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Abstract 
 

This research aims to investigate the effect of reward systems on the 

extrinsic and intrinsic motivation of the employees working in various 

manufacturing companies located in the UAE. In this era of competition, 

motivated employees considered as a valuable assets and motivation play 

vital role in productivity and enhancement of job commitment and reduce 

job turnover intention. While, researchers highlight the significance of 

reward system to intrinsic and extrinsic motivation in various context. 

However, this area of research is under-theorized particularly within the 

UAE context in the food and beverage sector. The data was gathered from 

100 respondents through a self-administered survey using a 7-point Likert 

scale. The data was later analyzed using SPSS. A variety of statistical 

procedures have been carried out to figure out the reliability and validity of 

the research hypotheses. Based on the results generated through these 

statistical procedures, key conclusions and inferences have been drawn. In 

essence, the organization must take an effective measure that is aimed at 

enhancing the motivation levels of their workforce. Moreover, a motivated 

workforce will be more committed and dedicated to achieving the 

organizational goals and objectives. 
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1. Introduction 

 

One of the greatest challenges for the manager to keep their staff motivated and committed. 

Reward system emerged as a powerful tool to create and enhance motivation among 

employees. Recent evidence suggests that reward system can trigger motivation. However, 

there is scarcity of research in this area particularly with UAE context. This research paper has 

investigated the relationship between reward systems and employee motivation within business 

organizations. Furthermore, this research aims to examine the impact of reward systems on 

employee intrinsic motivation, to analyze the impact of reward systems on employee extrinsic 

motivation, and to explore the importance and effectiveness of reward systems on employee 

motivation in the organization. This paper is organized into literature review, details about the 

research methodology, results and analysis, discussion and findings, and conclusion sections. 

 

1.1. Theoretical significance  

 

Ismail and Ahmed (2015) also suggested that there is a need for further research to understand 

the reward system and motivation relationship in a UAE context According to various 

researchers, there is limited research done on reward systems of both intrinsic and extrinsic 

motivation on employee performance within UAE Context. Also, after thorough research, it 

has been observed that the literature on the food and beverages industry is scarce. The 

researches have been done on the hotel industry and other such industries, but fewer studies 

have been conducted on the food and beverages sector in the light of reward and motivation. 

Therefore, this study has been conducted to enrich the literature and contribute to enhancing 

the knowledge of the readers so that the topic could be understood with in-depth information 

based on the primary data.  

 

1.2. Practical significance 

 

With the increasing competition in the business world, the efforts of the organizations to 

achieve the desired goals and objectives so that competitive advantage could be achieved. 

Organizations are finding ways to keep their employees motivated so that maximum 

productivity and performance could be attained. The growth and survival of the organizations 

are dependent on the employees. Employee motivation plays an important role and this could 

be enhanced if proper rewards are offered to them. The present study was carried to determine 

the influence of reward systems i.e., intrinsic reward and extrinsic reward on employee 

motivation. This study would be beneficial for the management of the food and beverages 

industry and other industries too, as it would explain the importance of a reward system in 

boosting the employee motivation level. Implementation of intrinsic reward and extrinsic 

reward would bring about positive outcomes for the organizations as well as the employees. 

 

2. Literature review 
 

In this highly competitive business environment, it has become quite crucial for organizations 

to keep their human capital motivated (Raghavendra & Vijayakumar, 2020). The. Furthermore, 

the way organizations treat their employees has a greater impact on the growth and survival of 

the organization (Karell & Widlund, 2019). Strategies are being derived by the organizations 

to establish a balance between the influence of individuals on the organization and the influence 

of the organization on the employees. It means that whatever you give to the employees, it 

always returns in some way or the other. Considering this, organizations have to understand 
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the importance of employee motivation to attain high-level employee performance (Asseburg 

& Homberg, 2020).  

