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Abstract
Reward systems are central to the human resource management function. Their aim is to  entice gifted individuals, motivate them and keep them that have a suitable talet with the company. Reward Systems have direct impact on the staff of any organization and this in motivation and job satisfaction . The aim of a reward systems is to bring out the best performance from the employee which will enable the organization to achieve is goals .
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Introduction.
[bookmark: _GoBack]In the contemporary world rewards for better performance and success matter more than the actual achievement itself job satisfaction refers to one doing the he job they enjoy with enthusiasm and happiness, doing it well and been suitably compensated for their effort  [Shujaat & Alam,2013] . On the other hand appreciation is the measure of voluntary commitment, Creativity, the energy with that the employees approach their respective duties with [Wanjihia, 2016]



Effectiveness of Reward System
Background of the problem
Employee motivation and job satisfaction are an important part of any organization as they directly affect the productivity which is an important aspect of measuring an organization performance. Job satisfaction can be defined as an affective reaction of employees and the opinion they hold about their jobs and it can be measured using different facets or dimensions (Wanjihia, 2016).  
Statement of the problem
There are different factors influencing motivation and job satisfaction which have been perceived differently and have impacted various organizations differently. Reward system of motivation has been the most controversial of them all with many questioning its effectiveness, and this leads to the study,
Purpose of the study
The main purpose of the study was to determine the effectiveness of the reward system and job satisfaction on employee motivation and job satisfaction. This study will propose a more effective and competitive system of rewards and job satisfaction factors. 
Objectives of the study
1. To establish how effective the reward system of motivation is in the Transport for London company
2. To determine how motivation and job satisfaction affects the performance of Transport for London company employees

The research is focused on Transport for London company policies concerning employee motivation, job satisfaction, and rewards.

Literature Review
Introduction
The literature review on the previous studies has proven that companies use reward system and strategies to encourage their staff to put on their best performance. 
Classification of factors of motivation
Factors of motivation have been classified as either extrinsic or intrinsic. extrinsic encompasses the tangible and visible factors while intrinsic are innate factors which originate from within the individual desires. and enjoyment of the work itself (Wanjihia, 2016). Extrinsic rewards mostly take financial nature such as a pay rise, bonuses for attaining set quotas or paid vacations (Wanjihia, 2016). Some of the other extrinsic factors may include recognition or awards, promotions, and additional responsibility, good leadership, and management, job enrichment/autonomy, communication & transparency, quality working environment, nature of the job, coworkers and promotion opportunities.
According to Wanjihia (2016), intrinsic factors are determined by an individual desire of for feeling competent and self-determination. Intrinsic rewards may take the form of giving employees meaningful work, allowing them autonomy, availing varied opportunities for employees to show competence and expertise, including them in decision making and giving them a platform where they can monitor their progress, personal accomplishment, professional growth and skill variety, fairness & trust in treatment, work-life balance, and empowerment of the employee. 
Reward system effectiveness
Reward system according to Armstrong (2010) is made of governing policies, execution procedures, the expected processes to recognize effort and achievements set. 
Effectiveness of monetary rewards
According to a study by  Bonner & Sprinkle (2002) on employees value for rewards; it was established that monetary reward ranked 12th in a ranking of things important to employees. This was justified by the establishment that in case of monetary bonuses the employees used them to buy what they need or pay bills and not necessarily doing what they enjoy. 
Effectiveness of non-monetary rewards
It has been established that motivation not involving money especially with the changing economic times can be challenging and hence the non-monetary motivation rewards must be combined with good leadership and management skills for them to be effective  (Shujaat & Alam,2013). The reward system has however been established to yield unintended consequences because of the different psychological interpretation of the rewards awarded (Shujaat & Alam, 2013). This may originate from the difference in cultures of the employees, their values and values attached to different things in life. 
Impact of motivation and job satisfaction on performance
Motivated employees have been established to be more productive as motivation increases not only the responsibility rate but also the sense of teamwork and the sense of results ownership (Poon, 2004). A poor working environment has been established to be a demoralizing factor and as reducing the satisfaction of the employee with the job. The level of job satisfaction affects employee turnover and hence higher rates of job satisfaction reduce turnover (Danish & Usman, 2010).
Theoretical framework
These are theories explaining motivation and job satisfaction and effectiveness. 
1. The incentive motivation theory
The theory stipulates that rewards regardless of whether intrinsic or extrinsic are presented to encourage positive behavior to occur again (Bock, 2005). Studies have established that if awards are awarded immediately the effect is greater and the effect decreases with increased time. The repetitive action and reward combination make positive outcomes a habit.
2. Motivation crowding theory
According to studies carried out by behavioral economists concerning motivation, the crowding theory suggests that giving financial incentives or punishing negative outcomes may undermine intrinsic motivation. This contrasts with all behavioral establishments where incentive /rewards have been established to motivate (Frey & Jegen, 2001). The theory involves a shift of personal preferences crowding out the motivation to undertake an activity.

