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Abstract 
In today’s competitive business environment, organizations are continually seeking 

methods to enhance employee productivity. A key strategy to achieve this is the 

implementation of reward systems. These systems, which can include financial incentives, 

recognition programs, and career advancement opportunities, are designed to motivate 

employees and align their personal goals with those of the organization. This research aims 

to investigate the impact of various reward systems on employee productivity, focusing on 

how these incentives affect motivation, job satisfaction, and overall performance. 
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Chapter 1: Introduction 

1.1 Background 

In today’s competitive business environment, organizations are continually seeking 

methods to enhance employee productivity. A key strategy to achieve this is the 

implementation of reward systems. These systems, which can include financial incentives, 

recognition programs, and career advancement opportunities, are designed to motivate 

employees and align their personal goals with those of the organization. This research aims 

to investigate the impact of various reward systems on employee productivity, focusing on 

how these incentives affect motivation, job satisfaction, and overall performance. 
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1.2 Problem Statement 

Although reward systems are commonly utilised by most workplaces, insights on how 

different types of rewards actually affect employee productivity are still lacking. As a result, 

the majority of organisations grapple to identify reward systems that are in line with their 

objectives and those of their employees. Without conclusive insights, workplaces risk 

investing in reward programmes that potentially do not lead to the desired improvements 

in performance and level of motivation. This gap will be addressed in this research as the 

impact of different reward systems on employee productivity is examined. It is hoped that 

the research findings will aid organisations in developing reward systems that will yield to 

employees with the desired level of performance and motivation. 

 

1.3 Research Significance 

An understanding of how reward systems incentivise employee productivity is valuable for 

organisations as they strive to improve performance and stay competitive. This research 

has a number of applications: 

 

 Enhanced Employee Motivation: By identifying which rewards actually motivate a firm’s 

employees, companies can organise their reward systems to maximise morale, engagement 

and productivity.  

 

 Greater Productivity: Understanding causal relationships between rewards and 

productivity means that organisations can take steps to enhance employee effectiveness in 

ways that directly impact productivity. 

 

 Reduced Turnover: Good reward systems contribute to job contentment and loyalty, and 

lower staff turnover and the costs associated with recruiting and training replacement 

employees.  
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 Strategic Decision-Making: To help managers and HR professionals develop strategic 

reward priorities that are more effective in driving desired organisational performance, the 

findings will give them evidence-based guidelines for designing and implementing reward 

strategies that better align with the company’s goals and its employees’ needs.  

 

 Competitive Advantage: Given the vitality of reward systems in attracting and retaining the 

best talent, competitive advantage will go to organizations that design the most effective 

reward systems.  

 

 It is worth noting that this will, it is hoped, allow for better-informed decisions, providing 

the basis for reward systems that stimulate the workforce to be motivated, productive and 

stable, which is the main objective of all organisations. 

 

1.4 Research Objectives 

• Analyze the impact of different reward systems on employee productivity. 

• Evaluate how financial incentives affect employee motivation and performance. 

• Assess the role of recognition programs in enhancing job satisfaction 

 Investigate the effectiveness of career advancement opportunities on long-term 
employee productivity. 

• Measure the overall impact of combined reward systems on organizational 
performance. 

 

1.5 Research Questions 

• do financial incentives impact employee motivation and productivity? 

 

• What effect do recognition programs have on job satisfaction? 

 

• How do career advancement opportunities influence employee 

performance? 
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• What is the overall impact of combined reward systems on employee productivity? 

 

• How do different reward systems interact to influence organizational performance? 

 

 

 

 

 

 

 

 

1.6 Thesis Statement 

The aim of this research is to investigate the effects of reward system on employee 

productivity and to propose that reward system has a positive impact on employee 

motivation, job satisfaction and performance. 
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Chapter 2: Literature Review 

2.1 Review of Reward Systems 

If you read any proclamation to encourage your employees to improve their performance, 

you will always find a statement about reward system. The reward system of an 

organisation is a well-planned program which can help employees to reward them and 

ultimately they will improve their work performance. A reward system can be in the form of 

financial and nonfinancial but certainly, it plays a vital role in employee behaviour at work 

and how they perform at work. 

 

Types of Reward Systems 

 

1. Financial Rewards 

 

Bonuses: Extra money given for meeting specific goals or achievements. 

 

Salary Increases: Raises in pay based on performance or time with the company. 

 

 Profit-sharing: awarding employees a portion of the firm’s profits to align their interests 

with the future prospects of the firm. 

 

2. Non-Financial Rewards 

 

Recognition Programs: Public acknowledgment of employee achievements, like awards or 

certificates. 
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Career Development Opportunities: Providing training and opportunities for employees to 

advance in their careers. 

 

Positive Work Environment: Creating a supportive and engaging workplace culture. 

 

Effectiveness of Reward Systems 

 

 Financial rewards are very important for the workplace as it enchances the level of 

motivation of an individual and thereby increases the productivity among the employees. 