 

The motivation could be categorized into two types i.e., Intrinsic Motivation and Extrinsic 

Motivation (Ryan & Deci, 2020). The innate interest in experiencing the pleasure and 

satisfaction in doing a task is termed an intrinsic motivation. The employees who are high in 

intrinsic motivation feel pleasure in conducting a task without expecting anything material in 

return (Pink, 2011). On the other hand, the extrinsic motivation in an employee directs him/her 

to perform a task for the external reasons to attain rewards and avoid any undesired results 

(Ryan & Deci, 2020).  

 

2.1. Reward system 

 

The reward is a benefit that is given by the employers in the form of money/cash, benefits, or 

promotion and drives satisfaction from the job like the feeling of accomplishment, pride in 

work of an employee, and/or being a team member. A higher level of satisfaction is produced 

as a result of rewards, and reward enables an employee to make things/tasks done (Bintoro & 

Daryanto, 2017).  

 

A study was conducted by Chepkemoi and Bett (2018) in a manufacturing company. The study 

aimed to understand the reward strategy and the engagement of employees. It was found that 

the organization offers appreciation after every six months. In addition to this, the employees 

are provided with training, annual benefits, and club membership, which allows the employees 

to be engaged in the organization and enhanced their motivation and satisfaction. Similarly, a 

study conducted by Arokiasamy et al. (2013) on the employee motivation in academic setting. 

It was revealed that an effective reward system has direct relationship with staff motivation 

and satisfaction. This shows that the reward system posits many effects in the organization, 

and its effective management can lead to positive outcomes as the goals of the organizations 

are achieved.  

 

2.1.1. Intrinsic reward 

 

Shamir (1991) noted that the intrinsic reward is derived from the activity performed. Shamir 

(1991) also argued that people can help others to boost their mood. Furthermore, according to 

Williams and Shiaw (1999), the citizenship behaviours can be displayed to reduce anxiety. 

Nawaz et al. (2017) found the role of rewards in citizenship behaviours within a higher 

educational context. 
 

According to O’Reilly (1991), intrinsic rewards are present in the job and helps in providing 

personal satisfaction to employees, e.g., reputation empowerment, autonomy, trust, expense 

preference, etc. The author added that intrinsic rewards are essential to maximizing employee 

commitment, motivation, and involvement in the organization which is triggered by employee 

satisfaction. The personal needs of the employees are satisfied with the help of intrinsic rewards 

by effectively managing these rewards for the employees (Frey & Jegen, 2001). Intrinsic 

rewards aim to provide enjoyment and pleasure for the employees. Goal theory states that 

intrinsic rewards posit better results and high productivity as compared to extrinsic rewards 

(Wright, 2007). According to O’Driscoll and Randall (1999), the intrinsic rewards help in 

better organizational support and employee satisfaction that enhances affective commitment 

and job involvement.  
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2.1.2. Extrinsic reward 

 

The extrinsic rewards are external to the job, and they involve fringe benefits, pay/cash, job 

security, private office portion/area, timely promotions, and social climate (Herzberg, 1987; 

Nelson, 1994; O’Driscoll & Randall, 1999). Some other examples that are included in the 

extrinsic rewards are the merit bonuses, pay raises, salary, vacation payment, paid leaves, etc. 

This shows that the extrinsic rewards are tangible. The employees get motivated by these kinds 

of rewards and failure to receive the results in disappointment for them. Hence, when their 

motivation to do the given task decreases, so does their performance and productivity, which 

affects the organization.  

 

The employees who prefer extrinsic reward over intrinsic reward tend to show higher 

performance and contribute to achieving the goals of the organization when they receive 

tangible rewards or extrinsic rewards (Newman & Shaikh, 2012). Extrinsic rewards show 

reciprocity results, as when it is received the employees are satisfied which boosts their 

performance and in return benefits the organization (Mantere, 2007). This shows that extrinsic 

motivation leads to better performance of the employees. According to Sharma (2019), 

extrinsic rewards increase the efforts of the employees at the job as they are internally 

motivated. They put up all their efforts to complete the task successfully. The organization 

ultimately benefits from it in the long run. 

