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ABSTRACT

This study investigates the impact of financial and non-financial reward systems on employee satisfaction and job performance at Red Dragon Cheroot Co., Ltd., with a focus on how salary, KPI bonuses, recognition, career development opportunities, and working conditions influence employee motivation and productivity. Using both primary and secondary data, the study employed a sample size of 159 employees out of 268 full-time staff, selected through simple random sampling. Primary data were collected using structured questionnaires with a five-point Likert scale, while secondary data were sourced from journals, websites, research papers, and textbooks. Descriptive statistics and linear regression analysis were applied to analyze the data. The study found that financial rewards, particularly salary and KPI bonuses, significantly affect employee satisfaction, while career development opportunities and favorable working conditions are key drivers for non-financial satisfaction. However, recognition did not show a significant impact. Job satisfaction was positively correlated with improved job performance. The study suggests enhancing transparency in the reward system, improving recognition programs, providing more opportunities for career advancement and skill development, improve leadership and management practices and reinforce employee connection to company mission and goals. The limitations of the study include the sample size and the focus on a single company, which may limit the generalizability of the findings. Future research could explore these variables across different industries to provide a broader perspective. 
Keywords: Employee Satisfaction, Job Performance, Financial Rewards, Non-Financial Rewards, Career Development Opportunities, KPI Bonus.







	TABLE OF CONTENTS

	

	Chapter
	Particular
	Page

	
	
	

	
	Acknowledgement
	i

	
	Abstract
	ii

	
	Table of Contents
	iii

	
	List of Tables
	v

	
	List of Figures
	vi

	
	
	

	I
	Introduction
	01

	
	1.1
	Background information of the Study
	02

	
	1.2
	Problem Statement of the Study
	04

	
	1.3
	Objective of the Study
	06

	
	1.4
	Research Questions of the Study
	06

	
	1.5
	Scope and Limitation of the Study
	06

	
	1.6
	Organization of the Study
	07

	
	
	
	

	II
	Literature Review
	08

	
	2.1
	Concept of Reward System
	08

	
	2.2
	Employee Satisfaction
	11

	
	2.3
	Employee Performance 
	12

	
	2.4
	Review of Empirical Studies
	13

	
	2.5
	Conceptual Framework of the Study
	14

	
	
	
	

	III
	Methodology
	16

	
	3.1
	Research Methods
	16

	
	3.2
	Research Design
	16

	
	3.3
	Data Collection Method
	17

	
	3.4
	Data Analysis Method
	18

	
	3.5
	Ethical Consideration
	19



	Chapter
	Particular
	Page

	

	IV
	Analysis and Results
	21

	
	4.1
	Reliability Test
	21

	
	4.2
	Description of Population and Sample
	23

	
	4.3
	Analysis of Financial Rewards
	24

	
	4.4
	Analysis of Non-Financial Rewards
	25

	
	4.5
	Analysis of Job Satisfaction
	28

	
	4.6
	Analysis of Job Performance
	29

	
	4.7
	Analysis on the Effect of Financial Rewards on Employee Satisfaction 
	30

	
	4.8
	Analysis on the Effect of Non-Financial Rewards on Employee Satisfaction
	32

	
	4.9
	Analysis on the Effect of Employee Satisfaction on Job Performance
	33

	
	

	V
	Conclusion
	35

	
	5.1
	Findings and Discussions
	35

	
	5.2
	Suggestions and Recommendations
	39

	
	5.4
	Suggestions for Further Research
	41

	
	
	
	

	References
	43

	Appendix I
	51

	Appendix II
	56





	LIST OF TABLES

	

	Table
	Particular
	Page

	
	
	

	3.1
	Rule of Thumb on Cronbach’s Alpha Coefficient Size
	18

	4.1
	Cronbach’s Alpha Analysis of Construct Variables
	21

	4.2
	Demographic Profile of Respondents
	22

	4.3
	Basic Salary
	24

	4.4
	KPI Bonus
	25

	4.5
	Recognition
	26

	4.6
	Career Development Opportunities
	27

	4.7
	Working Conditions
	28

	4.8
	Job Satisfaction 
	29

	4.9
	Job Performance
	30

	4.10
	Effect of Financial Rewards on Employee Satisfaction
	31

	4.11
	Effect of Non-Financial Rewards on Employee Satisfaction
	32

	4.12
	Effect of Employee Satisfaction on Job Performance
	33

	
	















	                                         LIST OF FIGURES

	

	Figure
	Particular
	Page

	
	
	

	2.1
	
	Conceptual Framework of the Study
	15












i

59

CHAPTER I
INTRODUCTION

Employees are the most important asset of every organization. The success of an organization depends on not only its technical efficiency, machinery, and plant layout but also its human resource. In the age of global competition, acquiring qualified, skillful employee and retaining it becomes the most important challenge of all organizations. Company needs to provide appropriate rewards to motivate and retain qualified employee to enhance their performance. Motivated employees are more engaged, productive, and committed to achieving excellence in their roles (Salvador & Sting, 2022). Companies must align their reward systems with business objectives to achieve long-term success. This alignment not only enhances productivity but also contributes to employee loyalty, ultimately benefiting the organization’s market position.
Human resource is the organization’s key resource and the success or failure of organizations on the ability of the employers to attract, retain and reward appropriately talented and competent. Employee willingness to stay on the job largely depends on compensation and benefit schemes of the organization. Employee satisfaction refers to a collection of positive and/or negative feelings that an individual hold towards his or her job. Job satisfaction is a part of life satisfaction. Employees with higher job satisfaction are generally less likely to be absent, have a lower tendency to leave the organization, are more productive, show greater organizational commitment, and tend to experience higher overall life satisfaction (Alsafadi & Altahat, 2021).
Kurdi et al. (2020) stated that employee performance directly impacts customer satisfaction. In labor-intensive industries, the quality of the product or service depends largely on the workers’ dedication and craftsmanship. Companies that invest in maintaining high morale see better teamwork and higher product quality, which improves customer satisfaction. Lastly, retaining skilled employees is vital for labor-intensive industries, where turnover can be costly and disruptive. Armstrong and Taylor (2023) described that by investing in employee well-being and career development, companies can foster long-term loyalty and reduce the impact of workforce fluctuations.
Reward is one of the important elements to motivate employee for contributing their best effort to generate innovation ideas that lead to better business. Reward had been seen to be a vital instrument in employee satisfaction. The rewards are categorized into two groups financial and non-financial. Financial rewards include salary, cash bonus, benefits, etc. Non-financial rewards include recognition, career development, work condition, etc. (Saleem & Iqbal, 2023). Non-financial rewards, such as providing opportunities for skill development and career progression, have become increasingly important in today’s work environment as employees seek long-term growth and recognition. Implementing both types of rewards effectively ensures a holistic approach to motivation, benefiting the individual and the organization.
Effective reward system enhances employee motivation and increases employee productivity all of which to improve organizational performance (Lavanya et al., 2024).  Motivated employee is more productive, more efficient and more willing to work towards organizational goals than employee who are experiencing low level of motivation. The highly motivated employee serves as competitive advantage for any company because their performance leads an organization to well accomplish its goals (Kim, 2021). Most of the research indicates that companies implementing comprehensive reward strategies see a marked improvement in overall employee performance and reduced turnover rates, emphasizing the critical role of motivation in organizational success.
	This research study outlines the effect of reward system on employee performance of Red Dragon co., Ltd. Performance of each employee may be different based on the reward system. Reward system is an important element in human resource management to understand the employee satisfaction and employee performance. 

1.1 Background information of the Study
Effective reward systems can enhance employee satisfaction by recognizing and reinforcing positive behaviors, leading to higher levels of engagement and productivity (Eze et al., 2023). By investigating this relationship, organizations can determine how different reward structures influence employee attitudes and behaviors, which can improve overall organizational outcomes. Research shows that aligning rewards systems with both individual and organizational goals contribute to better performance and satisfaction (Awan et al., 2020). Additionally, integrating rewards with career development and recognition programs has been shown to increase employee retention and satisfaction, highlighting the importance of a comprehensive approach to rewards management (Frederiksen, 2020). Understanding these connections enables organizations to design effective reward systems that maximize employee satisfaction and drive long-term success. The role of financial and non-financial reward management becomes even more critical in industries where skilled labor is central to production, as is the case in cheroot manufacturing. The craftsmanship required in such industries necessitates well-structured reward systems that acknowledge the skill level and dedication of the workforce.
		Employee satisfaction is crucial for organizational success as it directly affects motivation and performance. When employees are satisfied with their jobs, they tend to be more engaged and productive, contributing positively to organizational goals. Additionally, satisfied employees exhibit higher levels of organizational commitment, which leads to reduced turnover and associated costs, thus retaining valuable talent and maintaining consistency. Moreover, there is a significant relationship between employee satisfaction and customer satisfaction, suggesting that investing in employee well-being can enhance the customer experience and provide a competitive advantage (Thomas et al., 2022). 
	Red Dragon Co., Ltd., established on February 12, 1995, one of Myanmar’s largest cheroot manufacturing industries in Myanmar, holds a unique position both culturally and economically. The company operates in a labor-intensive industry that requires skilled craftsmanship at every stage for the production of cheroots, a traditional form of cigar widely consumed across Myanmar. The company employs a large workforce of laborers and salaried employees. Its operations are spread across various departments, including finance, production, and sales, with labor heads coordinating work in rural villages. 
	Red Dragon is currently transitioning from a traditional family-run structure to a more formal, systemized corporate framework. At the time of this transforming period, the performance of the employees is also necessary. This transforming requires not only technical updates and efficiency improvements but also significant changes in workforce management, emphasizing the importance of employee satisfaction and motivation. Red Dragon’s modernization strategy must include a focus on aligning employee rewards with company goals to ensure the company can adapt effectively while maintaining high production standards. Additionally, satisfied employees show greater organizational commitment, which lowers turnover and related expenses, keeping valuable talent and preserving consistency (Eze et al., 2023). Moreover, there is a strong correlation between customer and employee satisfaction, indicating that putting money into the welfare of employees can improve customer happiness and provide businesses a competitive edge (Frederiksen, 2020). Ensuring that the reward system is well-structured and aligned with employee needs and company objectives will be crucial for Red Dragon’s modernization strategy and long-term success.
		Rewards systems are crucial for motivating employees and enhancing overall organizational performance. Positive reinforcement through rewards significantly impacts employee behavior and motivation, encouraging continued high performance. A well-structured rewards system boosts employee morale and aligns individual efforts with organizational goals, fostering a culture of achievement and excellence.  Additionally, effective rewards systems not only help retain existing talent but also attract new talent by offering competitive incentives and recognition, which is essential in today’s competitive job market. Furthermore, integrating both financial and non-financial incentives into rewards systems contributes to higher levels of employee satisfaction and engagement, leading to improved performance and organizational success (Kurdi et al., 2020).

