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[bookmark: _Toc26623190][bookmark: _Toc28962409]ABSTRACT
In the modern world, acquiring and retaining the talented workforce is a major issue. This study is aimed at exploring the impact of rewards on job satisfaction and employee performance in telecommunication sector of Pakistan. Extrinsic (tangible) and intrinsic (intangible) are the two types of rewards. Causal research design will be used in order to comprehend the cause and effect relationship among rewards and job satisfaction and performance. Empirical data will be collected from the relevant stakeholder groups and relevant further secondary data will be collected from diverse sources including online articles and journals. Moreover, the qualitative evidence which will be gathered for this research will be analyzed using Miles and Huberman content analysis. It is anticipated that this research will shed light on the relationship between tangible and intangible rewards with employees’ job satisfaction and performance.
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[bookmark: _Toc26623191][bookmark: _Toc28962410]Introduction
[bookmark: _Toc428446502][bookmark: _Toc428545795][bookmark: _Toc428787315][bookmark: _Toc428804479][bookmark: _Toc429422764][bookmark: _Toc429562004]As the corporate world is in intense competition and it is difficult to retain employees. Therefore, companies need to retain and keep their employees satisfied. Organizational performance is directly based upon how well the employees in the organization are performing. This means that organizations needs to improve the employees’ satisfaction to enhance the performance. Satisfied employees will yield improved and enhanced performance of the organization. More devotion could be accomplished in their tasks towards the organizational goals which would be beneficial for the organization’s profitability.
Managing employees’ performance has always been a challenging task for managers in organizations, especially in developing countries. Both monetary and non-monetary rewards are used by the managers to improve the employees’ performance. Lavelle & McDonnel (2010) states in their study that Rewards and motivation level plays an important part to improve employees’ performance at the workplace.
To identify the factors which cause employee satisfaction the organization’s objective should be to include tangible and non-tangible rewards to reduce turnover rate. Over the years it is being identified that employee’s satisfaction is mostly concerned with the rewards. Here the question arises whether the employees get more satisfaction by intrinsic or extrinsic rewards. A lot of research has been conducted to study rewards and motivation as it remains an important concern for the organizations. In today’s competitive and uncertain business environment, it is difficult to attract and retain the talented employees. Modern organizations are focusing on those reward strategies that include both tangible and intangible rewards (Tsede & Kutin 2013).
Many researchers have identified that both types of rewards are the source of getting satisfied personnel to the company. They also identified that when employees are satisfied they work hard for the accomplishment of goals and objectives of the company. Satisfied employees are like the assets of the company. They don’t switch their job as long as they are satisfied.Although most of the employees got satisfied with bonuses, increments etc. but some of the employees seek their satisfaction through intrinsic rewards. They want that their boss gives them a pat on their back and appreciate them in front of other employees. This can be a real source of getting the satisfied employees.
Ali & Ahmad (2009), studied and concluded positive correlation exists between “recognition and rewards” and “motivation and satisfaction”. It was mentioned in their study that motivation and satisfaction level of employees is mainly influenced by the rewards and recognitions given to them. There is a positive correlation between employees’ motivation and rewards and benefit (Mishra and Dixit,2013).
Employees’ turnover can be decreased when the employees are satisfied. It is evident from researches that satisfied employees are easier to retain and they are likely to continue their good work with the company. Competitive employees can easily be retained with the company by providing ample amount of extrinsic and intrinsic rewards.
According to ALDamoe (2015), a well maintained employee relation serves three purposes to the organization. It helps in resolving the conflict at workplace, hence minimizing the disruptive behavior. It helps the employees in focusing on their professional development, hence supporting organizational goals. Third, and above all, it helps in creating a culture that is helpful for the interest and wellbeing of employees. When companies found competitive employees in other organization they try to attract those employees with more salary and other benefits like bonuses, medical facilities for whole family and the other company try its best to retain its competitive employees.
The telecom sector is one of the growing segments of Pakistan’s economy and plays a key role in growth of the economy. During July 2013 to 2017, the revenue of telecom sector has reached $15.35 billion due to a dramatic increase in this sector. In July 2019, Pakistan Telecommunication Authority (PTA) released a statistical report which shows that the number of 3G/4G subscribers have exceeded 57 million. 
Therefore, objective of this study is to explore the impact of extrinsic and intrinsic rewards on employee’s job satisfaction and employee performance in the telecommunication sector of Pakistan. Employees of PTCL and other cellular corporations like Ufone, Zong, Telenor, Mobilink will be taken under study.
