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Abstract
This research focuses on the influence of performance based reward schemes on employee experiences at Qatar Airways with regard to organizational support as a mediator and HRM practices with the help of AI as moderators. There is a large body of evidence lacking in literature in regard to such relationships in the context of Middle East countries and especially in the case of the airline. In this research I adopt the pragmatist philosophical approach and a deductive research approach where the research methodology will be a quantitative survey approach. Primary data for this research were collected from 100 Qatar Airways employees in an online survey created in Microsoft Forms. Sampled were employees representing different departments of the organization including flight operations, cabin crew, ground services, maintenance and engineering and administration.
Results of the research show predominantly positive opinions in regard to research variables. 95% of respondents agree that there is a direct relationship between their performance and financial reward, the mean scores of reward scheme statements ranging between 4.17 and 4.36. The statement related to reward scheme that scored the highest mean score of 4.36 was "The reward system motivates me to perform better".
Statement "The reward system motivates me to perform better" has mean value of 4.36. Organisational support received positive feedback from most of the participants. 88% of participants considered organisational support to be either good or excellent; mean value is 4.40 on the scale from one to five. Statement "The organisation values my contributions" has the mean value of 4.29; 85% agreed or strongly agreed with that statement. Regarding AI in HR practices, 92% of participants know that AI is used in HR practices. Mean level of comfort regarding AI in HR practices is 4.18, and mean perception of fairness is 4.11. The lowest mean values are related to AI transparency and trust (mean: 3.97 and 3.93 respectively).
Regarding employee outcomes, there was a positive feedback as well; all participants reported to be motivated to perform at their best. Mean values for employee outcome statements vary from 4.26 to 4.43. Highest mean values for the following statements: organisational pride (4.43) and motivation (4.42). Generally, 86% of participants gave positive or very positive feedback concerning the effect of performance-based rewards, organisational support and AI-enabled HR practices on work experience.
This study adds to the existing literature through the contribution of context-specific data in the Middle Eastern aviation industry (Qatar Airways,2026). A managerial HR approach was used, where performance-based rewards were viewed as part of a comprehensive performance management process. From the findings of this study, the significance of performance-rewards alignment, organisational support, fairness, transparency, communication and trust has been revealed in creating desirable employee outcomes. In conclusion, the study suggests that organisations should keep strong links between performance and rewards, create supportive work environment, utilise AI technologies in HR processes in transparent and human-centred way, and identify areas where improvements should be made in relation to financial reward fairness, employee wellbeing, professional development and AI trust. Limitations of this study include issues such as convenience sample, one organisation setting, self-reporting data, cross-sectional nature, among others. Future directions for research have been identified.
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[bookmark: _Toc241102304]CHAPTER 01: INTRODUCTION AND RESEARCH RATIONALE
[bookmark: _Toc241102305]1.1 INTRODUCTION AND RATIONALE
Based on my readings, I feel that in today's highly competitive business environment, such as the aviation and airline industry, organisations rely heavily on effective human resource management to maintain employee performance and meet organisational goals (Qatar Airways, 2026). The performance of employees becomes critical in service organisations since the service performance of the organisation depends upon how well the employees perform. Yakupoğlu and E. (2025) reported that effective human resource management could help in ensuring that employee motivation is high and there are no intentions of leaving among the employees working in the airline industry. 
Authors such as Yakupoğlu and E. (2025) found that performance-based rewards are an important part of performance management. The authors mentioned that these rewards can include financial incentives, recognition, promotion and career development. They also highlighted that rewards should recognise employee contributions, encourage desirable performance, and support effective performance management. McDaniel and M, (2025) found that human resource practices and organisational support can influence employee outcomes. Han and Bi (2024) found that reward and recognition satisfaction can contribute to employee satisfaction. Similarly, Suthatorn and Charoensukmongkol (2025) demonstrated the importance of performance-based rewards within the airline sector. These findings suggest that employees may respond positively when reward systems are clearly linked to performance and are perceived as fair and consistent.
As found out by Yakupoğlu and E. (2025) the effectiveness of reward management depends on how performance and reward practices are implemented. Employees need to understand performance expectations, assessment methods, feedback processes and how reward decisions are made. Han and Bi (2024) highlighted that unclear performance criteria, inconsistent reward decisions and insufficient recognition may reduce employee satisfaction. McDaniel and M, (2025) found that organisational support and HR practices can influence employee outcomes. These findings suggest that fairness, transparency, communication, feedback and development opportunities are important practical elements of performance and reward management.
According to Fu, X., Nah et.al (2026), Artificial Intelligence (AI) can support employee data analysis, performance evaluation, workforce planning, training and reward-related decisions. The authors also highlighted that AI can improve the speed and consistency of HR processes by providing managers with employee performance information. However, Fu, X., Nah et.al (2026) identified concerns relating to fairness, transparency, accountability and privacy. Anvari (2024) further emphasised that employee trust and acceptance are important when AI is used in HR decision-making.
The present study therefore examines performance-based rewards, perceived organisational support (POS), AI-enabled HR practices and employee outcomes together. It focuses on motivation, job satisfaction and organisational commitment among Qatar Airways employees. This practical approach considers performance expectations, assessment, feedback, recognition, rewards, development and continuous improvement within the organisation.
[bookmark: _Toc241102306]1.2 RESEARCH RATIONALE

As per the authors like Yakupoğlu and E. (2025) stated that high-performance work practices can support employee motivation and reduce turnover intentions within the airline industry. Han and Bi (2024) found that satisfaction with rewards and recognition can contribute to employee satisfaction. Suthatorn and Charoensukmongkol (2025) highlighted the relevance of performance-based rewards to employee attitudes in the airline sector. These findings provide a basis for examining performance-based rewards within a modern airline environment.
Authors such as McDaniel and M, (2025) demonstrated that perceived organisational support is important when examining relationships between HR practices and employee outcomes. The authors suggested that employees may interpret organisational practices according to whether they feel valued and supported by their organisation. Therefore, rewards may influence employee outcomes alongside recognition, career development, communication and managerial support.
Other concerns were raised by Fu, X., Nah et.al (2026) identified concerns relating to fairness, transparency, accountability and trust when AI is used in HR decision-making. Anvari (2024) highlighted the importance of employee perceptions when AI is introduced into HR processes. Therefore, the present research examines AI-enabled HR practices alongside performance-based rewards, perceived organisational support and employee outcomes at Qatar Airways.
[bookmark: _Toc241102307]1.2.1 LITERATURE REVIEW AND RESEARCH GAP
Authors such as Yakupoğlu and E. (2025) found that performance-based reward practices support employee motivation and reduce turnover intentions. Han and Bi (2024) found that reward and recognition satisfaction can contribute to employee satisfaction. McDaniel and M, (2025) demonstrated that organisational support can influence employee outcomes, while Suthatorn and Charoensukmongkol (2025) highlighted the relevance of performance-based rewards in the airline sector.
As Mansour, Nogues and Tremblay (2022) highlighted the need for research across different organisational and cultural contexts. Therefore, Qatar Airways provides a Middle Eastern airline context for examining performance and reward practices.
As found by Yakupoğlu and E. (2025) and Han and Bi (2024) that practical reward management should consider performance criteria, financial rewards, recognition and employee satisfaction. Chapter 02 identifies feedback, communication, career development and fair treatment as important elements of performance and reward management. McDaniel and M, (2025) demonstrated the relevance of perceived organisational support to employee outcomes, but further evidence is needed in organisational contexts.
Othe authors, such as Fu, X., Nah et.al (2026) identified concerns about fairness, transparency, accountability and privacy when AI is used in HR processes. Anvari (2024) highlighted the importance of employee trust and perceptions when AI is involved in HR decision-making. The present study examines employee perceptions of AI-enabled HR practices rather than technical AI accuracy.
Yao et al. (2026) identified the need for further research into factors influencing reward effectiveness and employee outcomes. The present research addresses these gaps by examining performance-based rewards, perceived organisational support, AI-enabled HR practices and employee outcomes using primary survey data from Qatar Airways employees.
[bookmark: _Toc241102308]1.2.2 PRACTICAL JUSTIFICATION
As Yakupoğlu and E. (2025) found that effective performance practices can support employee motivation and reduce turnover intentions. Chapter 02 therefore presents performance-based rewards as part of a wider performance management process involving clear expectations, appropriate assessment, regular feedback, recognition and development. Han and Bi (2024) highlighted the importance of reward and recognition satisfaction for employee satisfaction. These practices are particularly relevant to Qatar Airways because employees work across different occupational groups with different responsibilities and performance requirements.
Other concerns were raised, such as McDaniel and M, (2025) demonstrated that organisational support can influence employee outcomes. Therefore, the research can provide practical information about whether employees perceive financial rewards as fair, receive appropriate recognition and feel that their contributions are valued. The findings may help managers improve reward communication, recognition practices, performance discussions and development opportunities.
McDaniel and M, (2025) also highlighted the importance of organisational support through recognition, development and employee wellbeing. This supports the practical view that reward management should be integrated with wider HR practices rather than managed independently.
Authors such as Fu, X., Nah et.al (2026) found that AI can support performance evaluation and reward-related decisions while also creating concerns about fairness, transparency and trust. Anvari (2024) emphasised the importance of employee perceptions of AI-enabled HR practices. Therefore, this study provides practical evidence about employee awareness, confidence, comfort, fairness, transparency and trust regarding AI-enabled HR practices at Qatar Airways.
[bookmark: _Toc241102309]1.3 RESEARCH CONTRIBUTION AND MOTIVATION
The present research makes a significant contribution to the existing literature by connecting performance-based reward schemes, employee results, perceived organizational support, and AI in human resource management in the case of Qatar Airways (Qatar Airways, 2026). This research is driven by the requirement to explore the experience of employees concerning the discussed issues and their impact on employee perceptions in practice.
[bookmark: _Toc241102310]1.3.1 CONTRIBUTION TO THE PRACTICAL HR FRAMEWORK
Saunders et al. (2023) highlighted the importance of selecting a research approach that is appropriate to the practical purpose of a study. The present research contributes through a practical HR approach rather than relying mainly on psychological theories. Chapter 02 presents performance management as an integrated process involving performance expectations, performance assessment, feedback, recognition and reward, followed by development and continuous improvement. The study applies this practical framework to examine whether Qatar Airways employees perceive performance and rewards as connected practices. It also examines whether these perceptions relate to employee motivation, job satisfaction and organisational commitment within the organisation.
[bookmark: _Toc241102311]1.3.2 EMPIRICAL CONTRIBUTION
Saunders et al. (2023) explained that quantitative surveys can provide systematic and measurable evidence from research participants. The present study provides primary empirical evidence from 100 Qatar Airways employees concerning performance-based rewards, perceived organisational support, AI-enabled HR practices and employee outcomes. Mansour, Nogues and Tremblay (2022) highlighted the importance of research across different organisational and cultural contexts. Therefore, this study provides context-specific evidence from the Middle Eastern aviation sector. Creswell and et.al (2023) stated that structured questionnaires support consistent data collection and comparison. The study includes different departments and job roles, providing a broader employee perspective on performance and reward practices.
[bookmark: _Toc241102312]1.3.3 PRACTICAL CONTRIBUTION
According to Yakupoğlu and E. (2025) found that performance practices can influence employee motivation and turnover intentions. Therefore, the findings can provide HR managers with evidence about how employees perceive the fairness and effectiveness of performance-based rewards. In related to the concerns; Han and Bi (2024) highlighted the importance of reward and recognition satisfaction for employee satisfaction. The findings can help managers review whether performance criteria are clear, rewards are appropriately connected to performance, and employee recognition is sufficient.
Besides, McDaniel and M, (2025) demonstrated that organisational support is relevant to employee outcomes. Therefore, HR managers can strengthen reward practices through complementary activities such as career development, employee welfare, communication and performance feedback.
Other authors such as Fu, X., Nah et.al (2026) identified fairness, transparency and trust as important concerns when AI is used in HR. Anvari (2024) further highlighted the importance of employee perceptions of AI-enabled HR practices. Therefore, the findings can support appropriate human oversight and communication when implementing AI-supported performance and reward processes.
[bookmark: _Toc241102313]1.3.4 ORIGINALITY
Authors such as Mansour, Nogues and Tremblay (2022) highlighted the importance of examining organisational practices across different cultural contexts. Fu, X., Nah et.al (2026) examined the growing role of AI-enabled HR practices, while McDaniel and M, (2025) demonstrated the relevance of organisational support to employee outcomes. However, limited evidence examines performance-based rewards, organisational support and AI-enabled HR practices together within a Middle Eastern airline context. The present study combines an established performance and reward management perspective with contemporary AI-enabled HR issues. Using primary evidence from Qatar Airways employees, the research provides context-specific insight into employee perceptions of rewards, organisational support and AI-enabled HR practices.
[bookmark: _Toc239710484][bookmark: _Toc241102314]1.4 RESEARCH AIM, OBJECTIVES, AND QUESTIONS

[bookmark: _Toc239710485][bookmark: _Toc241102315]AIM
This research aims to investigate the relationship between performance-based reward systems and employee outcomes at Qatar Airways by examining employees' perceptions of rewards, perceived organisational support, and AI-enabled HR practices.
[bookmark: _Toc239710486][bookmark: _Toc241102316]OBJECTIVES 

The following objectives will guide this research:
1. To examine employees' perceptions of Qatar Airways' performance-based reward and AI-enabled HR practices.
2. To examine employees' perceptions of the fairness, transparency, and effectiveness of reward practices.
3. To analyse the relationship between performance-based rewards and key employee outcomes, including motivation, job satisfaction, and organisational commitment, at Qatar Airways.
4. To investigate whether AI-enabled HR practices influence the relationship between performance-based rewards and employee outcomes.