 

2.2. Employee motivation 

 

According to the definition of Sajjad et al. (2013), motivation is a reason that enables the 

individual to show certain behaviour. Likewise, motivation is a driving force that moves the 

employees to achieve the goals of the organization. Armstrong (2001) stated that motivation is 

a tool or factor that impacts the individuals to act in a particular expected manner. He 

categorized it into three aspects, the first is working environment/condition, the second is job-

related matters e.g., working tools and availability of resources and the third is personal matters 

that include opportunities for growth, promotions, and training. There are two types of 

motivation according to self-determination theory (Fernet et al., 2012). The autonomous 

motivation that deals with the employee free will to do the task as he/she feels inner satisfaction 

to do so. The other category is controlled motivation that is used under external or internal 

force so that a task is completed to avoid feelings of guilt.  

 

In manufacturing firms, the role of motivation is quite important (Jaśkiewicz & Nowak, 2019). 

It is because the resources are scarce and time duration is limited, so in this case, the employees 

need constant motivation to cope up with stressful situations (Sureephong et al., 2020). Quality 

matters a lot in such firms, and the customers only buy the products if they find them of high 

quality (Kaplan, 2017). This could be achieved if quality standards are met which is done with 

the help of motivated employees. The low motivation of employees could lead to low quality 

of products, hampering the reputation of the firms (Bintoro & Daryanto, 2017). The 

organizations should motivate the employees so that they can better cope up with the situation 

and helps to achieve the goals of the organization.  

 

2.2.1. Rewards and employee intrinsic motivation 
 

Motivation is derived with the help of the intrinsic factors e.g., a simple ‘well-done’ from the 

manager or any supervisor could be beneficial for the employees’ motivation and positive 
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outcomes of the organization (Jansen et al., 2019). Whether the motivation is intrinsic or 

extrinsic, they have to be fairly distributed without any kind of bias, then the motivation 

increases (Ajayi, 2019).  

 

In almost every industry, the motivation of employees is required. It is a great challenge for the 

organizations to figure out the best possible motivator for the employees so that the 

productivity and performance of the employees could be maximized (Kubota, 2019). In 

manufacturing firms, motivation has immense importance too (Kokubun, 2018). Motivation 

could be enhanced with the help of intrinsic rewards as the employees would feel that the 

organizations are valuing their efforts (Sharma, 2019). It enhances the intrinsic motivation of 

the employees. Also, this encourages the employees to do better in the next tasks (Ahmed, 

2019). Also, according to Chen et al., (2016), intrinsic motivation in manufacturing firms 

ultimately helps the employees to encourage them so that they can do their best. In this way 

the employees and the organization, both are benefited. The foregoing discussion suggested an 

impact of reward on intrinsic motivation; thus, we proposed the following hypothesis within 

the UAE context. 

 

H1: Reward has a positive impact on employee intrinsic motivation 

 

2.2.2. Rewards and employee extrinsic motivation 

 

Extrinsic motivation is external to the job, and they involve fringe benefits, pay/cash, job 

security, private office portion/area, promotions, and social climate (Herzberg, 1987; Nelson, 

1994; O’Driscoll & Randall, 1999). Financial rewards help to motivate employees but in the 

long run, they may not be that effective as employees would start taking it for granted (Malik 

et al., 2019). Money is not considered a good motivator, but not giving it at all may show 

negative results in the organization (Clarity-Wave, 2019). The employees who value extrinsic 

rewards would feel motivated as they receive them from the organization (Vouzas & 

Katsogianni, 2018). This increases their level of extrinsic motivation. A study was conducted 

on the service sector, and the result of the study revealed that employees feel more motivated 

by extrinsic rewards than intrinsic ones, which helps in boosting the extrinsic motivation of the 

employees. The reward system should be fair, only then the employees could feel motivated 

(Ngwa et al., 2019). Managers have to take care of the rewards i.e., at what time, in which 

situation, and to whom the financial reward is to be given (Okello, 2018). If this is not done in 

the right way, the organization may have to face loss due to high expense and high cost of the 

employees. The foregoing discussion suggested an impact of reward on intrinsic motivation; 

thus, we proposed the following hypothesis within UAE context 

 