[bookmark: _Toc26623197][bookmark: _Toc28962411]1.1 Research Objectives
We have identified the following as our objectives of the research
· To investigate the effect of monetary and non-monetary rewards on employees’ job satisfaction
· To explore the impact of tangible and intangible rewards on employees’ performance
[bookmark: _Toc28962412]1.2 Research Questions
Following are the research questions of our study:
1. What impact does extrinsic and intrinsic rewards have on employees’ job satisfaction?
2. What rewards impact employee’s job satisfaction greater intrinsic or extrinsic?
3. What are relevant extrinsic and intrinsic rewards system exercised in Pakistan’s telecommunication sector & how this is impacting employees’ performance?
4. How is the extent of rewards perceived by main stakeholders’?
[bookmark: _Toc26623199][bookmark: _Toc28962413]1.3 THEORETICAL FRAMEWORK
The suggested theoretical framework shows intrinsic and extrinsic rewards as independent variables whereas, job satisfaction and employees’ performance are taken as dependent variables.
Job Satisfaction
Intrinsic Rewards


Performance
Extrinsic Rewards

[bookmark: _Toc26623201]

[bookmark: _Toc28962414]Literature Review
[bookmark: _Toc428128253][bookmark: _Toc428446503][bookmark: _Toc428545796][bookmark: _Toc428787316][bookmark: _Toc428804480][bookmark: _Toc429422765][bookmark: _Toc429562005][bookmark: _Toc26623193][bookmark: _Toc28962415]2.1 Intrinsic Rewards
Intrinsic or intangible rewards are not visible to others such as a compliment. An intrinsic incentive encourages the worker and is concerned with individual’s personal interests at work place. Intrinsic incentives are not influenced by external factors. Employees who are basically interested accomplish well in organization and do innovative work. Intrinsic incentives consist of particular achievement, individual and specialized skills, and morale of self-assurance, competence to do thought-provoking and remarkable effort.
Following is the description of four major intrinsic rewards at the workplace and how these are viewed by workers (Kenneth Thomas, 2009):
Sense of meaningfulness: it includes the importance of the purpose that a worker is trying to fulfill. It refers to the feeling that employee is on the right track that is worth his time and energy.
Sense of choice: it involves the choice of the employees for selecting those work activities that make the most sense to them and they feel free to accomplish them in their own ways.
Sense of competence: employees gets a feeling of satisfaction and pride that they are doing their job well and are able to give high quality performance.
Sense of progress: It involves giving appreciation and encouragement to the employees about their work that they are moving in the right direction and are on the right path.
Intrinsic rewards provide feeling of personal satisfaction to employees whether it is through giving feedback, recognition or trust/empowerment. Information or feedback gives a direction to the employee that whether he is on the right path or not, related to his job description. Verbal appreciation recognizes employees’ performance in the organization. In order to get additional contributing efforts from the employees, managers should boost their employees’ self-esteem and happiness by giving them recognition, formally or informally.
Intrinsic incentives include facilitating workers. Intrinsic incentives support form self-reliance in worker and his aptitude to be effective in the workplace and build an approach of achievement in the work. Intrinsic inspiration generally comes from within an individual; corporations make sure that aptitude to project in work indicates workers to be naturally interested and involve in intrinsic rewards.
Buchbinder and Shanks (2012) studied that intrinsic rewards are intangible and are internal to the employees’ feelings towards their work. Intrinsic rewards are helpful in enhancing employee engagement and providing a sense of satisfaction to the employees. Providing non-financial rewards such as recognition, career advancement opportunities, comfortable and respectable work environment are directly related to employee loyalty and commitment. CIPD survey (2011) also highlighted non-financial rewards are more preferred by employees than financial rewards.
Inspiring workers established objectives and improve an atmosphere of communication and teamwork. Inspiring workers organize their work to widespread developments and originate clarifications to corporation difficulties. Team members work to inspire the worker who seems to lack inspiration toward work, this helps to build the self-confidence of the employee and makes him feel that he is an important part of the team.
Forming progressive surroundings and inspiring workers to interconnect confidently among each other aids intangible benefits for employees. A worker who is regularly expressed "your work is not good enough" most likely is going to be dissatisfied from his work. Occasionally a pat on the back or “job well done” are characterized as rewards by the workers. Establishment disparagement with "you're on the right track, but here are some areas to improve" encourages the workers to be committed to their work and they will work hard towards the assignment.
[bookmark: _Toc428128254]Telecommunication companies are doing this practice quite nicely. They are giving trainings to their employees every year for the effective working. They also appreciate their employees when they do achieve their targets. They are also motivated to give their suggestions in new projects. They are provided with family medical facility as intrinsic rewards.
H1: That intrinsic rewards increases job satisfaction and employees’ performance.