[bookmark: _Toc239710487][bookmark: _Toc241102317]PROPOSED HYPOTHESES 	
The following hypotheses are proposed for this research:
H1: Performance-based rewards are positively associated with employee outcomes at Qatar Airways.
H2: Perceived organisational support mediates the relationship between performance-based rewards and employee outcomes at Qatar Airways.
H3: AI-enabled HR practices moderate the relationship between performance-based rewards and employee outcomes at Qatar Airways.
H4: Performance-based rewards, perceived organisational support, and AI-enabled HR practices collectively predict employee outcomes at Qatar Airways.
RESEARCH QUESTIONS 
The following research questions will be addressed:
1. [bookmark: _Toc239710488]How do Qatar Airways employees perceive the performance-based rewards and AI-enabled HR practices currently used within the organisation?
2. To what extent do employees perceive these HR practices as fair, transparent, and effective?
3. What is the relationship between performance-based rewards and employee motivation, job satisfaction, and organisational commitment?
4. How do AI-enabled HR practices influence the relationship between performance-based rewards and employee outcomes?
The alignment between the research objectives, research questions, hypotheses and study variables is presented in Appendix A.
[bookmark: _Toc241102318]1.5 CHAPTER REVIEW
The remainder of this dissertation is structured as follows:
Chapter 01: Introduction and research rationale covers the research background, problem statement, rationale, research aim, objectives, questions, and hypotheses for investigating performance-based reward systems and employee outcomes at Qatar Airways.
Chapter 02: Literature Review provides a comprehensive review of theoretical and empirical literature on performance management, reward systems, employee outcomes, perceived organisational support, and AI-enabled HR practices. The chapter reviews relevant theories including Equity Theory, Social Exchange Theory, and Expectancy Theory and examines empirical evidence on the relationships between the study's key variables. The literature review culminates in the development of the conceptual framework and research hypotheses.
Chapter 03: Research Methodology presents the research design, methodology, and methods employed in this study. The chapter discusses the research philosophy, approach, and strategy, following the Research Onion framework (Saunders et al., 2023). Details are provided on data collection, sampling strategy, questionnaire design, data analysis, ethical considerations, and research quality.
Chapter 04: Findings presents the findings from the primary survey data collected from 100 Qatar Airways employees. It presents the respondent profile and descriptive findings relating to performance-based rewards, perceived organisational support, AI-enabled HR practices, and employee outcomes. The chapter also organises the findings according to the research questions and objectives.
Chapter 05: Data Analysis and Discussion presents the inferential statistical analysis of the collected data, including reliability testing, correlation, regression, and, where supported by the individual-level dataset, mediation and moderation analysis. The findings are interpreted in relation to the literature and theoretical frameworks.
Chapter 06: Conclusion summarises the research, draws conclusions, discusses limitations, and provides recommendations for future research, practice, and policy. 


[bookmark: _Toc241102319]CHAPTER 02: LITERATURE REVIEW
[bookmark: _Toc241102320]2.1 INTRODUCTION
Authors like Yakupoğlu and E. (2025) critically reviewed the literature related to performance management, performance-based reward systems, employee outcomes, perceived organisational support (POS), and AI-enabled human resource (HR) practices. The main focus is on how organisations use performance management and reward practices to recognise employee contribution and improve motivation, job satisfaction, organisational commitment and retention. McDaniel and M, (2025) gave greater attention to the practical application of performance-based reward systems because the purpose of this study is to understand how employees perceive reward practices in an organisational setting, particularly at Qatar Airways.
Han and Bi (2024) explained that a performance-based reward system is closely connected to performance management because rewards normally depend on how employee performance is assessed, communicated and recognised. Performance management is therefore not limited to an annual appraisal. It can include setting performance expectations, monitoring performance, providing feedback, identifying development needs, recognising achievements and linking outcomes with appropriate rewards. Yakupoğlu and E. (2025) found that effective performance management can help organisations communicate what employees are expected to achieve while providing employees with feedback and recognition for their contribution.
As outlined in Chapter 1, this study examines the relationship between performance-based rewards and employee outcomes at Qatar Airways. Suthatorn and Charoensukmongkol (2025) also considered perceived organisational support and AI-enabled HR practices because modern reward decisions can involve wider organisational support and digital HR processes. Existing research indicates that performance-based rewards can positively influence motivation, satisfaction and commitment, but their effectiveness depends on how employees perceive the fairness, transparency and effectiveness of the reward process (Han and Bi, 2024).
Other authors like McDaniel and M, (2025) therefore gave greater emphasis to practical reward management rather than providing extensive explanations of traditional motivational theories. The purpose is to understand how performance management and reward systems operate in practice, what forms of rewards organisations provide, how employees respond to these practices, and what challenges organisations face when introducing technology into performance and reward decisions.
The chapter first discusses performance management and performance-based reward systems. It then examines financial and non-financial rewards, performance appraisal, recognition, promotion, career development, feedback and reward fairness. The following sections examine the relationship between reward systems and employee outcomes, the role of perceived organisational support, and the increasing use of AI-enabled HR practices. The chapter concludes by identifying the research gap that supports the present study.
[bookmark: _Toc241102321]2.2 PERFORMANCE MANAGEMENT AND PERFORMANCE-BASED REWARD SYSTEMS

[bookmark: _Toc241102322]2.2.1 Performance Management

Authors such as Yakupoğlu and E. (2025) explained that performance management is an important HR activity because it provides a structured process for aligning employee performance with organisational objectives. In practice, performance management involves setting expectations, monitoring progress, assessing results, providing feedback and identifying opportunities for improvement and development. Han and Bi (2024) found that it therefore provides an important foundation for performance-based reward decisions.
McDaniel and M. (2025) stated that performance management should not be viewed only as a process for identifying whether an employee has achieved a particular target. It can also provide an opportunity for managers and employees to discuss performance expectations, work challenges, training needs and future career development. Yakupoğlu and E. (2025) found that a well-managed performance process can therefore connect individual contribution with wider organisational objectives.
Other concerns raised by Fu, X., Nah et al. (2026) explained that in organisations where performance-based rewards are used, performance management becomes particularly important because the quality of performance assessment can influence employees' perceptions of reward decisions. Anvari (2024) highlighted that if employees understand how their performance is measured and how performance contributes to reward decisions, the reward system is more likely to be viewed as meaningful and transparent. Han and Bi (2024) found that in contrast, unclear performance criteria or inconsistent managerial assessments may create uncertainty about why some employees receive particular rewards while others do not.
As the authors like Suthatorn and Charoensukmongkol (2025) explained that this issue is particularly relevant in service organisations such as airlines, where employee performance can involve both measurable and behavioural elements. Mansour, Nogues and Tremblay (2022) found that employees may be assessed according to productivity, service quality, customer handling, teamwork, operational responsibilities, attendance, safety requirements and achievement of departmental objectives. Consequently, performance management needs to consider the specific nature of different jobs rather than applying identical performance measures to every employee. The key literature and practical components of performance-based reward management discussed in this section are summarised in Appendix B.
Yakupoğlu and E. (2025) demonstrated the importance of high-performance work practices in the airline industry, showing that HR practices that support employees can contribute to motivation and reduce turnover intentions. McDaniel and M. (2025) suggested that performance management is most useful when it operates as part of a wider HR system rather than as an isolated appraisal activity.

[bookmark: _Toc241102323]2.2.2 Linking Performance Management with Rewards
As Yakupoğlu and E. (2025) explained that the connection between performance management and reward management is central to performance-based reward systems. Han and Bi (2024) found that organisations use performance information to determine whether employees should receive financial or non-financial recognition for their contribution. McDaniel and M. (2025) stated that this creates a practical connection between organisational objectives, individual contribution and reward outcomes.
Furthermore, Yakupoğlu and E. (2025) explained that performance-based rewards can take different forms. Han and Bi (2024) found that financial rewards may include performance bonuses, incentives, and pay increases. McDaniel and M. (2025) highlighted that non-financial rewards may include recognition, promotion, career development and professional development opportunities. Suthatorn and Charoensukmongkol (2025) found that effectiveness depends on whether employees understand the criteria used to evaluate performance and how these criteria influence rewards.
However, Fu, X., Nah et al. (2026) identified that linking rewards directly to performance can also create challenges. Anvari (2024) highlighted that employees may question reward decisions when performance measures are unclear or when managers apply different standards. Mansour, Nogues and Tremblay (2022) found that therefore, performance-based reward systems require clear communication and consistent implementation. The literature suggests that reward systems should not be considered simply as a method of increasing employee pay. They can also communicate organisational recognition and priorities. When employees understand that their contribution is recognised through rewards, the reward system can support positive attitudes towards the organisation (Yakupoğlu, E., 2025).

[bookmark: _Toc241102324]2.2.3 Financial Rewards

The authors like Yakupoğlu and E. (2025) explained that financial rewards are one of the most visible components of performance-based reward systems. Han and Bi (2024) found that they can include performance bonuses, incentive payments, salary increases and other monetary benefits linked to employee performance.
Other concerns raised by McDaniel and M. (2025) that performance bonuses are commonly used to recognise employees who achieve defined targets. Yakupoğlu and E. (2025) found that bonuses provide employees with a clear financial benefit associated with their performance. Han and Bi (2024) highlighted that effectiveness depends on the clarity of performance criteria and employees' understanding of the reward process.
Suthatorn and Charoensukmongkol (2025) found that performance-based rewards helped reduce the negative effects of management practices on dissatisfaction with pay and welfare among cabin crew. Mansour, Nogues and Tremblay (2022) explained that this is relevant to airlines because employees may experience changes in working hours, workload and income depending on operational conditions.
As found out by Anvari (2024) identified that financial rewards become particularly important during organisational restructuring or financial pressure. Fu, X., Nah et al. (2026) highlighted that organisations need to ensure employees understand why reward decisions have been made. McDaniel and M. (2025) found that where financial rewards are reduced, communication becomes important because employees may interpret the decision as a lack of recognition.
Han and Bi (2024) found that satisfaction with rewards and recognition contributes significantly to overall employee satisfaction in the airline industry. Their findings also indicate that reward effectiveness is not necessarily linear. Failure to meet employee expectations may reduce morale, while simply increasing rewards does not always produce proportionally higher satisfaction. This suggests that reward management needs to consider employee expectations and the broader employment experience.

[bookmark: _Toc241102325]2.2.4 Non-Financial Rewards and Recognition
Yakupoğlu and E. (2025) explained that non-financial rewards are another important part of performance management. Han and Bi (2024) found that these rewards do not necessarily provide a direct financial payment but can recognise employee contribution and support professional development. McDaniel and M. (2025) highlighted that examples include praise, awards, recognition programmes, promotion opportunities, training, career development and increased responsibility.

Suthatorn and Charoensukmongkol (2025) found that recognition is particularly important because employees may value acknowledgement of their contribution even when financial rewards are limited. Yakupoğlu and E. (2025) stated that managers can recognise employees through formal awards, written appreciation, verbal recognition or recognition from senior management. McDaniel and M. (2025) found that recognition rewards, monetary rewards, skill-based pay and empowerment rewards can influence employee work attitudes. This suggests that organisations should not rely exclusively on financial incentives when designing performance reward systems.
Han and Bi (2024) explained that promotion and career development can also operate as performance-based rewards. Yakupoğlu and E. (2025) found that employees who demonstrate strong performance may receive opportunities for greater responsibility, career progression or professional development. McDaniel and M. (2025) highlighted that these opportunities can help employees connect current performance with future career prospects. Mansour, Nogues and Tremblay (2022) explained that for Qatar Airways, this is particularly relevant because employees work across different occupational groups and career paths. A flexible reward system can therefore combine financial recognition with development opportunities that are relevant to different employee groups.
[bookmark: _Toc241102326]2.2.5 Performance Feedback and Communication
Based on the literature review, Yakupoglu and E., 2025 stated that performance feedback is an important practical component of performance management. Employees need to understand how their performance is assessed and what they can do to improve (Han and Bi, 2024). Feedback can also help managers explain how performance contributes to recognition and reward decisions (McDaniel, 2025). Other concerns raised by Mansour, Nogues and Tremblay (2022), regular feedback may be more effective than relying only on an annual performance review, as ongoing discussions can identify problems early, give employees opportunities to improve, and clarify performance expectations. In performance-based reward systems, regular feedback can also strengthen employees' understanding of the relationship between their contribution and organisational recognition (Han and Bi, 2024).
Based on my readings, Communication is particularly important when reward decisions are sensitive. For example, Mansour et.al, (2022) stated that where an organisation changes bonus arrangements or performance criteria, employees may require clear information about the reasons for the change and how future performance will be assessed. The importance of communication is also relevant to AI-enabled performance management (Anvari, 2024). Employees may be more accepting of AI-assisted decisions when organisations clearly explain how employee data are used, how decisions are supported by technology and what role managers continue to play in the process (Fu, X., Nah et.al 2026).

[bookmark: _Toc241102327]2.2.6 Fairness, Transparency and Consistency in Reward Management

According to what I’ve read, fairness and transparency are practical requirements of an effective reward system. Han and Bi (2024) found that employees are more likely to accept reward decisions when they understand the criteria used and believe that these criteria are applied consistently. Other concerns like Yakupoğlu and E. (2025) explained that fairness does not necessarily mean that every employee receives the same reward, as performance-based systems are designed to differentiate rewards according to contribution or achievement. McDaniel and M. (2025) highlighted that the important issue is whether employees understand why differences exist and whether performance criteria are applied consistently. Mansour, Nogues and Tremblay (2022) explained that organisations can improve transparency by clearly communicating performance indicators, appraisal processes, reward eligibility and decision-making procedures.
Han and Bi (2024) demonstrate the importance of reward satisfaction in employee satisfaction, while Yao et al. (2026) highlight the importance of reward-related factors in understanding employee outcomes. These findings suggest that organisations need to pay attention not only to the amount of reward but also to how reward decisions are communicated and experienced by employees. Transparency is particularly important where employees are uncertain about the connection between performance and rewards. Organisations can improve transparency by clearly communicating performance indicators, appraisal processes, reward eligibility and decision-making procedures.
For Qatar Airways, these issues are relevant because employees work across different operational and professional roles (Qatar Airways,2026). Performance criteria that are appropriate for one group may not be appropriate for another. Therefore, reward systems need to recognise differences in job responsibilities while maintaining consistent principles of performance assessment and reward management.

[bookmark: _Toc241102328]2.3 PERFORMANCE-BASED REWARDS AND EMPLOYEE OUTCOMES
[bookmark: _Toc241102329]2.3.1 Performance-Based Rewards and Motivation
Employee motivation is one of the most commonly examined outcomes of performance-based reward systems. In practical terms, employees may become more motivated when they believe that their contribution is recognised and that good performance can lead to meaningful rewards. Yakupoğlu and E. (2025) found that high-performance work practices, including performance-based rewards, can enhance employee motivation and reduce turnover intentions in the airline industry. This finding is particularly relevant to Qatar Airways because airline employees operate in a demanding service environment where employee performance directly affects service delivery and customer experience (Qatar Government, 2025).
Suthatorn and Charoensukmongkol (2025) also found that performance-based rewards can protect employee morale from negative effects associated with management practices and dissatisfaction with pay and welfare. This indicates that rewards may become particularly important when employees experience organisational pressure. However, performance-based rewards do not automatically increase motivation. Poorly designed systems may create dissatisfaction if employees believe that targets are unrealistic or rewards are difficult to obtain. Therefore, reward systems need to be supported by realistic performance expectations, effective feedback and appropriate recognition. The main employee outcomes and their relationship with performance-based reward practices identified in the literature are summarised in Appendix C.

