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[bookmark: _Toc151004451]Chapter 1.0 Introduction
[bookmark: _Toc151004452]1.1 Background of the Study
Employee motivation and engagement have gained popularity in the modern business environment because of their role in increasing employee productivity and enhancing overall organisational performance. One of the strategies used to increase employee motivation is reward. According to Nazir et al. (2016), rewards promote employee commitment leading to high job satisfaction which contributes to increase employee engagement and motivation. The main types of rewards include extrinsic and intrinsic rewards. Extrinsic rewards include tangible and financial rewards such as bonuses and salary increases. Intrinsic rewards on the other hand include rewards that impact a person’s psychology .The main intrinsic rewards used to motivate employees include recognition and involvement in decision-making. Many organisations combine extrinsic and intrinsic rewards to enhance employee motivation and engagement. This research will focus on the benefit of reward in employee motivation and engagement at the National Health Service (NHS).
[bookmark: _Toc151004453]1.2 Significance of the Topic
The engagement and motivation of staff in the healthcare industry is vital in enhancing the quality of care offered to patients and protecting their well-being.Ogbeivor & Ogbeivor (2021) argues that the NHS has experienced demotivation among its staff over the past decade leading to the development of various employee motivation programs. The motivation programs focus on increasing staff commitment and their readiness to adapt to the constant and evolving demands in the healthcare industry (Ogbeivor & Ogbeivor, 2021).A comprehension of the benefit of reward in employee motivation and engagement at NHS is essential in establishing the success of the reward program to the organisation. Management at NHS can also use the findings on the benefit of reward in employee motivation and engagement to determine whether the organisation should continue using the reward program or revise it to meet employees’ needs.
[bookmark: _Toc151004454]1.3 Purpose of the Research
The purpose of this research is to establish the benefit of reward in employee motivation and engagement at NHS.
[bookmark: _Toc151004455]1.4 Proposed Aim
The aim of this research is to examine the benefit of reward in employee motivation and engagement at NHS.
[bookmark: _Toc151004456]1.5 Research Objectives
· To understand the benefit of reward in employee motivation and engagement.
· To identify the relationship between reward and employee motivation and engagement.
· To analyse the role of reward in enhancing employee motivation and engagement.
· To recommend how reward can be used to enhance employee motivation and engagement.
[bookmark: _Toc151004457]1.6 Research Questions
· How does reward positively impact employee motivation and engagement?
· What is the relationship between reward and employee motivation and engagement?
· What is the role of reward in enhancing employee motivation and engagement?
[bookmark: _Toc151004458]Chapter 2.0 Literature Review
[bookmark: _Toc151004459]2.1 Employee motivation, engagement and reward
According to Saengchai et al. (2019), employee motivation includes inspiring employees to work towards the organisation’s goals and objectives. Employee engagement on the other hand is an employee, emotional, physical and mental state that increases work effort, satisfaction and commitment (Chanana & Sangeeta, 2020).Organisations enhance employee engagement through rewards and recognition. According to Cohen (2017), rewards increase the probability that a specific behaviour will be recurrent. Cohen (2017) argues that organisations may use a reward system that involves an organisation’s practices, processes and policies to reward employees based on their artifice, abilities, contribution, commitment and skills. Another study by Manzoor et al. (2021), indicated that organisations may also create a reward philosophy that includes structures, practices, procedures and processes that offer appropriate standards and styles of benefits, compensation and other types of reward. A reward management framework may also include both intrinsic and extrinsic rewards that are also known as non-monetary and monetary rewards (Maharvi, 2021).Extrinsic rewards include perquisite, bonus systems and salary increase.Instrinsic rewards include promotion, appreciation and praise, authority and responsibility, participation in decision-making, flexible working hours, social rights and recognition.
[bookmark: _Toc151004460]2.2 Theories of employee motivation
Various theories have been developed to explain the concept of employee motivation. One of the theories is the expectancy theory. According to Daouk-Öyry & El-Farr (2023), the expectancy theory posits that performance is a function of a person’s personality, abilities, skills, knowledge and experiences. The theory also suggests that people can make rational decisions and consider their actions based on how the actions meet their needs and enable them achieve their goals. Marczak & Yawson (2021) argues that the application of the expectancy theory in the workplace is evident when an employee works hard in a task that benefits the organisation with the expectation of being rewarded through promotion, praise or financial rewards. The main challenge in applying the expectancy theory in the organisation is determining what an employee considers rewarding since every employee seeks different rewards (Marczak & Yawson, 2021).Therefore, organisations may focus on developing a reward system that aligns with their culture, values and goals to meet their employees’ needs and shape their expectations.
The second theory of employee motivation is Maslow’s Hierarchy of Needs. According to Harris (2020), Maslow’s Hierarchy suggests that people respond to reward based on the level of need at the hierarchy. The bottom level includes key physiological needs such as security, shelter, water and food. The other levels, in ascending order, include the need for social interaction, the need for respect, self-esteem and the need for personal growth and development.Therefore,a person’s interests are within meeting specific needs in the hierarchy which means that when one need is met, the person develops a desire to meet another need (Marczak & Yawson,2021).Maslow’s Hierarchy of needs influences the choice of rewards that motivate an employee because each employee is interested in meeting a specific need. For instance, some employees may be interested in attaining personal growth and development while others may be interested in getting recognition in the workplace. Therefore, it is important to create a reward system that can enable the organisation to meet various needs at once.
