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In relation to merit pay pr1nc1ples, some researchers have found that emphasizing
monetary rewards to improve performance in the public sector incurs negative
side effects, such as dysfunctional competition among employees and decreased
job satisfaction. Moreover, research has shown that monetary rewards with wage
dispersion might create disincentives for cooperation, instill feelings of inequity,
promote dissatisfaction, and diminish performance among employees because of
dysfunctional competition to earn these rewards. Such findings undermine
government's intent to replicate private sector efficiency through the adoption of
private sector management tools. (Kim, 2019, PAR, 70(1)' 39)
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