[bookmark: _Toc241102330]2.3.2 Performance-Based Rewards and Job Satisfaction
Based on my readings, Job satisfaction reflects employees' overall evaluation of their work experience. Reward satisfaction is one component of this experience and may include satisfaction with salary, bonuses, recognition, promotion and career opportunities (Yakupoğlu and E., 2025) . Han and Bi (2024) found that reward and recognition satisfaction significantly contributes to overall employee satisfaction in the airline industry. Their research also suggests that employee expectations influence the relationship between rewards and satisfaction.
Han and Bi (2024) found that simply increasing financial rewards may not be sufficient to improve job satisfaction if employees experience poor communication, limited development opportunities or weak managerial support. Yakupoğlu and E. (2025) explained that reward management should therefore be considered alongside other HR practices. For Qatar Airways, McDaniel and M. (2025) highlighted that employee satisfaction may be influenced by a combination of financial rewards, recognition, career development, working conditions and organisational support. Mansour, Nogues and Tremblay (2022) found that a reward system that recognises performance while also supporting employee development may therefore produce broader positive outcomes.
[bookmark: _Toc241102331]2.3.3 Performance-Based Rewards and Organisational Commitment
Organisational commitment refers to the extent to which employees identify with and remain attached to their organisation. Reward systems can contribute to commitment when employees perceive that their contribution is recognised and that the organisation values their work. Yakupoğlu and E. (2025) found that high-performance work practices can contribute to employee commitment and reduce turnover intentions in the airline industry. Similarly, Yakupoğlu, E., (2025) found that perceived organisational support plays an important role in the relationship between HR practices and employee outcomes.
Mansour, Nogues and Tremblay (2022) also highlight the importance of reward systems in employee attitudes and organisational commitment. Luna-Arocas, Danvila-Del Valle and Lara (2020) found that pay satisfaction can partly mediate the relationship between talent management and organisational commitment. These findings indicate that commitment may develop not simply because employees receive rewards, but because reward practices can contribute to a broader perception that the organisation values their contribution. This provides an important link between reward management and perceived organisational support.
[bookmark: _Toc241102332]2.3.4 Rewards and Employee Retention
Employee retention is particularly important in industries that depend on skilled and experienced employees. Yakupoğlu and E. (2025) found that the airline industry requires employees with operational knowledge, technical skills, customer service capabilities and experience. Han and Bi (2024) explained that losing experienced employees can create recruitment, training and operational costs. McDaniel and M. (2025) highlighted that performance-based rewards may support retention by improving employee satisfaction and demonstrating recognition. Yakupoğlu and E. (2025) found that high-performance work practices can reduce turnover intentions among airline employees.
However, McDaniel and M. (2025) stated that reward systems alone cannot guarantee retention. Employees may consider career opportunities, management support, workload, organisational culture and working conditions when deciding whether to remain with an organisation. This suggests that performance-based rewards should form part of a broader employee retention strategy.

[bookmark: _Toc241102333]2.4 PERCEIVED ORGANISATIONAL SUPPORT AND REWARD MANAGEMENT
Perceived organisational support refers to employees' perceptions that their organisation values their contributions and cares about their well-being (McDaniel, 2025). In practical HR management, organisational support can be demonstrated through recognition, development opportunities, employee communication, welfare initiatives and fair treatment (Mansour et.al, 2022). Performance-based rewards can contribute to perceived organisational support when employees interpret recognition as evidence that the organisation values their contribution. Yakupoğlu, E., (2025) found that perceived organisational support plays an important role in explaining relationships between HR practices and employee outcomes.
Authors like Mansour, Nogues and Tremblay (2022), The relationship is particularly relevant to this research because the study does not examine rewards only as financial transactions. It considers whether reward practices contribute to employees' wider perceptions of their relationship with Qatar Airways. Besides, Mansour, Nogues and Tremblay (2022) also identify organisational support as an important factor in the relationship between HR practices and employee attitudes. This suggests that reward management may be more effective when it is combined with supportive management practices.
Yakupoglu and E. (2025) stated that, from a practical perspective, organisations can strengthen perceived organisational support through regular recognition, performance discussions, career development, employee welfare, and opportunities for employees to communicate concerns. Therefore, from my readings reward management should be integrated with wider HR practices rather than managed independently.

[bookmark: _Toc241102334]2.5 AI-ENABLED HR PRACTICES IN PERFORMANCE MANAGEMENT AND REWARD DECISIONS
Artificial Intelligence has become increasingly relevant to HR management. Organisations can use AI-enabled systems to support recruitment, employee data analysis, performance evaluation, workforce planning, training and reward-related decisions (Fu, X., Nah et.al 2026). In performance management, AI can support the collection and analysis of employee performance information (McDaniel and M.,2025). It may help organisations identify performance patterns, provide data-driven feedback and support managers when making performance-related decisions. AI can therefore increase the speed and consistency of HR processes (Yakupoglu and E., 2025).
Vrontis et al. (2022) identify several areas where AI can support HRM, including performance appraisal, training and development, compensation management and workload optimisation. These applications demonstrate that AI is not limited to recruitment but can influence the wider employee lifecycle. However, AI-enabled performance management also creates practical challenges (Yakupoglu and E., 2025). Employees may be concerned about how their performance data are collected, how algorithms influence decisions and whether automated systems can make fair assessments. Fu, X., Nah et.al (2026) highlight concerns relating to fairness, transparency, accountability and employee trust.
Anvari (2024) similarly identifies the importance of employee perceptions when AI is used in HR decision-making. Employees may accept AI-assisted HR practices when they believe that the systems are accurate, transparent and supported by appropriate managerial oversight. Therefore, AI should not necessarily replace human judgement in performance management. Instead, it can operate as a decision-support tool while managers retain responsibility for interpreting performance information and considering employee circumstances.
This issue is particularly relevant to performance-based reward systems. If AI is used to support performance evaluation or reward allocation, employees need to understand how the system operates and how decisions are reviewed. Human oversight, transparency and appropriate data governance can therefore influence employee confidence in AI-enabled HR practices (Fu, X., Nah et al., 2026; Kellogg et al., 2020). The present research does not attempt to evaluate the technical performance of Qatar Airways' AI systems. Instead, it examines employee perceptions of AI-enabled HR practices, including awareness, confidence, comfort, fairness, transparency and trust. This approach is consistent with the questionnaire used in the study, which measures employee perceptions rather than the technical accuracy of AI systems.

[bookmark: _Toc241102335]2.6 PRACTICAL HR FRAMEWORK FOR PERFORMANCE AND REWARD MANAGEMENT
Rather than relying heavily on psychological theories, this study adopts a practical HR management perspective (Han and Bi, 2024). The literature indicates that performance-based reward systems work as part of a broader performance management process. The practical relationship can be understood through five connected stages: performance expectations, performance assessment, feedback, recognition and reward, followed by development and continuous improvement (Yakupoglu and E., 2025).
[image: ]
[bookmark: _Toc240491230][bookmark: _Toc240813917][bookmark: _Toc241102418]Figure 1.Core Practical Practical HR Framework for Performance and Reward Management

First, organisations establish performance expectations and communicate what employees are expected to achieve. Second, employee performance is assessed using appropriate measures (Yakupoglu and E., 2025). Third, managers provide feedback on performance and identify areas for improvement. Fourth, employees who achieve expected standards or make significant contributions may receive financial or non-financial recognition. Finally, performance discussions can identify training and development requirements and support future performance (Han and Bi, 2024).
This practical approach is more appropriate for the present study because the research examines employees' perceptions of actual reward practices rather than testing a psychological motivation theory (McDaniel, 2025). The questionnaire focuses on practical issues such as the connection between performance and financial rewards, fairness of the reward system, recognition for good performance, organisational support, AI-assisted HR practices and employee outcomes (Fu, X., Nah et al., 2026).
The literature supports the importance of connecting these areas. Yakupoğlu and E. (2025) show that high-performance work practices can support employee motivation and reduce turnover intentions. Han and Bi (2024) highlight the importance of reward and recognition satisfaction for employee satisfaction. McDaniel and M, (2025) demonstrate the relevance of organisational support, while Fu, X., Nah et.al (2026) and Anvari (2024) highlight the growing importance of transparency and trust in AI-enabled HR.
The practical HR perspective adopted in this study therefore views performance-based rewards as one part of an integrated performance management process (Yakupoglu and E., 2025). Effective performance management requires clear expectations, appropriate performance assessment, regular feedback, fair recognition, relevant rewards and opportunities for development (McDaniel, 2025). Besides, Mansour et.al, (2022) stated that this perspective also recognises that reward systems can produce different outcomes depending on how they are implemented. A well-designed reward system may strengthen motivation and satisfaction, while an unclear or inconsistently applied system may produce dissatisfaction. Therefore, the quality of implementation is as important as the type of reward provided (McDaniel, 2025).

[bookmark: _Toc241102336]2.7 CRITICAL REVIEW AND RESEARCH GAP
The literature reviewed in this chapter demonstrates that performance-based reward systems are an important component of contemporary HR management. Existing studies generally indicate positive relationships between performance-based rewards and employee motivation, job satisfaction, organisational commitment and retention (Han and Bi, 2024; Suthatorn and Charoensukmongkol, 2025).
However, the literature also identifies several limitations. First, much of the existing research has examined organisations in Western and Asian contexts, with comparatively less attention given to Middle Eastern organisations. Mansour, Nogues and Tremblay (2022) highlight the need for greater research in different organisational and cultural contexts.
Second, existing research often examines reward systems as a broad HR practice rather than examining employees' perceptions of specific performance management and reward processes. Practical issues such as the clarity of performance criteria, financial reward fairness, non-financial recognition, performance feedback and communication require further attention (Han and Bi, 2024).
Third, perceived organisational support requires further examination as a mechanism through which reward practices may influence employee outcomes. McDaniel and M, (2025) demonstrate the importance of organisational support, but further research is required in different organisational contexts.
Fu, X., Nah et al. (2026), Kellogg et al. (2020) and Anvari (2024) found that the increasing use of AI in performance management creates a relatively new area of investigation. These authors explained that existing research identifies potential benefits such as efficiency, consistency and data-driven decision-making, but also identifies concerns relating to fairness, transparency, accountability, privacy and employee trust.
Finally, there is limited empirical evidence examining how performance-based reward systems, perceived organisational support and AI-enabled HR practices operate together in a Middle Eastern airline context. Yao et al. (2026) also identify the need for further research into the factors influencing reward effectiveness and employee outcomes.
The present study addresses these gaps by focusing on Qatar Airways employees and examining their perceptions of performance-based reward systems, perceived organisational support, AI-enabled HR practices and employee outcomes. The use of primary survey data allows the research to examine these issues directly from the perspective of employees who experience the relevant HR practices (Han and Bi, 2024).
[bookmark: _Toc241102337]2.8 CHAPTER CONCLUSION
This chapter critically reviewed the literature on performance management, performance-based reward systems, employee outcomes, perceived organisational support and AI-enabled HR practices. Greater emphasis was placed on the practical management of performance and rewards rather than extensive discussion of traditional motivational theories (Yakupoglu and E., 2025). The literature demonstrates that performance management provides an important foundation for reward management because it establishes performance expectations, measures employee contribution, provides feedback and supports recognition and development. Performance-based rewards can include financial incentives such as bonuses and pay increases as well as non-financial rewards such as recognition, promotion and career development (Han and Bi, 2024).
Existing empirical evidence indicates that effective performance-based rewards can contribute to employee motivation, job satisfaction, organisational commitment and retention. However, the effectiveness of these systems depends on practical factors including fairness, transparency, consistency, communication and the quality of performance assessment (Han and Bi, 2024).
The review also highlighted the importance of perceived organisational support. Employees may interpret recognition and reward as evidence that the organisation values their contribution (Yakupoğlu and E. 2025). Therefore, reward management can influence employee outcomes through the wider employment relationship.
AI-enabled HR practices represent another important development. AI can support performance evaluation and reward-related decisions by improving the efficiency and analysis of HR processes. However, employee trust, transparency, fairness, privacy and human oversight remain important for successful implementation (Fu, X., Nah et.al 2026; Anvari, 2024).
Overall, the literature indicates that performance-based reward systems should be understood as part of an integrated performance management process rather than as isolated financial incentives (Qatar Government,2025). The identified lack of research in Middle Eastern airline organisations, together with limited evidence on the combined role of organisational support and AI-enabled HR practices, provides a clear justification for the present study at Qatar Airways (Qatar Airways,2026).
The literature reviewed in this chapter provides the basis for the research methodology and empirical investigation presented in the following chapters. The conceptual relationships between performance-based rewards, perceived organisational support, AI-enabled HR practices and employee outcomes are taken forward into the research design and empirical analysis.
[bookmark: _Toc241102338]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc241102339]3.1 INTRODUCTION
This chapter explains and justifies the research methodology used to investigate the relationship between performance-based reward systems and employee outcomes at Qatar Airways. The study focuses on employees’ perceptions of performance-based rewards, perceived organisational support (POS), AI-enabled HR practices, and employee outcomes, including motivation, job satisfaction, and organisational commitment.
The study adopts a pragmatist research philosophy and a deductive research approach. A mono-method quantitative methodology is used because the research aims to collect measurable data from Qatar Airways employees and examine relationships between clearly defined study variables. A cross-sectional survey design was used, with primary data collected through an online questionnaire using Microsoft Forms.
The chapter explains the research philosophy, research approach, research design, quantitative methodology, sampling strategy, questionnaire design, data collection, data analysis, and ethical considerations. It also presents the conceptual framework that connects the literature reviewed in Chapter 2 with the empirical investigation undertaken in Chapters 4 and 5.