Although, financial rewards are most important but non-financial rewards have important 

value for an employee. 

Financial rewards just fulfill the basic requirement of salary of the employees where as non-

financial rewards fulfill the need of recognition as well as develop the quality of person in 

workplace. 

Financial rewards give instant motivation to perform well and it is financial incentives by 

the employers but non-financial rewards take time to extract them. 

To sum up, although non-financial rewards are also important as they develope the 

personality, but the financial rewards proves to be most important in workplace. 

 

Impact on Employee Behavior 

 

 Motivation: Rewards make staff feel valued and provide an incentive as employees will 

work even harder to get more rewards. Rewards with financial incentives: this is a type of 

tangible reward. Non-financial rewards: this satisfies the needs of staff as it provides them 

with satisfaction. 

 

 Rewards motivate staff to improve their performance: seen to be achieving, they aim to go 

further. 
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 When Employees Get High Praise, They Stay Longer Rewards help employees get along 

with each other, resulting in high job satisfaction and lower turnover. This saves the 

company money on recruiting and training new employees. Article by Says.com. 

 

Theoretical Perspectives 

 

Several theories explain how reward systems work: 

 

 Maslow’s Hierarchy of Needs:Once you’ve satisfied lower level needs, employees will try to 

earn recognition and personal fulfilment. 

 

 Herzberg’s Two-Factor Theory: hygiene factors (eg, salary, job security) versus motivators 

(eg, recognition, growth opportunities).  

 

Equity Theory: Employees compare their rewards with others to ensure fairness. 

 

 Expectancy Theory: Workers are motivated to expend effort when they think expending 

effort will lead to reward. 

 

Conclusion of the Literature Review Chapter 
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 A good reward system blends money-based and human-based rewards according to the 

tastes of your staff, and a motivational environment is one in which staff are motivated and 

productive—besides it helps with higher job job satisfaction and morale. Knowing how 

good reward systems work can be very helpful as an organisation. It will guide you on the 

kind of motivation and productivity you desire in your employees. This review is, in fact, an 

exposition for the several parts of this research where we will be exploring how good 

reward systems help employees to be productive.  
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2.2 Impact of Reward Systems on Employee Productivity 

The Impact of Reward Systems on Employee Productivity 

 

  

 

 Nowadays, the company gives staff incentives to motivate them in their work. They have 

different reward systems which include bonuses, praise and other benefits in order to 

improve their productivity. The management knows that reward systems are a key to 

encourage employees to perform well. 

As far as I can understand, different rewards help staff to be interested in their work. The 

company has formed a system which has three levels of bonuses which are related to staff 

performance accordingly. Additionally, staff can get an extra bonus if the company makes 

great deals with customers. For instance, if managers praise staff for their efforts, it will 

definitely affect their performance in a good way. In my opinion, it is more persuasive for 

staff to work harder when they are praised by their managers. 

In conclusion, I would like to say that the reward system is an effective way for managers to 

keep their staff working hard. Hopefully, this will help us to make more money in future. 

 

 Types of Reward Systems 

 

1. "Monetary Rewards": These are financial incentives like bonuses or pay raises. 

 

2. Non-Monetary Rewards: This includes recognition programs, awards, and opportunities 

for career growth. 

 

 3. Intrinsic rewards: satisfaction from having done a good job, having achieved goals. 
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 Positive Effects on Productivity 

 

1. Increased Motivation: When employees feel appreciated, they are more motivated to 

work hard. 

 

2. Job Satisfaction: Good reward systems lead to happier employees, which can reduce 

turnover. 

 

 3. Tying rewards to goals: Grounding rewards in specific goals helps employees stay 

focused on the objectives that matter.  

 

4. Better Performance: Motivated employees usually perform better and meet deadlines. 

 

 Negative Effects on Productivity 

 

 1. Need for Rewards if employees cannot be motivated by anything else, then whatever 

motivates them is not working, and they could be lured away by competitors. 2. Need for 

Achievement while collaborating and following orders can be an issue if employees need to 

feel they are excelling and going their own way towards their goals. 3. Need for Affiliation if 

employees are exclusively collaborative, then subordination to orders and individual goals 

is a hindrance. 

 

2. Short-Term Thinking: Rewards aimed at quick results can distract from long-term 

success. 

 

3. Unfairness: If rewards seem unfair, it can lead to dissatisfaction and lower morale. 
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 Best Practices for Reward Systems 

 

1. Personalized Rewards: Understand what motivates each employee and tailor rewards 

accordingly. 

