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[bookmark: _Toc163650530]Abstract
The aim of this research was to examine the impact of rewards on motivation and engagement of NHS nurses in London. The research was conducted in the East London NHS Foundation Trust Hospital in London. 
Methodology: A qualitative research approach in this research; purposive sampling method was adopted to identify 12 nurses (9 junior nurses and 3 senior nurses). Structured interviews were carried out to collect data and thematic analysis do conducted.
Results: Findings of this research were that 75% of the respondents claimed that their level of motivation was very low and only 5% were rated their motivation as good. 10 participants out of the 12 interviewed pointed out that satisfactory salary contribute strongly to reduced emotional stress and increase their ability to become more engaged in their work and the organisation. All the 12 respondents affirmed that promotion and career growth opportunities bring about motivation for increased job performance. 
Conclusion: It was concluded in this research that rewards, both financial and non-financial, impacts motivation and engagement of nurses in the East London NHS Foundation Trust to provide high quality healthcare. It was recommended that the NHS should review their motivation strategies to properly integrate financial and non-financial rewards in order to boost motivation and engagement among its employees.
Policymakers, the NHS, and the government in general can use this information to formulate initiatives or policies based on effective financial and non-financial rewards to maintain employees’ motivation and engagement so that they are able to provide high quality care. The findings of the current study could serve as a foundation for further research not only in the United Kingdom but in other countries as well. 
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[bookmark: _Toc163650532]Chapter 1: Introduction
[bookmark: _Toc163650533]1.1. Introduction
The objective of this study is to examine the benefits of reward on employee motivation and engagement at NHS - a case of East London Hospital NHS Trust. This chapter provides statements on the background of the study, statements of the problem, the aim, objectives, research questions and hypotheses, and the rationale/ significance of the study. It also gives an analysis of the methodology used (which includes study population, sample size, data collection and data analysis), and the scope of the research.
[bookmark: _Toc163650534]1.2. Background of the study
Employee motivation and engagement are key human resource concepts that have continued to gain popularity in todays business environment because they play a key role in boosting employee productivity and organisational performance (Bailey et al, 2019). Organisations adopt different approaches to boost the level of motivation among their workers. One of the strategies is the use of reward. Nazir et al. (2016) argue that reward promotes employee commitment which leads to higher job satisfaction, motivation and engagement. There are two forms of reward: intrinsic and extrinsic. Intrinsic rewards are those that impact the psychology of employees, and they include recognition and involvement in decision-making. Extrinsic rewards, on the other hand, are tangible financial rewards including salary increases and bonuses (Sakah, 2016). Organisations often use both intrinsic and extrinsic rewards to enhance motivation and engagement among their staff (Beardwell and Thompson, 2017). The current research focuses on examining the role of reward in promoting staff motivation and engagement at the National Health Service (NHS) - a case of East London Hospital NHS Trust.
[bookmark: _Toc163650535]1.3. Problem Statement
Healthcare employees cannot provide good quality, efficient, and effective healthcare unless organisations take their motivation and engagement more seriously (Afolabi, Fernando, and Bottiglieri, 2018). Many researchers have conducted surveys to evaluate the performance of NHS staff in the UK. It was found that most of NHS staff operate in less supportive environment characterised by poor salary, lack of satisfactory support from leaders, and feeling undervalued and overworked, which contribute to increased turnover rates, reduced level of motivation, ultimately compromising the quality of patient care (Britnell, 2019; BBC News, 2018). In response to these human resource issues, the NHS has consistently tried to put in place strategies to ensure the quality of patient care. However, the NHS has not developed relevant and effective motivational techniques ideal in maintaining optimum levels of motivation and engagement among its staff (Andah et al., 2021). The current study is designed to collect information on the impact of financial and non-financial rewards on nurses’ motivation and engagement to the provide basis for better support from the management.
[bookmark: _Toc163650536] 1.4. Aims, Objectives, Research Questions, Hypothesis
[bookmark: _Toc163650537]1.41 Aim of the Research
This research aims to examine the benefits of reward on employee motivation and engagement at the NHS.
[bookmark: _Toc163650538]1.42 Objectives of the Research
1. To identify the association between reward and employee motivation and engagement.
2. To examine the impact of financial rewards on the level of employee engagement and motivation at the NHS.
3. To examine the impact of non-financial rewards on the level of engagement and motivation at the NHS.
4. To recommend how financial and non-financial rewards can be used to enhance employee engagement and motivation at the NHS. 
[bookmark: _Toc163650539]1.43 Research questions
This research tries to provide answers to the questions highlighted below:
1. How do financial rewards impact employee motivation and engagement?
2. How do non-financial rewards impact employee motivation and engagement? 
3. Which of the two kinds of rewards (financial and non-financial) impact employee motivation and engagement?
[bookmark: _Toc163650540]1.44 Hypothesis
H1 Financial and non-financial rewards have a positive impact on the level of motivation and engagement among NHS staff.
H0 Financial and non-financial rewards have negative impact on the level of motivation and engagement among NHS staff.
[bookmark: _Toc163650541]1.5. Rationale/Importance of the Research
Engagement and motivation among healthcare employees is very important as it influences the quality of care given to patients and ensuring that their wellbeing is protected. Ogbeivor and Ogbeivor (2021) argue that the NHS faces significant levels of de-motivation among its employees over the past decade, and this has led to the development of varied programs that promote employee motivation and engagement. These programs aim at boosting employee commitment and helping hem to be ready to adapt to the ever-changing demands in the health care sector. It is, therefore, to have a deeper insight into the role of reward in enhancing motivation and engagement of NHS employees. The NHS management can find the outcomes of this research very useful in creating human resource (reward) programs that will help its staff to be more motivated towards provision of quality healthcare. 
[bookmark: _Toc163650542]1.6. Scope of the Study
This research was carried out in East London NHS Foundation Trust, one of the NHS Foundation Trusts in the country. The objective of the researcher was to understand the impact of rewards on the level of motivation and engagement amongst nurses in this hospital.
[bookmark: _Toc163650543]1.7. Structure of the Dissertation
The dissertation is structured with five chapters and the details of each chapter are highlighted below:
Chapter 1: This chapter provided statements on the background of the study, problem statement, the aims, objectives, research questions, and hypotheses, and the rationale or significance of the research. It also gives an analysis of the scope of the study and methodology used (study population, data collection, and data analysis).
Chapter 2: This chapter gives a review of literature, highlighting key theoretical frameworks, models, and concepts regarding the study topic. It discusses the lessons learned and identified gaps to situate this current research.
Chapter 3: This chapter presents the research's philosophical position, Paradigm positiom, research approaches, Methodological stance, and Research Strategy and Design. It also discusses Research Sample and Population, tools and techniques of data collection and analysis, as well as, ethical issues associated with the study.
Chapter 4 focuses on analysis and discussion of the research findings, while Chapter 5 provides conclusions, limitations of the research, and recommendations. 
[bookmark: _Toc163650544]1.8. Summary of Chapter 2
This chapter has provided an analysis of the background of the study, problem statement, the aims, objectives, research questions, and hypotheses and the rationale or significance of the research. It also provided an analysis of the methodology used (including study population and sample, data collection, and data analysis), as well as the scope of the study.

