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Abstract

Purpose:

The purpose of this study is to examine the effect of financial motivation on job performance in
Saudi organizations. The study also aims to explore the role of perceived fairness and
transparency in enhancing the effectiveness of financial incentive systems and improving
employee performance.

Methodology:

This study adopts a quantitative research approach using a descriptive analytical method.
Primary data were collected through a structured questionnaire distributed to employees working
in Saudi private-sector organizations. The collected data were analyzed using the Statistical
Package for the Social Sciences (SPSS), employing descriptive statistics, reliability analysis,
correlation analysis, and regression analysis to evaluate the proposed research hypotheses.

Findings:

The findings of the study indicate that financial motivation has a significant positive effect on
job performance. The results also show that perceived fairness and transparency in financial
incentive systems strengthens the relationship between financial motivation and job
performance. Additionally, demographic factors such as job level and years of experience
influence employees’ responses to financial motivation.

Originality & Implication:

This study contributes to the existing literature by providing empirical evidence on the
relationship between financial motivation and job performance within the Saudi organizational
context. The findings offer practical implications for managers and human resource practitioners
by highlighting the importance of designing fair, transparent, and performance-based financial
incentive systems that support sustainable organizational performance in line with Saudi Vision
2030.
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1. Chapter 1: Introduction
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1.1. Research Background
Human resources are widely recognized as the most asset of any organization and a
critical determinant of its long-term success and sustainability. In modern business
environments characterized by intense competition, rapid technological change,
and increasing performance expectations, organizations can no longer rely solely
on physical or financial resources to achieve their strategic goals. Instead,
organizational success increasingly depends on the effectiveness, commitment, and
performance of employees. Employees are not only responsible for executing
organizational strategies, but they also play a vital role in innovation, service
quality, and overall organizational competitiveness. Consequently, understanding
the factors that influence employee performance has become a central concern for
managers, researchers, and policymakers.

One of the most key factors influencing employee behavior and performance is
motivation. Motivation represents the internal and external forces that initiate,
direct, and sustain work-related behavior. Motivated employees are more likely to
exert higher levels of effort, demonstrate commitment to organizational objectives,
and maintain consistent performance over time. In the field of management and
organizational behavior, motivation has been extensively studied due to its strong
relationship with job performance, job satisfaction, and organizational
commitment. Researchers classify motivation into two main categories: intrinsic
motivation and extrinsic motivation. Intrinsic motivation arises from internal
satisfaction, personal interest, and enjoyment of the work itself, whereas extrinsic
motivation originates from external rewards provided by the organization, such as
salary, bonuses, promotions, and other financial incentives.

Among the various forms of extrinsic motivation, financial motivation remains one
of the most influential and widely applied tools in organizational settings.
Financial motivation refers to the use of monetary rewards to encourage employees
to improve their effort, productivity, and performance. These rewards may include
basic salary, performance-based bonuses, commissions, allowances, profit-sharing
schemes, and other financial benefits. The widespread use of financial incentives is
rooted in the assumption that employees act rationally and are motivated to
maximize personal benefits. As a result, organizations often design compensation
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systems that link financial rewards directly to individual or organizational
performance to motivate employees and achieve desired outcomes.

The importance of financial motivation is strongly supported by classical and
contemporary motivation theories. Maslow’s Hierarchy of Needs suggests that
financial rewards help satisfy employees’ basic physiological and safety needs,
such as food, shelter, and job security. According to Maslow, individuals are
unlikely to pursue higher-level needs, such as self-esteem and self-actualization,
unless their basic financial needs are adequately met. Similarly, Herzberg’s Two-
Factor Theory identifies salary and financial benefits as hygiene factors that
prevent dissatisfaction in the workplace. While these factors alone may not create
high levels of motivation, their absence can significantly reduce employee morale
and performance. In addition, Vroom’s Expectancy Theory emphasizes that
employees are motivated when they believe that their effort will lead to good
performance and that this performance will be rewarded with valued financial
outcomes. Together, these theories highlight the central role of financial
motivation in shaping employee behavior and performance.

Despite the theoretical support for financial motivation, empirical research has
produced mixed findings regarding its effectiveness. While many studies report a
positive relationship between financial incentives and job performance, others
suggest that the impact of financial motivation may vary depending on
organizational context, reward design, and employee perceptions. For example,
financial incentives that are perceived as unfair, unclear, or unrelated to actual
performance may fail to motivate employees and may even lead to dissatisfaction
or disengagement. In some cases, employees may view financial rewards as
entitlements rather than motivational tools, particularly when rewards are
distributed uniformly without considering individual contributions. These findings
suggest that financial motivation is not a simple or universal solution, but rather a
complex mechanism that must be carefully designed and managed.

In recent years, the importance of financial motivation has increased significantly
in emerging and developing economies, including Saudi Arabia. The Saudi
economy has undergone substantial transformation as part of Vision 2030, a
national strategic framework aimed at diversifying the economy, improving
productivity, and enhancing human capital development. Vision 2030 places strong
emphasis on improving workforce performance, increasing efficiency, and
promoting a results-oriented organizational culture. As a result, both public and
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private sector organizations in Saudi Arabia have introduced various performance-
based compensation systems to attract, retain, and motivate skilled employees.
Financial incentives such as performance bonuses, housing allowances, and annual
rewards have become common practices in many Saudi organizations.

However, despite these initiatives, many Saudi organizations continue to face
challenges related to employee performance, engagement, and productivity. In
some cases, financial incentives are implemented without clear performance
measurement systems, leading to ambiguity and perceptions of unfairness among
employees. In other cases, reward systems may focus excessively on short-term
financial outcomes without supporting long-term performance improvement or
employee development. Cultural factors may also influence how employees
perceive and respond to financial motivation. For example, collectivist values,
social norms, and expectations of equity may shape employees’ attitudes toward
reward distribution and performance evaluation. These contextual factors highlight
the need for empirical research that examines financial motivation within the Saudi
organizational environment.