 

2. Clear Guidelines: Make sure everyone knows how to earn rewards to ensure fairness. 

 

3. Regular Feedback: Give ongoing praise and feedback to keep employees engaged. 

 

4. Balance: Use a mix of monetary and non-monetary rewards to meet different needs. 

 

 Employee productivity can be significantly influenced by reward systems, and it’s ideal to 

motivate by rewarding. On one hand, reward systems can enhance worker motivation and 

job satisfaction. On the other hand, potential disadvantages need to be considered to ensure 

that reward systems are fair and balanced. Ultimately, the overall working environment can 

be improved if a fair reward system is employed. To begin with, workers tend to have 

higher motivation when they are rewarded. If organizations can have competitive pay ratio 

and healthy working environment, it’s much easier to attract and retain talent, which is a 

great source of productivity. In addition, it’s common to adopt performance management 

system in corporation with reward systems. This can further motivate employees. Generally 

speaking, appropriate rewards can boost job satisfaction to some degree. Conversely, there 

are potential disadvantages. Sometimes, workers might feel unfairly rewarded or 

unincentivized, especially when some of their colleagues are promoted or rewarded. This 

might generate a hostile working environment. Meanwhile, the actual productivity might 

not be necessarily improved by high reward amounts. Moreover, it’s always risky business 

employers-employees relationship. To conclude, a fair and balanced reward system is 

crucial in creating a positive working environment. 

 

2.3 Gaps in Existing Literature 
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Although there is a great volume of research on reward systems and their impact on 

employees’ productivity, we have identified some critical areas that require further 

research to fully understand the complete impact of reward systems and to assist 

organisations in developing more effective reward practices. 

 

 Diversity of Workplaces: Most studies consider only individual industries. We still do not 

have a good sense of how reward systems affect productivity in different types of work 

environments, such as in remote work, or in gig economies.  

 

 Long-term Effects: Studies on ‘reward’ often look at short-term effects – but less at how 

reward systems impact employee motivation and productivity in the longer term.  

 

 Cultural Differences: Since few studies exist on whether reward systems work differently in 

different cultural contexts, it’s hard to generalise about findings across regions or cultures. 

 

 Employee Perception: And this quote is an organisational perspective. I’d like to read things 

through the eyes of the worker and say: ‘What did you like about the reward? What did you 

not like? What matters the most to you in your reward system? 

 

 The role of technology and its impact on reward systems, and the extent to which reward 

systems improve productivity, has been little studied, especially in light of the rise of digital 

tools.  
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 Integration with Other HR Practices: Not enough is known about how the reward system 

interacts with other human resource practices, such as training and development, and the 

combined impact of these on productivity.  

 

 Lack of Standardised Measures: Variations in how productivity is defined and measured 

across studies clouds the research base and impedes progress. A unified standardised 

approach would provide clarity. 

 

 Psychological Mechanisms: This neurochemical reinforcement of compulsive habits might 

result from poorly understood psychological mechanisms, reflecting knowledge that 

pertains to the specific, non-controversial aspects of compulsive habits, and not the general 

concept. 

 

 Filling these gaps in the literature will increase the likelihood of organisations using 

effective, scalable and humane reward systems to motivate their workforces. Expanding the 

research into distinct environments, longer time periods, cultural differences and employee 

perspectives promises to enrich our understanding of how work systems reward people to 

achieve optimal productivity.  

Chapter 3: Research Methodology 

3.1 Research Design 
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We plan to use a mixed-methods research design that combines quantitative and qualitative 

approaches to assess the causal effect of reward systems on productivity. The quantitative 

component will use survey data to gauge how employees perceive that these mechanisms 

impact their performance, while the qualitative component will use interviews to dive 

deeper into employees’ experiences with and perspectives on different reward systems. 

 

3.2 Research Model 

In order to determine the causal relationship between reward systems and productivity, we 

intend to employ a mixed-methods research design that integrates quantitative and 

qualitative techniques. Employers' perceptions of how these mechanisms affect their 

performance will be measured quantitatively using survey data, and employees' 

experiences with and opinions on various reward systems will be further explored 

qualitatively through interviews. 

 

 

**Independent Variable: Reward System** 

- Financial Incentives (bonuses, raises) 

- Non-financial Incentives (recognition, awards) 

- Career Advancement Opportunities (promotions, professional development) 

 

The reward system is the IV in this experiment, which is the thing that we manipulate to see 

what effect it has on the DV. The reward system is any form of reward given to an employee 

that increases motivation and performance. 

 

Definition 

 

The reward system refers to various formal incentives offered by an organisation to 

motivate its employees and enhance their output. It includes monetary and non-monetary 

rewards as well as career development opportunities. 

 

Components of the Reward System 

 

1. Financial Incentives 
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Bonuses: extra money paid for reaching certain goals and/or performing above 

expectations. Bonuses are typically associated with measurable outcomes, such as meeting 

sales quotas or hitting project milestones. 

 

Raises: Formal pay increases for sustained excellent performance or as a reward for 

longevity with the company. Raises are typically given in connection with performance 

reviews. They are often used as a retention tool.  

 

2. Non-Financial Incentives 

 

Recognition: public recognition of an employee’s achievement, such as praise, award, or 

certificate.Recognition programs nominally reward exceptional performance but really 

improve the level of employee satisfaction. 

 

Awards: formal recognition for outstanding contributions (for example, ‘Employee of the 

Month’ and other industry-specific awards). These tangible forms of recognition encourage 

positive performance or behaviour. 