[bookmark: _Toc428446504][bookmark: _Toc428545797][bookmark: _Toc428787317][bookmark: _Toc428804481][bookmark: _Toc429422766][bookmark: _Toc429562006][bookmark: _Toc26623194][bookmark: _Toc28962416]2.2 Extrinsic Rewards
Monetary rewards are the most helpful and major source of having highly satisfied employees. An individual feels satisfied if he/she gets paid appropriately for the work they have done (Susan J. Linz, 2003). Extrinsic rewards are always tangible and are visible to others. Extrinsic rewards can be the motivating force for most of the employees because employees love to have pay, advances, bonuses, recognition, promotions etc. These rewards can be very useful to motivate the employees towards the single goal achievement of the organization.
Satisfaction level of employees in an organization is affected directly by extrinsic rewards. Some researchers suggested that rewards should also include medical allowances. Medical allowance and promotional packages should be included in salary of employees to increase their level of motivation. Salary should be reasonable and sufficient (Nayadema, 2014).
Deeprose (2014) had indicated that “while the presence of money may not be a very good motivator but not having it is a strong de-motivator.” Extrinsic rewards include pay increase, bonuses, paid leaves, annual recreational plans etc. As financial rewards play significant role in motivation and retention of the employees, their importance cannot be negated. If the environment of work place is friendly, then the satisfaction level will be increased and the chances to leave the organization will be minimized.
Above mentioned arguments along with positions of different researchers who had conducted same research, their findings and studies lead to a discussion that extrinsic nature rewards are high satisfier of employees working in an organization.
Companies may also offer indirect financial rewards to their employees to motivate their employees. For example, a company can offer health insurance to its employees to save their employees money on different health care expenses.
Telecom sector is also using this activity to motivate their employees and to have a satisfied work force. Whenever a new post is being created in the company, the post is always advertised internally so that employees feel that they are trusted and are given a chance to move up in the company. Promotions are given to deserving employees on regular intervals. So that they don’t feel demotivated and they don’t look for other jobs.
H2: That extrinsic rewards enhance job satisfaction and increase employee performance.
[bookmark: _Toc428128255][bookmark: _Toc428446505][bookmark: _Toc428545798][bookmark: _Toc428787318][bookmark: _Toc428804482][bookmark: _Toc429422767][bookmark: _Toc429562007][bookmark: _Toc26623195][bookmark: _Toc28962417]2.3 Rewards and Job Satisfaction
Employees’ job satisfaction can be referred as satisfaction of employees with the organization. It is a known fact that satisfied employees will perform better and they will work towards achieving the company’s objectives effectively and efficiently. Satisfied employees are easy to retain and reduces the expense that is to be incurred if an employee left the job (Burt, 2015). Satisfied employees will advertise the organization in a positive manner and positive word of mouth is reached to the world. According to an assessment job satisfaction is an attitude of an individual working in an organization.
If the organization is maintaining satisfied employees, then its turnover rate will also be minimized and provide with the loyal human resource to the organization. It is a natural human behavior that when he/she feels dissatisfied they start escaping that specific environment and seeks for the alternatives. It is negative sign for the organization if it is incapable of keeping employees satisfied. Highly satisfied employee will be extremely motivated and will always be sensitive about the reputation of the organization and be strongly committed with his job (Sarwar and Abugre, 2013).
Human resource is the most precious asset having satisfied subordinates is the responsibility of every manager. Achieving employee satisfaction is based on how the manager is executing the plans and how he is delegating the authorities to its employees. Manager’s affirmative attitude is the key for having motivated and committed personnel. Satisfaction of employees is closely bonded with financial and non-financial rewards such as bonuses, appraisals etc. The efficiency of the executed plan is often reflected by the behavior and attitude of the employees.
Danish et al (2010) explored a strong relationship among rewards and job satisfaction between different organizations. He also stated that when employees participate in decision making process of the company it increases their level of satisfaction. As in any other organization, employees’ satisfaction is important in telecommunication industry as well. Many researchers, psychologists and other theorists have been highlighting the importance of satisfaction.
Employees of telecom sector mostly seek their satisfaction either through intrinsic or extrinsic rewards. Several researchers found out that the main source of having satisfied workforce is providing them intrinsic and extrinsic rewards. Extrinsic rewards are more preferred by the employees for their inner satisfaction as compared to the intrinsic rewards.
H3: That job satisfaction can be enhanced by rewards.