1.2	Problem Statement of the Study
In today’s globalized environment, where businesses operate across international borders and employees are protected by global labor laws and agreements, reward systems have become a key competitive advantage for many organizations. Globalization has increased the pressure on business management to be proactive, innovative, and creative to thrive in a complex and rapidly changing market that extends beyond national boundaries. Business management now extends beyond traditional mass production aimed at achieving economies of scale, requiring more dynamic and adaptive strategies to ensure success.
	Maximizing organizational performance is a critical challenge for businesses. Plants, machinery, and equipment alone cannot achieve the desired output without the support of an effective and motivated workforce. They have a relatively fixed production capacity. It is only the human resource whose output is subject to a number of motivating factors. The success of every organization depends not only on the quality of human resources available to the organization but also on the ability to trigger the optimum output from employees. Camilleri (2021) highlighted that in labor-intensive industries like cheroot manufacturing, employee motivation is pivotal in maintaining product quality and meeting production demands. Properly structured reward systems become essential tools for leveraging the human resource to its maximum potential, creating a culture of excellence and continuous improvement. It is also described that success in today’s increasingly competitive environment is to a greater extent a function of effective and efficient management of human resources available to the business organization.
	Many employees operate strictly within the boundaries of their job descriptions and show little interest in going beyond their assigned duties to advance the organization’s goals. This takes away creativity from the workplace, limits invention and improvement and places such a firm at a competitive disadvantage in the adverse business world that is constantly shifting to meet consumer needs and expectations. It takes only motivation to transform these employees into a self-driven and work oriented labor force. According to Onavwie et al. (2023), an effective reward system is dynamic, requiring regular adjustments and ongoing evaluation to ensure it continually aligns with and enhances employee motivation. It should continually foster a desire to achieve high standards, enhance employee satisfaction, and promote a sense of competence and autonomy.
	Reward systems are very critical for an organization. While well-designed reward systems can attract the right employees, retain them, and consistently motivate them to achieve high performance, a poorly structured system can lead to high employee turnover and low productivity in the workplace. It is essential for management to establish a reward system that positively reinforces employee contributions toward desired performance outcomes. Such a system will foster a continuous drive-in employee to be creative, innovative, and performance-oriented, leading to higher productivity levels and giving the organization a competitive edge in the global marketplace (Camilleri, 2021).
	The cheroot market in Myanmar is diverse, with demand coming from both local consumers and tourists. While the industry remains largely focused on the domestic market, there is growing potential for exporting cheroots to neighboring countries where there is interest in traditional tobacco products. Despite the increasing global trend toward mechanization in manufacturing, the cheroot industry remains heavily reliant on manual labor due to the craftsmanship involved in producing high-quality hand-rolled cheroots. This dependence on skilled labor makes an effective reward system essential for Red Dragon Co., Ltd., as it must not only attract skilled workers but also motivate and retain them to ensure high-quality production standards are consistently met.
 	Therefore, this study will be highly relevant to Red Dragon’s strategic goals, particularly as the company seeks to modernize its workforce management. Reward systems are a critical factor in motivating employees and enhancing job performance, particularly in labor-intensive industries like cheroot manufacturing, where productivity hinges on human effort. Understanding the effect of reward systems on employee satisfaction and employee performance and will allow Red Dragon to improve its employee retention, morale, and productivity. Moreover, this proposal will be focused on linking rewards to employee satisfaction and performance is essential for ensuring that Red Dragon can effectively manage its large workforce, improve operational efficiency, and secure its position in a competitive market during its modernization phase.

1.3	Objectives of the Study
	The main objectives of this study are:
1. To analyze the effect of reward system on employee satisfaction of Red Dragon Co., Ltd.
2. To analyze the effect of employee satisfaction on employee performance of Red Dragon Co., Ltd.

1.4	Research Questions of the Study
	The research questions of this study have come out as follows.
1. [bookmark: _Hlk179482243]What is the effect of reward system on employee satisfaction of Red Dragon Co., Ltd?  
2. What is the effect of employee satisfaction on employee performance of Red Dragon Co., Ltd?  

1.5	Scope and Limitation of the Study
It would have been appropriate if the study could cover the cheroot manufacturing industry in Myanmar as a whole, but due to time and financial constraints, the researcher chose to concentrate the study on the effect of rewards system on employee performance of Red Dragon Co., Ltd.   The data will be collected from fulltime employees who are currently working at Red Dragon Co., Ltd. Part-time employees will not include in this study. This study has been restricted only employees of Red Dragon co., Ltd. The conclusion of this study would be limited and constrained to unique factors associated with Red Dragon Co., Ltd. Consequently, the conclusion may not be the same as other cheroot manufacturing companies.
According to the Human Resources Department records, there are a total of 268 full-time employees in the company. These employees are involved in various departments, including production, sales, and administration, which allows for a broad understanding of the reward system’s impact across different areas of the organization. To ensure that the sample is representative of the population of full-time employees, a simple random sampling method will be employed. This method ensures that every employee has an equal chance of being selected, reducing selection bias and increasing the generalizability of the findings. The sample size for this study will be determined using the Raosoft sample size calculator with a 95% confidence level and a 5% margin of error, which yields a sample size of 159 employees.

1.6	Organization of the Study
This study is organized into five chapters. Chapter one consists of the background of the study, problem statement of the study, objectives, research questions, scope and limitations and organization of the study. Chapter two provides relevant theoretical concepts, empirical studies, and conceptual framework of the study. Chapter three includes research design, sampling methods, data collection techniques, and data analysis methods used in the study. Chapter four presents the results of the data analysis, including descriptive statistics, regression analysis, and other relevant findings. Chapter five is the conclusion that included with the finding and discussions, suggestions and recommendations and needs for further research.







CHAPTER II
LITERATURE REVIEW

This chapter is concerned with theoretical background of the study and underlines the reward system, employee satisfaction and employee performance. The purpose is to present the underlying theoretical and methodological rational for this study. In this chapter, theories related with reward system, its impacts on employee satisfaction and employee performance explored through review of books, articles, journals and web pages are involved. Finally, conceptual framework of the study is presented.

2.1	Concept of Reward System
Reward systems play a crucial role in shaping employee motivation, satisfaction, and performance, making them an integral component of organizational success. In today’s competitive business environment, organizations must implement effective reward strategies to attract, retain, and motivate employees while aligning individual efforts with broader corporate objectives (Armstrong & Taylor, 2023).
A well-structured reward system serves as a key driver of employee engagement, productivity, and organizational commitment. It consists of financial and non-financial rewards designed to reinforce positive work behaviors and outcomes. Financial rewards include direct monetary compensations such as salaries, bonuses, and benefits. Salaries provide financial stability, while performance-linked bonuses incentivize employees to achieve or exceed their targets. Additional benefits, such as health insurance, retirement plans, and paid leave, contribute to employees’ overall well-being and job satisfaction (Okwuise et al., 2023).
Non-financial rewards, on the other hand, focus on intrinsic motivation by fostering a supportive and growth-oriented work environment. These rewards include recognition, career development opportunities, and favorable working conditions. Recognition acknowledges employees’ contributions, boosting morale and enhancing their sense of belonging. Career development opportunities, such as training programs and promotions, facilitate professional growth and long-term retention. A positive work environment—both physically and psychologically—ensures employee well-being, leading to greater satisfaction and productivity (Peramatzis & Galanakis, 2022).
By integrating both financial and non-financial rewards, organizations can create a balanced and comprehensive approach to employee motivation. A well-designed reward system aligns employees’ interests with organizational goals, optimizes human resource utilization, and minimizes turnover while maintaining a committed and high-performing workforce (Francis et al., 2020). Effective reward distribution fosters job satisfaction, enhances productivity, and strengthens organizational loyalty, making it a critical factor in sustainable business success.
Rewards can be categorized into intrinsic and extrinsic rewards. Intrinsic rewards stem from internal job satisfaction, such as personal achievement and the fulfillment derived from meaningful work. Extrinsic rewards, in contrast, include tangible incentives like monetary compensation and benefits (Denomme, 2023). Organizations must carefully design their reward systems to strike a balance between these elements, ensuring that employees remain motivated and engaged while contributing to the company’s long-term success.