 

3. Career Advancement Opportunities 

 

Promotion: moving to a higher-level position within the organisation, often accompanied by 

greater responsibility, authority, and pay.Promotions act as a motivator for workers to do a 

good job. 

 

Training: programs that encourage learning and professional growth.Staff who receive 

training programs have the opportunity to develop their competencies in specific areas. 

These programs help employees by increasing their expertise, which could in turn boost 

their performance.Workshops: Sessions that include presentations and hands-on activities 

for employees. In workshops, employees are provided with information and hands-on 

activities to help them develop the right skills.For example, a manager could give a 

presentation on time management and then lead employees in exercises using a timer with 

different alarm features.Educational Programs: Classes and lectures offered to staff at the 

workplace. Often, employers collaborate with educational institutes to provide classes for 

their staff. 

 

Examination of the Reward System 

 

1. Design and Implementation 
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 Consider how the reward system functions—what are the different kinds of rewards 

available, and what benchmarks must be reached for someone to earn a particular type of 

reward? How transparent is the process of assessing workers (and rewarding them) when 

these standards are met? 

 

2. Types of Rewards 

 

There are four types of rewards that can be given to an employee. They are: Financial Non-

financial Career Opportunity  I was basically arguing that the best way to motivate 

employees and improve their performance was through the offering of either Financial or 

Non-financial rewards.  Rewarding them with Financial incentives will motivate them the 

most. 

 

3. Employee Perception 

 

Evaluate employees’ perceptions about the reward system. Do they like the rewards that 

are offered? Do they think the system is fair? Do they feel motivated and engaged as a 

result? 

 

4. Impact on Productivity 

 

Measure the impact of reward components on productivity and the impact of changing 

reward systems on performance and behaviour at work. 

 

Theoretical Perspectives 

 

Maslow’s Hierarchy of Needs: Asserting that reward programs need to address different 

levels of employee needs, such as pay, to higher-level needs such as respect and self-

actualization. 

 

Herzberg’s Two-Factor Theory: Separates hygiene factors (e.g., salary) from motivators 

(e.g., recognition, career) that bear on the satisfaction and productivity of work.  

 

Equity Theory: centered around the fairness of the allocation of rewards, workers compare 

their own rewards to those of colleagues to ensure parity. 

 

Expectancy Theory posits that staff should be motivated when they believe that the effort 

they put in will lead to a desired outcome. The reward system should be explicitly linked to 

performance so as to enhance motivation. 



 
Kingdom of Saudi Arabia  

Ministry of education 
Midocean university 
Project management  

 

 

**Dependent Variable: Employee Productivity** 

- Delivery Timelines 

- Budget Adherence 

- Quality Standards 

- Scope Fulfillment 

- Employee Productivity 

- Customer Satisfaction 

 

 

The dependent variable for this study is employee productivity, basically representing the 

measured results for the effect of the reward system on the given conditions. It includes the 

different dimensions of people’s job performance. 

 

Definition 

 

Employee productivity refers to the pace with which employees complete their assigned 

work and contribute to organizational goals. This can be measured through multiple key 

performance indicators (KPIs) to provide insights into the quality and quantity of their 

work. 

 

Components of Employee Productivity 

 

1. Delivery Timelines 

 

Capacity: The organizational ability to complete projects and tasks on a timely basis. 

Delivery deadlines demonstrate high productivity and time management. 

 

Measurement: Tracking the number of projects or tasks completed on time versus those 

delayed 

 

2. Budget Adherence 

 

Definition: The capacity to manage resources and perform tasks in accordance with the 

budget. The degree of compliance with the budget reflects the degree of utilization 

efficiency and financial management. 
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Measurement: comparing the actual expenditure to the budgeted expenditure and the 

capability to restrain within the financial limits. 

 

3. Quality Standards 

 

Meaning: The extent to which the output conforms to or surpasses established standards of 

quality. High-quality work displays attention to detail and efficient functioning. 

 

Measurement: Assessing against quality standards, such as error rates, customer ratings, 

and adherence to standards. 

 

4. Scope Fulfillment 

 

Definition: whether the project or task has been completed according to the established 

scope and objectives. When the scope is fully satisfied, the project or task has been well and 

thoroughly executed. 

 

Evaluation: checking whether all project objectives have been fulfilled as originally planned.  

 

5. Employee Productivity 

 

Factor: Indicates the overall output and effectiveness of employees in performing their job 

roles (productivity metrics, in particular output volume, task completion rates, and overall 

contribution to meeting key organizational goals). 