[bookmark: _Toc163650545]Chapter 2: A Review of Literature
[bookmark: _Toc163650546]2.1. Introduction
This chapter gives a theoretical background of the reward concept, employee motivation and engagement. It discusses the different forms of reward offered by organisations, theories and frameworks related to employee engagement and motivation. It also examines the previous studies on the impact of reward on employee motivation and engagement, and identifies any gaps in the literature to situate the current research. 
[bookmark: _Toc163650547]2.2. Reward 
A reward refers to a ‘bundle of returns that an employer offers to their employees for their contributions. Use of rewards is a key human strategy for enhancing employee motivation, quality of work, and productivity. Rewards can either be financial or non-financial or both. Ahmad et al. (2019) argue that financial incentives play an essential role in attracting and keeping talented employees, boosting an organisation’s competitive edge, and motivating workers to work towards accomplishing individual and organisational goals. They include base pay, annual bonuses, long-term incentives, shares and proﬁt sharing. Financial benefits entail pensions, holidays, perks, and promotions (Beardwell and Thompson, 2017). Non-financial rewards, on the other hand, include the level of flexibility available, managerial style and support, job-role autonomy and responsibility, work–life balance, and opportunities for employee voice and involvement. This kind of rewards shape employees’ experience of work and they are important antecedents of job engagement and organisational engagement and motivation (Beardwell and Thompson 2017; Kumar, Hossain, and Nasrin, 2015). The primary aim of rewarding workers for their contributions is to motivate them, boost their commitment and engagement, and attract and retain employees.
[bookmark: _Toc163650548]2.3. Employee motivation
Employee motivation is concerned with inspiring employees to work towards achieving the organisation’s objectives and goals (Saengchai et al., 2019). Armstrong and Taylor (2014) define motivation as a force that energises, directs, and sustains behaviour, meaning that people are motivated when they expect that their behaviours or actions are likely to help them attain a certain goal or valued a reward – something that satisfies their wants or needs. Motivation arisisng from the quality of leadership, supervisor support and different forms of reward and recognition builds on self-motivation and allows employees to better utilise their skills and abilities (Baqir et l. 2020)
Types of motivation
Motivation can be intrinsic or extrinsic in nature. Armstrong and Taylor (2014) argue that intrinsic motivation emanates from self-directed factors influence the behaviour of employees. This kind of motivation is influenced by the work itself where employees feel that their work is interesting, essential, and challenging and gives them the freedom to work and opportunities to grow and develop the abilities and skills (Okello and Gilson, 2015). Extrinsic motivation, on the contrary, is realised when something is done to motivate people. It includes offering rewards such as incentives, increased pay, praise, or promotions; and punishments including criticism, withholding pay or disciplinary action (Maharvi, 2021).
[bookmark: _Toc163650549]2.4. Employee Engagement: 
Many organisations today are seeking how they could achieve high levels of performance. Apart from ensuring employee motivation, they seek to promote employee engagement as well. Bailey et al. (2017) describe employee engagement is an active positive work-related mindset directed to work activities. Channa and Sangeeta (2017) consider employee engagement as an emotional and physical state that increases work-effort, commitment, and satisfaction. Employees who are engaged with their job or organisation display certain behaviours. For instance, they tend to talk positively about their co-workers, potential customers and employees, and the organisation; they always want to continue being associated the organisation; and put in extra effort to contribute to the success of the organisation (Beardwell and Thompson, 2017; Ram and Prabhakar, 2011).
Studies by Chandani et al. (2016) and Concepcion (2020) point out that employee engagement can be enhanced when they provided with satisfactory compensation and benefits. Salary is one of the most effective engagers, and therefore, the employer needs to attach it to intangible rewards and quality of leadership so as to have a highly engaged workforce. Furthermore, adequate level of employee development through learning and training can help increase employee engagement in the work itself and the organisation (Chandani et al., 2016; Waqas and Saleem, 2014).
[bookmark: _Toc163650550]2.5. Theoretical frameworks/models, and related research issues 
Expectancy theory