2.1.1	Financial Rewards
Financial rewards are a fundamental aspect of employee motivation, retention, and compensation. These rewards are typically designed to recognize and incentivize performance, ensuring that employees feel valued and fairly compensated. Financial rewards are usually categorized into three main types: salaries, cash bonuses, and benefits. Each of these categories plays a unique role in shaping employee behavior and satisfaction within an organization.
Basic salary is the most common form of financial reward. These are fixed, regular payments that employees receive for performing their job responsibilities. The amount of salary is often determined by various factors, including the employee’s role, experience, skill level, market conditions, and the specific industry standards. A competitive salary is crucial for attracting and retaining talent, as it provides employees with a sense of financial security. When employees feel that they are compensated fairly based on their qualifications and the industry average, they are more likely to be satisfied with their jobs and committed to their work. According to Wei et al. (2024), salaries play a significant role in fostering job satisfaction, as they provide financial stability and reduce stress related to financial insecurity.
Cash bonuses are another critical component of financial rewards. Unlike salaries, which are fixed, cash bonuses are variable and performance-based. Bonuses are often tied to specific performance targets or company profitability, rewarding employees for achieving or surpassing set goals. These bonuses can act as a short-term incentive to drive employee behavior and align individual objectives with the organization’s broader goals. For example, bonuses may be awarded for exceeding sales targets, meeting production quotas, or contributing to the overall profitability of the company. Performance-linked incentives are highly effective in motivating employees to improve their performance and contribute actively to the organization’s success (Noorazem et al., 2021)

2.1.2	Non-financial Rewards
In addition to financial rewards, non-financial rewards play a crucial role in motivating employees and fostering a sense of belonging, achievement, and job satisfaction. These rewards are not monetary but are equally important in enhancing employee engagement and satisfaction. Non-financial rewards can be categorized into three main types: recognition, career development opportunities, and favorable work conditions.
Recognition involves acknowledging and appreciating the efforts and achievements of employees. This form of reward is essential for reinforcing positive behaviors and encouraging continued high performance. Recognition can take many forms, such as verbal praise from managers, public acknowledgment in team meetings, or awards for exceptional performance.  Iyer (2023) emphasizes that recognition fosters a sense of accomplishment, strengthens employee morale, and affirms their value within the organization. When employees are recognized for their hard work, they are more likely to feel motivated and committed to their roles. Recognition can also help improve employees’ self-esteem, making them feel more valued and respected.
Career development opportunities are another form of non-financial reward that significantly impacts employee motivation and job satisfaction. Employees who are provided with opportunities for career growth through training, mentorship, and promotion prospects are more likely to feel engaged and invested in their work. Such opportunities demonstrate that the organization is committed to the long-term development of its employees. By investing in career development programs, companies not only enhance the skills and competencies of their workforce but also increase employee loyalty and retention. Employees who see a clear path for advancement within the organization are more likely to remain with the company and put forth their best efforts ( Hollar et al., 2022)
Work conditions are another important non-financial reward that affects employee satisfaction. This category encompasses the physical and social aspects of the work environment. A positive, supportive work culture can significantly enhance job satisfaction and employee well-being. Work conditions include factors such as safe and ergonomic workspaces, the availability of resources to perform tasks efficiently, and a workplace culture that promotes respect and teamwork. When employees feel comfortable and valued in their work environment, they are more likely to be productive, collaborative, and motivated. According Bonifacio (2024), a positive work environment not only enhances job satisfaction but also reduces stress and improves overall performance.

2.2	Employee Satisfaction
Employee satisfaction is a critical factor in determining the overall success and productivity of an organization. It reflects the employees’ attitude toward their jobs, workplace environment, and the organization’s policies and practices. As Baxi and Atre (2024) suggest, employee satisfaction, often referred to as “job satisfaction,” is a complex and multifaceted concept that plays a significant role in motivating employees and influencing their behavior at work.
Several factors influence employee satisfaction, including how well an organization meets its employees’ needs, desires, and expectations. These factors can range from the level of financial compensation to the quality of work-life balance and career development opportunities. When organizations successfully address these factors, employees are more likely to display positive attitudes, perform better, and show greater commitment to their roles. Research by Luther (2023) suggests that employees who are satisfied with their jobs are more likely to stay with the company, reducing turnover and improving retention rates.
Employee satisfaction can be further categorized into hygiene factors and motivators. Hygiene factors include salary, job security, work conditions, and other basic factors that prevent dissatisfaction. While the absence of hygiene factors can lead to dissatisfaction, their presence does not necessarily lead to high satisfaction or motivation. On the other hand, motivators, such as recognition, career development, and the sense of achievement from meaningful work, are factors that actively drive employees to excel and enhance their overall satisfaction and performance. While hygiene factors are necessary to prevent dissatisfaction, motivators are essential for driving job satisfaction and organizational commitment (Alam & Nahar, 2022)
Recent studies have broadened the understanding of employee satisfaction by including additional factors such as work-life balance, career growth opportunities, and organizational culture. Work-life balance, for instance, has become an increasingly important factor in employee satisfaction, as employees seek to maintain a healthy equilibrium between their professional and personal lives. Companies that prioritize work-life balance tend to have happier, more engaged employees.
Furthermore, a strong organizational culture that promotes inclusivity, transparency, and collaboration has been shown to have a positive impact on employee satisfaction (Okatta et al., 2024). By addressing these factors, organizations can foster higher levels of employee satisfaction, which, in turn, boosts productivity, reduces turnover, and enhances overall organizational performance.
Overall, both financial and non-financial rewards play integral roles in shaping employee satisfaction. By carefully designing and implementing effective reward systems, organizations can create a motivated, engaged, and satisfied workforce, ultimately contributing to their long-term success.

2.3	Employee Performance
Employee performance refers to the extent to which an individual executes their job duties and contributes to the overall success of an organization. It is a multi-dimensional construct, encompassing various aspects such as task proficiency, work behavior, and commitment to core job functions. These dimensions are essential in determining how effectively an employee contributes to organizational goals. The definition of performance is not limited to outcomes alone, but also includes the behaviors and activities that lead to those outcomes (Putra & Gupron, 2020).
The systematic evaluation of employee performance is often undertaken through performance management, a structured process aimed at improving organizational performance while fostering individual and team development (Siswanto et al., 2021). This process typically involves assessing how actual work performance aligns with established standards and predetermined conditions or agreements. Key performance indicators (KPIs) such as task quality, timeliness, and efficiency are measured to determine an individual’s contribution to the organization (Sudarso et al., 2023).
Key indicators of performance include the quality of work produced, the ability to meet deadlines, attendance, punctuality, initiative, teamwork, and the ability to achieve departmental goals (Utin & Yosepha, 2019). Organizations often rely on constructive feedback and ongoing assessments to enhance performance, promote a positive work environment, and ensure employees remain motivated and engaged. Effective performance not only contributes to individual success but also enhances overall workplace productivity, which is crucial to an organization’s long-term success and profitability (Kuswati, 2020).
Performance management plays a critical role in improving an organization’s overall efficiency and competitiveness. By evaluating employee performance regularly, organizations can identify areas for improvement and implement strategies that foster employee development and enhance productivity (Firdaus et al., 2023). Moreover, the behavior and actions of employees are seen as a direct reflection of an organization’s success, as human resources are considered one of the most vital assets for organizational growth (Nopiani & Narimawati, 2022).
Overall, employee performance is an essential factor in achieving organizational objectives, and the focus on structured assessments, regular feedback, and continuous improvement of performance can significantly impact overall organizational outcomes.

2.4	Review of Empirical Studies
	Several studies have discovered a link between reward system, employee satisfaction and employee performance. Kalangulla (2019) studied “the impact of reward system on employee performance: case study of bank of Tanzania” it aimed at analysing the effects of financial and nonfinancial rewards on empoyees’ job performance of bank of Tanzania. This previous study employed both quantitative and qualitative approaches. Meanwhile after data collection and discussions findings of this research which included the descriptive statistics, characteristics of work motivation, attributes of employees’ rewards, attributes of employees’ performance and effects of the independent variables on the dependent variable, this among other issues. Analysis of the study above study, it was obvious therefore those financial rewards positively affect employees’ job performance. Similarly nonfinancial rewards had the same impact on employees’ job performance at BOT. Thus, it was crucial that managers of the bank pay attention on the way they reward their employees in order to boost job performance, but it was often time that nonfinancial rewards were ignored by managers in many organizations, this study provided suggestion that they were vital in improving job performance. After a conclusion, then the research recommended that, employees’ job performance in the central Bank of Tanzania and any other business Organizations were influenced by rewards systems in place.
	Noorazem et al. (2021) conducted “the effects of reward system on employee performance in Malaysia”. The purpose of this previous research was to investigate the effects of a reward system in an organization on employee performance. The variable tested in this study includes salary, bonuses, appreciation and medical benefits. This study adopted a quantitative approach where 132 sets of questionnaires were distributed to the participants selected using convenience sampling. Data were then analyzed using SPSS software and a few analyses were carried out such as correlations analysis and regression analysis. The results showed that all variables have a significant impact on employees' performance. The results of this study could be used by the organization to improve its reward system and to ensure it could help in increasing the employees' performance.
By synthesizing these empirical studies, the current research aims to build a nuanced understanding of how reward systems influence job satisfaction and performance in labor-intensive settings like Red Dragon Co., Ltd. This review provides a foundation for developing targeted strategies to improve employee outcomes in such contexts.

2.5	Conceptual Framework of the Study
	A conceptual framework is an analytical tool with several variations and contexts. Based on the above concepts and theories studied from the literature reviews, conceptual framework of the study can be depicted as following model in Figure (2.1). The conceptual model for this research study is the combination of theoretical reviews and previous research explained above. This study focuses on the effect of reward system on employee satisfaction and employee performance of Red Dragon Co., Ltd. In this research, variables of reward system have been considered as financial reward and non-financial reward. These factors are the main independent variables and employee satisfaction is dependent variable to analyze the effect of reward system on employee satisfaction. Furthermore, employee satisfaction performs as independent variable and employee performance performs as dependent variable for analyzing the effect of employee satisfaction on employee performance of Red Dragon Co., Ltd.

Figure (2.1) Conceptual Framework of the Study
Independent Variables                         			        Dependent Variables
Financial Rewards
· Basic Salary
· KPI Bonus
Employee Satisfaction
Employee Performance
Non- Financial Rewards
· Recognition 
· Career Development Opportunities
· Working Conditions













Source: Own Compilation (2025)












CHAPTER III
RESEARCH METHEDOLOGY

This chapter describes how this research is performed in terms of research methods, research design, data collection process, data analysis methods and ethical consideration.

3.1	Research Methods
This study employs both descriptive and analytical research methods to explore the relationship between the reward system and employee performance at Red Dragon Co., Ltd. Descriptive research is used to identify and describe the factors that comprise the reward system, while the analytical component examines the relationship between these factors and employee performance. This approach helps to not only present a comprehensive understanding of the reward system but also to evaluate how various reward mechanisms influence employees’ work outcomes, particularly in a labor-intensive setting like that of Red Dragon Co., Ltd.
Descriptive research will be used to systematically categorize and document the existing reward mechanisms employed at Red Dragon Co., Ltd. These mechanisms include both financial rewards (e.g., salary, bonuses) and non-financial rewards (e.g., recognition, career development opportunities). By gathering information about the reward system in the company, the study provides a clear picture of the current structures in place.
In the analytical part, the research aims to establish the cause-and-effect relationship between the reward system and employee performance. The study seeks to test the hypothesis that an effective reward system can lead to improved employee performance, measured in terms of job satisfaction, productivity, and commitment to the company. Analytical methods will be used to interpret the data and establish the strength and significance of this relationship.

