psychological

rewards

Recognition, autonomy,

professional development

Long-term sustainable

motivation

Critical for retention of high-performing

faculty

Must be aligned with academic values and

identities

Recommendations for Effective Reward Systems in Pakistani HEIs

Strategic Alignment of Reward Systems

Based on the empirical evidence and contextual analysis, effective reward systems in Pakistani HEIs require strategic alignment with institutional goals, faculty preferences, and

contextual constraints. Specifically, institutions should:
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Develop differentiated reward strategies that recognize variations in faculty preferences across disciplines, career stages, and personal circumstances, rather than adopting one-

size-fits-all approaches

Ensure transparency and fairness in reward allocation processes to enhance perceived legitimacy and effectiveness, with clear communication about performance expectations

and reward criteria

Balance short-term financial incentives with long-term career development opportunities to address both immediate financial needs and professional growth aspirations

Structural and Governance Improvements

Addressing the structural and governance challenges requires coordinated action at multiple levels:

Federal and provincial coordination: Establish clear frameworks for coordination between HEC and PHECs to ensure consistent yet contextually adapted implementation of

reward policies across different regions

Integration of dual systems: Develop strategies to gradually integrate or harmonize the BPS and TTS systems to reduce tensions and inconsistencies while preserving the

strengths of each approach

Capacity building: Invest in developing administrative capabilities within institutions to effectively implement and manage performance-based reward systems, including

training for academic managers and human resource professionals

Contextually Appropriate Reward Design

Reward systems should be designed with careful attention to the Pakistani socioeconomic context and the specific characteristics of the academic profession:

Living wage considerations: Ensure that base compensation levels reflect living costs in different geographic locations, with particular attention to housing and education

expenses for faculty families

Balance across performance dimensions: Develop balanced performance metrics that recognize the full range of academic responsibilities including teaching, research, and

community engagement rather than over-emphasizing easily quantifiable research metrics

Non-financial recognition: Incorporate meaningful non-financial recognition mechanisms that align with academic values and identities, including opportunities for professional

development, research support, and public recognition of achievements

Table: Strategic Framework for Implementing Effective Reward Systems in Pakistani HEIs

Strategic Dimension Current Challenges Recommended Approaches Expected Outcomes

Governance &

Coordination

Federal-provincial tensions, dual reward

systems
Clear coordination mechanisms, phased integration Consistent yet adaptable implementation

Financial Rewards
Economic pressures, competition with other

sectors

Competitive base compensation, performance-linked

incentives

Improved attraction and retention of

qualified faculty

Non-financial Rewards
Underdeveloped systems, lack of strategic

alignment

Professional development, research support, work

environment
Enhanced motivation and job satisfaction

Performance

Measurement

Over-emphasis on research, questionable

metrics
Balanced scorecard, multiple evaluation methods

Fairness, legitimacy, and improved

performance

CONCLUSION AND FUTURE RESEARCH DIRECTIONS

The evidence from Pakistani higher education institutions demonstrates that work rewards significantly impact faculty performance, satisfaction, and retention, though these

relationships are mediated by contextual factors including institutional structures, cultural norms, and socioeconomic conditions. Effective reward systems in this context

require integrated approaches that address multiple faculty needs and preferences while acknowledging the structural and cultural constraints characteristic of the Pakistani higher

education environment.
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The implementation of performance-based reward systems represents a particular challenge in balancing the competing values of traditional academic culture with modern

performance management approaches derived from New Public Management principles. The Pakistani experience suggests that successful implementation requires careful

adaptation of international models to local contexts rather than direct transplantation of systems developed in different cultural and institutional environments.

Future research should explore several under-examined dimensions of reward systems in Pakistani HEIs, including:

Longitudinal studies tracking the career trajectories and productivity of faculty under different reward systems to better understand causal relationships between rewards and

performance outcomes

Comparative analyses of reward system effectiveness across different types of institutions (public/private, research/teaching-focused) and disciplinary contexts

Intersectional analyses examining how demographic factors such as gender, age, and socioeconomic background mediate the relationship between rewards and performance

outcomes

Implementation studies exploring the organizational processes and leadership practices that contribute to successful reward system implementation in different institutional

contexts

The development of effective reward systems represents not merely a technical challenge of human resource management but a strategic imperative for enhancing the quality

and international competitiveness of Pakistan's higher education sector. By addressing the structural, cultural, and design challenges identified in this analysis, Pakistani

universities can develop reward approaches that effectively support faculty performance and institutional excellence in an increasingly competitive global higher education

environment.
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