[bookmark: _Toc28962418][bookmark: _Toc26623202]2.4 Rewards and Employee Performance
Employees’ job performance and productivity level can be enhanced by rewards. The Pakistan telecommunication sector is practicing various rewards system those can be in form of pay, incentives, acknowledgment, allowances and compensation (Asim, 2013). Employee motivation and job satisfaction influences the employee performance in any organization. When employees are satisfied with their job, their performance is improved. “Motivation is the key of a successful organization to maintain the continuity of the work in a powerful manner and help organizations to survive” (Omollo, 2015). It is important for managers to make sure that his subordinates are committed and are working to their full potential to deliver the best output and help the organization to achieve its goals.
Managers use motivational forces such as intrinsic and extrinsic rewards to increase the effectiveness of the workers. Forson (2012), identified that in the modern world, managers need to follow new ways of motivating employees and achieving required output. When employees are satisfied and motivated they work efficiently which helps the organization to achieve its goals faster. Any factor or element which urges the employees to follow and achieve job tasks and goals can be defined as motivation (Kum, Cowden and Karodia, 2014). Providing training & development opportunities, rewarding & recognizing the employees and delegating the authority leads to motivation of employees and hence employee performance is measured. 
Employees should be rewarded when they perform beyond expectations. The practice of rewards and recognition will generate self-motivation and it will positively affect employee’s performance (Njanja, Kibet, 2013). Employees level of commitment, attendance, quality of work, initiative and efficiency can be included in employees’ performance. Higher level of commitment will lead to higher motivation of employees and the same will be reflected at workplace. Attendance of employees is very important as it affects the productivity of organization (Root, 2016).
H4: That rewards are helpful in increasing the employee performance.
[bookmark: _Toc28962419]2.5 EMPIRICAL REVIEW
Qureshi et al (2010), found a positive relationship between rewards system and employees’ performance. They used extrinsic rewards, intrinsic rewards, performance bonus, gender discrimination and employees’ performance as the variables of the study.
Omollo (2015), conducted a research study to analyze the effect of motivation on employees’ performance. The demotivating factors like delayed promotion, lack of career progression, excessive workload along with extended working hours and little appreciation from the managers were also focused in the study. Descriptive research design was used and interviews and questionnaires were used as the data collection methods. Data was analyzed using SPSS technique and it was concluded that employees are motivated by the rewards and their performance is highly influenced by the reward system of organization. It was recommended that managers should follow a proper motivation scheme in the organizations as employees’ output is directly related to motivation.
According to Ibrahim et al (2017), the factors which affect employee performance includes but are not limited to managerial principles, level of commitment, employee assessments, constructive work atmosphere, nonexistent perks, level of comfort and poor management are the concerns that contributes towards employees’ performance. Questionnaires were used to collect data from a sample of 80. The study concluded that employee’s performance is boosted through motivation, employee’s level of efficiency is improved and a strong bond is built among employee and the organization. 
A research study conducted by Alalade & Oguntudo (2015), on the impact of motivation on performance of employees. They used questionnaires to collect the data from a small sample of 80 respondents. Qualitative data analysis techniques were used to analyze the data, which yielded that motivation is a strong influencer of employees’ performance.
Another exploratory study was conducted in telecom sector of Somalia that explored the effect of motivation on employee performance. Descriptive research was used to describe the variables and 98 workers were selected as sample from a total population of 5000 employees. Quantitative data collection methods and analysis was used with the help of graphs, frequencies, percentages and regression analysis. Results indicated that employee empowerment and financial incentives are positively related with employees’ performance. It was recommended by the researcher that managers should ensure the presence of an effective motivation and reward system in the organization so that it can easily retain its talented and hardworking employees. (Sh Yusuf & Gichinga, 2016).
According to Aryan & Singh (2015), employee performance is directly affected by motivation & recognition. Close ended questionnaires were used to obtain data from a sample of 100. Correlation, regression, factor analysis and t-test were conducted by using SPSS data analysis tool. It was recommended that managers should imply strong motivational strategies to improve the work performance and productivity of employees in the organization. 
Zaman (2011), explained that human resource is the most important factor which helps in bringing competitive advantage to the organization through their skills, knowledge and capabilities. It is revealed that different strategies can be used to retain the human resource and utilizing it optimally for the organization. Some of the strategies are work environment, manager's influence, training and development, culture, reputation of organization and perks. 
Ali and Ahmad (2009) focused on non-monetary rewards as according to them, there are several other ways to reward an employee other than financial compensation such as recognition and appreciation from the employer, opportunity of getting a new project or tasks and leadership attention. It was studied that reward system is positively linked to employee performance, productivity and employees’ job satisfaction.