3.2	Research Design
The research design chosen for this study is a cross-sectional survey approach, which is appropriate for examining the relationship between variables at a single point in time. This design allows for the collection of data from a sample of employees at Red Dragon Co., Ltd. and provides insights into the current status of the reward system and its impact on employee performance.
The research will be conducted exclusively with full-time employees who are currently working at Red Dragon Co., Ltd. According to the Human Resources Department records, there are a total of 268 full-time employees in the company. These employees are involved in various departments, including production, sales, and administration, which allows for a broad understanding of the reward system’s impact across different areas of the organization.
To ensure that the sample is representative of the population of full-time employees, a simple random sampling method will be employed. This method ensures that every employee has an equal chance of being selected, reducing selection bias and increasing the generalizability of the findings. The sample size for this study will be determined using the Raosoft sample size calculator with a 95% confidence level and a 5% margin of error, which yields a sample size of 159 employees. This sample size is large enough to provide statistically significant results while also being manageable within the study’s resources and timeframe.

3.3	Data Collection Method
For the purpose of collecting primary data, a structured questionnaire will be used. The questionnaire will be designed to gather data on employees’ perceptions of the reward system and its impact on their job satisfaction and performance. The survey will consist of a series of statements related to the financial and non-financial rewards they receive, as well as their levels of satisfaction with these rewards and their perceived performance outcomes. The respondents will be asked to rate each statement on a five-point Likert scale, which will range from “Strongly Disagree” to “Strongly Agree.” This scale allows for the measurement of the intensity of employees’ attitudes toward the reward system and provides quantitative data for analysis.
The questionnaire will be distributed to the 159 randomly selected employees, and data will be collected through a combination of online and paper surveys. To ensure a high response rate, follow-up reminders will be sent to employees, and they will be assured that their responses will remain confidential. The data collection process is expected to take approximately two weeks, after which the collected data will be analyzed.
Secondary data will also be utilized in this research to provide context and support the primary data collected. Secondary data will be sourced from a variety of academic and organizational sources, including websites, textbooks, journals, articles, and internal records from Red Dragon Co., Ltd. This data will be used to supplement the primary data and to provide a broader understanding of the reward system within the context of Red Dragon Co., Ltd. and similar industries.

3.4	Data Analysis Method
Data analysis is the process of organizing the raw data using the systematic statistical techniques into data statistics of useful knowledge, which is interpreted and used by the management. The aim of data analysis is to obtain valuable information to be used to transform and improve strategies. The results of data analysis would enable companies to determine the current conditions and the best way to find the right solutions and the right transition. The collected data were analyzed using the Social Science Statistical Kit (SPSS). The raw data is first put in and evaluated for mean values using Microsoft Excel before running the data on the SPSS program. SPSS then analyses the ordered results. In this research, to complete this paper, descriptive analysis, reliability analysis and liner regression analysis were used (Bevans., 2020).

[bookmark: _Toc65242839][bookmark: _Toc65264202]3.4.1	Reliability Analysis
[bookmark: _Toc62377988]The alpha of Cronbach is a measure of internal consistency, which is how closely a set of things are associated as a group. It is regarded as an indicator of the reliability of the scale. Alpha checks by Cronbach to see if multiple-question Likert scale surveys are accurate. These questions measure latent variables, concealed or unobservable variables such as the consciousness of an individual or openness, which are very difficult to measure in the interest variable (Tavakol & Dennick, 2017). The table below shows the accuracy of each variable.





Table (3.1) Rule of Thumb on Cronbach’s Alpha Coefficient Size
	Cronbach’s Alpha
	Strength of association

	α > 0.9
	Excellent

	α > 0.8
	Good

	α > 0.7
	Acceptable

	α > 0.6
	Questionable

	α > 0.5
	Poor

	α < 0.5
	Unacceptable


Source: Tavakol & Dennick,  (2011)
If the alpha is greater than 0.7, the efficiency is excellent. If the alpha is lower than 0.5, the efficiency is poor. The following skim rules: 'Cronbach's alpha values are greater than 0.9 and are classified as excellent, alpha values greater than 0.8 are defined as good, alpha values greater than 0.7 are defined as acceptable, alpha values greater than 0.6 are defined as questionable, alpha values greater than 0.5 are defined as poor, and alpha values less than 0.5 are defined as unacceptable (Gliem & Gliem, 2015). The reliability test for the instrument was performed using the Alpha coefficient of Cronbach. 

3.4.2	Descriptive Analysis
The descriptive analysis consists of brief descriptive coefficients that summarize a data collection that can be either a representation of a population as a whole or a sample. The descriptive analysis summarizes and transforms information into information that is justifiable and interpretable. In order to represent the attributes by recurrence appropriation, rate, and mean and standard deviation, the statistical data of respondents used unmistakable analysis. In this study, descriptive analysis is used in demographic data analysis of respondents and analysis the effect of student engagement and academic achievement.

3.4.3	Multiple Regression Analysis
Regression models describe the relationship between variables by fitting a line to the observed data. Linear regression models use a straight line, while logistic and nonlinear regression models use a curved line. Regression allows to estimate how a change as the independent variable(s) change. Regression analysis is a set of statistical methods used for the estimation of relationships between a dependent variable and one or more. An independent variable is an input, assumption, or driver that is changed in order to assess its impact on a dependent variable (the outcome). It can be utilized to assess the strength of the relationship between variables and for modeling the future relationship between them (Bevans., 2020).

3.5	Ethical Considerations
Ethical considerations play a critical role in the design and implementation of this study. Ensuring the integrity of the research process and protecting the rights of participants is of utmost importance. The following ethical guidelines will be adhered to:
Informed Consent: All participants will be fully informed about the purpose of the study, the procedures involved, and how their data will be used. Participation will be voluntary, and employees will be asked to provide their consent before taking part in the survey. They will be informed that they can withdraw from the study at any time without any consequences.
Confidentiality: The confidentiality of respondents’ information will be maintained throughout the study. Personal identifiers will not be included in the data analysis, and responses will be aggregated to ensure that no individual can be identified based on their answers. The survey data will be stored securely and only accessible to the researcher.
Anonymity: To further protect the privacy of participants, the survey will be designed to ensure anonymity. Participants will not be required to provide any personally identifiable information, such as names or employee numbers, on the survey form.
Non-Coercion: Participation in the survey will be completely voluntary, and employees will not be coerced or pressured into participating. They will be assured that their decision to participate, or not, will have no impact on their employment status or relationship with the company.
Ethical Data Use: The data collected will only be used for the purpose of this research. The findings will be presented in an aggregated form, ensuring that individual responses are not disclosed or misused. Any secondary data used will be appropriately cited to avoid plagiarism.
By adhering to these ethical standards, the study aims to ensure that the research process is both credible and respectful of the rights of the participants.
This section provides an overview of the methodology, covering the research design, sampling, data collection methods, and ethical considerations that will guide the study. Through these methods, the research will aim to establish a clear understanding of the relationship between the reward system and employee performance at Red Dragon Co., Ltd., while maintaining ethical rigor throughout the process.



























CHAPTER IV
ANALYSIS OF THE EFFECT OF REWARD SYSTEM ON EMPLOYEE SATISFACTION AND PERFORMANCE OF RED DRAGON CHEROOT CO., LTD

This chapter presents the reliability test, demographic profile of the respondents, and the impact of the reward system on employee satisfaction and performance at Red Dragon Cheroot Company. It includes the mean values of reward systems, job satisfaction and employee performance. The final section evaluates the relationship between the reward system and job satisfaction and thereby job satisfaction and employee performance, as outlined below.

4.1	Reliability Test
[bookmark: _Hlk113399856]Reliability measures the consistency of a survey or instrument in capturing the intended concept. In this study, Cronbach’s alpha (α) was used to assess internal consistency, ensuring that the items measuring each construct were reliable. A Cronbach’s alpha value above 0.70 indicates high reliability, confirming that the survey effectively measures the intended variables.
Table (4.1) Cronbach’s Alpha Analysis of Construct Variables
	Description
	Reliability
	Item

	Basic Salary
	0.772
	5

	KPI Bonus
	0.909
	5

	Recognition
	0.772
	5

	Career Development Opportunities
	0.829
	5

	Working Conditions
	0.778
	5

	Employee Satisfaction
	0.880
	8

	Employee Performance
	0.913
	8


Source: Survey Data (2025)

This table (4.1) presents the Cronbach’s Alpha values for the construct variables used in the study. A Cronbach’s Alpha value above 0.7 indicates acceptable reliability, while values above 0.8 are considered good, and above 0.9 indicate excellent internal consistency. The results demonstrate that all variables such as basic salary, KPI bonus, recognition, career development opportunities, working conditions, employee satisfaction and employee performance meet the acceptable threshold, ensuring the reliability of the survey data.