[bookmark: _Toc241102340]3.2 RESEARCH PHILOSOPHY, APPROACH, AND DESIGN
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[bookmark: _Toc240491231][bookmark: _Toc240813918][bookmark: _Toc241102419]Figure 2.Research Onion (Saunders et.al, 2023)


[bookmark: _Toc241102341]3.2.1 Research Philosophy
This research adopted a pragmatist research philosophy. Pragmatism focuses on selecting research methods that best answer the research questions and generate useful practical knowledge (Saunders et al., 2023). This philosophy is suitable for the present study because the research is concerned with understanding practical employee perceptions of performance management, performance-based rewards, organisational support, and AI-enabled HR practices (Saunders et al., 2023).
The practical nature of the research is particularly important because performance management and reward systems are applied within organisations to influence employee behaviour, motivation, satisfaction, and commitment (Saunders et al., 2023). Therefore, the study requires measurable evidence that can help explain how employees perceive these practices within the Qatar Airways context.
A pragmatist philosophy also provides flexibility in selecting methods that are appropriate for the research objectives (Saunders et al., 2023). In this study, the quantitative survey approach allows employee perceptions to be collected in a structured and measurable form. The approach therefore supports the practical purpose of the research while allowing relationships between the main variables to be examined systematically (Saunders et al., 2023).
[bookmark: _Toc241102342]3.2.2 Research Approach

This study followed a deductive research approach. A deductive approach begins with existing knowledge and research evidence and develops propositions or hypotheses that can then be examined using empirical data (Saunders et al., 2023). This approach is appropriate because the present research is based on relationships identified in previous literature concerning performance-based rewards, organisational support, AI-enabled HR practices, and employee outcomes (Saunders et al., 2023).
The hypotheses were developed from the research objectives, research questions, and findings from previous empirical studies reviewed in Chapter 2. The quantitative survey was then used to examine whether the proposed relationships were supported by the responses collected from Qatar Airways employees (Saunders et al., 2023).
The research therefore follows a logical sequence:
Existing literature and practical HR evidence formed the foundation for developing the research objectives and questions, which in turn guided the formulation of the hypotheses. These hypotheses informed the questionnaire design, which was then used to collect primary data from 100 Qatar Airways employees. The collected data were subsequently analysed using statistical techniques in Microsoft Excel, leading to the findings and discussion presented in Chapters 4 and 5. This approach provides a clear link between the literature review and the empirical investigation, ensuring that the research remains grounded in established knowledge while addressing the identified gaps in performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes at Qatar Airways.
[bookmark: _Toc241102343]3.2.3 Research Design
The study uses a mono-method quantitative research design. Quantitative research is appropriate when the researcher needs to collect numerical information and examine patterns and relationships between variables (Saunders et al., 2023).
A survey strategy was selected because it provides a structured way of collecting responses from a relatively large number of employees. The questionnaire included closed-ended questions and five-point Likert-scale statements covering performance-based rewards, perceived organisational support, AI-enabled HR practices, and employee outcomes (Saunders et al., 2023). A cross-sectional time horizon was adopted because the data were collected from respondents at one point in time. This design is suitable for examining employees’ current perceptions of reward practices, organisational support, AI-enabled HR practices, and employee outcomes (Saunders et al., 2023).
The research design is therefore appropriate for the purpose of this study because it allows employee perceptions to be measured consistently and provides numerical data that can be analysed to identify relationships between the study variables (Saunders et al., 2023).
[bookmark: _Toc241102344]3.3 CONCEPTUAL FRAMEWORK AND HYPOTHESES
The conceptual framework provides a structure for examining the relationship between performance-based reward systems and employee outcomes at Qatar Airways. Performance-based reward systems are the independent variable and include financial rewards, recognition and promotion, career development, and performance-related support. Yakupoğlu and E. (2025) found that effective reward systems can improve employee motivation and satisfaction in the airline sector. Suthatorn and Charoensukmongkol (2025) explained that appropriate reward strategies can strengthen positive employee outcomes by aligning organisational objectives with employee expectations. Employee outcomes are the dependent variable and include motivation, job satisfaction, and organisational commitment. Mansour et al. (2022) found that fair performance-based rewards can improve these outcomes and strengthen employees' attachment to the organisation. Perceived organisational support (POS) is included as a mediating variable because employees may interpret rewards and recognition as evidence that the organisation values their contribution. McDaniel and M, (2025) found that POS can help explain the relationship between HR practices and employee outcomes. AI-enabled HR practices are included as a moderating variable. Fu, X., Nah et.al (2026) explained that fairness and transparency influence employee acceptance of AI-based HR decisions, while Anvari (2024) found that trust in AI can affect its effectiveness.
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[bookmark: _Toc240491232][bookmark: _Toc240813919][bookmark: _Toc241102420]Figure 3.Conceptual Framework Study (Self-Created)
The framework provides a direct link between the research objectives, questionnaire variables, and statistical analysis. It also supports the four hypotheses developed for the study.
[bookmark: _Toc241102345]Proposed Hypotheses
H1: Performance-based rewards are positively associated with employee outcomes at Qatar Airways.
H2: Perceived organisational support mediates the relationship between performance-based rewards and employee outcomes at Qatar Airways.
H3: AI-enabled HR practices moderate the relationship between performance-based rewards and employee outcomes at Qatar Airways.
H4: Performance-based rewards, perceived organisational support, and AI-enabled HR practices collectively predict employee outcomes at Qatar Airways.
The conceptual framework therefore provides the analytical structure for examining the relationships between the main variables. It also creates a clear connection between the literature discussed in Chapter 2 and the empirical analysis presented in Chapters 4 and 5.
The alignment between the research objectives, research questions, hypotheses and study variables is summarised in Appendix E.
[bookmark: _Toc241102346]3.4 JUSTIFICATION FOR THE QUANTITATIVE METHODOLOGY

The quantitative methodology is appropriate for this study because it directly supports the research aim, objectives, and questions. The study examines relationships between clearly defined variables and tests the proposed hypotheses. Saunders et al., (2023) explained that quantitative research is suitable for collecting structured numerical data and analysing relationships systematically. Therefore, this approach allows employee perceptions of performance-based rewards, perceived organisational support, AI-enabled HR practices, and employee outcomes to be measured in a consistent way.
A standardised questionnaire was used so that all participants answered the same questions using the same measurement scales. Creswell and et.al (2023) explained that Likert-scale questions provide a structured method for measuring attitudes and perceptions. In this study, five-point Likert scales were therefore used to measure employees’ perceptions of the main study variables. The approach is also consistent with previous research in the airline industry. Yakupoğlu and E. (2025) and McDaniel and M, (2025) used quantitative methods to examine employee-related issues in the airline sector, supporting the suitability of this approach for the present study.
However, the quantitative approach has some limitations. Closed-ended questions may not fully capture employees’ personal experiences, detailed explanations, or individual opinions because participants are limited to predefined response options. Despite this limitation, the quantitative approach is appropriate because the main purpose of this research is to measure employee perceptions and examine relationships between the study variables rather than collect detailed qualitative accounts.

[bookmark: _Toc241102347]3.5 SAMPLING STRATEGY AND DATA COLLECTION
[bookmark: _Toc241102348]3.5.1 Target Population

The target population consisted of Qatar Airways employees aged between 20 and 60 years working across relevant departments. These included flight operations, cabin crew, ground services, maintenance and engineering, and administration.
The selection of these employees was appropriate because the study investigates employee perceptions of performance-based rewards, organisational support, AI-enabled HR practices, and employee outcomes. Employees working in different areas of the organisation may have different experiences of performance management and reward practices.
[bookmark: _Toc241102349]3.5.2 Sample Size
A target sample of 100 participants was established for the quantitative study (Saunders et al., 2023). The final survey obtained 100 responses, providing the achieved sample for the empirical analysis.
The sample size provided sufficient responses for the descriptive analysis undertaken in this study and allowed employee perceptions to be summarised across the main study variables.
[bookmark: _Toc241102350]3.5.3 Sampling Method
A non-probability convenience sampling method was used. Participants were approached through professional networks, LinkedIn, WhatsApp, and personal contacts.
Convenience sampling was selected because access to the complete Qatar Airways employee population was not available to the researcher. The method also allowed data to be collected within the available time and resource constraints (Saunders et al., 2023).
Although convenience sampling provides practical advantages, it may reduce the generalisability of the findings because the participants may not fully represent the wider Qatar Airways employee population. This limitation is considered when interpreting the findings and is discussed further in the concluding chapter.
[bookmark: _Toc241102351]3.5.4 Inclusion and Exclusion Criteria

The participants were required to meet specific inclusion criteria: they had to be aged between 20 and 60 years, currently employed by Qatar Airways, working within one of the relevant departments, and voluntarily willing to participate in the research. Individuals who did not meet any of these criteria were excluded from the study.
[bookmark: _Toc241102352]3.6 QUESTIONNAIRE DESIGN AND DATA COLLECTION

Primary data were collected through an online questionnaire using Microsoft Forms. The questionnaire consisted of closed-ended questions designed to measure four main areas of the research: performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes. Five-point Likert scales were used where appropriate to allow participants to indicate their level of agreement with each statement. Creswell and et.al (2023)) explained that structured questionnaires and Likert scales are useful for collecting consistent quantitative data from participants. The questionnaire items were adapted from relevant previous studies relating to employee rewards, organisational support, and AI-enabled HR practices. Yakupoğlu and E. (2025) provided relevant measures relating to employee rewards and employee outcomes, while McDaniel and M, (2025) focused on organisational support and employee outcomes. Fu, X., Nah et.al (2026) provided relevant measures relating to AI-enabled HR practices. Using previously established measures helped maintain consistency between the literature review and primary research. The questionnaire was kept practical and straightforward so that employees could understand the questions and complete the survey efficiently. The online format also enabled distribution across different departments without face-to-face participation and supported efficient collection and organisation of responses.
[bookmark: _Toc241102353]3.7 DATA SOURCES AND DATA ANALYSIS
[bookmark: _Toc241102354]3.7.1 Data Sources
The research used both secondary and primary sources at different stages of the study. Secondary sources, including academic literature and previous research studies, were used to establish the research background, identify research gaps, develop the research objectives and questions, and support the development of the questionnaire and hypotheses.
Primary data were collected directly from Qatar Airways employees through the Microsoft Forms questionnaire. The primary data provide direct evidence of employees' perceptions of performance-based rewards, perceived organisational support, AI-enabled HR practices, and employee outcomes.
[bookmark: _Toc241102355]3.7.2 Data Preparation
The responses collected through Microsoft Forms were exported and prepared for analysis. Microsoft Excel was used to organise and analyse the collected data (Saunders et al., 2023). The first stage involved checking the collected responses for completeness, consistency, and potential errors. Missing or incomplete responses were reviewed before the final usable sample was confirmed.
[bookmark: _Toc241102356]3.7.3 Descriptive Analysis

Descriptive statistics were used to summarise responses from the 100 participants. Frequencies and percentages were used for categorical responses, while mean scores summarised responses to five-point Likert-scale statements where appropriate (Creswell and et.al (2023)). The analysis focused on four main study variables: performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes. Respondent characteristics, including department, job position, and length of service, were also considered to provide a clearer overview of the sample.

[bookmark: _Toc241102357]3.7.4 Reliability Testing
Where multi-item constructs were suitable, Cronbach’s alpha was intended to assess internal consistency. Saunders et al., (2023) considered a value of 0.70 or above as an acceptable level of reliability. Reliability testing was useful for determining whether questionnaire items measuring the same construct showed an acceptable level of consistency.
[bookmark: _Toc241102358]3.7.5 Correlation and Regression Analysis

Correlation and regression analysis were planned to examine relationships between the main study variables. Correlation analysis can indicate the direction and strength of relationships between variables, while regression analysis can be used to examine the predictive relationship between independent and dependent variables. In this study, the analysis focuses on whether performance-based rewards are associated with employee outcomes and whether the inclusion of perceived organisational support and AI-enabled HR practices provides further explanatory value.
[bookmark: _Toc241102359]3.7.6 Mediation and Moderation Analysis

Mediation analysis was intended to examine whether perceived organisational support mediates the relationship between performance-based rewards and employee outcomes, represented as Mediation analysis was intended to examine whether perceived organisational support mediates the relationship between performance-based rewards and employee outcomes. In other words, the analysis examined whether performance-based rewards influence perceived organisational support, which may then influence employee outcomes. Moderation analysis was intended to assess whether AI-enabled HR practices influence the strength or direction of the relationship between performance-based rewards and employee outcomes. In other words, the analysis examined whether the relationship between performance-based rewards and employee outcomes changes depending on the level of AI-enabled HR practices. Han and Bi (2024) and Yao et al. (2026) explained the relevance of examining such relationships within employee and HR contexts. These analyses were aligned with the conceptual framework and hypotheses developed in Section 3.3. Where the available individual-level dataset supports the relevant statistical procedures, mediation and moderation analyses can provide further evidence regarding the proposed relationships. 
[bookmark: _Toc241102360]3.7.7 Cross-Group Comparison

Where appropriate, responses were compared across demographic categories to identify potential differences between employee groups. For example, differences may be considered across departments, job positions, or length of service where the available data provide a meaningful basis for comparison. Such comparisons can help identify whether perceptions of reward practices, organisational support, AI-enabled HR practices, or employee outcomes vary across employee groups (Han & Bi, 2024).
[bookmark: _Toc241102361]3.7.8 Visual Presentation

The findings were presented using tables, figures, and appropriate charts to make the results easier to understand and compare (Creswell and et.al (2023)).
Frequencies and percentages were presented where appropriate, while mean scores were used to summarise Likert-scale responses. Graphical presentations were used to support the interpretation of the survey findings in Chapter 4.

[bookmark: _Toc241102362]3.8 RESEARCH QUALITY

Research quality is important for ensuring that the findings are presented clearly and credibly. Several steps were taken to support the quality of the research. The questionnaire was structured around the research objectives, research questions, hypotheses, and key variables identified through the literature review, helping to maintain alignment between the research design and the purpose of the study. Creswell and et.al (2023)) explained that structured questionnaires can support consistency when collecting quantitative data. The use of standardised questions and five-point Likert scales ensured that all participants received the same questions and response options. Questionnaire items were adapted from relevant previous research, including studies relating to the airline industry, organisational support, employee outcomes, and AI-enabled HR practices. Yakupoğlu and E. (2025), McDaniel and M, (2025), and Fu, X., Nah et.al (2026) provided a literature-based foundation for measuring the key study variables. The collected data were checked for completeness and consistency before analysis, while Cronbach’s alpha was considered for suitable multi-item measures. Saunders et al., (2023) noted that reliability testing can help assess the consistency of measurement. However, convenience sampling and the focus on one organisation limit generalisability, so findings should be interpreted mainly within the Qatar Airways context.
[bookmark: _Toc241102363]3.9 ETHICAL CONSIDERATIONS

As the authors Zaman and S et.al, (2025) stated that Research ethics refers to the principles that guide researchers in protecting participants’ rights, privacy, and wellbeing throughout the research process. The authors Zaman and S et.al, (2025) further explained that key ethical considerations in business research include informed consent, protection from harm, privacy, confidentiality, and avoidance of deception. In this study, informed consent was obtained by providing participants with clear information about the research purpose, their involvement, and the intended use of their responses before participation. Participation was voluntary, and respondents were not required to provide personally identifiable information. The voluntary participation, informed consent, anonymity, confidentiality, and protection from harm are important principles of ethical research involving human participants (Zaman and S et.al, 2025). Therefore, confidentiality and anonymity were maintained throughout the study, and individual responses were not reported in a way that could identify participants. Data were stored securely and accessed only by the researcher, while the information collected was used solely for academic purposes (Zaman and S et.al, 2025). The authors Saunders, Lewis and Thornhill (2023) emphasised the importance of considering how research data are collected, stored, accessed, and used. Finally, potential harm was minimised by avoiding sensitive or distressing questions and ensuring participation did not involve significant discomfort. The research also followed the University’s ethical requirements and procedures.
[bookmark: _Toc241102364]3.10 CHAPTER SUMMARY

This chapter has explained and justified the methodology adopted to investigate the relationship between performance-based reward systems and employee outcomes at Qatar Airways. Saunders, Lewis, and Thornhill (2023) explained that a pragmatist philosophy and deductive approach can support research that examines practical problems through systematic empirical analysis. Accordingly, this study adopted a pragmatist philosophy, deductive approach, mono-method quantitative design, and cross-sectional survey. A non-probability convenience sampling technique was used to collect 100 responses from Qatar Airways employees across different departments. Primary data were gathered through a Microsoft Forms questionnaire containing closed-ended questions and five-point Likert-scale measures. The questionnaire examined performance-based rewards, perceived organisational support, AI-enabled HR practices, and employee outcomes, including motivation, job satisfaction, and organisational commitment. Yakupoğlu and E. (2025) found that organisational support can influence employee attitudes and work-related outcomes, while McDaniel and M, (2025) highlighted its importance in employee-related research. Fu, X., Nah et.al (2026) explained the growing role of artificial intelligence in human resource management. Data were analysed using Microsoft Excel through descriptive statistics and appropriate relationship-based analyses. Ethical principles, including informed consent, anonymity, confidentiality, data protection, and avoidance of harm, were maintained throughout the study. The next chapter presents the survey findings.
[bookmark: _Toc239710512][bookmark: _Toc241102365]CHAPTER 4: FINDINGS FROM PRIMARY SURVEY DATA