This theory posits that motivation tends to be high when individuals clearly understand what they need to do in order to get a reward, when they expect that they will definitely get the reward, and when they know that the reward will be valuable (Armstrong and Taylor, 2014). Motivation realised when there is a distinct and usable association between performance and outcomes, and the outcomes are perceived as an important means of satisfying a need (Daouk-Öyry, and El-Farr 2023). This justifies why extrinsic financial motivation functions effectively if the association between efforts and reward is clear and when the reward is worth. Marczak and Yawson (2021) argue that the application of expectancy theory in an organisational setting is evident when employees are motivated to carry out their roles with the expectation of getting rewards, whether financial or non-financial.
Maslow’s Hierarchy of Needs Theory
Maslow’s hierarchy of needs suggest that there are five categories of needs that people want to meet in order to stay motivated. The most basic needs are physiological needs which lead to safety needs, to social and esteem needs, and to self-actualisation at the highest level (Harris, 2020). According to this theory, people are interested in meeting specific needs in the hierarchy implying that once needs in a particular category are met, then the people develop the desire to meet the needs in the next level (Marczak and Yawson, 2021). Maslow’s Hierarchy of Needs strongly determines the kind of reward that motivates employees since they tend to have different needs at different times. For instance, some employees may have a desire to be recognised at the workplace while others may be interested attaining personal growth and development. 
Equity theory
This theory focuses on the perceptions individuals have with regards to how they are treated as compared with another group of people. Equity theory, therefore, posits that people tend to be more motivated if they are treated equitably and demotivated if the perceive to being treated inequitably (Watters, 2021). There exist two forms of equity: Procedural equity, which focuses on employees perceptions about the fairness with an organisation’s procedures in areas such as promotions and performance appraisal; and distributive equity, which focuses on employees’ perception about how rewards are distributed among employees based on their contributions (Armstrong and Taylor, 2014). 
Employee engagement related theory
Social Exchange Theory
There exist various theories that try to illustrate the basis of engagement. An example is the social exchange theory, which describes engagement as a mutually useful and reciprocal arrangement between a firm and its employees. It is based on the assumption that when employees perceive to be getting substantial support from the employer, they are more likely reciprocate with higher levels of engagement in the work they do and the organisation in general. Likewise, they may become less engaged if they perceive to be getting minimal support from the employer (Beardwell and Thompson, 2017)  
Beardwell and Thompson (2017) argue that if employees get financial and socio-emotional support from the employer, they tend to feel obliged to pay back the employer by being more engaged. However, if the employer does not offer this support or financial resources as anticipated, then employees are more likely to disengage themselves from their work and the employer. An important point note is that engaged employees tend to exhibit more positive behaviours, attitudes, and intentions. They are more service oriented and more productive and concentrate on helping the company to achieve its goals (Holbeche, 2022).
[bookmark: _Toc163650551]2.6. Previous studies and research gap
Findings from a research by Akpasubi and Callum (2018) depict that intrinsic and extrinsic motivational strategies including financial rewards and promotions have the potential to greatly influence of nurses’ motivation levels and job performance. A systematic review conducted by Afolabi and Bottiglieri (2018) also show that core organisational factors that have a significant effect on motivation among healthcare employees are financial incentives, career development, good management and leadership approaches, and favourable working environment (Baljoon, Banjar, and Banakhar, 2019).
With regards to employee engagement, Faniran and Velayutham (2023) carried a study which indicated that employees tend to feel invested in an organisation if they receive satisfactory pay in addition to other employee financial  on-financial benefits. Osborne and Hammoud (2017) also noted that providing guaranteed wages encourages employees to devote more effort and time to the organisation.
Some studies have also shown that both intrinsic and extrinsic rewards, when combined, provide sustainable and more effective motivation and increased performance amongst healthcare providers (Toode et al., 2015; Jaiswal, 2014). However, there is limited evidence affirm this assumption, especially in the United Kingdom.
[bookmark: _Toc163650552]2.7. Summary of Chapter 2
Chapter 2 has provided the theoretical framework that lays the basis of the current research. The researcher carried out a review of relevant literature to help understand different concepts such as reward, motivation, and employee engagement. It has also highlighted theories related to motivation, for instance the Expectancy theory, Maslow’s Hierarchy of Needs, and Equity theory; and engagement theory like the Social Exchange theory. Furthermore, this section has reviewed previous studies regard the impact of reward on employee motivation and engagement and identified gaps in literature to situate the current research.