Table (4.2) Demographic Profile of Respondents
	Sr No
	Demographic Factors
	Description
	No. of
Respondents
	Percentage
(%)

	
	
	Total Respondents
	159
	100

	1
	Age
	18-30
	80
	50.00

	
	
	31-43
	46
	29.10

	
	
	44-56
	25
	15.67

	
	
	57 and above
	8
	5.22

	2
	Gender
	Male
	65
	40.67

	
	
	Female
	94
	59.33

	3
	Marital Status
	Single
	62
	39.18

	
	
	Married
	85
	53.56

	
	
	Other
	12
	7.39

	4
	Education
	Primary School
	27
	17.16

	
	
	Middle School
	37
	23.51

	
	
	High School
	61
	38.06

	
	
	Under Graduate
	11
	6.72

	
	
	Graduate
	14
	8.96

	
	
	Other
	9
	5.54

	5
	Level of Position
	Junior
	71
	44.78

	
	
	Senior
	63
	39.93

	
	
	Supervisor
	12
	7.46

	
	
	Assistant Manger
	6
	3.69

	
	
	Manager
	7
	4.10

	6
	Years of Experiences 
	0-3 Years
	62
	38.81

	
	
	4-6 Years
	60
	37.69

	
	
	7-9 Years
	26
	16.04

	
	
	Above 9 Years
	12
	7.46

	7
	Monthly Income
	200,000-500,000 Ks
	85
	53.56

	
	
	500,001-800,000 Ks
	61
	38.06

	
	
	800,001-1,100,000 Ks
	7
	4.48

	
	
	Above 1,100,000 Ks
	6
	3.73


[bookmark: _Hlk189862646]Source: Survey Data (2025)

4.2	Description of Population and Sample
Table (4.2) shows the demographic profile of employees at Red Dragon Cheroot Company which provides insights into the workforce composition, including age, gender, marital status, education level, job position, work experience, and income levels. The survey was conducted with (159) employees, revealing a workforce that is predominantly young and female, with most employees holding junior or senior positions.
In terms of age distribution, the largest group of employees falls within the 18-30 age range (50.00%), followed by those aged 31-43 years (29.10%), while only a small percentage are 44 years and older (20.89%). This suggests that the company has a relatively young workforce. Regarding gender, females make up (59.33%) of employees, while males account for (40.67%), indicating that the company employs more women than men.
Marital status data shows that (53.56%) of employees are married, whereas (39.18%) are single, and (7.39%) fall into other categories. In terms of educational background, the majority of employees (38.06%) have completed high school, while only (15.68%) have an undergraduate or graduate degree. This suggests that most employees have secondary-level education, which may influence job roles and career advancement opportunities.
Looking at job positions, the majority of employees hold junior (44.78%) or senior (39.93%) roles, while only (15.25%) occupy managerial or supervisory positions. This structure indicates a hierarchical workforce, where most employees are at the operational level rather than in leadership roles. Work experience data further supports this observation. Employees with less than three years of experience make up 38.81% of the workforce, indicating that over one-third of employees are relatively new to the company. Meanwhile, (37.69%) have between three and six years of experience, suggesting that another significant portion of the workforce has a moderate level of experience. However, only (7%) of employees have been with the company for more than nine years, highlighting potential challenges in long-term employee retention. 
In terms of income levels, more than half of the employees (54%) earn between 200,000-500,000 Ks per month, while (38%) earn between 500,001-800,000 Ks. Only (4%) of employees earn more than 1,100,000 Ks, indicating that most employees are in a low to mid-income range. This suggests that salary increments, and competitive pay structures could be an important factor in improving job satisfaction and employee retention.

4.3	Analysis of Financial Rewards
[bookmark: _Hlk190251178]Financial rewards are assessed based on two key factors: base pay and KPI bonus. This section analyzes these factors to evaluate their impact.

4.3.1	Basic Salary
The survey results on base pay, gathered from five questionnaire items, are presented in Table (4.3). The table includes the mean of the responses. A five-point Likert scale was used to measure employees’ opinions, with response options ranging from strongly disagree to strongly agree.
Table (4.3) Basic Salary
	[bookmark: _Hlk189040465]Sr. No.
	Description
	Mean

	1
	Timely and sufficient basic salary
	3.55

	2
	Sufficient salary for performance
	3.85

	3
	Performance based salary increments
	4.26

	4
	Competitive pay scale in the industry
	4.25

	5
	Higher salaries improve satisfaction and performance
	4.45

	
	Overall Mean
	4.06


Source: Survey Data (2025)
The overall mean score of 4.06 indicates that employees view salary as a key factor in job satisfaction. The lowest-rated factor, “Timely and sufficient basic salary” (3.55), suggests that some employees face delays or inconsistencies in salary payments, which may impact morale. The highest-rated factor, “Higher salaries improve satisfaction and performance” (4.45), reflects a strong belief that better pay enhances motivation and productivity. While most employees find their pay structure reasonable, ensuring timely payments and strengthening performance-based increments could further improve satisfaction and motivation.

4.3.2	KPI Bonus
The KPI bonus is another critical component of financial rewards, designed to incentivize employees based on their performance. Survey results related to KPI bonuses are recorded in Table (4.4), showing the mean of responses. 
Table (4.4) KPI Bonus
	Sr. No.
	Description
	Mean

	1
	Performance based KPI Bonus
	3.78

	2
	Attractive KPI bonus
	3.66

	3
	KPI programs enhances accountability and responsibility
	4.13

	4
	KPI measurements ensure fairness
	3.59

	5
	Achievable KPI metrics in the workplace
	3.89

	
	Overall Mean
	3.77


Source: Survey Data (2025)
The KPI bonus system received an overall mean score of 3.77 which indicates that moderate satisfaction among employees. The highest-rated factor, “KPI programs enhance accountability and responsibility” (4.13), suggests that employees view performance-based incentives as a way to encourage responsibility and improve work efficiency. However, the lowest-rated factor, “KPI measurements ensure fairness” (3.59), highlights concern about whether bonuses are distributed equitably. While employees recognize the benefits of KPI-based rewards, improving transparency and ensuring that performance metrics are applied fairly could enhance trust and overall satisfaction with the system.

4.4	Analysis of Non-Financial Rewards
Non-financial rewards are assessed based on three key factors: Recognition, Career Development Opportunities and Working Conditions. This section analyzes these factors to evaluate their impact.

4.4.1	Recognition
Recognition plays a vital role in employee motivation and job satisfaction. This section examines employees’ perceptions of the recognition they receive for their contributions. Survey results related to recognition are presented in Table (4.5), which includes the mean of responses. A five-point Likert scale was used to measure employees’ opinions, ranging from strongly disagree to strongly agree. The analysis explores whether employees feel valued, appreciated, and acknowledged for their efforts within the organization.
Table (4.5) Recognition
	Sr. No.
	Description
	Mean

	1
	Recognition for good performance
	3.46

	2
	Organization values employee’s opinions and advices
	3.57

	3
	Job receives enough attention from company
	3.65

	4
	Proper recognition motivates employees to work hard
	4.15

	5
	Recognizing high performers encourages low performers
	4.28

	
	Overall Mean
	3.82


Source: Survey Data (2025)
The overall mean score of 3.82 suggests that employees generally feel recognized, but not consistently across all aspects of their work. The highest-rated factor, “Recognizing high performers encourages low performers” (4.28), indicates that employees value a workplace culture where outstanding efforts are acknowledged, as it motivates others to improve their performance. However, the lowest-rated factor, “Recognition for good performance” (3.46), suggests that many employees feel their contributions are overlooked. This gap in recognition could lead to decreased motivation and engagement. To enhance overall job satisfaction, the company could implement more structured recognition programs that consistently appreciate employees’ efforts, ensuring that both high performers and those making steady contributions feel valued.

4.4.2	Career Development Opportunities
Career development opportunities are essential for employee growth, job satisfaction, and long-term retention. This section evaluates employees’ perceptions of the career advancement opportunities available within the organization. Survey results on career development opportunities are presented in Table (4.6), including the mean of responses. The analysis examines whether employees feel they have access to training, promotions, and professional growth within the company.

Table (4.6) Career Development Opportunities
	Sr. No.
	Description
	Mean

	1
	Promotion is based on individual performance
	4.33

	2
	Fair and honest promotion
	3.83

	3
	On the job training is provided
	4.22

	4
	Orientation training is provided
	4.20

	5
	Promotion and job training improve adaptability and engagement
	4.37

	
	Overall Mean
	4.19


Source: Survey Data (2025)
The company received a high overall mean score of 4.19 for career development opportunities, indicates that employees generally feel they have access to growth and learning opportunities. The highest-rated factor, “Promotion and job training improve adaptability and engagement” (4.37), suggests that employees strongly believe career advancement and skill development contribute to their job satisfaction and effectiveness. However, the lowest-rated factor, “Fair and honest promotion” (3.83), indicates concerns about the transparency and fairness of the promotion process. While employees see opportunities for advancement, some may feel that promotions are not always based on merit, which could impact motivation and trust in the system. To further enhance career development, the company could focus on improving transparency in promotions and reinforcing fair evaluation criteria, ensuring that all employees feel they have equal opportunities for growth.

4.4.3	Working Conditions
Working conditions play a crucial role in employee satisfaction, productivity, and overall well-being. This section evaluates employees’ perceptions of their work environment, including factors such as safety, facilities, workload, and overall comfort. Survey results on working conditions are presented in Table (4.7), including the mean of responses. A five-point Likert scale was used to assess employees’ opinions, ranging from strongly disagree to strongly agree. The analysis explores whether employees feel their work environment is safe, well-equipped, and conducive to productivity.

Table (4.7) Working Conditions
	Sr. No.
	Description
	Mean

	1
	Suitable and convenient workplace for job responsibilities
	4.22

	2
	Fair treatment by seniors
	3.76

	3
	Trust and teamwork among coworkers
	3.98

	4
	Job is interesting
	4.26

	5
	Company rules and regulations are appropriate 
	4.19

	
	Overall Mean
	4.08


Source: Survey Data (2025)
The overall work environment received a mean score of 4.08, indicates that employees are generally satisfied with their working conditions. The highest-rated factor, “The job is interesting” (4.26), suggests that employees find their tasks engaging and meaningful, which contributes to job satisfaction and motivation. The lowest-rated factor, “Fair treatment by seniors” (3.76), points to concerns about leadership and management practices. Some employees may feel undervalued or treated unfairly by their supervisors, which could impact morale and job satisfaction. To address this, the company could focus on leadership training, open communication, and fair management practices to strengthen trust and workplace relationships.

4.5	Analysis of Job Satisfaction 
Job satisfaction is a key indicator of employee well-being, motivation, and commitment to the organization. This section examines employees’ overall satisfaction with their roles, workplace environment, and career prospects. Survey results on job satisfaction are presented in Table (4.8), including the mean and standard deviation of responses. The analysis explores factors such as workload, recognition, compensation, career growth, and work-life balance to determine the overall level of job satisfaction within the organization.