The correlation between tangible rewards and employees’ turnover was studied by Cottrell (2013). The purpose of the study was to pinpoint some applicable ways to reduce the turnover ratio of employees by improving human resource practices. Qualitative research analysis was used and data was collected through interviews and the study concluded lack of monetary rewards is one of the greatest cause of higher turnover. Researcher recommended that in order to reduce the turnover rate organizations need to develop rewards, compensation and satisfaction strategies.
Edward (2013) investigated the effect of employee bonus on job performance. His study was focused on whether bonus practices benefit the employees or not, whether establishment of motivational programs retain the employees or not and the relationship of bonus and employee performance. The data was collected by using a relatively small sample size. The research concluded that employee performance is directly affected by the bonuses and rewards. The results also showed that turnover ratio of employees increase due to little or no rewards, work-life balance, bonuses and recognition. 
John (2009) observed the relationship between intrinsic rewards and employees’ satisfaction. According to John, in order to have motivated workforce it is essential for the organizations to introduce an effective reward system which should be based on employees’ performance. Intangible rewards enhance the level of satisfaction of employees and hence they get motivation to enhance their job performance and efficiency level. Some of the non-financial rewards include employer-employees’ relations, employees’ participation and job involvement. 
Rafiqe et al (2012), examined the relationship of extrinsic and intrinsic rewards on employees’ job satisfaction. They collected the data by using close ended questionnaires and used 5 point Likert scale in their questionnaire. They found a positive correlation among rewards and satisfaction of the employees.
[bookmark: _GoBack]According to Pratheepkanth (2011), variables in the study i.e. compensation and employee’s motivation are positively related. Employees of commercial banks of Sri Lanka were used as the population of the study. Danish & Usman (2010), examined relationship between rewards on employees’ job satisfaction and motivation. They concluded that rewards and motivation are closely related.
Koster et al (2009), studied the impact of perceived supporting employee development or personal turnover. The data was collected from 2833 online respondents using questionnaire technique. Quantitative analysis tools were used to analyze the collected data. The study concludes that when organizations invest in favor of the workers benefits it motivates the employees and eventually reduce the turnover rate. They suggest that proper training programs should be held to support job satisfaction in order to reduce turnover.
According to Asim (2013), employee performance and rewards are positively related to each other when mediated with training. Questionnaires were used as data collection method and data was collected from a sample of 150 employees. Likert scale was used for the questionnaires. The results have shown that motivation and rewards play positive role in employee performance and helps in increasing employee productivity.
EK and Mukuru (2013), studied the effect of motivation on employee performance in Technical Training Institutions in Kenya. They used descriptive research design to conduct the study and a random sample of 315 employees was used to collect data by using close ended questionnaires. Two content theories and two process theories were used in the study. Studies showed that there is a significant relationship between motivation and employees’ performance exists. Tangible and intangible rewards can be used to satisfy and motivate the employees e.g. bonuses, good work environment, recognition etc. 
Bao & Nazim (2015), studied the effect of motivation on employees’ performance. Training and development, rewards and recognition and delegation of authority were used as independent variables whereas employees’ performance was used as the dependent variable in the study. Both descriptive and explanatory research designs were used. Data was collected using questionnaires based on Likert scale from a sample size of 100 employees. Random probability sampling was used to select a sample from the population. Regression and correlation analysis was done by using SPSS software and the results showed significant relationship amongst the variables. 
[bookmark: _Toc26623203][bookmark: _Toc28962420]2.6 THEORETICAL REVIEW
Herzberg’s Two Factor Theory/ Motivator-Hygiene:
Two factor theory of motivation was presented by Fredrick Herzberg (1959), a behavioral scientist. According to Herzberg, there are two factors that an organization can adjust to influence motivation at workplace i.e. Motivators and Hygiene factors. Motivating factor increases employee’s job satisfaction and poor hygiene factors decrease employee’s job satisfaction. Sense of achievement, getting recognized for work, being held responsible, opportunities for growth are some of the motivators whereas company policies, supervision, work conditions, remuneration, salary and security are included in hygiene factors. 
According to Golshan, Kashwuri, Agashahi and Ismail (2012), organizations use Herzberg’s theory to seek opportunities for personnel growth, improvement and recognizing employees performance. Organizations should adapt promotion strategies to provide chances of growth to employees, after the complete certain stages of their career and a recognition policy to give recognition to the employees on their special achievements.
Motivation factors such as sense of achievement, acknowledgement, responsibility, advancement and personal growth are great influencers of employees’ job satisfaction. To increase job satisfaction, these motivation factors should be improved. In order to reduce job dissatisfaction, hygiene factors within the organization should be improved.
A team or an organization can find themselves in one the following four states when it comes to two factors theory:
· High hygiene and high motivation
· High hygiene and low motivation
· Low hygiene and high motivation
· Low hygiene and low motivation
Eliminating job dissatisfaction and creating the right conditions to produces a satisfied workforce is the two stage process that should be followed by the managers while applying the theory in the organizational structure.