Research Methodology
There are different types of methodologies namely qualitative and quantitative. This study used a descriptive survey and applied a qualitative and quantitative approach. The design was suitable because the study dealt with the relationship between the variables and development of generalization that have collective validity. 
Qualitative data methods
The qualitative data collection tool used was an interview guide which was specifically used with the management respondents.
Quantitative data methods
To collect quantitative data questionnaires were used where both closed and open-ended questions were structured to achieve the objectives of the study. The use of questionnaire ensures that respondents are faced with identical stimulus hence facilitating reliability (Acharya,2013).
Population
The population considered in the study encompassed both the members of management and staff at all levels of London transport company. The total population was 20. 
Sample
The researcher used census sampling whereby the whole population was  considered. Census sampling was considered to ensure the results are representative since the branch has only a few employees. According to Acharya (2013), if the population is small then the entire population should be used. The total sample size was 20.

Findings, Analysis and Discussion
The section explains the results obtained from the sample according to the questionnaire and the interview guide administered, the interpretation and discussion on the same.
Respondents Return Rate
With a sample size of 20, the questionnaires were administered to 16 staff out of which 16 were found useful in the study hence 100% return rate. The interview guide was used with 4 senior staff in the branch all successfully as well and hence a 100% return rate. The questionnaire was administered to administrative and executive employees while the interview guide was used with two department heads, one supervisor and the branch manager. 
Respondents Information
The respondents were all between the age of 30 and 60. 8 of the respondents were female while 12 were males. All the respondents had completed high school level of education and 80% of them had received some college education.
Rewards Systems
100% of the respondents acknowledged the existence of both monetary and non-monetary rewards.  60 % of the respondents also confirmed preferring monetary to non-monetary rewards while 40% preferred a balance of both monetary and nonmonetary rewards. 80% of the respondents also admitted to having the monetary rewards inclusive salary been part of the reason they are satisfied with their jobs. 70% of the respondents, however, felt that the rewards could be better. 
80% of the respondents felt that the reward system helped improve their productivity as they were more likely to achieve targets set during performance contracting. On the contrary, however,80% of the respondents disagreed to rewards having had motivated them to take extra projects and initiatives. These results are in line with Mondy (2008) where equity theory is justified has been used by workers to assess their performance and compare their effort to the benefits derived. 
Effectiveness of the reward system in the company
 Significant differences and associations were evident among the variables used to measure the effectiveness of the reward system meant to improve employee satisfaction. 80% of the respondents agreed reward systems have a great impact on levels of meeting productivity goals. 100% responded positively to the reward system motivating them to achieve goals, 80% agreed that it encourages employees to gain new skills with 70% of the respondents agreeing that reward systems encourage multitasking. 60% agreed the systems prepare employees for succession planning with 100% responding positively to whether the system clearly communicates goals to all employees.  
Some of the problems the respondents have with the current rewards system in the company include partiality, limited upward mobility, racism, lack of appreciation sometimes, delayed promotions and wide compensation financial gaps. This implies the existence of problems in the system hence revision and adjustment might be needed especially on policies concerning empowerment, autonomy, recognition, promotions, and appreciation. 
Job satisfaction 
Asked whether rank is a predictor of job satisfaction 50% of the respondents agreed to their ranks having a moderate effect on their job satisfaction. Questioned whether advancement, compensation, having friendly and supportive co-workers were a source of motivation and contributed to job satisfaction 100% of the respondents responded positively. 70% of the respondents moderately agreed that rewards enhanced their self-esteem while 80% agreed rewards improved their productivity and innovation. 80% of the respondents agreed that the reward system enhanced employee satisfaction. Questioned whether job satisfaction was one of the reasons that kept the employees in their jobs 80% responded positively indicating that job satisfaction reduces employee turnover rates in an organization. 
Suggestions put forward on how to improve job satisfaction included the introduction of enhanced innovation to improve the output of the staff, equal and fair treatment of all staff, devising of reward system based on merit and education excellence without bias and incorporation of annual salary increment scheme. This is also in line with propositions found effective in a study by Danish & Usman (2010). 
Conclusion
Employee satisfaction is correlated with performance, general organizational productivity and labor turnover. The contemporary reward system considers incorporating shareholding in that the employees are rewarded in the form of been allocated shares. This encourages the workers and gives them a sense of owning the success they contribute to. It has been established that when employees perceive that only the management team and shareholders benefit from their effort they get discouraged, hence affecting their productivity. Job satisfaction directly affects the employee voluntary turnover and hence the most appropriate job satisfaction and reward systems should be devised based on the results and reviewed regularly. 