[bookmark: _Toc163650553]Chapter 3: Research Methods and Methodologies
[bookmark: _Toc163650554]3.1. Introduction 
This chapter presents the research's philosophical position, Paradigm position of the study, Research Approach, Methodological stance, and Research Strategy and Design. It also discusses Research Sample and Population, tools and techniques of data collection and analysis, as well as ethical issues related conducting this study.
[bookmark: _Toc163650555]3.2: Philosophical position of the research
Turyahikayo (2021) defines a research philosophy as the belief regarding how research data is gathered, analysed, and used to address the selected research topic. There are different research philosophies including pragmatism, interpretivism, positivism, and realism. Pragmatism states that the research problem influences a research philosophy to be adopted. Positivism states that a researcher can understand the social world in an objective manner. Interpretivism claims that a researcher has a central role in observing the world with a view of addressing a research problem. On the other hand, realism posits that a researcher can develop and acquire knowledge through a scientific approach (O'Gorman, 2015). This research focuses on the interpretivism philosophy because the selected research problem requires the researcher to pay attention to people’s experience of a specific reality. This implies that it is essential for the researcher to understand the experience of every research participant with regards to the impact of reward on their level of motivation and commitment at the NHS. The findings will help in developing a conclusion regarding the role of rewards on employee motivation and engagement at the NHS.
[bookmark: _Toc163650556]3.3. Paradigm position of the study
The paradigm position of this research was developed from the interpretivism point of view. The paradigm chosen for this study was exploratory research. Saunders et al. (2023) explain that an exploratory research tries to investigate a topic that has not been studied by other researchers in depth. For this study, the exploratory paradigm was chosen because there is limited knowledge or information concerning the connection between reward and employee motivation and engagement at the NHS. 
[bookmark: _Toc163650557]3.4. Position of Research Approaches
The primary categories of research approaches are qualitative, quantitative, and mixed research. A qquantitative study entails collecting and analysing statistical data whereas a qqualitative research entail collecting and analysing non-statistical data (Patton, 2015; Saunders 2019). Mixed approach utilises both quantitative and qualitative research methods (Adams, 2014). The current study utilised qualitative research approach because it focused on collecting non-statistical data to understand the experience of NHS staff to evaluate the impact of reward on their motivation and engagement levels.
[bookmark: _Toc163650558]3.5. Methodological stance of the Research
This research's methodological stance focused on interviews. The research participants were also sent emails informing them about the research and scheduling interviews with them. The researcher contacted the human resource management department at NHS to access information that helped in creating a list of participants as well as their contact information. The hospital's HR department informed participants about the objectives of the research and gave authorisation for the researcher to carried out the study at the hospital. 
[bookmark: _Toc163650559]3.6. Research Strategy and Design
The strategy for this study included qualitative interviews. Structured interviews were used to minimise the time needed to complete the interviews so as to create enough time for data collection and analysis (Duignan, 2016). The researcher also selected structured interviews because they help in comparing the responses presented by all the participants. Structured interviews were also used to enhance the possibility of gathering useful and more relevant information that suits the research question.
[bookmark: _Toc163650560]3.7. Research Sample and Population
This research was conducted at the East London NHS Foundation Trust. The Trust offers a range of primary care and inpatient services to residents of the City of London, Hackney, Bedfordshire, and Luton. It also runs Talking Therapy services in London Boroughs of Newham, Tower Hamlets, as well as the county of Bedfordshire. The Trust employs more than 6,500 permanent staff.
Population of interest: This study targeted registered nurses working at the East London NHS Foundation Trust. This study uses purposive sampling technique, which according to Saunders et al. (2023) involves selection of participants based on the desired attributes. This sampling method is suitable since the researcher seeks to gather data from individuals holding different positions at the hospital to evaluate the form of reward system used to motivate them, and the level to which the rewards influence impacts motivation and engagement among employees. 15 participants were approached and 12 (n=12) agreed to take part in the research. This number was adequate for this study. Amongst the 12 people selected to participate in the study, 9 were junior nurses (3 male and 6 female) and 3 senior nurses (1 male and 2 female), aged between 25 and 45 years). All the research respondents had at least one year of experience in various areas of specialties (See table 1 (a))
[bookmark: _Toc163650561]3.8. Data Collection and Data Analysis Tools/Techniques
For this study, data was collected via questionnaire and interviews. The surveys included both open-ended and close-ended questions about rewards and how rewards influence the level of employee motivation and engagement. The interviews were conducted via Zoom. Every interview session took approximately 30 minutes, and it focused on getting responses for specific questions, organised in a standardised order in order to save time and other resources. 
The data obtained through interviews and surveys were then interpreted using tables and pie charts. A descriptive analysis approach was used to describe the data presented in the charts and tables. This kind of analysis was chosen because the research entails describing a correlation between variables –reward and employee engagement and motivation (Blaxter, 2010). The questionnaire and interview questions are found in the appendix.
[bookmark: _Toc163650562]3.9. Ethical Consideration of the Research
The researchers sought approval from the NHS Health Research Authority and the R&D department at the East London NHS Foundation Trust. Every research participant was requested to sign an informed consent form prior to taking part in the research. The second consideration was that all participants were informed that their involvement in the research was on a voluntary basis and that they could withdraw their engagement at will, at any time. In addition, participants were assured that their anonymity and confidentiality of the information given would be maintained. 
[bookmark: _Toc163650563]3.10. Summary of Chapter 3
This chapter has discussed the research methods used. This research focuses on the interpretivism philosophy and an exploratory research paradigm. Qualitative research method is used and data collected through interviews. Thematic data analysis technique was adopted for this study to allow the research to perform a deep analysis of the findings. With regards to ethical considerations, participants had informed consent, were assured that their anonymity and confidentiality of the information given would be maintained. 