[bookmark: _Toc428787341][bookmark: _Toc428804502][bookmark: _Toc429422787][bookmark: _Toc429562027][bookmark: _Toc26623204][bookmark: _Toc28962421]Research Methodology
Research methodology is the process that includes data collection, collect information and data which is helpful in decision making process. It is basically a guide to research and that how it is conducted.  Research philosophy, approach, design, strategies all are included in research methodology. A good research methodology includes originality, is capable of giving contribution to knowledge and critical assessment of existing work (Igbokwe, 2009).
[bookmark: _Toc28962422]3.1 Research Philosophy
Research philosophy is the first step and outer most layer of research onion which needs to be clarified while conducting a study. It identifies the ways that are used to collect and analyzed the data. The research philosophy chosen depends on the different assumptions made among them. To differentiate research philosophies three types of assumptions have been designed i.e. ontology, epistemology and axiology. Research philosophy provides foundation for the research, choosing an appropriate research strategy, formulating the problem, collecting the data and processing and analyzing are all included in it. Saunders et al (2009) explained the following research philosophies:
I. Positivism
II. Interpretivism
III. Pragmatism
IV. Realism
Positivists claims that there is one true reality and the acceptable knowledge can be quantified and is observable. The research that follows positivism makes sure that the researcher is neutral and objectivity is maintained. Usually, quantitative research methods are used in positivism by using the deductive approach.
Interpretivism emphasizes that there are multiple realities and it focuses on perceptions, interpretations and new identifications. The researcher is part of what is being researched and usually a subjective stance is taken. Interpretivists adapts qualitative research methods and inductive research approach.
Pragmatism is a value driven research and it emphasizes on the practical solutions and conclusions. Mostly mixed research methods are used in pragmatism.
Realism focuses on explaining what we see and experience in terms of fundamental structures of reality that shape the noticeable events. Researcher tries to keep the errors and biases to the minimal level and stays objective.
The research philosophy used in our study will be interpretivist as the responses will be interpreted and perceived by the researcher and inductive research approach along with qualitative research method will be used for data analysis.
[bookmark: _Toc28962423]3.2 Research Approach
Research approach is a plan or procedure that involves steps describing the methods of data collection, analysis and interpretation. Deductive, inductive and abductive are the research approaches used in the research study.
Deductive approach is used to test the validity of a pre-existing theory, whereas inductive approach is related to formulation of new theories. In our research we will use inductive research approach in order to formulate a new theory based on the observations.
[bookmark: _Toc28962424]3.3 Research Strategies
A research strategy is a plan that provides guidelines to researcher that how he can conduct research systematically to get quality results and detailed reporting. Creswell et al (2007) explained some of the research strategies as follows:
1.3.1 [bookmark: _Toc28962425]Experimental research
Experimental research strategy follows the scientific research design. This research designs includes hypothesis, a controlled variable and the variables those are to be measured. The data collected in experimental research is quantifiable and measureable.
1.3.2 [bookmark: _Toc28962426]Survey research
Survey research strategy is the collection of data from a sample of respondents by asking multiple open ended or close ended questions. Survey research methods can include on-line, phone or face to face surveys.
1.3.3 [bookmark: _Toc28962427]Action research
This strategy is focused on those actions which encourages revolution in real organizations. Usually the researcher is part of the process of change in orgenization.
1.3.4 [bookmark: _Toc28962428]Case study research
This research involves acquiring detailed and intensive knowledge about related cases and the case is studied in its natural context.
1.3.5 [bookmark: _Toc28962429]Grounded theory
Grounded theory is originated from the phenomenon under study. It is discovered, developed and verified by systematic data collection and analysis of data relating to that phenomenon.
1.3.6 [bookmark: _Toc28962430]Ethnography
In this strategy the researcher actually participates in the everyday lives of people for an extended time period to observe, ask questions and collect data.
1.3.7 [bookmark: _Toc28962431]Archival research
This type of research strategy uses the administration records and company’s documents as source of their data. Part of reality is being studied in archival research by analyzing day to day activities. Research question keeps on changing in archival research.
We will be using survey and case study research strategy in our research, as open ended questionnaires will be distributed among participant and interviews will be conducted as part of our case study research.
[bookmark: _Toc28962432]3.4 Research choices
Research choices include:
· Mono method
· Mixed methods
· Multi method
Our research choice will be mixed method as survey and case study research will be used. Mixed method relates to the use of more than two methods of research.