Previous studies conducted in Saudi Arabia and similar contexts indicate that
financial motivation can positively influence job performance when it is linked to
clear performance criteria and supported by transparent and fair management
practices. Employees who perceive a strong connection between their effort,
performance, and financial rewards are more likely to demonstrate higher levels of
commitment and productivity. Conversely, when financial incentives are perceived
as arbitrary or biased, their motivational impact is significantly reduced. Moreover,
research suggests that financial motivation is most effective when combined with
non-financial motivators such as recognition, career development opportunities,
and supportive leadership. This integrated approach helps organizations achieve
sustainable performance rather than short-term improvements.

Job performance itself is a multidimensional concept that includes task
performance, work quality, efficiency, and adherence to organizational standards.
High levels of job performance contribute to organizational success by improving
service quality, customer satisfaction, and overall operational effectiveness. From a
strategic perspective, improving employee performance is essential for
organizations seeking to maintain competitiveness and achieve long-term growth.
Therefore, understanding the role of financial motivation in enhancing job
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performance is not only a theoretical concern but also a practical necessity for
managers and decision-makers.

In summary, financial motivation remains one of the most powerful yet complex
mechanisms for influencing employee behavior and job performance. While
motivation theories and empirical studies emphasize its importance, the
effectiveness of financial incentives depends on multiple factors, including
fairness, transparency, cultural context, and alignment with performance
objectives. In the context of Saudi Arabia, ongoing economic reforms and
organizational transformation have increased the relevance of financial motivation
as a strategic human resource management tool. Consequently, there is a strong
need for systematic research that examines the effect of financial motivation on job
performance within Saudi organizations. This study seeks to address this need by
providing empirical evidence on how financial motivation influences job
performance and by identifying the key factors that determine the strength and
sustainability of this relationship.

1.2. Research Problem

Despite the widespread use of financial motivation as a key managerial tool to
enhance employee performance, its actual effectiveness remains unclear. While
some organizations experience improved productivity and higher performance
levels because of financial incentives, others report minimal or inconsistent
outcomes. These mixed results raise important questions regarding the conditions
under which financial motivation positively influences job performance. In the
context of Saudi organizations, this issue becomes more critical due to the presence
of unique cultural, organizational, and economic factors. Accordingly, this study
seeks to identify and analyze the main theoretical and practical gaps related to the
relationship between financial motivation and job performance.

1.2.1. Theoretical Gaps
Previous studies on financial motivation and job performance have predominantly
focused on Western organizational contexts, which limits the generalizability of
their findings to non-Western environments such as Saudi Arabia. Classical
motivation theories, including Maslow’s Hierarchy of Needs, Herzberg’s Two-
Factor Theory, and Vroom’s Expectancy Theory, were developed based on
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different cultural and economic settings and may not fully explain employee
behavior in Saudi organizations. In addition, existing literature provides limited
empirical evidence on how financial motivation interacts with cultural values,
organizational structures, and employee perceptions in emerging economies. These
theoretical gaps highlight the need for further research to test and extend
motivation theories within the Saudi context and to provide a deeper understanding
of the mechanisms linking financial motivation to job performance.

1.2.2. Practical Gaps
In practice, many organizations apply financial incentive systems without clearly
linking rewards to measurable job performance or ensuring fairness and
transparency in their distribution. In Saudi organizations, financial incentives are
often standardized or based on unclear evaluation criteria, which can reduce their
motivational impact. Additionally, managers may focus primarily on short-term
financial rewards while neglecting long-term performance development and
employee engagement. The lack of effective performance management systems
and consistent incentive policies creates a gap between theoretical assumptions and
actual organizational practices. Therefore, there is a need for empirical research
that provides practical guidance on how financial motivation can be effectively
designed and implemented to achieve sustainable improvements in job
performance within Saudi organizations.

Based on the theoretical and practical gaps identified above, the main research
question of this study is:

What is the effect of financial motivation on job performance in Saudi
organizations?

1.3. Research Significance
This study is significant as it examines the relationship between financial
motivation and job performance within Saudi organizations, a topic that has
received limited attention despite its practical and academic importance. By
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focusing on the Saudi context, the study contributes to a better understanding of
how financial incentives influence employee behavior in environments
characterized by unique cultural, economic, and organizational factors. The
significance of this research can be explained at both theoretical and empirical
levels.

1.3.1. At the theoretical level
At the theoretical level, this study contributes to the existing body of knowledge on
motivation and job performance by examining classical motivation theories within
a non-Western context. The research provides empirical evidence on the
applicability of theories such as Maslow’s Hierarchy of Needs, Herzberg’s Two-
Factor Theory, and Vroom’s Expectancy Theory in Saudi organizations. By doing
so, the study helps extend and refine motivation theory and highlights the role of
contextual factors in shaping the relationship between financial motivation and job
performance.

1.3.2. At the practical level
At the empirical level, this study provides practical insights for managers and
human resource practitioners regarding the design and implementation of effective
financial incentive systems. The findings offer evidence-based guidance on how
financial motivation can be linked to job performance in a fair and transparent
manner. Additionally, the results support organizational decision-making aimed at
improving employee performance, enhancing productivity, and achieving
sustainable organizational outcomes in line with Saudi Vision 2030.

1.4. Research Questions
This study seeks to answer the following research questions:

What is the effect of financial motivation on job performance in Saudi
organizations?

How do employees perceive the fairness and transparency of financial incentive
systems?
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Which types of financial incentives have the greatest impact on improving job
performance?

