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Introduction
In competitive corporate worlds, more business owners and organization leaders are looking at improvements in quality while reducing costs. This has enumerated a correlation that has evolved from making small the businesses’ need to get more from their employees, and in return their employees in return are looking for more out of them. This symbiotic kind of work relationship has initiated systems or strategies that reward the employees and better work results. The strategies range from variable pay, bonuses and profit-sharing. The reports have further shown commendable contributions impacted by these strategies. These better results are precedents from effective ways of evaluating the reward systems.
Methods of Evaluating the Effectiveness of an Organization’s Reward Systems
The key to effective organizational reward systems lies in the determination of appropriate rewards for that company. Considerations of the organization’s economic scale can determine whether to employ the issuance of bonuses or profit-sharing or merit pay increases. These rewards systems could sometimes only be chartered in an organization’s system, but without proper implementation procedures as is put forward by Klimkiewicz & Beck-Krala (2019) in their article, they could terribly fail the organization It, therefore, calls for evaluative measures such as employee attitudes towards his workplace to know the veracity of such reward systems.  If the percentage of over 50% of employees is not happy about their work services and rewards, then there is a likelihood that the reward systems are pure lackadaisical and not encouraging.
Analysis of pay market position is instrumental in evaluating reward systems in an organization (Moynihan, Baekgaard & Jakobsen 2019). Taking a standardly medium and well to do organization to benchmark its rewards with other significant corporations can ascertain whether or not an organization is doing and dealing the right way in terms of its reward system. This is also equivalent to the staff turnover in the organization concerned. Reports of the new opening and frequent positions to be filled are additional indicators that the organization’s reward system could be flawed and need reevaluations as with its goals (Coccia & Igor, 2018).
Metrics such as improved product sales and services are counter-effective methods of evaluating the strategic reward system of an organization. The latter is compounded by the feedback given from consumers of about the organization’s customer relations. Such metrics offer prioritized outlooks in engaging the market potentiality of the given organization (Moynihan, Baekgaard & Jakobsen 2019).
Conclusion
Communication of the kind of reward program to employees and outlining of the desired employee performance or behaviors that will reinforce the company’s goals should be made clear upon employment. These concepts will see to the retention of employees, which is a good sign to proving that the organization lives to its outlined reward systems.
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