 

Measurement: Quantifying individual or team output, efficiency metrics, and contribution to 

achieving organizational targets 

 

6. Customer Satisfaction 

 

Satisfaction is the level of customer satisfaction with the product/service served by an 

organisation. A high level of satisfaction means better performance by the organization that 

has fulfilled the customer requirements. 2.0 Paraphrased: Customer satisfaction is all about 

the customers who are buying a product or taking a service from the organization. If an 

organisation is successful in satisfying their customers with better performance by 

providing the product perfectly, then we are in a position of competitiveness. On the other 

hand, if an organization does not fulfil the requirements of customers through inferior 

performance, then the customer will find another better organization to fulfil their 
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requirements. Customer satisfaction is an important factor that is directly related to the 

success of an organization. 2.0 

 

Measurement: Gathering feedback through surveys, reviews, and customer service metrics 

to evaluate satisfaction levels 

 

Examination of Employee Productivity 

 

Assessment Methods 

 

Evaluating productivity through performance evaluations, project management software, 

and even productivity metrics that track the amount of work accomplished by one’s 

employees. 

 

Influencing Factors 

 

Understanding how employee behaviours, such as reward systems, working conditions, and 

employee engagement, contribute to productivity. 

 

Impact of Reward Systems 

 

Measuring what type of reward (financial, non-financial, or career advancement) improves 

which type of productivity metric. 

 

Theoretical Perspectives 

 

Maslow's Hierarchy of Needs 

 

Suggests that meeting employees’ various needs can boost their productivity by making 

best use of their lower- and higher-level needs.  

 

Herzberg's Two-Factor Theory 

 

 Emphasizes the significance of both ‘hygiene factors’ (such as salary) and'motivators’ (such 

as recognition) in shaping productivity and job satisfaction.  

 

Equity Theory 
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Concerned with fairness and the extent to which employees believe that rewards are 

equitable, research shows this has an influence on employee motivation and productivity.  

 

Expectancy Theory 

 

Stresses that employees’ belief in the extent to which their efforts are tied to the rewards 

they receive can drive productivity. 

 

Conclusion 

 

 The work performance of employees pertains to the output of the dependent variable 

called productivity. By assessing the variables of deliverables, adherence to budgets and 

timelines, quality, scope adherence, and customer satisfaction, organizations can 

understand how reward systems impact their work yield. It is important to understand 

these dynamics to design a reward system that can boost productivity and lead to better 

organizational success. 

 

 

3.3 Data Collection Methods 

**Independent Variable (Reward System):** 

- Surveys: Structured questionnaires will be distributed to employees to collect quantitative 

data on their perceptions of the reward system. 

- Interviews: Semi-structured interviews with a subset of participants will provide 

qualitative data on their experiences and attitudes towards the reward system. 

 

To measure the effect of the reward system on employees’ productivity, data will be 

collected about different aspects of the reward system. The methods used are as follows: 

 

1. Surveys 

 

Description: A structured questionnaire would be distributed to employees to make a 

quantified assessment of their perceptions of the reward system. The survey will enquire 

about the perception of financial incentives, non-financial incentives, and opportunities for 

career development. 

 

Purpose: To collect numerical information about employees’ feelings and satisfaction in 

relation to various elements of their reward system. 
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Implementation: Questionnaires are distributed electronically or on paper to ensure that a 

fair sample of employees answers the questions. They are designed to extract information 

about issues relating to the effectiveness of bonus systems, the perceived value of 

recognition programs, and career advancement opportunities.  

 

2. Interviews 

 

These semi-structured interviews will also explore participant’s qualitative experiences, 

reactions, and perceptions of the different rewards on offer by the organisation, how the 

reward system motivates them as employees, and whether they see it improving the 

organisation’s employee satisfaction overall. Through this interview, it will also be verified 

whether the results from the analysis of the quantitative data are in line with actual user 

experiences and opinions. 

 

Purpose: To get a nuanced sense of employees’ lived experiences of the compensation 

structure, including their feelings about financial and non-financial rewards and 

opportunities for advancement. 

 

Implementation: Sample interviews are scheduled with randomly selected members of staff 

at different levels of seniority, offering diversity in the data. The interview questions allow 

for open-ended responses with prompts that encourage in-depth discussion about the 

criteria used in the calculation of pay. 

 

Data Collection Process 

 

Data collection: It’s vital to pilot-test and refine the survey and interview questions before 

starting on the sample to avoid misunderstandings or irrelevancies that could affect results. 

You’ll also need to obtain approval and sign-off from your institution and confirmation that 

participants have read and understood the consent form before data collection can start. 

 

Distribution: Administer surveys and schedule interviews with employees across different 

departments and levels 

 

Analysis: The quantitative survey data will be analysed using statistical methods to isolate 

trends and patterns. Qualitative interview data will be coded thematically in order to 

identify common patterns and insights. 
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The organisation of the study is such that both the surveys and the interviews were used to 

collect rich information about the reward system so as to examine how it influences 

employee productivity. 

 

**Dependent Variable (Employee Productivity):** 

- Performance Metrics: Collection of organizational data on employee performance, such as 

work output, quality metrics, and efficiency ratings. 

 

To analyse how the reward system impacts employee performance, we shall collect 

information on the different performance metrics. 