Table (4.8) Job Satisfaction
	[bookmark: _Hlk189041028]Sr. No.
	Description
	Mean

	1
	Feel positive and upbeat while working
	4.24

	2
	Aligned with the organization’s missions
	4.04

	3
	Organization makes my job feel important
	4.00

	4
	Enjoyment of organizational culture
	4.06

	5
	Like the people I work with
	4.13

	6
	Proud of my work
	4.31

	7
	Strong sense of belonging to the organization
	4.30

	8
	Intend to work for the same organization in the next two years
	4.17

	
	Overall Mean
	4.16


Source: Survey Data (2025)
The overall job satisfaction score of 4.16 indicates that most employees feel positive about their work, but there is still some room for improvement. The highest-rated factor, “Proud of my work” (4.31), shows that employees take pride in their contributions and feel a sense of accomplishment, which is a key driver of job satisfaction. However, the lowest-rated factor, “Organization makes my job feel important” (4.00), suggests that some employees may not fully recognize the significance of their roles within the company. This could indicate a need for clearer communication regarding each employee’s contribution to the organization’s overall goals. To further enhance job satisfaction, the company could focus on reinforcing the sense of importance and purpose for every role, ensuring that employees feel valued and connected to the broader mission.

4.6	Analysis of Job Performance
Job performance reflects employees’ effectiveness, productivity, and contributions to organizational success. This section evaluates employees’ perceptions of their own performance and the factors influencing it. Survey results on job performance are presented in Table (4.9), including the mean and standard deviation of responses. A five-point Likert scale was used to assess employees’ opinions, ranging from strongly disagree to strongly agree. The analysis examines key performance indicators such as work quality, efficiency, adherence to company policies, and ability to meet job expectations.

Table (4.9) Job Performance
	Sr. No.
	Description
	Mean

	1
	Passionate & determined, overcoming challenges to complete tasks
	4.41

	2
	Perform well under supervision
	4.25

	3
	Collaborate effectively with other departments
	4.51

	4
	Actively participate in group discussions and meetings
	4.35

	5
	Share expertise and perspectives with team members
	4.47

	6
	Work harmoniously within the workplace
	4.65

	7
	Manage my team efficiently during change
	4.27

	8
	Believe that understanding and collaboration lead to success
	4.75

	
	Overall Mean
	4.46


Source: Survey Data (2025)
Job performance received the highest overall mean score of 4.46, indicates that employees are highly motivated, engaged, and confident in their roles. The highest-rated factor, “Understanding and collaboration lead to success” (4.75), highlights the strong belief among employees that teamwork and mutual understanding are crucial to achieving success in their work. This emphasizes the importance of collaboration and effective communication in the workplace. The lowest-rated factor, “Perform well under supervision” (4.25), suggests that while employees generally perform well when supervised, there may be room for improvement in how they manage their tasks under direct oversight. This could be an area for further development, such as improving autonomy, providing clearer guidance, or enhancing supervisory support to ensure employees can excel even under supervision. Overall, the high ratings reflect a culture of strong collaboration, engagement, and high performance, but areas like supervision and independent work may benefit from additional focus to boost overall effectiveness.

4.7	Analysis on the Effect of Financial Rewards on Employee Satisfaction
This section finds out the effect of financial rewards on employee satisfaction.
In this study, linear regression is used to test the relationship between independent variables: salary, KPI bonus and dependent variable: employee satisfaction. Results from the regression between financial rewards and employee satisfaction are shown in Table (4.10).

[bookmark: _Hlk113400462]Table (4.10) Effect of Financial Rewards on Employee Satisfaction
	Model
	Unstandardized Coefficients
	t
	Sig
	VIF

	
	B
	Std. Error
	
	
	

	(Constant)
	.182
	.191
	.952
	.342
	

	Basic Salary
	.218***
	.065
	3.359
	.001
	2.589

	KPI Bonus
	.106*
	.058
	1.849
	.066
	2.348

	R
	.816

	R Square
	.665

	Adjusted R Square
	.658

	Durbin Watson
	2.452

	F-Test
	96.871***


Source: Survey Data (2025)
Notes: *** Significant at 1% level; ** Significant at 5% level; * Significant at 10%
According to the regression results presented in the table (4.10), the R square value is 0.665, indicating that the model explains 66.5% of the variance in employee satisfaction. The adjusted R square value is 0.658, confirming that the independent variables (basic salary and KPI bonus) are significant predictors of employee satisfaction. The F-test value of 96.871, which is significant at the 1% level, indicates that the overall model is highly significant. The R value of 0.816 suggests a strong positive correlation between the independent and dependent variables. The Durbin-Watson value of 2.452 indicates no significant autocorrelation in the residuals, suggesting that the model is well-specified.
The coefficient value of basic salary on employee satisfaction is 0.218 and is significant at the 1% level. This indicates that salary has a significant and positive impact on employee satisfaction. A higher salary is likely perceived by employees as an essential factor in their job satisfaction, contributing to both financial stability and motivation to perform well.
The coefficient value of KPI bonus on employee satisfaction is 0.106 at the 10% significance level. While this effect is positive, it is comparatively smaller than the effect of basic salary. This suggests that while employees appreciate KPI bonuses as a form of recognition and motivation, they may not view it as a primary driver of job satisfaction.

4.8	Analysis on the Effect of Non-financial Rewards on Employee Satisfaction
This section finds out the effect of non-financial rewards on employee satisfaction. In this study, linear regression is used to test the relationship between independent variables: recognition, career development, work conditions and dependent variable: employee satisfaction. Results from the regression between non- financial rewards and employee satisfaction are shown in Table (4.11).
Table (4.11) Effect of Non-Financial Rewards on Employee Satisfaction
	Model
	Unstandardized Coefficients
	t
	Sig
	VIF

	
	B
	Std. Error
	
	
	

	(Constant)
	.771
	.493
	1.565
	.124
	

	Recognition
	-.151
	.115
	-1.314
	.195
	2.371

	Career Development Opportunity
	.563***
	.204
	2.759
	.008
	3.328

	Working Conditions
	.393***
	.136
	2.886
	.006
	2.051

	R
	.712

	R Square
	.507

	Adjusted R Square
	.477

	Durbin Watson
	2.184

	F-Test
	17.139***


Source: Survey Data, 2025
Notes: *** Significant at 1% level; ** Significant at 5% level; * Significant at 10%
The R square value for the non-financial reward model is 0.507, indicates that 50.7% of the variance in employee satisfaction is explained by the independent variables (recognition, career development opportunities, and working conditions). The adjusted R square value is 0.477, confirming that these non-financial rewards significantly impact employee satisfaction. The F-test value of 17.139, which is significant at the 1% level, shows that the model is overall significant. The Durbin-Watson value of 2.184 suggests that there are no significant autocorrelation issues.
The coefficient value for career development opportunity is 0.563, significant at the 1% level. This suggests that employees who perceive greater opportunities for career advancement and growth are likely to experience higher satisfaction with their jobs. Career development is a strong predictor of employee satisfaction, as it provides employees with a sense of progress and professional development.
The coefficient value for working conditions is 0.393, significant at the 1% level, suggesting that favorable working conditions are strongly associated with higher employee satisfaction. A positive work environment enhances overall job satisfaction, indicating that employees value the physical and social aspects of their workplace.
The coefficient for recognition is -0.151, not significant at the 5% level, indicating that recognition does not have a significant direct effect on employee satisfaction in this model.

4.9	Analysis on the Effect of Employee Satisfaction on Employee Performance
This section finds out the effect of employee satisfaction on employee performance. In this study, linear regression is used to test the relationship between independent variables: employee satisfaction and dependent variable: employee performance. Results from the regression between employee satisfaction and employee performance are shown in Table (4.12).

Table (4.12) Effect of Employee Satisfaction on Employee Performance
	Model
	Unstandardized Coefficients
	t
	Sig
	VIF

	
	B
	Std. Error
	
	
	

	(Constant)
	2.752
	.405
	6.800
	.000
	

	Satisfaction
	.411***
	.096
	4.278
	.000
	1.000

	R
	.510

	R Square
	.260

	Adjusted R Square
	.246

	Durbin Watson
	2.111

	F-Test
	18.298***


Source: Survey Data, 2025
Notes: *** Significant at 1% level; ** Significant at 5% level; * Significant at 10%
In the model examining the effect of employee satisfaction on performance, the R square value is 0.260, meaning that 26% of the variance in employee performance is explained by employee satisfaction. The adjusted R square is 0.246, confirming that employee satisfaction plays a role in influencing job performance. The F-test value of 18.298, which is significant at the 1% level, indicates that the model is significant. The Durbin-Watson value of 2.111 shows no significant autocorrelation in the residuals.
The coefficient value for satisfaction on performance is 0.411, significant at the 1% level, indicating that higher employee satisfaction positively affects job performance. Employees who are satisfied with their work are more likely to exhibit greater motivation and dedication to their roles, which in turn enhances their overall performance.













CHAPTER V
CONCLUSION

Employee satisfaction and job performance are critical factors in determining the success of any organization. A well-structured reward system, including both financial and non-financial incentives, plays a significant role in motivating employees and improving their productivity. This study examines the impact of the reward system at Red Dragon Cheroot Co., Ltd on employee satisfaction and job performance. 
The cheroot manufacturing industry is labor-intensive, and employee satisfaction directly affects production efficiency and business performance. The findings of this study provide insights into the strengths and weaknesses of the current reward system and offer recommendations for improvement. This chapter presents the key findings, discussions, and conclusions based on the research results. Furthermore, it includes recommendations for the company to enhance its reward structure and suggestions for future research to explore additional factors that may impact employee satisfaction and performance.