Recommendations
To ensure job satisfaction and effectiveness of the rewards system management the transport for London company top management should consider individualized reward system as opposed to teams. This will satisfy better the achievement-oriented individuals who prefer work environments where performance is rewarded. Secondly, the employees need to be sensitized thoroughly not only on the goals of the organization but also on the ways they can fully participate and maximize their benefits from the rewards system. This should be accompanied by transparency not only in communication but also in the rewards. Thirdly, allowances paid should be reasonable and lastly, the promotions should be done within a reasonable amount of time. 












Base on my survey on this graph 5 people said they need retroactive pay when managers are late getting reviews done.
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Appendix
Questionnaire about Reward System,
1]  How do you feel about your benefits at TFL [ 1= Terrible / 10 =Great 6.  Love the profit sharing real incentive.
2]  How do you feel about the pay levels at  TFL  as compared to similar employers?[  1.
3] How do you feel about the employee review system at TFL [ 1 = Hate it / 10 = Love it ] 4 need retroactive pay when managers are late getting reviews done.
4] How is the overall morale in your office [1 = Awful /10 = Wonderful] 5 are not impressive 
5] How happy are you with your job overall? [1 =Not happy at all/ 10 = Ecstatic] 8 Allow alternative work schedules for salaried workers, like a 4 day work week with 10- hour shifts.


APPENDIX
 Base on my questionnaire on table of result 
1 .
	 
	Number of Employees 

	Great
	6

	Terrible
	10

	
	

	Base on questionnaire on table of result
2]
	

	

	

	 
	Number of Employees 

	Ecstatic
	13

	Not happy
	3
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	Number of Employees 

	Hate
	1

	Love
	10

	
	

	
	

	 
	Number of Employees 

	Awful
	1

	Positive
	15
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How do you feel about the employees review system at TFL? 

Number of Employees 	

Hate	Love	1	10	
HOW HAPPY  ARE YOU WITH YOU WITH YOUR JOB OVERALL 

Number of Employees 	Awful	Positive	1	15	

How to you feel about the benefits at TFL? 

Number of Employees 	Great	Terrible	6	10	


HOW IS THE OVERALL MORALE IN YOUR OFFICE TFL

Number of Employees 	Ecstatic	Not happy	13	3	
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