 

Performance Metrics 

 

 Collecting data on how well the employees are performing in their jobs. Main areas include 

quantity of work performed, its quality and efficiency. 

 

 Purpose: To quantify and understand worker productivity and see how different types of 

rewards affect performance. 

 

Implementation: Data will be gathered using 

 

 Work Output: Keeping track of the amount of work produced, such as the number of tasks 

or projects achieved. 

 

 Measures of quality: scoring according to standards (eg, error rates, quality ratings) 

 

Efficiency Ratings: Measuring how quickly and resourcefully tasks are completed 

 

Data Collection Process 

 

 Pre-competitive phase:Measure the metrics you need to measure and define what they 

mean, so everyone is speaking the same language across the organisation. 

 

 Collection: Leverage existing systems and mechanisms to capture data about outputs, 

quality, and efficiency of work. 
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 Analysis: Look at the data to see trends and how the change in reward system impact the 

employee productivity. 

 

 This approach shows us how productive workers are and the extent to which rewards 

encourage them to do more. 

 

 

3.4 Sampling Techniques 

**Research Population:** Employees from various departments within mid-sized to large 

organizations in the corporate sector. 

**Research Sample:** A total of 200 employees, ensuring representation from different 

departments and job levels. 

**Sampling Method & Techniques:** Stratified random sampling will be used to ensure a 

representative sample across different departments and job levels. 

 

Population: Corporate employees from all areas of mid-sized to very large companies. 

 

 Samples of 200 from an organisation (including people from various departments at 

different levels of hierarchy) Research Sample: A total of 200 employees, including people 

from various departments at different levels of hierarchy. 

 

 Sampling Method and Techniques : Stratified random sampling will be used so that the 

sample will be adequately representative based on the three different departments and the 

three job levels. 

 

 In stratified random sampling, the entire population of employees is divided into different 

strata (or groups) based on key characteristics (eg, department, job level), and then a 

random sample will be drawn from each of these strata. In this way, the final sample will be 

a fair representation of the subgroups, and we get a clearer picture of how the reward 

system influences staff productivity across different parts of the organisation. 

 



 
Kingdom of Saudi Arabia  

Ministry of education 
Midocean university 
Project management  

3.5 Data Analysis Methods 

**Quantitative Analysis:** 

- Descriptive Statistics: To summarize the basic features of the survey data. 

- Correlation Analysis: To identify the relationship between reward systems and employee 

productivity. 

- Regression Analysis: To determine the extent to which the reward system predicts 

employee productivity. 

**Qualitative Analysis:** 

- Thematic Analysis: To identify common themes and insights from interview transcripts 

related to the impact of reward systems on employee motivation and job satisfaction. 

 

 

### Data Analysis Methods 

 

**Quantitative Analysis** 

 

 **Descriptive Statistics:** Used to describe the basic features of the survey data. Basic 

statistics like mean, median, mode, and standard deviation can be used to examine 

employees’ views of the reward system and their productivity levels. 

 

 **Correlation Analysis**: By analyzing rewards and productivity, it can be determined 

which components of the reward system are more strongly linked to changes in 

productivity (by using correlation coefficients). 

 

 **Regression analysis**: Given its predictive power in explaining employee productivity, 

we might also want to estimate the degree to which the components of the reward system 

govern this relationship. This can be done by using the statistical technique of regression 

analysis to determine how differences in the magnitude of the different elements of the 

reward system that we have identified affect productivity and, conversely, to estimate how 

changing those elements would influence performance. 

 

**Qualitative Analysis** 

 

 **Thematic analysis** – identifying common themes and insights across interview 

transcripts, uncovering how employees perceive the effects of reward systems on their 

motivation and satisfaction with work, adding depth to quantitative data. 
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Chapter 4: Empirical Study 

4.1 Data Presentation 

 

 

 

 

Research Philosophy 

 

Research Philosophy: The Impact of Reward Systems on Employee Productivity in the 

Workplace 

 

qustionnaires

croos-sectional

quantitative

servey

deductive

positivism
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 This article draws on several research philosophies to offer a full perspective of reward 

systems and employee productivity:  

 

Positivism 

 

Objective Measurement: Focuses on collecting numerical data through structured surveys 

and performance metrics. 

 

 Empirical Evidence (Evidence-based) Uses statistical methods to notice relationships 

between reward systems and employee output. 

 

Generalizability: Aims to produce findings that can be applied to various organizations and 

industries. 

 

Predictive Analysis: Tests hypotheses and predicts the impact of different reward systems 

on productivity. 

 

Interpretivism 

 

Subjective Understanding: Examines employees' personal experiences and interpretations 

of reward systems through interviews. 

 

 Contextual insights: Wins high marks for showing how rewards can affect employee 

motivation and satisfaction. However, it could have provided more contextual info on the 

case.  
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 Exploration of Meanings: Tries to find out how workers understand and respond to 

rewards, not just numbers.  

 

Complementary Data: Enriches the study with qualitative insights that complement 

quantitative findings. 