[bookmark: _Toc239710513][bookmark: _Toc241102366]4.1 INTRODUCTION

This chapter presents the findings obtained from the primary survey conducted among Qatar Airways employees. A total of 100 responses were collected through the Microsoft Forms questionnaire. The purpose of this chapter is to present the respondents' demographic characteristics and their perceptions of performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes. The findings are presented using descriptive statistics, including frequencies, percentages, and mean scores where available. The chapter is structured around the main variables of the conceptual framework and the research questions. Secondary sources are not used as the principal evidence in this chapter because the primary survey provides direct evidence of employee perceptions. Relevant secondary evidence may instead be considered in Chapter 5 when interpreting and comparing the primary findings.
[bookmark: _Toc239710514][bookmark: _Toc241102367]4.1.1 DESCRIPTIVE ANALYSIS 
Descriptive analysis was conducted to summarise responses from 100 Qatar Airways employees who participated in the survey. The analysis examined four main variables: performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes. Frequencies and percentages described categorical responses, while mean scores assessed overall respondent perceptions using five-point Likert-scale measures, consistent with Creswell and et.al (2023). Standard deviations were also considered, where available, to indicate variation in responses.
The findings revealed generally favourable perceptions across the study variables. Respondents reported positive views of performance-based rewards, including financial rewards, fairness, recognition, promotion opportunities, and motivation. Perceived organisational support was also positive, as employees felt their contributions were valued and they received support and development opportunities. These findings are consistent with the analytical approach described by Saunders et al., (2023). Awareness and acceptance of AI-enabled HR practices were relatively high, although transparency and trust were slightly lower. Employee outcomes were positive, including motivation, satisfaction, belonging, pride, and organisational commitment, providing a basis for subsequent statistical analysis.
[bookmark: _Toc239710515][bookmark: _Toc241102368]4.2 Demographic Profile of Respondents

The survey generated a total of 100 responses. The achieved sample consisted of 100 respondents. The gender distribution indicates that 67% of respondents were men, while 33% were women. No respondents selected the non-binary or prefer-not-to-say categories. Therefore, the sample contained a higher proportion of male respondents. The age distribution shows that 48% of respondents were aged between 20 and 30 years, making this the largest age group. A further 34% were aged between 31 and 40 years, while 14% were aged between 41 and 50 years. Only 4% were aged between 51 and 60 years. The findings therefore indicate that the survey sample was predominantly composed of younger and mid-career employees.
[bookmark: _Toc240491312][bookmark: _Toc240813976][bookmark: _Toc241102437]Table 1.Demographic Profile Respondents
	Characteristics
	Category
	Frequency
	Percentage

	 
	Male
	67
	0.67

	Gender
	Female
	33
	0.33

	 
	Prefer not to say
	0
	0

	 
	 
	 
	 

	 
	20-30 years
	48
	0.48

	Age Group
	31-40 years
	34
	0.34

	 
	41-50 years
	14
	0.14

	 
	51-60 years
	4
	0.04



Table 1 shows that the survey sample consisted of 100 Qatar Airways employees, with a higher proportion of male respondents (67%) than female respondents (33%). The age distribution indicates that respondents were predominantly younger and mid-career employees, with 48% aged 20–30 years and 34% aged 31–40 years. Smaller proportions were aged 41–50 years (14%) and 51–60 years (4%). Overall, the demographic profile provides representation across gender and age groups, although the sample is more heavily concentrated among younger employees.

[bookmark: _Toc239710516][bookmark: _Toc241102369]4.2.1 Department of Respondents

The respondents were drawn from different departments of Qatar Airways, providing representation from a range of operational and administrative functions. The largest reported group was Ground Services, with 25 respondents, followed by Maintenance & Engineering with 20 respondents and Administration with 24 respondents. A further 14 respondents were from Flight Operations, while Cabin Crew accounted for 18 respondents. No respondents selected the "Other" category.
[image: ]
[bookmark: _Toc240491233][bookmark: _Toc240813920][bookmark: _Toc241102421]Figure 4.Department Distribution of Respondents


Figure 4 illustrates the distribution of respondents across Qatar Airways departments. Ground Services represented the largest group with 25 respondents, followed by Administration with 24 and Maintenance & Engineering with 20 respondents. Cabin Crew accounted for 18 respondents, while Flight Operations represented 14 respondents. No respondents selected the “Other” category. Overall, the figure demonstrates that the survey included employees from a range of operational and administrative functions, providing varied departmental representation within the sample.
[bookmark: _Toc239710517][bookmark: _Toc241102370]4.2.2 Current Job Position of Respondents

The survey also examined the current job positions of respondents. The largest reported group was Supervisor/Team Leader, with 30 respondents, followed by Entry Level with 28 respondents. Middle Management accounted for 24 respondents, while 19 respondents were classified as Senior Management. The distribution therefore includes employees at different levels of organisational responsibility, ranging from entry-level employees to senior management.
[image: ]
[bookmark: _Toc240491234][bookmark: _Toc240813921][bookmark: _Toc241102422]Figure 5.Current Job Position of Respondents

Figure 5 presents the respondents according to their current job positions. Supervisors/Team Leaders formed the largest category, representing 30 respondents, followed by Entry-Level employees with 28 respondents. Middle Management accounted for 24 respondents, while Senior Management represented 19 respondents. The distribution indicates that the sample includes employees occupying different levels of organisational responsibility, allowing the findings to reflect perceptions from both operational employees and managerial positions.
[bookmark: _Toc239710518][bookmark: _Toc241102371]4.2.3 Length of Service at Qatar Airways

The survey examined respondents' length of service at Qatar Airways to understand the level of organisational experience represented within the sample. The findings show that 43% of respondents had worked at Qatar Airways for less than two years, making this the largest reported group. A further 42% had between two and five years of service, while 12% had worked for between six and ten years. Only 3% of respondents had more than ten years of experience with the organisation.
[image: ]
[bookmark: _Toc240491235][bookmark: _Toc240813922][bookmark: _Toc241102423]Figure 6.Length of services at Qatar Airways


Figure 6 indicates that the majority of respondents had relatively short organisational tenure. Employees with less than two years of service represented 43% of the sample, while 42% had worked at Qatar Airways for between two and five years. In comparison, 12% had six to ten years of service and only 3% had more than ten years. Overall, 85% of respondents had worked for Qatar Airways for five years or less, indicating that the findings largely reflect the perceptions of relatively newer employees.

The findings indicate that the sample was predominantly composed of employees with relatively shorter periods of service. In total, 85% of respondents had worked at Qatar Airways for five years or less, consisting of 43% with less than two years of service and 42% with between two and five years. By comparison, 15% of respondents had more than five years of organisational experience, including 12% with six to ten years and 3% with more than ten years. This distribution is relevant to the study because employees' length of service may influence their familiarity with Qatar Airways' reward systems, organisational support practices, and the adoption of AI-enabled HR practices. Employees with longer organisational experience may have experienced changes in reward policies and HR practices over time, whereas newer employees may provide perceptions based on more recent organisational experiences.
[bookmark: _Toc239710519][bookmark: _Toc241102372]4.3 Performance-Based Reward Systems

[bookmark: _Toc239710520][bookmark: _Toc241102373]4.3.1 Link Between Performance and Financial Rewards

Respondents were asked whether their performance is directly linked to bonuses and pay increases. The findings show that 95% of respondents answered "Yes", while only 5% answered "No". This indicates that the vast majority of employees perceive a direct connection between their performance and financial rewards at Qatar Airways.
[image: ]
[bookmark: _Toc240491236][bookmark: _Toc240813923][bookmark: _Toc241102424]Figure 7.Performance Linked to Bonuses and Pay Increases

The result indicates a strong employee perception that financial rewards are associated with individual performance. This provides an important descriptive indication that performance-reward linkages are visible to most employees within the surveyed sample.
[bookmark: _Toc239710521][bookmark: _Toc241102374]4.3.2 Fairness of the Reward System

Respondents were asked to rate the fairness of the reward system at Qatar Airways on a scale from 1 (Very Unfair) to 5 (Very Fair). The findings show that the majority of respondents rated the reward system as fair. Specifically, 37% rated it as "Fair" (4), while 39% rated it as "Very Fair" (5). A further 15% were neutral (3), while 8% rated it as "Unfair" (2) and only 1% rated it as "Very Unfair" (1).

[image: ]
[bookmark: _Toc240491237][bookmark: _Toc240813924][bookmark: _Toc241102425]Figure 8.Fairness of reward system



The mean score for fairness of the reward system was 4.05 out of 5, indicating that employees generally perceive the reward system as fair. The findings suggest that a combined 76% of respondents rated the reward system as fair or very fair, reflecting overall positive perceptions of reward fairness at Qatar Airways. Figure 8 indicates generally favourable perceptions of reward fairness among respondents. A total of 76% rated the reward system as either fair or very fair, while 15% expressed a neutral view. Only 9% considered the system unfair or very unfair. The mean score of 4.05 out of 5 further indicates that employees generally perceive the reward system positively in terms of fairness.

[bookmark: _Toc239710522][bookmark: _Toc241102375]4.3.3 Employee Perceptions of Reward System Statements

Respondents were asked to indicate their level of agreement with four statements related to performance-based reward systems. The findings are presented below.
[bookmark: _Toc240491313][bookmark: _Toc240813977][bookmark: _Toc241102438]Table 2.Perceptions of Reward System Statements
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree
	Mean

	I receive fair financial rewards for my performance
	0.07
	0.03
	0.08
	0.3
	0.52
	4.17

	Good performance leads to promotions and career growth
	0.04
	0.02
	0.07
	0.3
	0.57
	4.34

	My achievements are recognised by my supervisors
	0.05
	0.02
	0.09
	0.32
	0.52
	4.24

	The reward system motivates me to perform better
	0.05
	0.01
	0.06
	0.29
	0.59
	4.36



Table 2 demonstrates consistently positive perceptions across all four reward-system statements. The highest mean score was recorded for the statement that the reward system motivates employees to perform better (4.36), followed by the perception that good performance leads to promotion and career growth (4.34). Recognition by supervisors also received a high mean score of 4.24, while fair financial rewards recorded a mean of 4.17. Overall, the findings indicate that respondents generally perceive the reward system as performance-related, motivating, and supportive of recognition and career development.
The findings reveal that employees generally hold positive perceptions of the reward system. The statement "The reward system motivates me to perform better" received the highest mean score of 4.36, with 88% of respondents agreeing or strongly agreeing. The statement "Good performance leads to promotions and career growth" received a mean score of 4.34, with 87% agreeing or strongly agreeing. The statement "My achievements are recognised by my supervisors" received a mean score of 4.24, with 84% agreeing or strongly agreeing. The statement "I receive fair financial rewards for my performance" received a mean score of 4.17, with 82% agreeing or strongly agreeing. These findings suggest that employees at Qatar Airways generally perceive the reward system positively, with the majority agreeing that rewards are fair, performance-linked, and motivating.
[bookmark: _Toc239710523][bookmark: _Toc241102376]4.3.4 Non-Financial Recognition

Respondents were asked whether they receive non-financial recognition (praise, appreciation) for good performance. The findings show that 87% of respondents answered "Yes", while 13% answered "No". This indicates that the majority of employees receive some form of non-financial recognition for their performance.
[image: ]
[bookmark: _Toc240491238][bookmark: _Toc240813925][bookmark: _Toc241102426]Figure 9.Non-Financial Recognition

Figure 9 shows that 94% of respondents receive non-financial recognition, such as praise or appreciation, for good performance, while 6% reported that they do not receive such recognition. The findings therefore indicate that non-financial recognition is experienced by the large majority of surveyed employees, suggesting that employee recognition extends beyond financial rewards.
[bookmark: _Toc239710524][bookmark: _Toc241102377]4.4 Perceived Organisational Support
[bookmark: _Toc239710525][bookmark: _Toc241102378]4.4.1 Overall Organisational Support

Respondents were asked to rate the overall organisational support they receive from Qatar Airways. The findings show that 42% rated it as "Good", while 46% rated it as "Excellent". A further 11% rated it as "Average", 1% rated it as "Poor", and 0% rated it as "Very Poor".
[image: ]
[bookmark: _Toc240491239][bookmark: _Toc240813926][bookmark: _Toc241102427]Figure 10.Overall Organisational Support


The findings indicate that a combined 88% of respondents rated organisational support as good or excellent, reflecting generally positive perceptions of support at Qatar Airways. The mean score was 4.40 out of 5.
Figure 10 indicates that employees generally perceive Qatar Airways as providing positive organisational support. A combined 88% of respondents rated the level of support as either good or excellent, while 11% considered it average. Only 01% reported poor or very poor support. The mean score of 4.40 out of 5 further indicates that perceptions of organisational support were generally favourable among the respondents.