H2: Reward has a positive impact on employee extrinsic motivation 

 

3. Underpinning the theories 

 

The study has used the Maslow’s theory of Hierarchy of Needs and the Self-Determination 

Theory as follows: 

 

3.1. Maslow’s hierarchy of needs 

 

This theory is related to the needs of an individual. It has following five stages: 
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a) Physiological needs – Food, water, shelter 

b) Safety needs – Employment, resources, personal security, property, health 

c) Social needs – Family, friendship, intimacy, sense of connection 

d) Esteem needs – Self-esteem, respect, status, strength, recognition, freedom 

e) Self-actualization – Desire to become the most that one can be and it includes an ability 

of an individual to understand his/her talent and objectives.  

 

De-Vito et al. (2016) noted that in any organization depending on hierarchy of needs, 

employees can be motivated intrinsically or extrinsically by a reward system. Furthermore, a 

reward system motivates employees in their promotions and professional development. 

Similarly, Kalhoro et al. (2017) discussed the hierarchy of need theory and its role in the 

motivation of banking employees. 

 

Figure 1: Maslow's Hierarchy of needs 

 

3.2.  Self Determination Theory (SDT) 

 

According to the Self-Determination Theory (SDT), motivation could be categorized into two 

types i.e., Intrinsic Motivation and Extrinsic Motivation (Ryan & Deci, 2020). The innate 

interest in experiencing pleasure and satisfaction in doing a task is termed intrinsic motivation. 

The employees high in intrinsic motivation feel pleasure in conducting a task without expecting 

anything material in return (Pink, 2011). The extrinsic motivation in an employee directs 

him/her to perform a task for external reasons to attain rewards and avoid any undesired results 

(Ryan & Deci, 2020).  

 

3.2.  Proposed hypotheses 

 

The forgoing debate in literature review section has revealed that there may be a positive impact 

of reward system on intrinsic and extrinsic motivation of the employees. To test this impact, 

we have proposed the hypotheses H1 and H2: 

 

H1: Reward system has a positive impact on intrinsic motivation 

 

H2: Reward system has a positive impact on extrinsic motivation  

 

self-actuallization

Esteem needs

Social needs

Safety needs

Physiological needs
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4.  Research methodology  

 

4.1.  Research design 

 

The target population involved is the employees that are working in various manufacturing 

companies in the U.A.E. The target population includes employees belonging to both genders 

i.e., male and female. This study used the random sampling technique. Furthermore, Roscoe’s 

Rule of Thumb was used to determine the sample size for this study. Roscoe (1975) posited 

that a sample size of more than 30 and less than 500 is considered to be acceptable and 

sufficient for most research studies. Bearing in mind the associated time and cost constraints, 

a sample size of 100 individuals was used for this study. For this study, a cross-sectional time 

horizon was adopted in which the data was collected at one point of time only.  

 

4.2.  Instrument development  

 

As mentioned above, this research is quantitative and uses statistical techniques to analyze and 

present data. Keeping this in mind, a close-ended instrument was adopted to extract responses 

from the study participants. A 7-point Likert Scale was used to capture the responses. On the 

other hand, it is equally important to select reliable questionnaires to ensure the reliability and 

credibility of the research. It should be ensured that the selected questionnaire is aimed at 

accurately measuring the variables of the study. For this study, the questionnaires were 

developed from the work of Ryan and Deci (2020) and Tremblay et al. (2009). 

 

4.3.  Data collection and analysis  

 

Researchers distributed the adopted scale through a survey questioner. Moreover, participants 

were requested to respond. Researched utilized SPSS for data analyses. Several tests were 

conducted to determine and check the validity and reliability of the research hypotheses and 

questions. These tests included: reliability, descriptive, normality, correlation, and regression 

(ANOVA) tests. The results of data analysis have been presented in the succeeding chapter. 