[bookmark: _Toc163650564]Chapter 4: Data Analysis and Discussions
[bookmark: _Toc163650565]4.1. Introduction 
This section provides a description of the procedure adopted in analysing the available data as well as the interpretation of relevant demographic variables and different financial and non-financial reward factors. It also provides details of the research findings, and discussion of findings with reference to the existing literature.
[bookmark: _Toc163650566]4.2. Analysis and Discussions of Research Findings
Tables 1(a) and (b) demonstrate the respondents’ profile with regards to their age, gender, number of years of experience, and level of education.
Table 1a) Demographic variables
	Age
	Sex

	Years
	        n
	%
	Gender
	n
	%

	25 – 30 years
	6
	50
	Male
	4
	33%

	31 – 35 years
	3
	25
	Female
	8
	67%

	36 – 40 years
	3
	25
	
	
	

	Total
	12
	
	
	
	



Table 1 (a) shows that 33% of participants were male and 67% were female. 50% of the participants aged 25 to 30 and 25% aged 36-40. 75% of the participants were junior nurses while the rest were senior nurses.
Table 1b) Demographic variables
	Experience
	
	
	Education 
	
	

	Years
	N
	%
	Class 
	n
	%

	1-5 years
	6
	50
	Diploma
	3
	25

	6 - 10 years
	3
	25
	Bachelors 
	7
	58

	11-15 years
	3
	25
	Masters & above
	2
	17

	Total
	12
	100
	
	12
	100



Table 1 (b) shows the participants demographical variables including their years of experience, monthly income range, and level of education. The majority of the participants (58%) have bachelor’s degree, 25% have diplomas, and 17% have master’s degree.
Impacts of rewards on employee motivation and engagement
In this research, the researcher was first interested in knowing to what extent respondents understood the key terms ‘employee motivation and engagement’. All the 12 participants mentioned key ideas that emerged from their responses were that motivation is about internal drive or energy that pushes one to achieve individual or organisational needs or goals. Engagement was explained as a mindset that allows employees to be committed to the work they do and to helping the organisation achieve high levels of performance.
Figure 1: Level of motivation among respondents
With regards to motivation levels, 75% of the respondents pointed out that their level of motivation is very low, 20% of the respondents stated that their level of motivation is low, and only 5% were rated their motivation as good.
		
Figure 1: Level of motivation among respondents
The results of this research showed that participants recognised financial rewards as a key necessity in boosting motivation among nurses to render effective healthcare. 10 participants out of the 12 interviewed pointed out that satisfactory salary contribute strongly to reduced emotional stress and enhanced their ability to become more engaged in the work they do and the organisation. They claimed that an increase in pay, for instance, can help them meet their financial needs. 
Table 2: Types extrinsic motivation strategies employed at the East London NHS Hospital Trust
	Statement
	Responses

	
	Strongly disagree
	Disagree
	Undecided 
	Agree 
	Strongly agree

	I receive a salary that matches the amount of work I do
	6
	4
	0
	2
	0

	Working at East London NHS Hospital Trust offers job security
	0
	1
	1
	3
	7

	I have good social relationships at my workplace
	0
	0
	0
	3
	9

	I receive adequate support from my supervisor
	0
	4
	1
	7
	0



75% of the participants showed their reservations about their pay in the NHS. The respondents claimed that the salary they get do not reciprocate the intensity of work, and poor remuneration is considered a major factor that de-motivates them. The respondents considered satisfactory pay to be one of the best financial rewards and emphasised its role in reducing stress and financial pressures and increasing job satisfaction.
A female participant aged 35 with about 3-year experience claimed that “Assessing the work we do and how much we receive as pay, you cannot match it. What I can say is that many nurses work hard, and the salary is not enough, putting into consideration the high cost of living being witnessed currently. I tend to be demotivated whenever I think of the pay, I will receive.”
A male participant aged 30 with one and half year experience also claimed that “Most of my colleagues are really complaining of the remuneration they get and few benefits from the NHS. We actually feel that we aren’t motivated enough to do our work. Some of us are contemplating leaving the profession due to the perceived work pressures and poor compensation.”