Does the relationship between financial motivation and job performance differ
according to employees’ demographic characteristics (such as age, job level, and
years of experience)?

1.5. Research Objectives
The main objectives of this study are as follows:

To examine the effect of financial motivation on job performance in Saudi
organizations.

To analyze employees’ perceptions of fairness and transparency in financial
incentive systems.

To identify the types of financial incentives that most significantly influence job
performance.

To investigate whether demographic factors (such as age, job level, and years of
experience) affect the relationship between financial motivation and job
performance.

To provide practical recommendations for designing effective financial motivation
systems that enhance employee performance.

1.6. Research Hypotheses
Based on the research problem, objectives, and theoretical framework, the
following hypotheses are proposed:

H1: Financial motivation has a significant positive effect on job performance in
Saudi organizations.

H2: Perceived fairness of financial incentives mediates the relationship between
financial motivation and job performance.

H3: Transparency of financial incentive systems has a significant positive effect on
job performance.
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H4: Demographic factors (such as age, job level, and years of experience)
moderate the relationship between financial motivation and job performance.

1.7. Research Model

The research model of this study is developed to examine the relationship between
financial motivation and job performance in Saudi organizations. In this model,
financial motivation is treated as the independent variable, while job performance
represents the dependent variable. Financial motivation includes monetary rewards
such as salary, bonuses, allowances, and performance-based incentives that are
intended to encourage employees to improve their performance.

The model also incorporates perceived fairness and transparency of financial
incentives as mediating variables, as these factors influence how employees
interpret and respond to financial rewards. When employees perceive financial
incentive systems as fair and transparent, the positive effect of financial motivation
on job performance is expected to be stronger.

In addition, the research model includes demographic factors—such as age, job
level, and years of experience—as moderating variables. These factors may affect
the strength and direction of the relationship between financial motivation and job
performance, as employees at different career stages or organizational levels may
respond differently to financial incentives.

Overall, the proposed research model illustrates how financial motivation
influences job performance directly and indirectly through perceived fairness and
transparency, while also considering the moderating role of demographic
characteristics. This model provides a clear framework for testing the research
hypotheses and achieving the objectives of the study.

1.8. Scope of Study
This study focuses on examining the effect of financial motivation on job
performance within Saudi organizations. The scope of the study is limited to
employees working in the Saudi private sector, as this sector widely applies
financial incentive systems linked to performance. The research concentrates on
financial motivation as the main independent variable, including salary, bonuses,
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allowances, and performance-based incentives, while job performance is treated as
the dependent variable.

The study is conducted within a specific time frame corresponding to the academic
period in which the data are collected. In terms of geographical scope, the research
is limited to organizations operating within the Kingdom of Saudi Arabia.
Additionally, the study considers selected demographic factors—such as age, job
level, and years of experience—as moderating variables. Other forms of
motivation, particularly non-financial incentives, are outside the scope of this study
and are not examined in detail.

1.9. The Project Structure
This project is organized into five main chapters. Chapter One presents the
introduction to the study, including the research background, research problem,
significance of the study, research questions, objectives, hypotheses, research
model, and scope of the study. Chapter Two reviews the relevant literature related
to financial motivation and job performance, providing the theoretical framework
and analysis of previous studies.

Chapter Three describes the research methodology, including the research design,
population and sample, data collection instrument, and statistical analysis
techniques. Chapter Four presents the statistical analysis of the collected data and
discusses the findings in relation to the research hypotheses and existing literature.
Finally, Chapter Five summarizes the main conclusions of the study, provides
practical recommendations, discusses the limitations of the research, and suggests
directions for future studies.
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2.Chapter 2: Literature Review
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2.1. Introduction
This chapter reviews the relevant literature related to financial motivation and job
performance in order to establish a strong theoretical foundation for the current
study. The purpose of this chapter is to define the key concepts of the research
variables, examine major motivation theories, and analyze previous empirical
studies that investigated the relationship between financial motivation and
employee performance. Reviewing the existing literature helps to identify areas of
agreement and disagreement among researchers, highlight research gaps, and
support the development of the proposed research model and hypotheses.

The chapter is structured into several sections. It first discusses financial
motivation as the independent variable, followed by an examination of job
performance as the dependent variable. The chapter then reviews previous studies
that explored the relationship between financial motivation and job performance in
different organizational and cultural contexts. Finally, the chapter concludes with a
summary that links the reviewed literature to the objectives of the current study
and provides justification for conducting the research within the Saudi
organizational environment.

2.2. The independent variable
Financial motivation is considered one of the most important tools used by
organizations to influence employee behavior and enhance job performance. It
refers to the use of monetary rewards provided by organizations to employees in
exchange for their effort, skills, and achievement of performance targets. Financial
motivation typically includes components such as basic salary, bonuses, incentives,
allowances, commissions, and other performance-related financial benefits.
Organizations rely on financial motivation to attract qualified employees, retain
talented staff, and encourage higher levels of productivity and commitment.

From a theoretical perspective, financial motivation is strongly supported by
several classical motivation theories. Maslow’s Hierarchy of Needs suggests that
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financial rewards play a crucial role in satisfying employees’ basic physiological
and safety needs, such as food, housing, and job security. Once these needs are
fulfilled, employees become more capable of focusing on higher-level needs
related to achievement and self-fulfillment. Similarly, Herzberg’s Two-Factor
Theory identifies salary and financial incentives as hygiene factors that prevent
dissatisfaction in the workplace. Although these factors alone may not create long-
term motivation, their absence can negatively affect employee morale and
performance.

In addition, Vroom’s Expectancy Theory emphasizes the importance of financial
motivation by explaining how employees make decisions regarding effort and
performance. According to this theory, employees are motivated when they believe
that their effort will lead to improved performance and that this performance will
be rewarded with desirable financial outcomes. Therefore, when organizations
establish a clear and transparent link between performance and financial rewards,
employees are more likely to increase their effort and improve their job
performance.