The third theory is Herzberg’s hygiene theory. The theory focuses on understanding what motivates individuals at work by categorizing motivation factors into hygiene factors and motivators (Marczak & Yawson, 2021).Hygiene factors include the factors that lead to employee dissatisfaction while motivators enhance employee satisfaction. According to Anderson (2020), Herzberg’s theory differentiates between work environment aspects that increase employee motivation and those that detract motivation. The theory suggests that the main factors that increase employee motivation include a feeling of performance quality, feeling fit for the job, feedback, personal recognition, growth and development opportunities and level of responsibility. The theory also suggests that employees are less motivated when they have a bad relationship with colleagues, experience strict supervision and are expected to follow strict corporate processes and policies. 
[bookmark: _Toc151004461]2.3 The link between reward and employee motivation and engagement
Various study have established the link between reward and employee engagement and motivation. A study conducted by DeVaro et al., (2017) on the relationship between motivations and training in organisations in California established that training is frequently used to motivate employees in non-profit entities because they have less wages compared to for-profit entities. Therefore, non-profit organisations use training as a reward to keep employee motivated. Organisations use intrinsic rewards to enhance employee motivation and engagement and increase employee retention and career success (Manzoor et al., 2021). Therefore, there is a positive relationship between intrinsic rewards and employee motivation. The impact of intrinsic rewards on employee motivation and engagement was also studied by Mosquera et al., (2020).The study established that intrinsic rewards increase job satisfaction leading to high employee engagement. 
[bookmark: _Toc151004462]Chapter 3.0 Research Methods and Methodology
[bookmark: _Toc151004463]3.1 Research Philosophy
A research philosophy is the belief about how data in a research should be collected, analysed and utilised to address the research topic. The main types of research philosophies include positivism, interpretivism, pragmatism and realism. Positivism posits that the social world can be understood objectively.Interpretivism suggests that the researcher plays the role of observing the world to address a research problem. Pragmatism claims that the selected research philosophy is influenced by the research problem. Realism suggests that knowledge can be developed through a scientific approach. This study will use the interpretivism philosophy because the research problem requires focusing on people’s experience of a specific reality. Therefore, it is important to understand each participant’s experience of the impact of reward on their motivation and commitment to NHS and compare their experiences to formulate a sound conclusion on the benefit of reward in employee motivation and engagement at NHS.
[bookmark: _Toc151004464]3.2 Research Paradigm	
The research paradigm in the current study will be derived from the interpretivism research philosophy. The selected paradigm is exploratory research. According to Saunders et al. (2023), exploratory research focuses on investigating a research topic that has not been studied by other researchers in depth. The exploratory paradigm has been selected for the current study because there is limited pre-existing knowledge on the link between reward and employee motivation and engagement at NHS.
[bookmark: _Toc151004465]3.3 Research Approach
The main types of research approaches include qualitative, quantitative and mixed research. Qualitative research focuses on collecting and analysing non-statistical data while quantitative research focuses on collecting and analysing statistical data .The mixed method includes a combination of qualitative and quantitative research. This research will use qualitative research approach because the research focuses on understanding the experiences of NHS employees to determine the benefit of reward in employee motivation and engagement at the organisation. 
[bookmark: _Toc151004466]3.4 Research Methodology
The research methodology for this research will include surveys and interviews. The research participants will also be contacted through email to inform them about the research and schedule an interview. A list of participants and their contact information will be created by contacting the human resource management department at NHS.The human resource management department will inform the employees about the study and give authorization to conduct the study at the organisation. The surveys will be shared online to reach former and current NHS employees who prefer participating in the research anonymously.
[bookmark: _Toc151004467]3.5 Research Strategy
The research strategy for this study will include qualitative interviews. Structured interviews will be used to reduce the time taken to complete each interview so that the data collection process is completed within the required timeframe. Structured interviews have also been selected for this study because they will help in comparing responses since all participants will be responding to the same questions in the same order. Structured interviews will also enhance the likelihood of collecting relevant and useful information to address the research questions.
[bookmark: _Toc151004468]3.6 Sampling Methods
Purposive sampling will be used in the current research. According to Saunders et al. (2023), purposive sampling includes selecting participants because they have the attributes needed. Purposive sampling has been selected for the current research because the researcher intends to collect data from people holding different positions at NHS to determine the type of reward systems used to motivate them and how the rewards contribute to increasing motivation and engagement among employees in different positions in the organisation.
[bookmark: _Toc151004469]3.7 Data Collection Methods
Data will be collected through interviews and surveys. The surveys will include open-ended and closed questions regarding rewards and their role in employee motivation and engagement. The surveys will be distributed online to reach a wider audience and acquire more useful information. The interviews will be conducted via Zoom .Each interview will take approximately 30 minutes and will focus on specific questions organised in a standardized order to save time and enhance the usefulness of the information shared by the interviewees.
[bookmark: _Toc151004470]3.8 Data Interpretation
The data from the surveys and interviews will be interpreted using tables and pie charts. The researcher will also use descriptive analysis to describe the data on the tables and pie charts. Descriptive analysis has been selected because the study involves highlighting the relationship between variables. 
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[bookmark: _Toc151004472]3.10 Ethical Considerations
One of the ethical considerations that will be made in the current study is informed consent. All research participants will sign an informed consent for before they begin participating in the study. The second ethical consideration is voluntary participation. All research participants will be informed that their participation in the study is voluntary and that they can withdraw their participation at any time. The third ethical consideration is anonymity and confidentiality. The researcher will maintain the participants’ anonymity and confidentiality by withholding their names when reporting the research findings.
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