5.1	Findings and Discussion
This study explores the impact of financial rewards including salary and KPI bonus and non-financial rewards such as recognition, career development, and work conditions on employee satisfaction and how satisfaction influences job performance at Red Dragon Cheroot Co., Ltd. Primary data was collected from employees through structured questionnaires, distributed directly to workers and indirectly via department heads. This research focuses on employee satisfaction and employee performance with the reward system at Red Dragon Cheroot Co., Ltd.
The demographic analysis reveals that respondents include both male and female employees, with the majority aged 18-30 years old. Most employees have been with the company for 0–6 years. Regarding salary, the largest group earns between 200,000–500,000 MMK per month. Most of the employees at Red Dragon Cheroot Co., Ltd. are in junior or senior operational roles. In terms of job roles, most employees work in production, quality control, and sales, while others are involved in warehouse and administrative functions. The study provides insights into how the company’s reward system influences overall job satisfaction and employee performance. 
Basic salary indicates a strong agreement that salary is a crucial factor in job satisfaction at Red Dragon Cheroot Co., Ltd. Employees generally believe that their salaries are reasonable in relation to their performance. The highest-rated factor, “Higher salaries improve satisfaction and performance”, highlights a strong belief that better pay enhances motivation and productivity. However, the lowest-rated factor, “Timely and sufficient basic salary”, suggests that some employees experience delays or inconsistencies in salary payments, which may affect morale. This viewpoint reflects that while employees appreciate the pay structure, ensuring timely salary payments and strengthening performance-based increments could further enhance job satisfaction and motivation.
KPI bonus system at Red Dragon Cheroot Co., Ltd. reveals moderate satisfaction among employees. Employees generally acknowledge the positive impact of performance-based incentives on accountability and efficiency. The highest-rated factor, “KPI programs enhance accountability and responsibility”, suggests that employees see the KPI system as a tool that encourages responsibility and improves work performance. However, the lowest-rated factor, “KPI measurements ensure fairness”, highlights concern regarding transparency and fairness in performance evaluation. Addressing these concerns by improving transparency in performance assessments, providing clear communication on KPI criteria, and ensuring objective evaluation methods could strengthen employee trust in the system and enhance overall satisfaction.
Employee recognition at Red Dragon Cheroot Co., Ltd. shows moderate satisfaction. Employees generally feel that recognition exists within the company but is not consistently applied across all aspects of their work. The highest-rated factor, “Recognizing high performers encourages low performers”, indicates that employees believe acknowledging outstanding efforts helps motivate others to improve their performance. This suggests that a culture of recognition has the potential to enhance overall productivity and engagement. However, the lowest-rated factor, “Recognition for good performance”, highlights concerns that many employees feel their contributions are overlooked. To address this issue and enhance job satisfaction, the company should consider implementing more structured and transparent recognition programs. 
Career development opportunities at Red Dragon Cheroot Co., Ltd. indicates strong satisfaction, which indicates that employees generally feel they have access to opportunities for growth and learning. The highest-rated factor, “Promotion and job training improve adaptability and engagement”, suggests that employees believe career advancement and skill development significantly contribute to their job satisfaction and overall effectiveness within the company. This reflects the importance of continuous professional growth in maintaining employee motivation and improving job performance. However, the lowest-rated factor, “Fair and honest promotion”, reveals concerns about the transparency and fairness of the promotion process. While employees see the potential for career advancement, some may feel that promotions are not always based on merit, which can undermine their trust in the system and potentially demotivate them. To enhance the effectiveness of career development programs, the company could focus on improving transparency in the promotion process and reinforcing fair evaluation criteria. 
Working conditions at Red Dragon Cheroot Co., Ltd. reveals a moderate level of employee satisfaction. The highest-rated factor, “The job is interesting”, suggests that employees find their tasks engaging and meaningful. This indicates that the nature of the work itself contributes significantly to job satisfaction and motivation. However, the lowest-rated factor, “Fair treatment by seniors”, highlights concern about leadership and management practices. Employees may feel undervalued or treated unfairly by their supervisors, which could negatively affect morale and overall job satisfaction. To address this concern and improve the work environment, the company should focus on leadership training and creating an atmosphere of open communication. Ensuring that all employees feel valued and treated fairly by their seniors will help to build trust and strengthen workplace relationships, ultimately improving overall job satisfaction and employee engagement.
Job satisfaction at Red Dragon Cheroot Co., Ltd. shows that most employees feel generally satisfied with their work. This indicates that the company has been successful in creating an environment where employees can thrive, although there is still room for improvement. The highest-rated factor, “Proud of my work”, underscores that employee take pride in their contributions and feel a sense of accomplishment. This factor suggests that the company has been effective in fostering a positive self-image for its employees and encouraging them to take ownership of their responsibilities. However, the lowest-rated factor, “Organization makes my job feel important”, indicates that some employees may not fully perceive the significance of their roles within the company. This could suggest a disconnect between the employees’ understanding of their work and the company’s overall mission or objectives. To address this, Red Dragon Cheroot Co., Ltd. could focus on clearer communication about how each role contributes to the organization’s broader goals. Reinforcing the importance and purpose of every position would help employees understand their value within the company, making them feel more connected to the organization’s mission.
Job performance at Red Dragon Cheroot Co., Ltd. indicates a high level of motivation, engagement, and confidence among employees. This reflects a workforce that is generally committed to their roles and strives for excellence. The highest-rated factor, “Understanding and collaboration lead to success”, highlights the significance of teamwork and mutual understanding in achieving success at work. Employees strongly believe that collaboration is key to their performance, indicating that the company has fostered an environment where effective communication and cooperation are prioritized. However, the lowest-rated factor, “Perform well under supervision”, suggests that employees may not always perform at their best when under direct oversight. While they generally excel when supervised, there may be challenges related to autonomy and independence in task management. This presents an opportunity for the company to focus on improving employees’ ability to manage their work without constant supervision. Providing clearer guidance, improving supervisory support, or offering training for independent work could help boost confidence and performance when employees are working under supervision. 
According to the regression analysis, financial rewards have a positive and significant effect on employee satisfaction at Red Dragon Cheroot Co., Ltd. The coefficient value of basic salary is positive, indicating that increases in salary are associated with higher employee satisfaction. KPI bonus contribute positively as well, with employees receiving higher KPI bonus reporting more satisfaction. Although this effect is positive, it is comparatively smaller than the effect of basic salary. This suggests that while appreciated, KPI bonuses are not as significant as salary in influencing overall job satisfaction. Overall, salary has a more substantial impact on satisfaction than KPI bonuses, emphasizing the importance of fair and timely compensation. To improve employee satisfaction further, the company may consider adjusting salary levels and refining its bonus system for more transparency and fairness.
Regarding the regression analysis results, among three non-financial rewards, only two rewards such as career development opportunities and working conditions have positive and significant effect on employee satisfaction.  The coefficient for career development opportunities is positive, indicating that employees who perceive opportunities for growth and advancement are likely to experience higher satisfaction. The coefficient for working conditions shows positive as well, suggesting that favorable working conditions significantly contribute to job satisfaction. Employees value both the physical and social aspects of their workplace, and a positive environment enhances overall satisfaction. The coefficient for recognition is negative and not significant, indicating that recognition, as assessed in this model, does not have a direct and significant effect on employee satisfaction. This suggests that while recognition might be valued, its immediate impact may not be as strong as career development and working conditions. 
According to the regression analysis, employee satisfaction has positive and significant impact on job performance, indicating that higher employee satisfaction leads to higher job performance.  Employees who are satisfied with their work are more motivated, dedicated, and likely to perform at higher levels. This reinforces the idea that improving employee satisfaction can lead to enhanced performance and productivity. However, satisfaction alone does not fully explain variations in performance, indicating that other factors such as workload, leadership, and company culture may also play a role.

5.2	Suggestions and Recommendations
Employee satisfaction and performance are critical factors in the success of any organization. A well-structured reward system plays a fundamental role in fostering employee motivation, engagement, and productivity. This section provides recommendations for improving the reward system at Red Dragon Cheroot Co., Ltd. by addressing key issues such as salary fairness, performance evaluation transparency, employee recognition programs, career development opportunities, and leadership practices. Implementing these improvements will enhance employee satisfaction, reduce workplace concerns, and contribute to the long-term growth of the company.
Salary consistency and transparency are essential for maintaining employee morale and financial stability. Ensuring that salaries are paid on time should be a top priority, as delayed payments can create financial stress and lead to dissatisfaction among employees. To mitigate this issue, Red Dragon Cheroot Co., Ltd. should implement a structured salary increment plan that accounts for both employee tenure and performance. This structured approach would allow for predictable and transparent salary adjustments, providing employees with a clear understanding of how their salaries are determined and what factors contribute to pay raises. Additionally, communicating the salary structure effectively to employees would enhance trust in the organization and reduce uncertainty regarding compensation.
The fairness and transparency of the KPI bonus system are crucial to maintaining employee motivation and trust in performance-based incentives. Concerns regarding the fairness of KPI-based rewards indicate a need for more structured evaluation criteria. The company should establish clear and standardized performance evaluation metrics to ensure consistency and eliminate potential bias. Employees should receive regular feedback on their performance, and performance reviews should be conducted transparently to clarify how bonuses are determined. By improving the clarity and fairness of the KPI bonus system, the company can foster a culture of meritocracy where employees feel their efforts are recognized and fairly rewarded.
Recognition plays a significant role in motivating employees and fostering a positive work environment. Employees who feel valued are more likely to remain engaged and committed to their work. To improve employee recognition, Red Dragon Cheroot Co., Ltd. should establish a formal recognition program that includes regular appreciation events, performance-based awards, and personalized feedback from managers. Encouraging supervisors to actively acknowledge employees’ contributions would create a culture of appreciation, leading to higher job satisfaction and motivation. By implementing a structured recognition program, the company can strengthen employee loyalty and reduce turnover rates.
Providing employees with clear career development opportunities is essential for fostering long-term commitment to the organization. Unclear promotion criteria can lead to dissatisfaction and discourage employees from seeking career advancement within the company. To address this, Red Dragon Cheroot Co., Ltd. should establish transparent promotion policies, ensuring that all employees have equal opportunities for career progression. Expanding training programs and mentorship initiatives would equip employees with the necessary skills for career growth, while clearly outlining the steps required for promotion would help employees plan their professional development. A transparent and structured career advancement system would enhance employee engagement and retention.
Effective leadership and management are essential for creating a supportive and productive workplace. Concerns about fair treatment from supervisors highlight the need for leadership development programs within the company. Managers should receive training in key areas such as communication, conflict resolution, and employee engagement to ensure a fair and supportive work environment. Additionally, implementing an open-door policy would allow employees to voice their concerns without fear of retaliation, fostering a culture of trust between management and staff. Strengthening leadership practices would improve workplace relationships and contribute to a more cohesive and motivated workforce.
Employees who understand how their roles contribute to the company’s overall success are more likely to be engaged and motivated. Strengthening the connection between employees and the company’s mission would help create a sense of purpose and commitment. Red Dragon Cheroot Co., Ltd. should clearly communicate its mission and goals to all employees and emphasize how individual roles contribute to the organization’s success. Regular team meetings, internal newsletters, and engagement initiatives can serve as effective tools to reinforce this connection. By ensuring that employees feel aligned with the company’s vision, the organization can cultivate a more motivated and purpose-driven workforce.
Enhancing employee satisfaction and performance at Red Dragon Cheroot Co., Ltd. requires a comprehensive approach that focuses on salary fairness, transparent performance evaluations, employee recognition, career development opportunities, leadership improvement, and a clear connection to company goals. By addressing these key areas, the company can create a more motivated, engaged, and productive workforce, ultimately leading to sustainable organizational growth and success. Implementing these recommendations will not only enhance employee well-being but also strengthen the company’s reputation as a fair and rewarding workplace.