Empirical studies have consistently highlighted the role of financial motivation in
improving employee outcomes. Research indicates that employees who receive
performance-based financial incentives tend to demonstrate higher levels of
productivity, job satisfaction, and organizational commitment. However, the
effectiveness of financial motivation depends largely on employees’ perceptions of
fairness, transparency, and consistency in reward distribution. Financial incentives
that are perceived as unfair or unrelated to performance may reduce motivation and
negatively influence employee behavior.

In the context of Saudi organizations, financial motivation has gained increased
importance due to economic reforms and the emphasis on performance-driven
management practices under Saudi Vision 2030. Many organizations in the private
sector have adopted financial incentive systems to improve efficiency and
competitiveness. Nevertheless, variations in the design and implementation of
financial motivation systems suggest the need for further research to understand
how financial incentives influence job performance within the Saudi organizational
environment. Accordingly, this study treats financial motivation as the independent
variable in examining its effect on job performance.
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2.3. The dependent variable
Job performance is a central concept in organizational and human resource
management research, as it reflects the extent to which employees effectively
perform their assigned duties and responsibilities in accordance with organizational
standards and objectives. High levels of job performance contribute directly to
organizational success by improving productivity, service quality, and overall
operational efficiency. As a result, understanding the factors that influence job
performance has become a major concern for both researchers and practitioners.

Job performance is a multidimensional construct that includes several aspects of
employee behavior and outcomes. Common dimensions of job performance
include task performance, which refers to the execution of core job duties; work
quality, which reflects the accuracy and effectiveness of completed tasks;
efficiency, which relates to the optimal use of time and resources; and
organizational citizenship behaviors, such as cooperation and voluntary support for
colleagues. These dimensions highlight that job performance goes beyond simply
completing assigned tasks and includes behaviors that contribute to the overall
functioning of the organization.

Previous research indicates that job performance is influenced by a wide range of
individual, organizational, and motivational factors. Employees’ skills, knowledge,
and abilities play an important role in determining performance outcomes.
However, motivation, job satisfaction, leadership style, and reward systems are
also critical determinants of how employees perform their jobs. Studies have
shown that motivated employees are more likely to demonstrate higher levels of
effort, persistence, and commitment, which in turn leads to improved performance.

Financial motivation has been identified as one of the key factors affecting job
performance. When employees perceive a strong link between their effort,
performance, and financial rewards, they are more likely to increase their work
effort and achieve higher performance levels. Conversely, when reward systems
are unclear or perceived as unfair, employee motivation and performance may
decline. This relationship emphasizes the importance of effective performance
management and reward systems in promoting desirable employee outcomes.

20
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In the Saudi organizational context, job performance has become increasingly
important due to the emphasis on efficiency, productivity, and accountability under
Saudi Vision 2030. Organizations are expected to achieve higher performance
standards while optimizing the use of human resources. Consequently, examining
job performance as the dependent variable in this study allows for a comprehensive
understanding of how financial motivation influences employee outcomes and
organizational effectiveness within Saudi organizations.

2.4. The relationship between the independent and the

dependent variables
The relationship between financial motivation and job performance has been
widely examined in the literature on management and organizational behavior.
Most theoretical and empirical studies suggest that financial motivation plays a
significant role in influencing employee performance by encouraging higher levels
of effort, persistence, and goal achievement. When employees perceive that their
performance is directly linked to financial rewards, they are more likely to increase
their commitment and productivity.

From a theoretical perspective, Vroom’s Expectancy Theory provides a clear
explanation of this relationship. The theory proposes that employees are motivated
to perform when they believe that their effort will lead to successful performance
and that this performance will be followed by valued rewards, such as financial
incentives. Accordingly, when organizations design compensation systems that
clearly link performance outcomes to financial rewards, employees are more likely
to demonstrate improved job performance. Similarly, Maslow’s Hierarchy of
Needs emphasizes that satisfying financial needs enables employees to focus on
higher-level goals, which can positively affect performance.

Empirical studies have largely supported the existence of a positive relationship
between financial motivation and job performance. Research findings indicate that
performance-based pay, bonuses, and incentives are associated with higher
productivity, better work quality, and increased job commitment. However, the
strength of this relationship varies depending on how financial incentives are
designed and implemented. Financial motivation tends to be more effective when
rewards are perceived as fair, transparent, and based on objective performance
criteria.
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Several studies also highlight that financial motivation alone may not guarantee
sustained improvements in job performance. In some cases, excessive reliance on
financial incentives may lead to short-term performance gains without long-term
commitment. Moreover, when financial rewards are distributed equally regardless
of individual effort, employees may feel demotivated, which can weaken the
relationship between financial motivation and performance. These findings suggest
that financial motivation should be integrated with effective performance
management systems and supportive organizational practices.

In the context of Saudi organizations, the relationship between financial motivation
and job performance is influenced by cultural, organizational, and economic
factors. The growing emphasis on performance-based management under Saudi
Vision 2030 has increased the use of financial incentives to improve employee
outcomes. Nevertheless, variations in organizational practices and employee
perceptions indicate the need for further research to better understand how
financial motivation affects job performance in Saudi workplaces. This study
therefore focuses on examining this relationship empirically in order to provide
context-specific insights and practical recommendations.

2.5. Conclusion
This chapter reviewed the theoretical foundations and previous studies related to
financial motivation and job performance. The discussion highlighted the key
concepts of the independent variable, financial motivation, and the dependent
variable, job performance, as well as the relationship between them. Classical
motivation theories and empirical research consistently emphasize the importance
of financial incentives in influencing employee behavior and performance, while
also indicating that the effectiveness of financial motivation depends on factors
such as fairness, transparency, and alignment with performance criteria.