Another female participant (P2) stressed the need to review nurses’ pay to maintain motivation and engagement. She stated “I don’t feel that we are being paid fairly based on the scope of our work. There is an urgent need for salary increment so as to boost nurses’ motivation and engagement in their work and the organisation.”
When asked, how promotion or career growth opportunities influence the level of motivation and engagement, all the 12 respondents affirmed that promotion and career growth opportunities bring about motivation for increase job performance. They were of the view that if they are given the chance to get more skills through training and climb to the next level, they would be more committed and motivated to their work.
Discussion
The positive correlation between financial rewards like salary increase and fringe benefits and staff motivation and engagement has been confirmed in several studies. Danish and Usman (2010) carried out a research to explore the effect of reward and recognition on job satisfaction and motivation. The researchers demonstrated that periodic salary increments, bonuses, allowances, and fringe benefits boost employees’ morale and make them more motivated. Another study by Neggusie (2012) also indicated that rewards such as satisfactory pay, promotion and other financial incentives have a significant positive impact on nurses’ motivation and engagement. In a separate study conducted by Akpasubi and Callum (2018), research participants who include nurses in the NHS expressed their concerns regarding the salary offered to nurses in the NHS. They claimed that they were made to work more than they earned and poor salary was considered one of the major factors contributing to demotivation among NHS nurses. These concerns were also raised by respondents in the current who asserted that the salary they get do not reciprocate the intensity of work they perform, an issue that greatly demotivates them. Khim (2016) also highlighted that satisfactory salary to be the most effective extrinsic motivation in boosting nurses’ commitment good quality patient care. All these findings confirm the hypothesis that financial rewards have a positive impact on motivation amongst NHS staff.
The current research also showed positive relationship between financial and non-financial rewards and employee engagement. These results coincide with Engidaw’s (2021) and Hoole and Hotz (2016) research which found that intrinsic and extrinsic motivation factors play a crucial role promoting employee engagement.
All the respondents in this research had similar opinion that promotion and career growth opportunities bring about motivation for increased job performance. They were of the view that if they are given the chance to get more skills through training and climb to the next level, they would be more motivated and committed to their work. Several studies have indicated that career growth and development opportunities including promotion and training are essential in many professionals including nursing. Career development opportunities allow nurses to gain the necessary skills and competencies to accomplish their duties with utmost perfection and also create a sense of achievement, which ultimate boosts their levels of motivation and engagement (DeVaro, Maxwell, and Morita, 2017; Duffield et al., 2024).
Research conducted by Atambo and Ayaga (2016) and Daneshkohan (2015) showed that recognition and support from seniors are important factors that make nurses feel valued, thereby increasing their motivation and engagement. The findings of these studies concur with the current research which also indicated that nurses at East London Hospital Foundation Trust feel energized and more motivated to work even better whenever they receive complementary remarks or acts of appreciation from the management or supervisors. More importantly, the Chartered Institute of Personnel and Development (2022) also notes that recognition tends to influence employees’ attendance, interest in and enjoyment of their jobs, commitment, retention, and work engagement.
Overall, the current research concurs with various previous studies including Victor and Hoole (2015 and Scott et al. (2010) studies which indicated that both financial and non-financial rewards, which are well designed, are very essential in promoting employees’ motivation, engagement, and performance. 
[bookmark: _Toc163650567]4.3. Summary of Chapter 4
Chapter 4 has provided an analysis and discussions of the research findings relating to the impact of rewards on employee motivation and engagement. The researcher interviewed 12 participants who include junior and senior nurses. All the participants confirmed that financial rewards have a positive impact on motivation and engagement amongst NHS staff.