 

5. Data analysis and results  

 

The results and analysis of the data has been categorised in demographic, reliability, 

descriptive, and regression analyses as follows: 

 

5.1.  Demographic analysis 
 

A demographic analysis aids in understanding and examining the individual characteristics. 

The researcher can examine as many characteristics as may be deemed fit for the understated 

research purposes. These individual characteristics may include gender, income levels, 

Reward system 

Intrinsic motivation 

Extrinsic motivation 

 H1 

H2 
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education, marital status, professional experience etc. For this study, the individual 

characteristics that have been analyzed include gender, qualification, experience, and 

organizational level. A demographical analysis of the respective genders highlights that 39 

male respondents participated in this study and constituted 39% of the sample size. It is 

pertinent to mention that high female participation was witnessed as compared to the males. 61 

females agreed to take part in this research study. The female population constituted 61% of 

the total sample size. 

 

Figure 2: Gender of the respondents 

 

A demographic analysis of the respective qualifications of the study participants reveals that 7 

participants had a below 12th-grade education. 28 undergraduate participants were a part of this 

study and consumed 28% of the total sample. The postgraduates were the highest in frequency 

with a tally of 58. They consumed a sizeable 58% of the entire research sample. On the other 

hand, 7 participants possessed some diploma certifications in various domains. 

 

Figure 3: Qualification of the respondents 

 

The professional experiences of the participants of the study have also been analyzed and 

presented. It can be observed that 27% of the respondents possessed a professional experience 
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of 1 to 5 years. A similar percentage of the participants were those who possessed an experience 

of work of 5 to 10 years. A majority of the participants (i.e., 40%) had experience of work 

ranged between 10-15 years, whereas, only 6% of the respondents had the experience of work 

of more than 15 years. Therefore, it can be seen that 54% of the research sample had the 

experience of work ranged from 1 form 10 years and 46% had experience ranging between 10 

to 15+ years.  

 

Figure 4:  Experience of the respondents 

 

The participants were asked to reveal the level of management in which they worked. It can be 

observed that 14 employees/participants worked in a non-management position. Eighteen 

respondents were working in the lower management levels of their organizations. A majority 

of the respondents (i.e., 49%) were those who were working in the middle-level management 

positions of their respective organizations, whereas, 19% of the participants were involved in 

top-level management positions. A major portion of the research sample was composed of 

middle-level management employees whereas; the non-management participants were the 

lowest in number. 

 

Figure 5: Level of organization of the respondents 
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5.2.  Reliability analysis 

 

A reliability analysis is an important statistical procedure that tells the validity and reliability 

of the instruments that have been adopted to measure the study variables. Reliability tells the 

researcher regarding the level or degree of internal consistency in between the items of 

variables. In essence, it tells whether the research instrument adopted against a particular 

variable is indeed measuring that variable or not. The Cronbach Alpha value is the measure of 

reliability that shows the degree of internal consistency in between the items of the research 

instruments. A Cronbach value of more than 0.05 is accepted according to most researchers. 

 

The table-1 shows the study variables along with their respective instrument items and the 

Cronbach Alpha value. The reward system is the independent variable and intrinsic and 

extrinsic motivation is the dependent variables. It can be observed that the instrument adapted 

to measure reward systems had a total of 5 items with a Cronbach Alpha value of 0.848. The 

instrument adopted against intrinsic motivation had a total of 3 items with a Cronbach Alpha 

value of 0.734 whereas; extrinsic motivation also had 3 items with a Cronbach Alpha of 0.808.  
 

Table-1: Reliability analysis 

Variables No. of items Cronbach Alpha (α) 

Reward system 05 .848 

Intrinsic motivation 03 .734 

Extrinsic motivation 03 .808 

 

5.3.  Descriptive analysis 

 

A descriptive analysis is a statistical technique that depicts the mean or average responses that 

have been obtained against each of the under-observation variables. The standard deviation is 

a measure that talks about the data that how much it is dispersed from the mean or average 

value of the data. On the other hand, to know the normality skewness and kurtosis have been 

used. If the data is skewed i.e., not evenly distributed, it means that it is not normal and hence 

not fit for regression. The normal acceptable value for skewness and kurtosis is -1 to +1 and -

3 to +3.  