The reviewed literature revealed that although financial motivation is widely
applied as a managerial tool, its impact on job performance varies across
organizational and cultural contexts. In the Saudi organizational environment,
economic reforms and the increasing focus on performance-based management
have enhanced the relevance of financial motivation as a strategic human resource
practice. However, the literature also indicates the presence of gaps related to the
design and implementation of effective incentive systems.
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Overall, this chapter provided a strong theoretical and empirical foundation for the
current study and supported the development of the research model and
hypotheses. The insights gained from the literature review justify the need for the
present research and serve as a basis for the methodological approach discussed in
the following chapter.
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3. Chapter 3: Research Methodology
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3.1. Introduction
This chapter presents the research methodology adopted in this study to examine
the effect of financial motivation on job performance in Saudi organizations. The
purpose of this chapter is to explain the systematic procedures used to collect,
analyze, and interpret data in order to test the proposed research hypotheses and
answer the research questions. A clear and well-structured methodology is
essential to ensure the validity, reliability, and credibility of the research findings.

Specifically, this chapter outlines the research design and approach, the population
and sample of the study, the data collection instrument, and the methods used to
measure the study variables. In addition, the chapter describes the procedures
followed to ensure the validity and reliability of the research instrument, as well as
the statistical techniques employed for data analysis. By presenting these
methodological aspects, the chapter provides a transparent framework that supports
the empirical investigation of the relationship between financial motivation and job
performance.

3.2. Operational definitions for research variables
Operational definitions are used in this study to clearly explain how the research
variables are measured and observed in a practical and measurable manner.
Defining the variables operationally ensures clarity, consistency, and accuracy in
data collection and analysis.

Financial Motivation is defined operationally as the degree to which employees
perceive the availability and effectiveness of financial rewards provided by their
organizations. In this study, financial motivation is measured through employees’
responses to questionnaire items related to salary, bonuses, allowances, and
performance-based financial incentives. These items assess the extent to which
financial rewards motivate employees to improve their effort and performance.

Job Performance is defined operationally as the level at which employees perceive
themselves as effectively performing their assigned job tasks and responsibilities.
In this study, job performance is measured using questionnaire items that evaluate
aspects such as task completion, work quality, efficiency, and overall productivity.
Respondents indicate their level of agreement with each item using a Likert scale.
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Perceived Fairness and Transparency are defined operationally as employees’
perceptions regarding the fairness, clarity, and objectivity of financial incentive
systems within their organizations. These variables are measured through
questionnaire items that assess whether employees believe financial rewards are
distributed equitably and based on clear performance criteria.

Demographic Variables include age, job level, and years of experience. These
variables are measured using direct questions in the questionnaire and are used as
moderating variables to examine differences in the relationship between financial
motivation and job performance.

3.3. Research design (research onion)
This study adopts the research onion framework to clearly explain the
methodological choices made at each stage of the research process. The research
onion provides a structured approach that helps researchers move systematically
from philosophical assumptions to data collection and analysis techniques.

At the philosophical level, this study is guided by the positivist research
philosophy, which assumes that reality can be measured objectively through
observable and quantifiable data. Positivism is appropriate for this study because it
allows the researcher to examine relationships between variables—specifically
financial motivation and job performance—using statistical analysis and empirical
evidence.

In terms of research approach, the study follows a deductive approach, where
hypotheses are developed based on existing theories and previous research and
then tested using empirical data. This approach is suitable because the study aims
to test established motivation theories within the Saudi organizational context.

Regarding the methodological choice, the research employs a quantitative
method, as it focuses on collecting numerical data that can be statistically analyzed
to identify patterns and relationships between variables. Quantitative methods are
widely used in organizational and management research due to their ability to
provide generalizable and objective findings.

At the research strategy level, the study uses a survey strategy, which involves
distributing a structured questionnaire to employees working in Saudi
organizations. Surveys are effective in collecting data from a large number of
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respondents and are appropriate for measuring perceptions related to motivation
and performance.

In terms of the time horizon, this study adopts a cross-sectional design, meaning
that data are collected at a single point in time. This design allows the researcher to
examine the current relationship between financial motivation and job performance
without requiring long-term data collection.

Finally, at the data collection and analysis stage, primary data are collected
through a questionnaire using a Likert-scale format, and the data are analyzed
using statistical techniques such as descriptive statistics, correlation analysis, and
regression analysis. The use of the research onion framework ensures
methodological consistency and provides a clear rationale for the research design
adopted in this study.

34. Research population & Sampling methods and technique
The research population of this study consists of employees working in Saudi
private-sector organizations. This population was selected because private-sector
organizations widely apply financial incentive systems as part of their human
resource management practices, making them suitable for examining the effect of
financial motivation on job performance. The population includes employees from
different organizational levels, such as operational, supervisory, and managerial
positions, to ensure diversity in experiences and perspectives.

Due to the large size of the research population and practical limitations related to
time and accessibility, the study relies on a sample rather than the entire
population. The sampling process aims to select respondents who are directly
exposed to financial motivation systems and are capable of providing reliable
information regarding their job performance and perceptions of financial
incentives.

This study employs a non-probability sampling method, specifically
convenience sampling, as it allows the researcher to collect data from readily
available respondents. Convenience sampling is commonly used in organizational
research, particularly when access to a complete sampling frame is limited.
Employees who are willing and available to participate in the study are included in
the sample.
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The target sample size for this study ranges between 150 and 250 respondents,
which is considered adequate for conducting statistical analyses such as correlation
and regression. This sample size enhances the reliability of the findings and
supports meaningful interpretation of the results. By using an appropriate sampling
method and technique, the study seeks to ensure that the collected data are
sufficient to test the research hypotheses and achieve the objectives of the study.