 

Value-Sensitivity 

 

 Ethical questions: Discusses key ethical issues involving rewards and how this system is 

consistent with employees’ values and expectations.  

 

Employee Well-being: Considers how different reward systems impact employees' job 

satisfaction and overall well-being. 

 

 Fairness and equity: Are the reward systems perceived as fair and equitable to employees? 

 

Social Reality 

 

 Contextual consciousness: Recognises that employees’ perceptions and responses to 

reward systems are shaped by the social contexts and organisational cultures in which they 

are embedded. 

 

Dynamic Interaction: Understands that social interactions and organizational dynamics 

influence how rewards affect productivity. 

 

Research Methods 
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 Quantitative Methods: To feature surveys and performance metrics that can accumulate 

numeric data about reward systems and productivity. 

 

 Qualitative Methods: Utilises interviews and open-ended questions to gain rich insights 

into employees’ experiences and attitudes. 

 

 Mixed Methods: Both qualitative and quantitative studies put together to better explain 

what reward systems can and can’t do. 

 

 It should be noted that this study attempts to provide a well-balanced study using elements 

of Positivism, Interpretivism, Value-Sensitivity, Social Reality, and Research Methods to 

explore how reward systems impact employee productivity, using a blend of objective and 

subjective measures. 

 

Research Approach 

This article utilises both Deductive and Inductive techniques to assess how reward systems 

affect employees' productivity. 

 

Deductive Approach 

 

 Conclusions: The grounding of deductive reasoning is provided by some hypotheses and 

theories concerning the reward system and performance that are previously known. It 

seeks to either confirm or refute these theories by means of empirical data.  

 

 Applications: Using this approach, a given model of how rewards function, say, in one 

domain, can be tested or supported within the context of employee productivity in the work 

setting.  
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Research Methods: 

 

Hypothesis Testing: Formulating hypotheses based on existing theories about the effects of 

reward systems. 

 

Quantitative Analysis: Using surveys and performance metrics to test these hypotheses and 

analyze results. 

 

Inductive Approach 

 

 Underlying assumptions: the inductive approach starts with observations, data gathering, 

without theory before following the inductive logic, it builds new theories or models from 

findings of the study. 

 

 Applications: We hope it will encourage the search for fresh patterns and understandings 

about how the brain’s reward systems impact productivity, and eventually lead to new 

theoretical models.  

 

Research Methods: 

 

 Collecting qualitative data via interviews and open-ended surveys, researchers must look 

for emergent themes and patterns. 

 

 Exploratory: Identifying and tracking patterns in the data.Theory Building: Based on these 

data patterns, we propose a new theory or model. 
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The research could then use both the deductive and inductive approaches to get a more 

complete picture of how reward systems influence employee productivity. The deductive 

approach tests existing theories, while the inductive approach explores new ideas and 

develops new meanings. 

 

### Research Strategy 

 

**Research Strategy: The Impact of Reward Systems on Employee Productivity in the 

Workplace** 

 

In this study, a survey and case study approach are used to examine the role of reward 

systems in employee productivity. 

 

#### **Survey** 

 

Purpose and Direction: It intends to collect quantitative data from a large number of 

employees in order to determine general trends regarding the relationship between reward 

systems and productivity. 

 

**Applications**: Collects broad statistical data on employees’ perceptions and the 

relationship between rewards and productivity. 

 

**Research Methods**: 

 

Structured Questionnaires: Distributed to employees to gather standardised information 

about their perceptions and experiences of reward systems. 
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**Quantitative Analysis:** Explores survey data regarding reward systems and productivity 

to identify trends, relationships, and statistical significance. 

 

#### **Case Study** 

 

Purpose and focus: to study particular institutions and to see how reward schemes are used 

and how they impact productivity in real-world environments. 

 

**Applications**: Provides detailed, context-rich insights into how reward systems function 

within individual organizations. 

 

**Research Methods**: 

 

**Extended interviews**: with various stakeholders from the sample companies to 

investigate their reward practices and consequences. 

 

Document Analysis: Read the organisation’s internal reports, performance data, and 

documentation of their reward system.  

 

**Notes**: thoughtfully evaluates observed reward systems and employee responses in the 

specific context of the work environment.  

 

A combination of the survey and case study strategies will enable both a broad quantitative 

view and a richer qualitative feel of how reward systems impact employee productivity. 
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4.2 Data Analysis 

In the analysis of data, it can be seen how much and how a reward system affects the 

productivity of employees. This can be done using both qualitative and quantitative data. 

 

Quantitative Analysis 

 

 Descriptive Statistics: Describes basic characteristics of the survey data, including mean, 

median, mode, and standard deviation, to offer a general idea of employees’ attitudes 

towards reward systems. 

 

 Correlation analysisPurpose: To examine the association between reward system variables 

(eg, financial incentives and non-financial incentives) and productivity measures for 

employees (eg, work output and quality standards). 

 

Regression Analysis: How much do the different components of reward systems predict 

differences in employee productivity? This tells you which components of reward systems 

matter most. 