[bookmark: _Toc239710526][bookmark: _Toc241102379]4.4.2 Value of Contributions

Respondents were asked whether the organisation values their contributions. The findings show that 97% of respondents answered "Yes", while only 3% answered "No". This indicates that the vast majority of employees feel that their contributions are valued by the organisation.
[image: ][bookmark: _Toc240491240][bookmark: _Toc240813927][bookmark: _Toc241102428]Figure 11.Organisation Values Contributions



Figure 11 shows that 97% of respondents believe that Qatar Airways values their contributions, compared with 3% who do not share this perception. This represents one of the strongest positive responses within the organisational support measures. The finding indicates that most surveyed employees perceive their individual contributions as recognised and valued by the organisation.
[bookmark: _Toc239710527][bookmark: _Toc241102380]4.4.4 Perceptions of Organisational Support Statements need to update
Respondents were asked to indicate their level of agreement with four statements related to perceived organisational support. The findings are presented below.
[bookmark: _Toc240491314][bookmark: _Toc240813978][bookmark: _Toc241102439]Table 3.Perceptions of Organisational Support Statements
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree
	Mean

	The organisation values my contributions
	0.05
	0.02
	0.08
	0.29
	0.56
	4.29

	The organisation cares about my well-being
	0.05
	0.03
	0.12
	0.31
	0.49
	4.16

	The organisation supports me when I face challenges
	0.04
	0.04
	0.1
	0.29
	0.53
	4.23

	The organisation invests in my professional development
	0.05
	0.03
	0.12
	0.28
	0.52
	4.19



The findings reveal that employees generally hold positive perceptions of organisational support. The statement "The organisation values my contributions" received the highest mean score of 4.29, with 85% agreeing or strongly agreeing. The statement "The organisation supports me when I face challenges" received a mean score of 4.23, with 82% agreeing or strongly agreeing. The statement "The organisation invests in my professional development" received a mean score of 4.19, with 80% agreeing or strongly agreeing. The statement "The organisation cares about my well-being" received a mean score of 4.16, with 80% agreeing or strongly agreeing. These findings suggest that employees at Qatar Airways generally perceive strong organisational support across all measured dimensions. Overall, the results indicate that respondents perceive Qatar Airways as providing strong support through recognition, assistance, development opportunities, and concern for employee well-being.
[bookmark: _Toc239710528][bookmark: _Toc241102381]4.5 AI-Enabled HR Practices
[bookmark: _Toc239710529][bookmark: _Toc241102382]4.5.1 Awareness of AI in HR Practices

Respondents were asked whether they are aware of AI being used in HR practices at Qatar Airways. The findings show that 92% of respondents answered "Yes", while only 8% answered "No". This indicates that the vast majority of employees are aware of AI being used in HR practices.
[image: ]
[bookmark: _Toc240491241][bookmark: _Toc240813928][bookmark: _Toc241102429]Figure 12. Awareness of AI in HR Practices


Figure 12 indicates a high level of employee awareness of AI use in HR practices at Qatar Airways. A total of 92% of respondents reported that they were aware of AI being used in HR practices, while only 8% were unaware. The finding suggests that AI-enabled HR practices are visible to the majority of employees included in the survey.
[bookmark: _Toc239710530][bookmark: _Toc241102383]4.5.2 Confidence in AI-Assisted Evaluation

Respondents were asked to rate their overall confidence in AI-assisted performance evaluation and reward decisions at Qatar Airways. The findings show that 47% rated their confidence as "High", while 28% rated it as "Very High". A further 22% rated it as "Moderate", 03% rated it as "Low", and 0% rated it as "Very Low".





[image: ]

[bookmark: _Toc240491242][bookmark: _Toc240813929][bookmark: _Toc241102430]Figure 13.Confidence in AI-Assisted Evaluation

Figure 13 shows generally positive levels of employee confidence in AI-assisted performance evaluation and reward decisions. A combined 75% of respondents reported high or very high confidence, while 22% expressed moderate confidence. Only 3% reported low confidence, and no respondents selected very low confidence. The mean score of 3.89 out of 5 indicates that employee confidence in AI-assisted evaluation is generally moderate to high.

[bookmark: _Toc239710531][bookmark: _Toc241102384]4.5.3 Comfort with AI-Assisted Decisions

Respondents were asked how comfortable they are with AI-assisted performance and reward decisions on a scale from 1 (Very Uncomfortable) to 5 (Very Comfortable). The findings show that 38% rated their comfort as "Comfortable" (4), while 16% rated it as "Neutral" (3). A further 42% rated it as "Very Comfortable" (5), while 04% rated it as "Uncomfortable" (2) and 6% rated it as "Very Uncomfortable" (1).

[image: ]

[bookmark: _Toc240491243][bookmark: _Toc240813930][bookmark: _Toc241102431]Figure 14.Comfort with AI-Assisted Decisions

The mean score for comfort with AI-assisted decisions was 4.18 out of 5, indicating a high level of comfort among respondents. A combined 80% of respondents rated their comfort as comfortable or very comfortable, while 16% remained neutral. Only 4% of respondents reported a low level of comfort, and none reported being very uncomfortable.

[bookmark: _Toc239710532][bookmark: _Toc241102385]4.5.5 Perceptions of AI-Enabled HR Practices Statements

Respondents were asked to indicate their level of agreement with three statements related to AI-enabled HR practices. The findings are presented below.
[bookmark: _Toc240491315][bookmark: _Toc240813979][bookmark: _Toc241102440]Table 4.Perceptions of AI-Enabled HR Practices Statements
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree
	Mean

	AI helps make performance reviews fair and objective
	0.03
	0.04
	0.15
	0.35
	0.43
	4.11

	AI-based reward systems are transparent
	0.03
	0.07
	0.17
	0.36
	0.37
	3.97

	I trust the AI systems used in HR processes
	0.04
	0.07
	0.18
	0.34
	0.37
	3.93



The findings reveal that employees generally hold positive perceptions of AI-enabled HR practices. The statement "AI helps make performance reviews fair and objective" received the highest mean score of 4.11, with 78% agreeing or strongly agreeing. The statement "AI-based reward systems are transparent" received a mean score of 3.97, with 73% agreeing or strongly agreeing. The statement "I trust the AI systems used in HR processes" received a mean score of 3.93, with 71% agreeing or strongly agreeing.
Overall, the findings indicate that respondents tend to view AI-enabled HR practices positively, although transparency and trust received slightly lower mean scores than perceived fairness and objectivity
[bookmark: _Toc239710533][bookmark: _Toc241102386]4.6 Employee Outcomes
[bookmark: _Toc239710534][bookmark: _Toc241102387]4.6.1 Motivation
Respondents were asked whether they feel motivated to perform their best at work. The findings show that 97% of respondents answered "Yes", while only 3% answered "No". This indicates that the vast majority of employees feel motivated to perform their best.
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[bookmark: _Toc240491244][bookmark: _Toc240813931][bookmark: _Toc241102432]Figure 15.Employee Motivation

Figure 15 shows a very high level of reported employee motivation. A total of 97% of respondents stated that they feel motivated to perform their best at work, while only 3% responded negatively. The result indicates that motivation is strongly reported among the surveyed Qatar Airways employees.
[bookmark: _Toc239710535][bookmark: _Toc241102388]4.6.2 Overall Motivation, Job Satisfaction, and Commitment

Respondents were asked to rate their overall level of motivation, job satisfaction, and commitment at Qatar Airways. The findings show that 41% rated it as "High", while 42% rated it as "Very High". A further 14% rated it as "Moderate", 1% rated it as "Low", and 2% rated it as "Very Low".
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[bookmark: _Toc240491245][bookmark: _Toc240813932][bookmark: _Toc241102433]Figure 16.Overall Motivation, Job Satisfaction, and Commitment


The mean score was 4.20 out of 5, indicating that employees generally report high levels of motivation, job satisfaction, and commitment. A combined 83% of respondents rated their overall motivation, job satisfaction, and commitment as high or very high, while 14% remained neutral. Only 3% reported low or very low levels. 

[bookmark: _Toc239710536][bookmark: _Toc241102389]4.6.3 Perceptions of Employee Outcomes Statements

Respondents were asked to indicate their level of agreement with six statements related to employee outcomes. The findings are presented below.
[bookmark: _Toc240491316][bookmark: _Toc240813980][bookmark: _Toc241102441][bookmark: _GoBack]Table 5. Perceptions of Employee Outcomes Statements
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree
	Mean

	I feel motivated to perform my best at work
	0.03
	0.02
	0.06
	0.28
	0.61
	4.42

	Rewards encourage me to achieve higher performance
	0.04
	0.02
	0.07
	0.31
	0.56
	4.33

	I am satisfied with my job at Qatar Airways
	0.04
	0.02
	0.08
	0.31
	0.55
	4.31

	I feel a strong sense of belonging to Qatar Airways
	0.04
	0.03
	0.09
	0.29
	0.55
	4.28

	I am proud to work for Qatar Airways
	0.03
	0.02
	0.07
	0.25
	0.63
	4.43

	I am committed to staying with Qatar Airways long-term
	0.03
	0.04
	0.11
	0.28
	0.54
	4.26



The findings reveal that employees generally hold very positive perceptions of their outcomes. The statement "I am proud to work for Qatar Airways" received the highest mean score of 4.43, with 88% agreeing or strongly agreeing. The statement "I feel motivated to perform my best at work" received a mean score of 4.42, with 89% agreeing or strongly agreeing. The statement "Rewards encourage me to achieve higher performance" received a mean score of 4.33, with 87% agreeing or strongly agreeing. The statement "I am satisfied with my job at Qatar Airways" received a mean score of 4.31, with 86% agreeing or strongly agreeing. The statement "I feel a strong sense of belonging to Qatar Airways" received a mean score of 4.28, with 84% agreeing or strongly agreeing. The statement "I am committed to staying with Qatar Airways long-term" received a mean score of 4.26, with 82% agreeing or strongly agreeing. Overall, the findings indicate that respondents report strong positive employee outcomes, particularly in relation to organisational pride, motivation, satisfaction, belonging, and intention to remain with Qatar Airways.
[bookmark: _Toc239710537][bookmark: _Toc241102390]4.6.4 Overall Impact on Work Experience

Respondents were asked to rate the overall impact of performance-based rewards, organisational support, and AI-enabled HR practices on their work experience. The findings show that 48% rated the impact as "Very Positive", while 38% rated it as "Positive". A further 14% rated it as "Moderate", while only "No" rated it as "Negative". No respondents rated it as "Very Negative".
[image: ]
[bookmark: _Toc240491246][bookmark: _Toc240813933][bookmark: _Toc241102434]Figure 17.Overall Impact on work experience


Figure 17 indicates that respondents generally perceive the combined influence of performance-based rewards, organisational support, and AI-enabled HR practices on their work experience as positive. A total of 86% rated the overall impact as positive or very positive, while the remaining 14% considered it moderate. No respondents reported a negative or very negative impact. Overall, the result demonstrates a strongly favourable perception of the combined HR practices examined in this study.
[bookmark: _Toc239710538][bookmark: _Toc241102391]4.7 Chapter Summary	

This chapter presented the descriptive findings from the survey of 100 Qatar Airways employees. The demographic results showed representation across departments, job positions, age groups, gender, and length of service, although the sample was predominantly composed of younger employees and those with five years or less organisational tenure. The findings on performance-based rewards demonstrated generally positive perceptions, with most respondents reporting a direct link between performance and financial rewards and expressing favourable views regarding fairness, recognition, promotion opportunities, and motivation.
The findings also showed generally strong perceptions of organisational support, particularly regarding the organisation’s recognition of employee contributions and support for employees’ development and well-being. Similarly, respondents demonstrated high awareness of AI-enabled HR practices and generally favourable levels of confidence, comfort, perceived fairness, transparency, and trust in AI-assisted HR decision-making. Finally, employee outcomes were strongly positive, with high reported levels of motivation, job satisfaction, organisational belonging, pride, and intention to remain with Qatar Airways.
Overall, the descriptive findings indicate that the surveyed employees generally perceive performance-based rewards, organisational support, and AI-enabled HR practices positively and report favourable employee outcomes. These findings provide the descriptive evidence required for the subsequent analysis and discussion of the relationships among the study variables.



[bookmark: _Toc241102392]CHAPTER 5: DISCUSSION AND ANALYSIS
[bookmark: _Toc241102393]5.1 Introduction
This chapter discusses the findings presented in Chapter 4 in relation to the research aim, objectives, research questions, and literature reviewed in Chapter 2. The study involved an analysis of perceptions of performance-based rewards, perceived organisational support (POS), AI-enabled HR practices, and employee outcomes at Qatar Airways. This section of the paper not only presents descriptive results but also reflects on the meaning of those results against the backdrop of the existing body of knowledge and the theoretical HR framework that was created for the study. The framework considers performance-based rewards within the larger context of performance management, which includes such stages as performance expectations, performance assessment, performance feedback, performance recognition, performance rewards, and employee development. As seen from the survey results, the general perception of all four major variables under consideration is rather positive. Most respondents see a clear link between performance and financial rewards, while their perceptions of fairness, recognition, organisational support, and AI-enabled HR practices are rather positive too. The same can be said about the employee outcomes in question. Nevertheless, several lower ratings and minority responses reveal the fact that there are still issues that need to be worked out in terms of communication, financial reward fairness, employee development, and trust in AI.
[bookmark: _Toc241102394]5.2 Analytical Framework and Logic
The analysis is based on the practical approach to HR presented in Chapter 2, instead of focusing on the reward as a financial incentive in itself. Performance management serves as a foundation for identifying employee contributions, providing feedback, acknowledging performance, and deciding about rewards. It means that the practical approach links performance expectations, performance evaluation, feedback, reward, and development.

[image: ]This is an appropriate way to analyse the results, since the study focused on practical employee perceptions instead of testing a psychological hypothesis. Findings are interpreted in terms of four major study variables: performance-based reward systems, perceived organisational support, AI-enabled HR practices, and employee outcomes. Previous literature provides support for analysis of these relations. Yakupoğlu and E. (2025) found that high-performance work systems could affect employee motivation and turnover intentions in the airline industry, whereas Han and Bi (2024) stressed the significance of reward and recognition satisfaction for employee satisfaction. Organisational support was also identified by McDaniel and M, (2025) as a factor affecting employee outcomes. In terms of technology, Fu, X., Nah et.al (2026) and Anvari (2024) stress the significance of fairness, transparency, and trust in the context of use of AI in HR processes.[bookmark: _Toc240491247][bookmark: _Toc240813934][bookmark: _Toc241102435]Figure 18. Analytical Framework & Logic

The conceptual framework postulated that performance-based rewards relate to employee outcomes, organisational support can partially mediate this relationship, and AI-enabled HR practices could moderate it. However, due to the fact that results available in Chapter 4 are mostly descriptive in nature, the interpretation of the findings can only be viewed as employee perceptions.
[bookmark: _Toc241102395]5.3 Discussion of Key Themes