[bookmark: _Toc163650568]Chapter 5: Conclusions, Limitations & Recommendations
[bookmark: _Toc163650569]5.1. Introduction
This research aimed at examining the impact of rewards (financial rewards) on motivation of NHS staff – a case of employees at the East London NH Foundation Trust. This section presents a conclusion of the report, limitations of the research, and recommendations that NHS could implement to enhance staff performance.
[bookmark: _Toc163650570]5.2. Conclusions on the research problem
The performance of the NHS staff in the UK has becomes a major concern. Staff shortage is considered one of the issues facing the NHS and it results in stress among employees, intention to quit, and increased feelings of being demotivated and engaged. It was found that most of NHS nurses are not adequately compensated and they do not receive adequate support from leaders. Most of them also lack continuing career development and lack job promotion, which contribute to increased turnover rates, reduced level of motivation, ultimately compromising the quality of patient care. This study focused on evaluating the significance of financial and non-financial rewards on level of motivation and engagement among employees at the NHS – a case of the East London NHS Foundation Trust.
[bookmark: _Toc163650571]5.4. Summary of the research findings and outcome
Findings of this research were that 75% of the respondents claimed that their level of motivation was very low and only 5% were rated their motivation as good. Participants recognised financial rewards as a key necessity in boosting motivation among nurses to render effective healthcare. 10 participants out of the 12 interviewed pointed out that satisfactory salary contribute strongly to reduced stress and increase their likelihood of becoming more engaged in their work and the organisation. All the 12 respondents affirmed that promotion and career growth opportunities bring about motivation for increased job performance. They were of the view that if they are given the chance to get more skills through training and climb to the next level, they would be more motivated and committed to their work. The current study also found that recognition and support from seniors are important factors that make nurses feel valued, thereby increasing their motivation and engagement.
[bookmark: _Toc163650572]5.5. Original Contribution of the Research 
This research explored a timely subject – the impact of rewards on motivation and engagement among the NHS staff. The outcomes of this researchare relevant to the NHS in the United Kingdom as well as other healthcare organisations. Policymakers, the NHS, and the government in general can use this information to formulate initiatives or policies based on effective financial and non-financial rewards to maintain staffs’ motivation and engagement so that they are able to provide high quality care.
[bookmark: _Toc163650573]5.6. Limitations of the Research
This research involved a small number of NHS nurses and, therefore, the findings cannot be generalised. Nevertheless, the research is reliable and this allows for the results to be transferable to other NHS Foundation Trusts and other healthcare organisations. The findings of the current research could provide a foundation for further research not only in the United Kingdom but in other countries as well. 
[bookmark: _Toc163650574]5.7. Recommendations
Basing on the findings of this research, the researcher has given the following recommendations:
1. The Health Foundation (2017) and the Royal College of Nursing (2013) suggest that the UK government and relevant organisations need to formulate policies that focus on designing reward programs that aim to maintain high levels of motivation and engagement among NHS staff, so as to ensure optimum performance, reduce intentions to quit, and maintain high quality patient care.
2. The East London NHS Foundation Trust should review their motivation approaches to properly integrate financial and non-financial rewards so as to boost motivation and engagement among its employees (Karaferis et al., 2022).
3. The management led by the HR team should regularly organise team meetings or performance appraisals to assess the level of staff motivation and engagement and also make sure that the information received from the meetings or appraisals are considered when making important decisions regarding employees’ welfare. 
4. Finally, the NHS needs to have a clear strategy in place that ensures that their employees are valued and well respected as this will drive staff retention and improved quality of healthcare.
[bookmark: _Toc163650575]5.8. Suggested areas for further research
This study explored the impact of rewards (financial and non-financial) on NHS nurses’ motivation at East London Foundation Trust. There is need to conduct research on the impact of total reward system on the general NHS staff across different Public hospitals managed by the NHS in order to generalise the research findings  to the entire population.
[bookmark: _Toc163650576]5.9. Summary of Chapter 5
The chapter has provided a conclusion of the research problem, a summary of the study findings, the implication of the study, limitation of the study and recommendations for the government and NHS on how to enhance staff motivation  and engagement for high quality patientcare. 
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7.1 Survey and Interview Questions