 

Qualitative Analysis 

 

Thematic Analysis: Uses responses to open-ended questions from surveys to identify 

themes in participants’ accounts of their experiences of reward systems and feelings about 

them. This helps uncover the role of reward systems in job satisfaction and motivation. 
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Content analysis looks at qualitative data for specific content and context; for instance, what 

are the most common reasons that employees give for satisfaction and for dissatisfaction 

with current reward systems? This helps to understand what’s really driving productivity 

beyond mere quantitative data. 

 

Quantitative analysis, brought together with qualitative analysis, is intended to capture the 

story of how reward systems affect employee output, grounding the numbers in lived 

experience.4.3 Discussion of Findings 

[Your Discussion of Findings Here] 
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Chapter 5: Conclusion 

5.1 Summary of Findings 

This research has contributed to understanding that the productivity of employees depends 

on reward systems and how they motivate employees. The research has been collected from 

different sources. The quantitative data has been collected from surveys, and the qualitative 

data has been collected from interviews. The hypothesis has been accepted that a well-

structured reward system will free fully motivate employees, which will lead to good job 

satisfaction and the best performance of the tasks. This research helps to understand that 

easy implementation of well-organized rewards will increase productivity 

.5.2 Implications for Practice 

The results of this research can help the organizations to develop a more effective reward 

system for their employees. This could be achieved by finding out what kind of rewards 

employees want and therefore, reward systems of the organization can be designed in a 

way that rewards different employees in line with their varying preferences and needs. For 

example, financial incentives, formal recognition programmers as well as career 

advancements opportunities can be incorporated in the reward strategy of the organization 

to improve the organizational performance by enhancing the productivity and satisfaction 

of employees. 

5.3 Recommendations for Future Research 

Further research should be done to examine the longer-term impacts of reward systems on 

employee productivity and whether there are differences in relative reward preferences 

across industries and cultures. Further possibilities for research include assessing the 

effects of emerging reward systems such as flexible work arrangements, wellness programs, 

and others on employee motivation and performance. 
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Appendices 
The appendices section contains supplementary material that supports the research but is 

too detailed to include in the main section of the report. Often this material provides 

context, or further data and details on the methods. 
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Appendix A: Survey Questionnaire 

 

 A copy of the structured questionnaire form used to collect data from the employees 

pertaining to their reward systems, their productivity and the demographic data. 

 

Example: 

 

- Section 1: Demographic Information** 

 

  - Age 

 

  - Gender 

 

  - Department 

 

  - Job Title 

 

- Section 2: Reward Systems 

 

  - How satisfied are you with the financial incentives provided by your organization? 

 

  - How effective do you believe non-financial rewards are in improving your motivation? 
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- Section 3: Employee Productivity 

 

  - How would you rate your overall productivity at work? 

 

  - To what extent do you feel that the reward system impacts your work performance? 

 

Appendix B: Interview Guide 

 

 A semi-structured guide for interviewing employees and managers, with questions and 

topic areas for collecting qualitative data about reward systems and productivity. 

 

Example: 

 

- Introduction Questions 

 

  - Can you describe your role within the organization? 

 

  - How long have you been with the company? 

 

- Reward Systems Questions 

 

  - What types of rewards are offered by your organization? 

 

  - How do these rewards affect your motivation and job satisfaction? 
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- Productivity Questions 

 

  - Can you provide examples of how the reward system has influenced your work output? 

 

  - How do you perceive the link between rewards and productivity in your team? 

 

Appendix C: Data Collection Forms 

 

 Forms used to record data from surveys and interviews. This includes any raw data sheets, 

or notes that you took while conducting your survey or interview. 

 

Example: 

 

- Survey Data Sheets 

 

  - Excel spreadsheets or paper forms where survey responses were recorded. 

 

- Interview Notes 

 

  - Transcriptions of interviews with employees and managers, including key quotes and 

observations. 

 

Appendix D: Performance Metrics 
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 Detailed information on key performance indicators (KPIs) for an organisation, measured 

to quantify employee productivity. For example: work output, quality metrics, efficiency 

ratings. 

 

Example: 

 

- Work Output Data 

 

  - Monthly performance reports showing the volume of work completed. 

 

- Quality Metrics 

 

  - Data on error rates or customer feedback related to work quality. 

 

Appendix E: Case Study Summaries 

 

 Summaries of each of the case studies conducted during the research process. This includes 

an overview of each of the case study organisations, findings and what these findings tell us 

about the research objectives. 

 

Example: 

 

- Case Study 1: Organization X 
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  - Overview of reward systems in place 

 

  - Impact on employee productivity 

 

  - Key findings and implications 

 

- **Case Study 2: Organization Y** 

 

  - Overview of reward systems in place 

 

  - Impact on employee productivity 

 

  - Key findings and implications 

 

 Each appendix should be clearlyheaded and referenced in the body of the report at the 

point where it is relevant. 