[bookmark: _Toc241102396]5.3.1 Theme 1: Performance-Based Rewards and Employee Outcomes
The first major finding relates to the association between performance rewards and employee outcomes. It is found from the survey that 92% of respondents believed that there is an association between their performance and rewards or pay increase. The mean scores for statements regarding the rewards were between 4.17 and 4.36, meaning that respondents have a positive perception. It is found that the statement that the reward system motivates employees to perform better has received the highest mean score, which was 4.36 with 88% of agreement. Also, 92% of respondents felt motivated to perform their best, and the mean scores of the statements regarding employee outcomes were between 4.26 and 4.43.
These findings are consistent with the existing literature that is presented in Chapter 2. For example, Yakupoğlu and E. (2025) noted that high-performance work practices can assist in motivating employees in the airline industry. Also, it is stated by Suthatorn and Charoensukmongkol (2025) state that performance-based rewards can help protect the morale of employees during organisational pressure and restructuring. Lastly, Han and Bi (2024) noted that rewards and recognition satisfaction help achieve overall employee satisfaction in the airline industry.
These findings indicate that employees will react favourably where there is a clear understanding of the relationship between employee performance and organisational rewards. This means that, from an HR point of view, reward systems must provide clear signals on what performance the organisation expects and how such performance can lead to financial/non-financial gains. These findings also indicate that the rewards in organisations cannot only be defined in financial terms. All in all, non-financial rewards make up 87% of the overall reward received by respondents as a result of good performance. Therefore, recognition, promotion, career development and professional development may supplement the financial rewards.
On the other hand, there is also something to work on based on the findings. While 92% of the respondents saw the relationship between their performance and financial rewards, 8% did not. Also, the mean score for the item “I receive fair financial rewards for my performance” is 4.17, which is the lowest among all reward system items.
This result validates the claims by Han and Bi (2024) that the reactions of employees to the rewards are influenced by not only the quantity of the reward but also by the expectation and perception of the employee. Thus, Qatar Airways could benefit from having clear performance criteria as well as consistent communication of reward decision-making to employees regardless of their departments or performance indicators since there will be cabin crew, ground staff, the engineering department, administration department and other departments in an airline.
In general, these results give a descriptive validation for H1, which was posited to have a positive relationship between performance-based reward and employee outcome. Nonetheless, considering that the results presented are not yet a complete inferential correlation or regression test, the positive relationship observed should just be regarded as a positive association.
[bookmark: _Toc241102397]5.3.2 Theme 2: Perceived Organisational Support
The second theme concerns perceived organisational support. The findings showed that 78% of respondents rated organisational support as good or excellent, with an overall mean score of 4.02. The statement “The organisation values my contributions” received a mean score of 4.29, while 93% of respondents agreed that their contributions were valued. In addition, 83% felt that the organisation cared about their well-being, and 80% agreed that the organisation invested in their professional development.
These findings are consistent with McDaniel and M, (2025), who identified perceived organisational support as an important factor in the relationship between HR practices and employee outcomes. The findings are also consistent with Yakupoğlu and E. (2025), who showed the importance of supportive high-performance work practices within the airline industry.
The results suggest that employees may interpret recognition and support as evidence that the organisation values their contribution. Organisational support therefore extends beyond financial rewards. Employees may also evaluate whether managers recognise their efforts, provide development opportunities, communicate effectively, and show concern for employee well-being.
There are, however, some areas for improvement. Although 83% of respondents felt that the organisation cared about their well-being, 17% did not share this perception. Similarly, 20% did not agree that the organisation invested in their professional development. These minority responses are important because they show that positive overall results do not necessarily mean that all employees experience organisational support in the same way.
Findings are hence supported by the assumed role of POS in the conceptual framework. From the descriptive data, it is indicated that organizational support plays an important role in explaining how positive reward perceptions result in positive employee outcomes. Employees who feel appreciated are likely to have a positive response towards any practice involving rewards and recognition. According to McDaniel and M, (2025), organizational support plays a major role in explaining how employees perceive HR practices.
Nevertheless, it is important to note that the descriptive data alone cannot be used to support a statistically-tested mediation effect. As such, H2 can only be said to be descriptively consistent with the findings, while a conclusion on mediation requires an individual-level mediation analysis through the use of the correct statistics.

[bookmark: _Toc241102398]5.3.3 Theme 3: AI-Enabled HR Practices and Employee Acceptance
The third theme concerns employees’ perceptions of AI-enabled HR practices. The findings indicate relatively high awareness and generally positive acceptance. A total of 92% of respondents were aware of AI being used in HR practices at Qatar Airways, while 78% reported that AI was used for performance evaluation in their department. The mean confidence score for AI-assisted evaluation was 3.89, and 75% of respondents reported high or very high confidence. The mean comfort score for AI-assisted decisions was 4.18, with 80% describing themselves as comfortable or very comfortable. The positive results are consistent with Fu, X., Nah et.al (2026), who explained that AI can support HR decision-making through technologies such as machine learning, predictive analytics, and automation. Vrontis et al. (2022) similarly identified performance appraisal, training, development, compensation management, and workforce planning as areas where AI can support HRM.
The highest AI-related mean score in the survey was 4.11 for the statement that AI helps make performance reviews fair and objective. This suggests that many respondents view AI as potentially useful for improving consistency and objectivity in performance management. Anvari (2024) also highlighted the potential value of AI-supported HR decision-making while emphasising the importance of employee trust and perceptions of fairness. Nevertheless, the findings identify a need for continued attention to transparency and trust. The mean score for the statement that AI-based reward systems are transparent was 3.97, while trust in AI systems used in HR processes recorded a mean score of 3.93. These scores were positive but lower than the 4.11 score relating to fairness and objectivity. This difference suggests that employees may be more confident in the potential objectivity of AI than in their understanding of how AI-supported decisions are made.
There was also some variation in AI awareness across departments. Although 92% were aware of AI use in HR, 8% were not. Similarly, 22% reported that AI was not used for performance evaluation in their department. This may reflect differences in departmental responsibilities or levels of AI adoption. Clear communication and appropriate employee training may therefore be important when AI-enabled HR systems are introduced. The findings therefore provide generally positive descriptive evidence regarding AI-enabled HR practices but do not establish a statistically tested moderating effect. H3 was proposed to examine whether AI-enabled HR practices moderate the relationship between rewards and employee outcomes. The survey results suggest that AI perceptions may be relevant to this relationship, particularly because fairness, transparency, and trust influence employee acceptance. However, without a completed interaction-effect analysis, the moderating relationship cannot be confirmed statistically. Therefore, H3 should be regarded as partially supported at the descriptive level rather than fully established.
[bookmark: _Toc241102399]5.4 Integration with the Conceptual Framework
The findings provide overall support for the practical relationships proposed in the conceptual framework. Performance-based rewards were positively perceived, and employee outcomes were also generally favourable. This provides descriptive support for the proposed relationship between rewards and employee outcomes. The findings also show that perceived organisational support is an important part of the employee experience. The high mean score for organisational support and the strong agreement that employee contributions are valued indicate that employees generally experience a supportive relationship with the organisation. This supports the conceptual argument that rewards may influence employee outcomes partly through employees’ wider perceptions of organisational support. How the findings integrate with the conceptual framework explained in Appendix F.


[image: ]
[bookmark: _Toc240491248][bookmark: _Toc240813935][bookmark: _Toc241102436]Figure 19.Integrated Conceptual Framework
AI-enabled HR practices represent a further part of the framework. Employees generally demonstrated awareness, confidence, and comfort with AI-supported HR processes. However, the lower scores for transparency and trust indicate that technology acceptance may depend on how clearly AI systems are explained and governed.
The findings therefore suggest a refined practical pathway in which performance-based rewards are connected with employee outcomes through a wider HR environment involving organisational support, communication, fairness, and AI-enabled HR practices. The practical effectiveness of the pathway depends not only on whether rewards or technologies exist but also on how employees experience and understand them.
[bookmark: _Toc241102400]5.5 Robustness and Alternative Explanations
Several issues should be considered when interpreting the findings. First, the positive perceptions of rewards and organisational support may partly reflect a wider positive organisational culture rather than the direct effect of individual HR practices. Second, employee motivation and satisfaction may also be influenced by factors not directly measured in the study, such as job security, working conditions, career opportunities, management quality, and organisational reputation.
Third, positive perceptions of AI may reflect general employee openness to technology rather than specific satisfaction with AI-enabled HR systems. The survey measured employee perceptions rather than the technical accuracy or effectiveness of Qatar Airways’ AI systems. Therefore, the results cannot establish whether the technology itself produces more accurate or effective HR decisions.
The sampling method also affects interpretation. The study used convenience sampling and collected responses from 100 Qatar Airways employees. Saunders et al., (2023) noted that convenience sampling can reduce generalisability because participants may not fully represent the wider population. The findings should therefore be understood mainly within the context of the surveyed Qatar Airways employees.
Finally, the research used self-reported questionnaire data. Respondents may have provided positive responses because of social desirability or their individual experiences at the time of completing the survey. The cross-sectional design also means that relationships between variables cannot be interpreted as definitive causal relationships.
[bookmark: _Toc241102401]5.6 Practical Synthesis
The findings provide several practical implications for performance and reward management. First, the strong perception of a connection between performance and financial rewards indicates that employees value clear performance-reward linkages. Qatar Airways can maintain this positive perception through clear performance criteria, regular feedback, and transparent explanations of reward decisions.
Second, organisational support should remain an important part of reward management. The positive POS findings indicate that recognition, employee development, and concern for well-being can complement financial rewards. Managers can strengthen this area through regular recognition, development opportunities, employee communication, and supportive management practices.
Third, AI-enabled HR practices should continue to focus on transparency and employee trust. Although awareness and comfort were high, transparency and trust received comparatively lower mean scores. Employees may therefore benefit from clear explanations of how AI is used, what information is considered, how decisions are reviewed, and how managers remain involved in important HR decisions. Fu, X., Nah et.al (2026) and Anvari (2024) emphasise the importance of fairness, transparency, and trust in AI-enabled HR.
Finally, reward systems, organisational support, and AI should not be managed as separate activities. The findings indicate that employees experience these areas as part of the wider employment relationship. An integrated approach can therefore help ensure that performance assessment, reward decisions, employee support, and technology use are aligned.
[bookmark: _Toc241102402]5.7 Chapter Summary
This chapter discussed the primary survey findings in relation to the research objectives, conceptual framework, and previous literature. The findings showed generally positive perceptions of performance-based rewards, organisational support, AI-enabled HR practices, and employee outcomes. The strong perceived connection between performance and rewards was consistent with previous research on performance-based HR practices in the airline sector (Suthatorn and Charoensukmongkol, 2025).
Perceived organisational support was also positive, with employees generally reporting that the organisation valued their contributions and supported their well-being and development. This was consistent with McDaniel and M, (2025). AI-enabled HR practices were also viewed positively, particularly in relation to fairness and objectivity, awareness, and comfort. However, comparatively lower scores for transparency and trust showed that continued communication and human oversight remain important, consistent with (Fu, X., Nah et.al, 2026 and Anvari, 2024).
Overall, the findings provide descriptive support for H1 and are consistent with the proposed mediating role of POS in H2 and the potential moderating relevance of AI-enabled HR practices in H3. However, because the available analysis is primarily descriptive, H2 and H3 should not be presented as statistically confirmed mediation or moderation effects without individual-level inferential testing. H4 is also supported at the level of overall employee perceptions, with 86% of respondents reporting a positive or very positive overall impact of the combined HR practices. The findings therefore support the practical HR framework while highlighting the importance of fairness, transparency, communication, organisational support, and employee trust.




[bookmark: _Toc241102403]CHAPTER 6: CONCLUSION
[bookmark: _Toc241102404]6.1 Introduction
This chapter concludes the study by summarising the key findings, articulating practical and managerial implications, and outlining limitations and directions for future research. The objectives of this research have been to examine the effect of reward systems on employee outcomes through perceived organisational support in the case of Qatar Airways, while analysing the moderating effect of AI in HRM. The methodology followed for this study included the use of a mono-method of data collection, in which a quantitative approach was used along with a cross-sectional survey in order to collect primary data from 100 employees of Qatar Airways (Saunders, Lewis and Thornhill, 2023). The analysis of data was done using descriptive statistics, and the findings in Chapter 5 have been discussed through the practical HR framework developed in Chapter 2, which views performance-based rewards as part of an integrated performance management process involving performance expectations, assessment, feedback, recognition, rewards, and employee development. The study also draws on the practical contributions outlined in Chapters 2 to 5, which emphasise the importance of clear performance-reward linkages, organisational support, fairness, transparency, communication, and employee trust in shaping employee outcomes. The findings provide context-specific evidence from the Middle Eastern aviation sector and contribute to understanding how performance-based rewards, perceived organisational support, and AI-enabled HR practices operate together in practice at Qatar Airways.
[bookmark: _Toc241102405]6.2 Summary of Key Findings
The results indicated that employees have a positive perception of the performance-based reward system. It was found that 92% of the respondents had a clear connection between their performance and bonuses or increases in salaries. The mean values of the reward system statements ranged from 4.17 to 4.36, while 88% of respondents agreed or strongly agreed that the reward system motivated them to perform better. This is an indication that employees understand the relationship between performance and rewards.
Similarly, the outcome of the employees is positive because 92% of the respondents felt motivated to work hard. The mean values for the employee outcomes ranged from 4.26 to 4.43. The high mean value of pride about being employees of Qatar Airways shows positive organisational attachment by the respondents. Perceptions of organisational support were positive as well. 78% of the respondents gave a rating of good and excellent on organisational support, with a mean of 4.02. The perception of organisational value for employees’ contribution had a mean value of 4.29. The findings also showed some issues that need more attention. 17% did not think that the organisation cared for their well-being, while 20% did not agree that the organisation invested in their professional growth.
AI-enabled HR processes had positive views from the respondents. Ninety-two per cent of respondents were aware of AI being used in HR processes, and 78% indicated use of AI for performance evaluations in their departments. Mean rating for comfort with AI-enabled decisions was 4.18, whereas mean rating for perception of fairness and objectivity of AI was 4.11. But mean ratings for AI transparency and trust were relatively low at 3.97 and 3.93, respectively. It is thus clear that employees generally welcome AI-enabled HR processes, but there are still issues related to transparency and trust.
Therefore, the research objectives have been achieved by showing that the employees have positive perceptions regarding performance-based rewards, organisational support, and AI-enabled HR processes. It has also been found that employee outcomes are generally favorable.
[bookmark: _Toc241102406]6.3 Contribution of the Research
The research contributes to understanding performance and reward management in a Middle Eastern airline context. A lack of empirical literature on performance-based reward, organisational support, and AI in HR practices was noted in Chapter 2 in Middle Eastern aviation organisations. This study adds employee-level data from Qatar Airways to the literature. The study also contributes through its HR practice-based lens. It is not just viewed as an issue related to the monetary nature of the performance-based reward system but also as a broader performance management process that involves performance expectations, performance appraisal, feedback, recognition, rewards, and employee development.
Another contribution of the study is identifying perceived organizational support as one of the crucial variables leading to positive outcomes for employees. Employees who had a positive perception regarding organizational support also had positive outcomes. This study's findings are in congruence with the findings of the McDaniel and M, (2025) study, which identified organizational support as an important variable in the HR practice–employee outcome relationship.
The study also helps contribute to the ongoing discussion regarding AI-enabled HR practices. The high levels of AI awareness and acceptance on the side of the respondents indicate that employees may welcome AI as an inevitable aspect of modern HR practices. However, the low levels of transparency and trust indicate that technology adoption is more than just a technological process. According to Fu, X., Nah et.al (2026) and Anvari (2024), it is important that employees view technology usage in HR as transparent and trustworthy.
It should be noted, however, that this study does not provide proof that rewards directly influence employee outcomes, that the POS mediates these relationships statistically, and that AI moderates them statistically. The available evidence is primarily descriptive.
[bookmark: _Toc241102407]6.4 Managerial Implications
There are several practical implications of the results for Qatar Airways and other organizations operating in a similar environment. First, it is necessary to make sure that there are strong ties between performance and rewards. As 92% of the respondents felt that there was a tie between performance and financial rewards, it is important to establish the criteria for performance and to inform the employees about the process of assessment. It is also essential to provide employees with feedback on their performance.
Second, organizations need to pay more attention to strengthening perceived organizational support. The positive results in the case of POS indicate that the recognition of employees and the appreciation of their contribution are valued. These aspects can be improved by providing regular recognition, offering career development opportunities, organizing professional training programs, caring about the employees' well-being, and communicating openly. At the same time, the fact that 20% of respondents disagreed that the organization invests in their professional development requires reconsideration of such opportunities.
Thirdly, financial reward fairness remains an important aspect to focus on. While the mean score of 4.17 is positive, it is still the lowest among all reward system-related statements. The clear definition of eligibility criteria, performance indicators and explanation of the reason of a reward decision could help maintain employee trust towards the reward system.
Fourthly, the implementation of AI-assisted HR practices should be transparent and with human supervision. While comfort with the use of AI is high, it does not reflect positively on transparency and trust towards AI. In other words, employees need more transparency in how their data is being used, in what ways the AI affects performance evaluation, in how decisions are being reviewed, and what actions employees can take in case of any concerns. Fu, X., Nah et.al (2026) and Anvari (2024) confirm the above-mentioned idea. Lastly, all aspects of the reward system, organisational support, and AI-assisted HR practices have to be viewed as interconnected components of the overall HR management system.
[bookmark: _Toc241102408]6.5 Limitations and Directions for Future Research
Several limitations need to be acknowledged when analysing the results obtained. Firstly, the study involved a sample of 100 employees of Qatar Airways, which was selected using convenience sampling. According to Saunders et al., (2023), convenience sampling is associated with low representation levels. Hence, the results of the research cannot be generalised for all employees of Qatar Airways or all airlines.
Secondly, the analysis is based on the case of only one company and only one industry. The study conducted at Qatar Airways offers valuable information on performance-based rewards and the use of artificial intelligence in HRM, yet employees working for other airlines, other industries, or countries may have a different perception of the issues examined. Future studies should involve several airlines or even companies from different sectors and different cultures. Finally, questionnaire data obtained from employees is self-reported. This means that participants may give positive feedback instead of their real perceptions due to social desirability. Future research can conduct an interview along with the survey to get a deeper insight into employees' experience.
Fourthly, the cross-sectional approach implies that data were collected only once. Thus, results reveal the patterns of employee perceptions, yet are unable to prove cause-and-effect relationships. For instance, longitudinal research can explore the dynamics of changes in the perception of rewards, organisational support, and AI-enabled HRM practices and their connections with the outcomes of employees.
Fifthly, the survey assessed the employees' perceptions of AI-enabled HRM practices rather than their technical precision and efficiency. Further investigation can focus on specific AI applications, data quality, algorithmic bias, transparency, and human decision-making.
Finally, further research should perform proper individual-level mediation and moderation analysis. In this way, it would be possible to test whether the perceived organisational support mediates the influence of performance-based rewards on the outcomes of employees and whether the AI-enabled HR practices moderate this impact. It is also important to note that qualitative studies would help to reveal more deeply the reasons for acceptance or rejection of certain reward and AI practices by employees, which is in line with the identified research gaps of McDaniel and M, (2025), Fu, X., Nah et.al (2026), and Anvari (2024).
[bookmark: _Toc241102409]6.6 Closing Statement
This study has looked into how Qatar Airways employees view performance-based reward schemes, organisational support, AI-infused HRM, and employee outcomes. Results demonstrate overall positive views concerning the above-mentioned issues. Namely, the employees had a perception of the connection between their performance and financial rewards, expressed favourable motivation and other aspects of employee outcomes, and felt supported by the organisation. Also, the views on AI-infused HRM were favourable, especially when it comes to the aspects of fairness, objectivity, awareness, and comfort.
However, there is room for improvement in certain areas. For example, financial reward fairness, employee well-being, professional development, AI-related issues and trust received relatively low scores compared to the others. This demonstrates that HRM should be considered not only in terms of reward scheme implementation or the use of advanced technologies. It seems that communication, fairness, organisational support, professional development, transparency, and human presence matter. In general, the current study makes a contribution towards the area by presenting a context-specific example from the case of Qatar Airways, and in this sense helps us understand the phenomenon of performance-oriented reward management in a Middle Eastern aviation context. In addition, the results of this study lend support to the pragmatic approach that argues the reward system should be included in the overall process of HRM which involves performance management, recognition, organizational support, employee development and digital HRM. Future research efforts may use these findings for further investigation.
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	Research Area
	Questionnaire Area
	Related Objective
	Related Hypothesis