5.3	Need for Further Research
While this study provides valuable insights into how reward systems impact job satisfaction and performance, additional research is needed to explore other related factors that may influence employee engagement and retention. Future studies could expand the sample size to include a broader range of employees across different industries or companies. This would allow for comparative analysis and provide a better understanding of how different reward structures impact employee satisfaction in various work environments. A longitudinal study tracking employee satisfaction and performance over time could help assess whether changes in the reward system led to sustained improvements. Understanding how employees’ perceptions evolve after modifications to salary structures, bonus systems, and recognition programs would provide deeper insights into the effectiveness of these strategies.
Further research could also examine the impact of leadership styles on employee motivation and job satisfaction. Exploring how different managerial approaches influence employee engagement could help organizations refine their leadership development programs. Additionally, research into work-life balance and its effect on employee retention could provide valuable insights into how organizations can create a healthier and more productive work environment. Investigating how factors like workload, flexible work arrangements, and stress management influence employee satisfaction could lead to the development of better HR policies. By addressing these research areas, future studies could offer practical recommendations for optimizing reward systems to enhance employee motivation, retention, and overall workplace satisfaction.
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APPENDIX I
SURVEY QUESTIONAIRES

The Effect of Reward System on Employee Performance

Dear Participant, 
I’m a student of Swiss School of Business Research, Centre for Professional Development and conducting this survey as one of the fulfillments for completing my study of Bachelor of Business Administration (BBA). I would like to get your effective response for the following questions. Your responses would be used only in my research purpose and would be kept in a strict confidential. It will be useful and get effectiveness for my thesis. Thank you so much for your time and support.


Sincerely,
Myat Myint Thu

Section A     Demographic
Age
       18-30                  31-43                  44-56                 57 and above
Gender
       Male                    Female        
Marital Status
       Single                  Married             Other       
Education
       Primary School                Middle School                High School              
       Under Graduate               Graduate                           Other
Level of Position
      Junior           Senior           Supervisor        Assistant Manager              Manager
Years of Experiences
      0-3 Years            4-6 Years           7-9 Years             above 9 Years
Monthly Income
       200,000-500,000 Ks                     500,001-800,000 Ks
       800,001-1,100,000 Ks                  Above 1,100,000 Ks
Section B     Reward System (Financial and Non-Financial Rewards)
[bookmark: _Hlk187427781]Please judge how far you agree with the following statements and tick to appropriate rating scale for all questions in the section. Use the following scale to select the number. 1= strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly agree
Financial Rewards (Basic Salary)
	[bookmark: _Hlk187423786]No
	Statement
	1
	2
	3
	4
	5

	1
	The company gives basic salary on time and paid well for employee.
	
	
	
	
	

	2
	I receive right amount of basic salary for my efforts and skills.
	
	
	
	
	

	3
	Salary increments are made based on employee performance.
	
	
	
	
	

	4
	The pay scale of this organization is attractive compare with other companies in the same industry.
	
	
	
	
	

	5
	I would recommend management use high salaries as a way of enhancing employee satisfaction and performance.
	
	
	
	
	


Financial Rewards (KPI Bonus)
	No
	Statement
	1
	2
	3
	4
	5

	1
	I receive KPI bonus which is suitable with my performance.
	
	
	
	
	

	2
	KPI bonus provided by the organization is attractive.
	
	
	
	
	

	3
	KPI program strengthens employees’ accountability and responsibility toward their work.
	
	
	
	
	

	4
	KPI measurements ensure fairness among all employees.
	
	
	
	
	

	5
	The established KPI metrics are designed to be achievable in practical workplace settings.
	
	
	
	
	




Non-Financial Rewards (Recognition)
	No
	Statement
	1
	2
	3
	4
	5

	1
	I receive positive recognition for what I perform better.
	
	
	
	
	

	2
	I feel that my organization values my opinions and advices.
	
	
	
	
	

	3
	I feel that my job receives enough attentions from my company.
	
	
	
	
	

	4
	Proper recognition motivates me to do work hard.
	
	
	
	
	

	5
	Proper recognition of high performer will encourage low performer to work hard.
	
	
	
	
	



[bookmark: _Hlk187427410]Non-Financial Rewards (Career Development Opportunities)
	No
	Statement
	1
	2
	3
	4
	5

	1
	Promotion in this company always based on individual performance.
	
	
	
	
	

	2
	Workers are promoted in a fair and honest way.
	
	
	
	
	

	3
	The firm runs on-the-job training for employees.
	
	
	
	
	

	4
	The orientation training is provided for new employees.
	
	
	
	
	

	5
	Promotion and job training help to work adaptably and actively in workplace.
	
	
	
	
	


Non-Financial Rewards (Working Conditions)
	No
	Statement
	1
	2
	3
	4
	5

	1
	The company provides a suitable and convenient workplace for carrying out job responsibilities.
	
	
	
	
	

	2
	Seniors treat subordinates fairly.
	
	
	
	
	

	3
	There is a sense of trust and teamwork among my coworkers.
	
	
	
	
	

	4
	My job is interesting.
	
	
	
	
	

	5
	The rules and regulations set by the company are appropriate for working.
	
	
	
	
	






Section C     Job Satisfaction 
Please judge how far you agree with the following statements and tick to appropriate rating scale for all questions in the section. Use the following scale to select the number. 1= strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly agree

[bookmark: _Hlk187428294]Job Satisfaction 
	No
	Statement
	1
	2
	3
	4
	5

	1
	I feel positive and up most of the time I am working.
	
	
	
	
	

	2
	I am aligned with this organization missions.
	
	
	
	
	

	3
	The organization makes me feel that my job is important.
	
	
	
	
	

	4
	I enjoy my organization culture.
	
	
	
	
	

	5
	I like the people I am working with.
	
	
	
	
	

	6
	I am proud to say what kind of work I do.
	
	
	
	
	

	7
	I feel a strong sense of belonging to my organization.
	
	
	
	
	

	8
	I will be working for the same organization in next 2 year.
	
	
	
	
	



Section D     Job Performance
Please judge how far you agree with the following statements and tick to appropriate rating scale for all questions in the section. Use the following scale to select the number. 1= strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly agree

Job Performance
	No
	Statement
	1
	2
	3
	4
	5

	1
	I am very passionate and determined about my work, overcoming challenges to successfully complete the assigned tasks.
	
	
	
	
	

	2
	I can perform as an excellent employee under supervision.
	
	
	
	
	

	3
	I can effectively collaborate with other department members when necessary.
	
	
	
	
	

	4
	I actively participate in group discussion and work meetings.
	
	
	
	
	

	5
	I am capable of sharing my expertise and perspectives with my team members.
	
	
	
	
	

	6
	I can work harmoniously within the workplace.
	
	
	
	
	

	7
	I can efficiently manage my team in situations involving change.
	
	
	
	
	

	8
	I believe that understanding and collaboration within organization lead to success. 
	
	
	
	
	


“I do appreciate your kind support and times”






















APPENDIX II
STATISTICAL OUTPUT
The Effect of Financial Rewards on Employee Satisfaction
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.816a
	.665
	.658
	.33249
	.665
	96.871
	4
	195
	.000
	2.452

	a. Predictors: (Constant), Basic Salary, KPI Bonus

	b. Dependent Variable: Satisfaction



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	42.835
	2
	10.709
	96.871
	.000b

	
	Residual
	21.557
	157
	.111
	
	

	
	Total
	64.392
	159
	
	
	

	a. Dependent Variable: Satisfaction

	b. Predictors: (Constant), Basic Salary, KPI Bonus


	[bookmark: _GoBack]Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.182
	.191
	 
	.952
	.342
	 
	 

	
	Salary
	.218
	.065
	.224
	3.359
	.001
	.386
	2.589

	
	KPI
	.106
	.058
	.117
	1.849
	.066
	.426
	2.348

	a. Dependent Variable: Satisfaction


	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.712a
	.507
	.477
	.51093
	.507
	17.139
	3
	50
	.000
	2.184

	a. Predictors: (Constant), Condition, Recognition, Career

	b. Dependent Variable: Satisfaction


The Effect of Non-Financial Rewards on Employee Satisfaction

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	13.422
	3
	4.474
	17.139
	.000b

	
	Residual
	13.052
	156
	.261
	
	

	
	Total
	26.475
	159
	
	
	

	a. Dependent Variable: Satisfaction

	b. Predictors: (Constant), Condition, Recognition, Career



	[bookmark: _Hlk189872049]Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	
	
	Tolerance
	VIF

	1
	(Constant)
	.771
	.493
	1.565
	.124
	
	

	
	Recognition
	-.151
	.115
	-1.314
	.195
	.422
	2.371

	
	Career
	.563
	.204
	2.759
	.008
	.300
	3.328

	
	Condition
	.393
	.136
	2.886
	.006
	.488
	2.051

	a. Dependent Variable: Satisfaction




	The Effect of Employee Satisfaction on Employee Performance

	[bookmark: _Hlk189871747]Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.510a
	.260
	.246
	.49393
	.260
	18.298
	1
	52
	.000
	2.111

	a. Predictors: (Constant), Satisfaction

	b. Dependent Variable: Performance



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	4.464
	1
	4.464
	18.298
	.000b

	
	Residual
	12.686
	158
	.244
	
	

	
	Total
	17.150
	159
	
	
	

	a. Dependent Variable: Performance

	b. Predictors: (Constant), Satisfaction



	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	
	
	Tolerance
	VIF

	1
	(Constant)
	2.752
	.405
	6.800
	.000
	
	

	
	Satisfaction
	.411
	.096
	4.278
	.000
	1.000
	1.000

	a. Dependent Variable: Performance
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