 

The table-2 depicts the means, standard deviation, and the skewness and kurtosis values that 

have been obtained against each of the variables. A 7-point Likert scale was used in which 1 

indicated: strongly disagree, 2: disagree, 3: somewhat disagree, 4: neither disagree nor agree, 

5: somewhat agree, 6: agree and 7: strongly agree. It can be observed that Reward Systems 

(RS) had a mean of 5.11 which indicates that the average response was more towards the 

“agree” option. The value of standard deviation is also within the acceptable range. The 

skewness and kurtosis values are also acceptable. Intrinsic Motivation (IM) has a mean value 

of 5.37 which again indicates that the average response was bent towards the “agree” option 

on the 7-point Likert scale. Likewise, Extrinsic Motivation also had a mean of 5.15. Both of 

these variables had similar standard deviations. The skewness and kurtosis value have also 

been observed to be within the acceptable ranges. Two things can be deduced from the data 

given above. Firstly, the mean responses against all of the variables are above 5 meaning that 

the average responses were tilted towards the “agree” option. Secondly, the skewness and 

kurtosis values against all of the variables are in ranges that are accepted indicating the 

normality of the data and thus perfect for regression. 
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Table-2: Descriptive analysis 

 Mean Std. deviation Skewness Kurtosis 

RS 5.1120 1.03955 -.783 

-.866 

-.211 

1.307 

1.034 

.851 

IM 5.3767 .95658 

EM 5.1567 .99770 

 

A technique used to figure out the significance, magnitude, and direction of the association 

between the variables is known as correlation analysis. To do the correlation analysis of the 

present study, Pearson Correlation (PC) has been used. It can be seen that the Reward Systems 

(RS) and Intrinsic Motivation (IM) are significantly correlated. A correlation of more than 0.50 

is considered to be strong. The correlation between RS and IM has been recorded at 0.722 

which means that these two variables are strongly and positively correlated. The Reward 

Systems (RS) and Extrinsic Motivation (EM) are also significantly correlated at a 99% 

confidence level. The correlation between these two variables has been observed at 0.706 

which is again strong and positive. Likewise Intrinsic Motivation (IM) and Extrinsic 

Motivation (EM) are also significantly and positively correlated as the correlation value has 

been recorded at 0.653.  

 
Table-3: Correlation analysis 

Correlations 

 RS IM EM 

RS 

Pearson correlation 1   

Sig. (2-tailed)    

N 100   

IM 

Pearson correlation .722** 1  

Sig. (2-tailed) .000   

N 100 100  

EM 

Pearson correlation .706** .653** 1 

Sig. (2-tailed) .000 .000  

N 100 100 100 

**. Correlation is significant at the 0.01 level (2-tailed) 

 

5.4.  Regression analysis 

 

5.4.1.  Regression between Rewards System and Intrinsic Motivation  

 

The regression analysis is one of the most important statistical procedures that trace the 

influence of IV onto the DV. A regression analysis reveals the effect of a change of 1 unit in 

the IV onto the DV. Regression is usually conducted in such circumstances when two variables 

are associated with each other in such a manner that a certain change in the former leads to a 

significant and noticeable difference in the latter. Since our study includes one independent 

variable (i.e., Reward Systems) and two dependent variables (i.e., extrinsic and intrinsic 

motivation), a regression analysis will aid in determining the nature of the relationship between 

these variables.  

 

The table no. 4 and 5 portrays that the regression analysis results undertake to determine the 

validity of our first hypothesis, H1. The first hypothesis posited a relationship between Reward 

Systems (RS) and Intrinsic Motivation (IM). The table shows the fitness value or F value that 
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came out to be 106.521 which is greater than 4.00. A fitness value of more than 4.00 indicates 

that our proposed model is fit. The variance from the R square value which is 0.521 can be 

seen. It means that a variance of 52.1% is observed in the DV due to the IV. The significance 

value has been recorded at 0.000. This value is less than the threshold value of 0.05. The 

significance of the results can be seen from this value. The value of Beta indicates that a one-

unit change in Reward Systems (RS) will lead to a 0.722 unit increase in Intrinsic Motivation 

(IM). It means that a direct positive linkage exists for Reward Systems and Intrinsic 

Motivation. This finding is supportive of the proposed hypothesis. Consequently, the first 

hypothesis, H1 is accepted.  