PART A: Respondent’s background information
1. Please specify your gender (Please tick as appropriate)
	Male
	Female



2. Please specify your age group
	a. 25 – 30 years

	b. 31 – 35 years

	c. 36 – 40 years

	d. 41 – 45 years

	e. 46 – 50 years

	f. 51 -60 years



3. What is your highest level of education?
	a. Diploma

	b. Bachelors 

	c. Masters & above

	d. Any other, specify...........................



4. For how long have you been working at NHS?
	a. 1-5 years

	b. 6 - 10 years

	c. 11-15 years

	d. 16-19 years

	e. Over 20 years

	



PART B: Motivation and Engagement
1. What do you understand by the term motivation? (Please respond to the best of your understanding)

2. What do you understand by the concept employee engagement? (Please respond to the best of your understanding)

3. Please rate your level of motivation currently – in a scale of 1 to 5.

	Very low
	Low
	Undecided
	Good
	Very high

	1
	2
	3
	4
	5



4. Please evaluate the factors highlighted below and identify at least 3 factors that motivate you the most.
Salary, work-life balance, job security, recognition, positive work environment, autonomy, advancement opportunities
5. For each of the statements below, please provide your assessment by indicating the level to which you agree or disagree with statements basing on the scale provided (Strongly disagree, disagree, undecided, agree, strongly agree)
	Statement
	Responses

	
	Strongly disagree
	Disagree
	Undecided 
	Agree 
	Strongly agree

	Am paid salary that matches the amount of work I do
	
	
	
	
	

	Working at East London NHS Hospital Trust offers job security
	
	
	
	
	

	I have good social relationships at my workplace
	
	
	
	
	

	I receive adequate support from my supervisor
	
	
	
	
	



6. Putting into consideration your level of education, experience and efforts, do you feel that you are being remunerated fairly?
	Yes
	No



If NO, please explain why you feel under-rewarded.

7. Putting into consideration the rewards you receive currently, does this motivate you to work effectively in the future and increase the level of engagement?
	Yes 
	No


(Please explain your answer)
8. When I am under-rewarded, I am likely to do the following: (Please tick your preferred option)
	Consider quitting my job

	Reduce my work input

	Accomplish my duties as expected

	Raise complaints to the management seeking pay rise

	Other, specify...



9. How promotion or career growth opportunities influence the level of motivation and engagement?
10. Do you receive appreciation or recognition from your seniors for your accomplishments?
	Yes
	No



11. How does appreciation/ recognition influence your level of motivation or engagement in the organisation?


Thank you for your time and support!






Level of motivation
Level of motivation	Very Low	Low	Undecided	Good	Very high	75	20	5	
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