[bookmark: _Toc28962433]3.5 Time Horizon
The time framework in which the research is intended to be completed is known as time horizon. Two forms of time horizon are specified in research onion:
· Cross-sectional
· Longitudinal
Our research will be based on cross sectional time horizon as we have both time and resource limitation in our study.
[bookmark: _Toc28962434]3.6 Data collection & Analysis
There are two ways to collect data i.e. Primary and Secondary data. Data obtained from selected sample is termed as primary data as it is the first source of gathering data. The data gathered from other research studies and articles (already done research) is termed as secondary data as it is the indirect source of data collection. (Mesly, 2015). We had collected primary data from the employees by using open ended questionnaires and interviews. The secondary data was collected from websites, journals. 
There are two main categories for describing a group of people i.e. Population and Sample. Population is the total group of people to be studied in a research and sample is a part of population which us selected to gather data. Sample is considered as representative of population. Our population was employees of telecommunication companies in Pakistan. Our sample size was 150 and 100 employees responded to our questionnaires.
Several techniques are used to select sample from population. Sampling techniques are broadly classified as probability and non-probability sampling. We used convenient sampling technique due to time constraint. In convenience sampling, sample is selected on the basis of availability. Researchers prefer convenience sampling as it is quick and easy to deliver results.
Data analysis is a process of reducing large amount of collected data to get meaningful results. Quantitative data analysis gives results which can be expressed numerically, whereas qualitative analysis focuses on words and meaning. There are different techniques used for quantitative data analysis such as cross tabulation, trend analysis, maxdiff analysis, gap analysis and swot analysis. There are different techniques used for qualitative data analysis i.e. content analysis, narrative analysis, discourse analysis and grounded theory. Data was analyzed by using content analysis. Content analysis was presented by Miles and Huberman in 1994 to analyze the qualitative data. This technique summarizes the data, presents the data in form of graphs and charts and then interpretation of data is done. Content analysis follows three steps for analyzing the data. First step is to summarize the collected data, then graphical representation of that summarized data in the form of charts, graphs and tables and final step is interpretation of that data.






















[bookmark: _Toc26623208][bookmark: _Toc28962435]EXPECTED CONCLUSION
Now a days’, all organizations are facing the issues related to job performance and job satisfaction of employees. To improves the performance of workers and enhance their level of satisfaction organizations consider rewards as the most important motivator. 
Human resource is considered as the most important asset of every institution. Every organization is trying to build such policies that can acquire and retain the most talented employees. It is a known phenomenon that performance level and satisfaction of people are easily affected by motivation and rewards can be used to increase the level of motivation. Based on the secondary data, it is concluded that job satisfaction is directly affected by rewards and employee turnover is indirectly affected by the rewards in the telecom sector. It is studied that extrinsic rewards i.e. financial rewards have greater impact on job satisfaction and employee performance as compared to intrinsic rewards i.e. non-financial rewards.
After interpretation of results, all of the hypotheses are sustained and satisfied that increase in rewards will enhance the employees’ job satisfaction and will enhance the employees’ performance. To enhance the employees’ level of satisfaction, managers should appreciate and recognize the work of their subordinates. Once employees are motivated, they will not think about leaving the job and so the turnover rate can be reduced. From this study, it can be inferred that employees are not only looking for monetary incentives, they also need mental satisfaction that can be given through non-monetary rewards i.e. intrinsic rewards. To retain the talented employees and increase their performance, companies should provide benefits to them on every level. Work life balance should be maintained; extra efforts should be appreciated by giving bonuses etc. 
Telecommunication companies in Pakistan are performing exceptionally well in motivating their employees and provide competitive rewards. It is important to do so because employees will perform well and to the full only when they are equally motivated and appreciated for their work, hence reducing the ration of turnover intention too. 











Part 2
[bookmark: _Toc28962436]Reflective Essay
Etikan et al (2016) mentioned in their research that to conduct a research study it is important to use either quantitative or qualitative methods. In this study, we will compare pros and cons of both the research methods. Qualitative and quantitative research methods both are used to identify and solve problems by using different approaches.
Non numerical data is gathered by using qualitative research methods. It refers to perceptions, definitions, meaning, characteristics and descriptions of things. Whereas, numerical data is gathered and analyzed by using quantitative research methods and analysis.
[bookmark: _Toc28962437]Easier Method
Since either method is used to solve problems, it can be argued that which one is easier to use for conducting the research. After comparing qualitative and quantitative methods of research I found that it is easier to use qualitative research methods than using the quantitative methods. Qualitative research uses several data collection methods i.e. interviews, focus groups, discussions, case studies etc. Qualitative methods help to understand behavior and provides data about real life situations. As qualitative data doesn’t include any statistical tests therefore it is easier for the researcher who doesn’t have prior knowledge of the statistics because they will be interpreting the results based on the data gathered from the participants.