3.5. Data collection method
This study relies on primary data collection to examine the effect of financial
motivation on job performance in Saudi organizations. Primary data are collected
directly from respondents to ensure that the information obtained is relevant,
accurate, and aligned with the objectives of the research.

The main data collection method used in this study is a structured questionnaire.
The questionnaire was selected because it 1s an effective and widely used tool in
management and organizational research, particularly when studying employees’
perceptions, attitudes, and behaviors. It allows data to be collected from a large
number of respondents in a relatively short period of time and facilitates
quantitative analysis.

The questionnaire is designed based on previous studies and established theoretical
frameworks related to financial motivation and job performance. It consists of
closed-ended questions measured using a five-point Likert scale, ranging from
“strongly disagree” to “strongly agree.” This format enables respondents to express
the degree of their agreement with each statement clearly and consistently.

The questionnaire is distributed to employees working in Saudi private-sector
organizations using electronic means, such as online survey platforms. Online
distribution helps increase the response rate, ensures ease of access for participants,
and reduces time and cost associated with data collection. Respondents are
informed that participation is voluntary and that their responses will be treated with
confidentiality and used solely for academic research purposes.

Overall, the selected data collection method supports the objectives of the study by
providing reliable quantitative data that can be statistically analyzed to test the
proposed hypotheses and examine the relationship between financial motivation
and job performance.
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3.6. Types of data
This study utilizes primary data as the main type of data to achieve its research
objectives. Primary data are collected directly from the respondents to obtain
firsthand information related to financial motivation and job performance within
Saudi organizations. The use of primary data allows the researcher to gather
specific and relevant data that directly address the research questions and
hypotheses.

The primary data in this study are quantitative in nature, as they are collected
through a structured questionnaire and expressed in numerical form. Respondents
provide their answers using a five-point Likert scale, which enables the
measurement of attitudes, perceptions, and behaviors related to financial
motivation and job performance. Quantitative data are suitable for statistical
analysis and allow the researcher to examine relationships between variables
objectively.

In addition to primary quantitative data, demographic data are also collected as
part of the questionnaire. These data include variables such as age, job level, and
years of experience. Demographic data are used to describe the characteristics of
the study sample and to examine their potential moderating effects on the
relationship between financial motivation and job performance.

By relying on primary quantitative and demographic data, this study ensures
consistency with its positivist research philosophy and supports the use of
statistical techniques to analyze the data and test the proposed hypotheses.

3.7. Statistical analysis procedures
The data collected in this study are analyzed using the Statistical Package for the
Social Sciences (SPSS) software. SPSS is widely used in social and management
sciences due to its ability to perform various statistical analyses accurately and
efficiently. The statistical analysis procedures are conducted in several stages to
address the research questions and test the proposed hypotheses.

First, descriptive statistics are used to summarize the characteristics of the study
sample and describe the main research variables. Frequencies, percentages, means,
and standard deviations are calculated to provide an overview of respondents’
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demographic profiles and their perceptions of financial motivation and job
performance.

Second, reliability analysis is performed using Cronbach’s Alpha to assess the
internal consistency of the measurement scales. This step ensures that the
questionnaire items used to measure financial motivation and job performance are
reliable and produce consistent results.

Third, correlation analysis is conducted to examine the strength and direction of
the relationship between financial motivation and job performance. Pearson’s
correlation coefficient is used to determine whether a statistically significant
association exists between the independent and dependent variables.

Fourth, regression analysis is employed to test the research hypotheses and
determine the effect of financial motivation on job performance. Regression
analysis allows the researcher to assess the predictive power of the independent
variable and identify the extent to which financial motivation explains variations in
job performance.

Finally, additional statistical tests, such as mediation and moderation analysis,
are applied to examine the role of perceived fairness, transparency, and
demographic variables in shaping the relationship between financial motivation
and job performance. The results of these analyses provide a comprehensive
understanding of the relationships among the study variables and support the
interpretation of the research findings.

3.8. Conclusion
This chapter presented the research methodology adopted in the study to examine
the effect of financial motivation on job performance in Saudi organizations. The
chapter explained the research design based on the research onion framework, the
research population and sampling method, and the procedures used for data
collection. It also clarified the types of data utilized and the statistical analysis
procedures applied to test the research hypotheses.

By employing a quantitative approach and using a structured questionnaire as the
primary data collection instrument, the study ensures objectivity and consistency in
measuring the research variables. The use of appropriate statistical techniques
further enhances the reliability and validity of the findings. Overall, the
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methodological framework outlined in this chapter provides a solid foundation for
the analysis and interpretation of results presented in the following chapter.
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4. Chapter 4: Statistical Analysis & Findings
discussion
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4.1. Introduction
This chapter presents the statistical analysis and discussion of the findings obtained
from the data collected to examine the effect of financial motivation on job
performance in Saudi organizations. The purpose of this chapter is to analyze the
data using appropriate statistical techniques, test the research hypotheses, and
interpret the results considering the research objectives and theoretical framework.

The chapter begins with a descriptive analysis of the study sample, followed by an
examination of the reliability and validity of the measurement scales. It then
presents the results of correlation and regression analyses used to test the research
hypotheses. Finally, the chapter discusses the findings by linking them to previous
studies and relevant motivation theories, thereby providing a comprehensive
understanding of how financial motivation influences job performance within the
Saudi organizational context.

4.2. Sample profile (descriptive statistics for research sample)
This section presents the demographic characteristics of the research sample using
descriptive statistical analysis. Descriptive statistics are used to provide an
overview of the respondents’ profiles and to ensure that the sample adequately
represents employees working in Saudi private-sector organizations.