	Performance-based rewards
	Section B
	Objective 1 & 2
	H1

	Reward fairness
	Section B
	Objective 2
	H1

	Recognition and development
	Section B
	Objective 1 & 2
	H1

	Organisational support
	Section C
	Objective 3
	H2

	AI-enabled HR practices
	Section D
	Objective 1 & 4
	H3

	Employee motivation
	Section E
	Objective 3
	H1

	Job satisfaction
	Section E
	Objective 3
	H1

	Organisational commitment
	Section E
	Objective 3
	H1

	Combined HR practices
	Sections B–E
	Objective 4
	H4
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	Practical Component
	Description
	Relevance to the Present Study
	Supporting Reference(s)

	Performance Expectations
	Clear performance expectations explain what employees are expected to achieve and provide a basis for assessing individual contribution.
	Helps employees understand the standards used to evaluate their performance and how performance may influence rewards.
	Yakupoğlu (2025); Han and Bi (2024)

	Performance Assessment
	Employee performance is assessed using appropriate measures that reflect the responsibilities and requirements of different jobs.
	Relevant to Qatar Airways because employees work across different departments and occupational roles with different performance requirements.
	Mansour, Nogues and Tremblay (2022); Suthatorn and Charoensukmongkol (2025)

	Financial Rewards
	Financial rewards may include performance bonuses, incentive payments, salary increases and other monetary benefits linked to employee performance.
	Examines whether employees perceive financial rewards as fairly connected to their performance.
	Han and Bi (2024); Yakupoğlu (2025)

	Recognition and Non-Financial Rewards
	Non-financial rewards may include praise, awards, recognition programmes, promotion opportunities, training and career development.
	Helps assess whether Qatar Airways employees receive recognition and development opportunities in addition to financial rewards.
	Han and Bi (2024); Yakupoğlu (2025); McDaniel (2025)

	Performance Feedback
	Regular feedback helps employees understand their performance, identify areas for improvement and clarify performance expectations.
	Supports employees' understanding of how their performance contributes to recognition and reward decisions.
	Yakupoğlu (2025); McDaniel (2025)

	Communication
	Clear communication explains performance criteria, assessment processes and how reward decisions are made.
	Important for improving employees' understanding of reward decisions and reducing uncertainty about performance-related rewards.
	Mansour, Nogues and Tremblay (2022); Anvari (2024)

	Fairness and Transparency
	Employees need to understand the criteria used for reward decisions and perceive that these criteria are applied consistently.
	Directly relates to employees' perceptions of reward fairness and transparency at Qatar Airways.
	Han and Bi (2024); Mansour, Nogues and Tremblay (2022)

	Career Development
	Performance management can identify training, development and career progression opportunities for employees.
	Examines whether performance is connected with promotion, career growth and professional development.
	Yakupoğlu (2025); McDaniel (2025)

	Organisational Support
	Organisational support can be demonstrated through recognition, development opportunities, communication, welfare and fair treatment.
	Provides a practical link between reward practices and employees' perceptions that Qatar Airways values their contributions and wellbeing.
	Yakupoğlu (2025); Mansour, Nogues and Tremblay (2022)

	AI-Enabled HR Support
	AI can support performance evaluation, employee data analysis and reward-related HR decisions, while creating concerns about fairness, transparency, accountability and trust.
	Supports the study's examination of employee awareness, confidence, comfort, fairness, transparency and trust regarding AI-enabled HR practices.
	Fu et al. (2026); Anvari (2024); Vrontis et al. (2022)

	Human Oversight and Continuous Improvement
	Performance and reward decisions should be reviewed and improved through ongoing performance discussions, managerial judgement and appropriate oversight.
	Supports a practical approach in which AI assists HR processes while managers retain responsibility for decisions and employee circumstances.
	Fu et al. (2026); Anvari (2024); Kellogg et al. (2020)
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	Questionnaire Section
	Question No.
	Survey Measure / Question Area
	Study Variable
	Response Format

	A. Respondent Profile
	Q1
	Gender
	Demographic
	Multiple choice

	 
	Q2
	Age group
	Demographic
	Multiple choice

	 
	Q3
	Department
	Demographic
	Multiple choice

	 
	Q4
	Current job position
	Demographic
	Multiple choice

	 
	Q5
	Years worked at Qatar Airways
	Demographic
	Multiple choice

	B. Performance-Based Rewards
	Q6
	Performance directly linked to bonuses and pay increases
	Performance-Based Rewards
	Yes / No

	 
	Q7
	Fairness of the reward system
	Performance-Based Rewards
	1–5 rating scale

	 
	Q8
	Fair financial rewards for performance
	Performance-Based Rewards
	5-point Likert scale

	 
	Q8
	Performance linked to promotion and career growth
	Performance-Based Rewards
	5-point Likert scale

	 
	Q8
	Recognition of achievements by supervisors
	Performance-Based Rewards
	5-point Likert scale

	 
	Q8
	Reward system motivates better performance
	Performance-Based Rewards
	5-point Likert scale

	 
	Q9
	Non-financial recognition for good performance
	Performance-Based Rewards
	Yes / No

	C. Perceived Organisational Support (POS)
	Q10
	Overall organisational support received
	Perceived Organisational Support
	5-point rating scale

	 
	Q11
	Organisation values employee contributions
	Perceived Organisational Support
	Yes / No

	 
	Q12
	Overall organisational support at Qatar Airways
	Perceived Organisational Support
	1–5 rating scale

	 
	Q13
	Organisation values employee contributions
	Perceived Organisational Support
	5-point Likert scale

	 
	Q13
	Organisation cares about employee well-being
	Perceived Organisational Support
	5-point Likert scale

	 
	Q13
	Organisation supports employees facing challenges
	Perceived Organisational Support
	5-point Likert scale

	 
	Q13
	Organisation invests in professional development
	Perceived Organisational Support
	5-point Likert scale

	 
	Q14
	Organisation cares about employee well-being
	Perceived Organisational Support
	Yes / No

	D. AI-Enabled HR Practices
	Q15
	Confidence in AI-assisted performance evaluation and reward decisions
	AI-Enabled HR Practices
	5-point rating scale
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	Research Objective
	Research Question
	Related Hypothesis
	Main Study Variables

	Objective 1: To examine employees' perceptions of Qatar Airways' performance-based reward and AI-enabled HR practices.
	RQ1: How do Qatar Airways employees perceive the performance-based rewards and AI-enabled HR practices currently used within the organisation?
	H1
	Performance-Based Rewards; AI-Enabled HR Practices; Employee Outcomes

	Objective 2: To examine employees' perceptions of the fairness, transparency, and effectiveness of reward practices.
	RQ2: To what extent do employees perceive these HR practices as fair, transparent, and effective?
	H1, H3
	Performance-Based Rewards; AI-Enabled HR Practices

	Objective 3: To analyse the relationship between performance-based rewards and key employee outcomes, including motivation, job satisfaction, and organisational commitment, at Qatar Airways.
	RQ3: What is the relationship between performance-based rewards and employee motivation, job satisfaction, and organisational commitment?
	H1, H2, H4
	Performance-Based Rewards; POS; Employee Outcomes

	Objective 4: To investigate whether AI-enabled HR practices influence the relationship between performance-based rewards and employee outcomes.
	RQ4: How do AI-enabled HR practices influence the relationship between performance-based rewards and employee outcomes?
	H3, H4
	Performance-Based Rewards; AI-Enabled HR Practices; POS; Employee Outcomes
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Author(s) Year Main Focus Key Relevance to This Study

Luna-Arocas, Danvila-Del Valle 

and Lara

2020

Pay satisfaction and organisational 

commitment

Shows that pay satisfaction can partly influence 

the relationship between talent management and 

organisational commitment. This supports 

examining financial rewards as part of employee 

outcomes.

Mansour, Nogues and 

Tremblay

2022

High-performance work practices 

and employee outcomes

Highlights the relationship between HR practices 

and employee-related outcomes in the airline 

industry. The study supports considering reward 

practices alongside wider organisational and 

employee-support practices.

Han and Bi 2024 Reward and recognition satisfaction

Examines satisfaction factors in the airline industry 

and highlights the relevance of reward and 

recognition to overall employee satisfaction. This 

supports the study's focus on job satisfaction as an 

employee outcome.

Yakupoğlu 2025

Job satisfaction, motivation, 

organisational commitment and 

turnover intentions

Examines employee outcomes in the airline 

industry and highlights the importance of HR 

practices and organisational support in explaining 

motivation, satisfaction, commitment and 

turnover-related outcomes.

Suthatorn and 

Charoensukmongkol

2025

Performance-based rewards and 

employee attitudes

Provides recent evidence from the airline sector 

concerning performance-based rewards and 

employee attitudes. This supports the study's 

focus on performance-related rewards and 

employee outcomes.

McDaniel 2025

HR practices and perceived 

organisational support

Highlights the relationship between HR practices, 

employee engagement and perceived 

organisational support. This is relevant to the 

study's examination of organisational support as a 

mediating factor.

Yao, Han and Yang 2026

Employee satisfaction and 

influencing factors in the airline 

industry

Provides recent airline-industry evidence on 

employee satisfaction and the factors associated 

with it. This supports the study's focus on 

employee satisfaction as part of employee 

outcomes.

Fu et al. 2026

Artificial intelligence in human 

resource management

Discusses the application of AI within HRM and 

provides a basis for examining AI-enabled HR 

practices as part of contemporary reward and 

performance management.

Vrontis et al. 2022

Artificial intelligence, advanced 

technologies and HRM

Reviews the role of AI and advanced technologies 

in human resource management. This supports the 

study's consideration of AI-enabled HR practices 

alongside traditional HR and reward processes.
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Performance-

Based Reward 

Systems

92% perceived a connection 

between performance and 

bonuses/pay increases; reward 

means ranged from 4.17 to 4.36

Positive reward 

perceptions were 

associated with 

favourable employee 

outcomes

H1: Descriptively supported

Perceived 

Organisational 

Support (POS)

Overall mean = 4.02; 93% felt 

their contributions were valued

Organisational 

support may help 

explain how 

employees respond 

positively to rewards 

and recognition

H2: Descriptively consistent

AI-Enabled HR 

Practices

92% were aware of AI in HR; AI 

fairness/objectivity mean = 4.11; 

transparency = 3.97; trust = 3.93

AI may influence 

employees' 

perceptions of HR 

decisions, but 

transparency and 

trust remain 

important

H3: Partially supported at descriptive level

Employee 

Outcomes

Outcome means ranged from 4.26 

to 4.43; 92% reported feeling 

motivated to perform their best

Employees reported 

generally favourable 

motivation, 

satisfaction and 

commitment

Linked to H1 and H4

Integrated HR 

Environment

86% rated the overall impact of 

rewards, organisational support 

and AI-enabled HR as positive or 

very positive

The findings support 

an integrated HR 

perspective rather 

than treating rewards, 

support and AI as 

separate practices

H4: Supported at overall perception level
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