 
Table-4: Regression analysis of rewards system and intrinsic motivation 

Coefficientsa 

   Model Unstandardized coefficients Standardized 

coefficients 

t Sig. 

B Std. error Beta 

1 
(Constant) 1.982 .336  5.906 .000 

RS .664 .064 .722 10.321 .000 

a. Dependent Variable: IM 

 
Table-5: Regression summary 

R .722 

R. squared’ .521 

Adj. R squared’ .561 

F-Value’ 106.521 

Sig. value’ .000 

 

5.4.2.  Regression between rewards system and extrinsic motivation 

 

The tables no. 6 and 7 demonstrates the results of the regression test that was undertaken to 

examine the validity of the second hypothesis of our study. Our second hypothesis, H2 

proposed a positive relationship between Rewards System (RS) and Extrinsic Motivation 

(EM). The fitness value of the F value has been recorded at 97.50 which indicates that our 

proposed research model is fit. R square figure shows that a variance of 49.9% has been 

observed in the DV (Extrinsic Motivation) due to the independent variable (Rewards System). 

The significance value has been recorded at 0.000 which suggests that the results are 

significant. The beta value depicts that a one-unit change in Rewards System (RS) will lead to 

a 0.706 unit increase in Extrinsic Motivation (EM). Hence, a positive relationship linkage of 

two variables has been established. This finding is harmonious with our proposed hypothesis. 

Consequently, the second hypothesis, H2 is also accepted. 
 

Table-6: Regression analysis of rewards system and extrinsic motivation 

Coefficientsa 

Model 
Unstandardized coefficients 

Standardized 

coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 1.692 .358  4.726 .000 

RS .678 .069 .706 9.874 .000 

a. Dependent variable: EM 



  
G. R. A. Din, N. U. N. Shahani, & M. N. Baloch 

_________________________________________________________________________________________________________________________ 
 

_________________________________________________________________________________________________________________________ 
  
Liberal Arts & Social Sciences International Journal (LASSIJ) 117 
 

Table-7: Regression summary 

R .706 

R. squared’ .499 

Adj. R squared’ .494 

F-Value’ 97.500 

Sig. value’ .000 

 

6.  Discussion and findings  

 

This study confirms that intrinsic motivation is associated with a reward system (H1). These 

results reflect those of Woolley and Fishbach (2018) who found that immediate reward 

increases intrinsic motivation. Furthermore, this finding is also consistent with the findings of 

Kuvaas et al. (2017).  

 

This study further supports evidence for a relationship between the reward system and extrinsic 

motivation (H2). This result reflects those of Bear et al. (2017) who found that tangible rewards 

played a vital role in extrinsic motivation. These results may be explained by the fact that many 

researchers have argued that various types of rewards are associated with intrinsic and extrinsic 

motivation. However, the frequency and quality of motivation can be varied. Furthermore, it 

seems that motivational theories are a reliable tool to understand motivation. The findings of 

this research may exhibit cultural perspectives in motivation and reward system in the UAE. 

Hofstede (1980a) elaborated that Asian cultures have more power distance, masculine, and 

collective behaviour dimensions. 

 

UAE is adopting new technologies and moving toward a knowledge-based economy. To 

stimulate and sustain this pace of innovation and development, high-performance work culture 

is required i.e., a culture in which the employees feel motivated both intrinsically and 

extrinsically and a culture that rewards the employee for their contributions, efforts, 

accomplishments, and hard work. To nurture such a culture, it is pertinent for the organizations 

to develop a comprehensive reward system that is aimed at enhancing the intrinsic and extrinsic 

motivation levels of the employees. For this purpose, the human resource professionals 

working in the organization need to analyze their existing reward mechanisms and identify the 

loopholes in the existing system that needs to be addressed. 