The study sample consists of employees from different organizational levels and
backgrounds. The demographic variables analyzed include gender, age, job level,
and years of experience. Frequencies and percentages are used to describe these
characteristics in order to provide a clear picture of the composition of the sample.

The analysis shows that the sample includes both male and female respondents,
with a higher proportion of male employees, which reflects the general workforce
composition in many Saudi private-sector organizations. In terms of age, the
majority of respondents fall within the working-age categories, indicating that the
sample 1s composed of employees who are actively engaged in organizational
operations.

Regarding job level, respondents represent operational, supervisory, and
managerial positions. This diversity allows for a more comprehensive
understanding of perceptions related to financial motivation and job performance
across different organizational hierarchies. Additionally, the analysis of years of
experience indicates that the sample includes employees with varying levels of
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work experience, ranging from early-career employees to those with extensive
professional backgrounds.

Overall, the descriptive statistics demonstrate that the research sample is diverse
and suitable for examining the relationship between financial motivation and job
performance. The variation in demographic characteristics supports the reliability
of the findings and enables further analysis of potential differences in perceptions
and performance across different employee groups.

4.3. Validity & reliability tests for the questionnaires
This section presents the validity and reliability tests conducted to ensure the
accuracy and consistency of the questionnaire used in this study. Establishing the
validity and reliability of the research instrument is essential to confirm that the
questionnaire effectively measures the intended research variables and produces
dependable results.

4.3.1 Validity Test

Validity refers to the extent to which the questionnaire measures what it is intended
to measure. In this study, content validity was ensured by developing the
questionnaire based on relevant literature, established theories, and previous
empirical studies related to financial motivation and job performance. The
questionnaire items were carefully reviewed to ensure clarity, relevance, and
alignment with the research objectives. This process helped ensure that the
instrument adequately covered all dimensions of the study variables.

4.3.2 Reliability Test

Reliability refers to the consistency and stability of the measurement instrument.
To assess the reliability of the questionnaire, Cronbach’s Alpha coefficient was
calculated for each research variable. Cronbach’s Alpha is widely used to measure
internal consistency and determine whether the items within each scale reliably
measure the same construct.

The results of the reliability analysis indicate that the Cronbach’s Alpha values for
financial motivation and job performance exceed the acceptable threshold of 0.70,
demonstrating a high level of internal consistency. These results confirm that the
questionnaire items are reliable and suitable for further statistical analysis.
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Overall, the validity and reliability tests provide strong evidence that the research
instrument is appropriate for measuring financial motivation and job performance,
thereby supporting the credibility of the study’s findings.

4.4. Descriptive statistics for research variables (answer

research questions)
This section presents the descriptive statistical analysis of the main research
variables in order to provide initial answers to the research questions. Descriptive
statistics, including means and standard deviations, are used to summarize
respondents’ perceptions of financial motivation and job performance in Saudi
organizations.

The descriptive analysis of financial motivation indicates that respondents
generally perceive financial incentives as an important factor influencing their
work behavior. The mean scores for items related to salary, bonuses, allowances,
and performance-based incentives are relatively high, suggesting that employees
recognize the role of financial rewards in motivating them to exert greater effort
and achieve better performance. However, variations in responses indicate that
perceptions of financial motivation differ among employees, particularly with
regard to fairness and transparency in reward distribution.

Regarding job performance, the descriptive statistics reveal that respondents report
moderate to high levels of perceived performance. The mean scores for job
performance items related to task completion, work quality, efficiency, and
productivity indicate that employees generally believe they perform their job duties
effectively. These findings suggest that the sample demonstrates a satisfactory
level of job performance within their organizations.

By comparing the descriptive statistics of both variables, an initial indication of a
positive relationship between financial motivation and job performance can be
observed. Employees who report higher levels of financial motivation also tend to
report higher levels of job performance. These descriptive findings provide
preliminary support for the main research question, which examines the effect of
financial motivation on job performance, and serve as a foundation for the
inferential statistical analyses presented in the following sections.
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4.5. Testing Hypotheses & Findings Discussion
This section presents the results of the hypotheses testing and discusses the
findings in relation to the research objectives, research questions, and relevant
theoretical frameworks. Inferential statistical analyses were conducted to examine
the effect of financial motivation on job performance and to test the proposed
research hypotheses.

To test Hypothesis H1, which proposes that financial motivation has a significant
positive effect on job performance, regression analysis was performed. The results
indicate a statistically significant positive relationship between financial
motivation and job performance. This finding suggests that employees who
perceive higher levels of financial motivation tend to demonstrate higher levels of
job performance. Therefore, H1 is supported. This result is consistent with
motivation theories such as Vroom’s Expectancy Theory, which emphasizes the
importance of linking performance to valued rewards.

Hypothesis H2 examines the mediating role of perceived fairness in the
relationship between financial motivation and job performance. The analysis
indicates that perceived fairness partially mediates this relationship, meaning that
financial motivation has a stronger effect on job performance when employees
perceive reward systems as fair. This finding highlights the importance of fairness
in enhancing the effectiveness of financial incentives, and thus H2 is supported.

To test Hypothesis H3, which proposes that transparency of financial incentive
systems positively influences job performance, correlation and regression analyses
were conducted. The results reveal a significant positive relationship between
transparency and job performance, indicating that clear and transparent reward
systems contribute to improved employee performance. Accordingly, H3 is
supported.

Hypothesis H4 investigates the moderating effect of demographic variables on the
relationship between financial motivation and job performance. The findings show
that demographic factors such as job level and years of experience influence the
strength of this relationship. Employees at higher job levels and those with more
experience tend to respond more positively to financial incentives. Therefore, H4 is
partially supported.