As the information is interpreted by different researchers differently, the data collected using qualitative research approaches is unique. Also, quality of the information gathered in the research is the main focus of qualitative methods. Moreover, qualitative research helps in developing the creative knowledge and is more beneficial for the future studies because of the practical application of the results.
[bookmark: _Toc28962438]Preferred Method
I would prefer to use quantitative research methods in my doctoral research as the data can be collected in quick time by using different tools e.g. surveys etc. Another benefit of using this research tool is that the data gathered is reliable and it is easier to generalize the findings while doing quantitative analysis. Moreover, in quantitative the researcher takes the objective stance that helps to avoid the biases and errors and ensures that the ethics of the research are followed.
It is also helpful to gather data from large audiences and this method is beneficial to explore multiple domains and helps to enhance the quality of the research. Although it seems to be time consuming overall but the heavier time consumption is done on the planning phase whereas it requires relatively less time in the analysis phase. As the responses are fixed in quantitative research, the information gathered is not very deep but it provides range of information because of large number of respondents are involved. Moreover, generalizability of quantitative research will be a plus for DBA thesis as the results of quantitative research are easily generalized as compared to that of qualitative research.
Another reason for using this research method as my DBA journey is that it is helpful in gathering information from a large population sample as it requires more participants. Also, it is important to mention that the information gathered through quantitative research methods is easily replicated in future studies.
[bookmark: _Toc28962439]Comparison of Qualitative and Quantitative Methods
It has been argued over the past few years that which research method is appropriate for conducting the research qualitative or quantitative methods? However, these two methods are the tools those are used to get to the similar result by using different techniques and procedures. Qualitative and quantitative research methods are similar in a way that both requires some kind of data to accomplish the successful research. Qualitative research methods are largely dependent on the words as they don’t include statistical data whereas quantitative research methods depend heavily on numbers. Although both research methods use different tools to analyze the data but they are similar in a sense that both methods require some kind of tool to analyze the gathered data.
Quantitative research is hypothesis based and theory driven which means the data is collected to prove if the hypothesis is right or wrong but in qualitative research the researcher gathers the data to formulate a new theory i.e. using bottom up technique (Yilmaz, 2013). The researcher stays neutral of what is being researched and takes the objective stance in the quantitative research but in qualitative research the researcher takes the subjective stance and be the part of the research and needs to be actively involved.
Qualitative research methods use open ended questionnaires, interviews and the responses are not structured or semi structured whereas quantitative research uses close ended questionnaires to collect data from respondents which means that the responses are structured e.g. using the 5 point Likert scale etc. Another prominent difference is that the data is not structured when gathered using the qualitative method whereas when collected through quantitative method it can be seen that the data is well structured and presented. Quantitative research is concerned with ‘what’ whereas qualitative research is concerned with ‘why’. Although both research methods require respondents, in quantitative research methods the data is usually collected from large number of respondents while qualitative research can be conducted from small number of respondents for long time. The results generated from quantitative research can be replicated easily as same guidelines are followed whereas, the data from qualitative data is not easily replicable as every researcher interprets the data according to their own perception.
[bookmark: _Toc26623209]Another difference between the two research methods is that qualitative research is time consuming as the interviewing is an intensive process whereas in quantitative research the data is gathered from large number of participants it requires huge amount of resources to gather data. Both the research methods are time consuming qualitative research require more time to analyze the data as compared to the quantitative research analysis. Data can be valid and reliable from both the research methods but if a qualitative research is valid or not it solely depends on the skills of the researcher. Whereas in quantitative research the instrument used to measure the data validates the research. Quantitative research methods use statistical analysis to analyze the data while summarization and interpretation is used to analyze qualitative data. The data is presented in graphs, tables and statistics and can also use past data in quantitative research but in qualitative research the data is presented in narrative style (Etikan, Musa and Alkassim, 2016).
We can conclude from above discussion that both research methods have their own advantages as well as disadvantages but they are equally important in conducting a successful, reliable and valid research study. We have seen that quantitative method has the advantage of replicability and generalizability whereas, qualitative method has the advantage of approaching human’s thoughts and perceptions and covering greater range of phenomenon. Similarly, it can also be induced that each research method requires good amount of time to complete a reliable and valid research. We have noticed another prominent difference between two is that qualitative data is unstructured because the data is gathered using unstructured interviews and surveys whereas data is well structured while using quantitative research methods.
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