 

On the other hand, it is equally important for the organizations to take into account the 

perspective of its employees with regards to their views and opinions regarding the 

organization’s overall reward and motivation strategy. This can be achieved through 

conducting regular employee engagement surveys to gauge employee engagement and 

motivation levels. Such surveys can provide deep insight regarding the perception of the 

organization’s employees towards the existing rewards and motivation strategy. Based on these 

surveys, the organization can take key and radical measures that are aimed at enhancing 

employee motivation levels. It is pertinent to mention that enhancing the intrinsic motivation 

of the employees is very crucial as indicated by the results of this study. The organization 

should identify ways in which it can boost the intrinsic motivation levels of its workforce. This 

can be achieved through several ways that include, getting to know the employees with regards 

to who they are and their wants, conducting a thorough analysis of the employee’s work-life 

balance, tailoring the intrinsic motivation to the company-specific goals and objectives, laying 

utmost focus on the individual personalities of the employees, providing aid to the employee 
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with regards to their respective careers by providing effective help and advice, and helping the 

employee to learn and grow professionally.  

 

Extrinsic motivation also holds immense importance in order to enhance employee 

productivity and performance. Extrinsic motivation has been proven to arise as a result of 

external rewards. The employee feels extrinsically motivated when he/she feels that performing 

a certain task or job will get him/her a reward. Extrinsic motivation is not something that comes 

naturally rather it comes in the form of a reward that will be gained against completing a certain 

task. It is pertinent for the organizations to formulate a strategy that is aimed at fostering the 

extrinsic motivation levels of the employees. The organization should try to strike a balance 

between its extrinsic and intrinsic motivation strategy. To enhance the extrinsic motivation 

levels of the employees, the organization should draft and formulate a strategy that effectively 

rewards employees for their contributions and hard work. It can include money, praise, fame, 

and recognition.  

 

7.  Conclusion  

 

The study examined relationship between reward system and intrinsic and extrinsic motivation 

of the employees within context of UAE. The investigation showed that reward system has a 

positive impact on intrinsic and extrinsic motivation. Furthermore, this investigation also 

complemented the earlier studies. The study has gone some way towards enhancing our 

understanding of phenomena in context of UAE. However, the scope of this study was limited 

in terms of sample size and context, so its finding cannot be generalized, further research is 

needed to understand the research agenda. Despite its limitations, the study certainly adds to 

our understanding of the reward system and extrinsic and extrinsic motivation. Further study 

could assess the long-term effects of reward systems on the quality and frequency of extrinsic 

and intrinsic motivation. 
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Annexure 1: 

 

Section A: Personal profile 

 

1. Gender:  a) Male   b) Female 

 

2. Qualification:  

 

a) Below 12th grade b) Undergraduate c) Post-graduate  d) Diploma 

 

3. Experience: 

 

a) 1-5 years  b) 5 to 10 years  c) 10 to 15 years  d) 15+ years  

 

4. Level of organization: 

 

a) Non-management b) Lower-management        c) Middle-management  d) Top-management 
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Section B:  Reward system 

1 
I have awareness of a reward system in my 

organisation. 
       

2 
All the employees in your organisation 

eligible for reward as per company policy 
       

3 
The reward/ recognition have positive effect 

to the work atmosphere  
       

4 
The reward from management matches my 

work efforts  
       

5 Rewards are important to achieve goals        

Section C:   Intrinsic motivation 

1 
I feel motivated after my performance 

review 
       

2 I am proud to work for the organisation        

3 
The reward motivates me to perform well in 

my job 
       

Section D:  Extrinsic motivation 

1 
There is a possibility of promotion and 

growth in the organisation. 
       

2 
Performance appraisal activities are helpful 

to get motivated  
       

3 
The management is interested in motivating 

the employee. 
       

 

 