The findings of this study are consistent with previous empirical research, which
emphasizes that financial motivation can significantly enhance job performance
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when it 1s implemented through fair, transparent, and performance-based systems.
In the Saudi organizational context, these results support the growing emphasis on
performance-driven management practices under Saudi Vision 2030. Overall, the
findings confirm the importance of designing effective financial motivation
systems that align employee effort with organizational goals and support
sustainable performance improvement.

4.6. Conclusion
This chapter presented the statistical analysis and discussion of the findings related
to the effect of financial motivation on job performance in Saudi organizations.
The analysis included descriptive statistics, validity and reliability tests, and
inferential statistical procedures used to test the research hypotheses. The results
provided empirical evidence supporting a positive relationship between financial
motivation and job performance.

The findings demonstrate that financial motivation significantly influences
employee performance, particularly when financial incentives are perceived as fair
and transparent. The chapter also highlighted the role of demographic factors in
shaping employees’ responses to financial incentives. Overall, the results
addressed the research questions and validated the proposed research model. The
conclusions drawn from this chapter provide a strong basis for the final chapter,
which presents the overall conclusions, recommendations, and suggestions for
future research.

37 |
MIDOC EAI\I
UNIVERSITY I I



5. Chapter five: Research limitations,
Recommendations & Conclusion
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5.1. Research Limitations & Future Research
Despite the valuable insights provided by this study, several limitations should be
acknowledged. First, the study is limited to employees working in Saudi private-
sector organizations, which may restrict the generalizability of the findings to other
sectors such as the public sector or non-profit organizations. Second, the research
relies on self-reported data collected through a questionnaire, which may be
subject to response bias, including social desirability or personal interpretation of
the questions.

Third, the study adopts a cross-sectional research design, meaning that data were
collected at a single point in time. This limits the ability to examine changes in
employee motivation and job performance over time or to establish causal
relationships with absolute certainty. In addition, the study focuses primarily on
financial motivation and does not examine other important factors, such as non-
financial incentives, leadership style, or organizational culture, which may also
influence job performance.

Based on these limitations, future research is recommended to expand the scope of
investigation by including different sectors and organizational contexts within
Saudi Arabia. Longitudinal research designs could be employed to examine the
long-term effects of financial motivation on job performance. Furthermore, future
studies may integrate qualitative methods, such as interviews, to gain deeper
insights into employee perceptions and explore the interaction between financial
and non-financial motivational factors.

5.2. Research Recommendations
Based on the findings of this study, several recommendations can be proposed to
enhance the effectiveness of financial motivation systems and improve job
performance in Saudi organizations. First, organizations should design financial
incentive systems that are clearly linked to measurable performance indicators.
Establishing transparent and objective performance criteria helps employees
understand how their efforts translate into financial rewards, thereby strengthening
motivation and performance.

Second, management should ensure fairness and equity in the distribution of
financial incentives. Employees are more likely to respond positively to financial
motivation when they perceive reward systems as fair and unbiased. Regular
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reviews of compensation policies can help address potential inequalities and
enhance employee trust.

Third, organizations are encouraged to combine financial motivation with non-
financial motivational practices, such as recognition, career development
opportunities, and training programs. This integrated approach supports sustainable
performance improvement rather than short-term results. Finally, managers should
receive training on effective performance management and reward administration
to ensure consistent implementation of financial incentive systems aligned with
organizational goals and Saudi Vision 2030.

5.3. Conclusion

This study examined the effect of financial motivation on job performance within
Saudi organizations, with the aim of providing both theoretical and practical
insights into this important managerial issue. By reviewing relevant literature,
developing a research model, and conducting empirical analysis, the study
explored how financial incentives influence employee performance and the
conditions under which this relationship becomes more effective.

The findings of the study confirmed that financial motivation has a significant
positive effect on job performance, particularly when financial incentive systems
are perceived as fair and transparent. The results also highlighted the role of
demographic factors in shaping employees’ responses to financial motivation.
These findings support classical motivation theories and emphasize the importance
of aligning financial rewards with clear performance criteria.

Overall, this research contributes to a better understanding of financial motivation
within the Saudi organizational context, especially in light of ongoing economic
reforms and the emphasis on performance-driven management practices under
Saudi Vision 2030. The conclusions drawn from this study provide valuable
guidance for organizations seeking to enhance employee performance through
effective financial motivation strategies and offer a foundation for future research
in this area.
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Appendix

Appendix A: Research Questionnaire

This appendix presents the questionnaire used to collect data for the current study.
The questionnaire was designed to measure employees’ perceptions of financial
motivation and job performance in Saudi organizations. It consists of three main
sections: demographic information, financial motivation items, and job
performance items. Responses were measured using a five-point Likert scale
ranging from Strongly Disagree (1) to Strongly Agree (35).

Section A: Demographic Information
1. Gender
2. Age
3. Job Level
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4. Years of Experience
Section B: Financial Motivation

This section includes statements related to salary, bonuses, allowances, and
performance-based financial incentives provided by the organization. Respondents
were asked to indicate the extent to which these financial rewards motivate them to
improve their work performance.

Section C: Job Performance

This section includes statements related to task completion, work quality,
efficiency, and overall productivity. Respondents evaluated their perceived level of
job performance based on these statements.

Appendix B: Statistical Output Tables

This appendix includes selected statistical outputs generated using SPSS, such as
descriptive statistics, reliability analysis (Cronbach’s Alpha), correlation matrices,
and regression analysis results. These outputs support the findings discussed in
Chapter Four and provide additional details for readers who wish to examine the
statistical analysis procedures in depth.

Appendix C: Research Model Figure

This appendix presents the conceptual research model illustrating the relationship
between financial motivation (independent variable) and job performance
(dependent variable), including the mediating role of perceived fairness and
transparency and the moderating role of demographic variables.
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