
i 
 

 

UNIVERSITY OF ZIMBABWE 

FACULTY OF COMMERCE 

GRADUATE SCHOOL OF MANAGEMENT 

 

 

 Impact of reward systems on employee satisfaction: A case of Freda Rebecca Mine in 

Mashonaland Central Province 

 

 

Tafadzwa Mutete 

 

R171057E 

 

A research submitted in partial fulfilment of the requirements for the degree of Master of 

Business Administration - Management 

 

2021 

 

 SUPERVISOR: Dr W. Matamande   



ii 
 

 

 

 

DISSERTATION TITLE 

Impact tof treward tsystems ton temployee tsatisfaction: tA tcase tof tFreda tRebecca tGold tMine tin 

tMashonaland tCentral tProvince 

 

 

DISSERTATION tMETHODOLOGY t(please ttick tone) 

QUANTITATIVE 

 

✓ QUALITATIVE  MIXED tMETHODS  

INTAKE t(YEAR tAND tMONTH)  

2019 AUGUST 

REGISTRATION tNO.: STUDENT tNAME: 

R101757E Tafadzwa tMutete 

DISSERTATION tSUBMISSION 

tDEADLINE 

SUBMISSION tDATE 

 

15 tMarch t2021  

 

This tstatement tshould tbe tcompleted tand tsigned tby tthe tstudent tproducing tthe tdissertation. 

Declaration tand tStatement tof tAuthorship: 

1. I thold ta tcopy tof tthis tdissertation, twhich tcan tbe tproduced tif tthe toriginal tis tlost/damaged. 

2. This twork tmay tbe treproduced, tcommunicated, tcompared tand tarchived tfor tthe tpurpose tof tdetecting 

tplagiarism. 

3. I tgive tpermission tfor ta tcopy tof tmy tmarked twork tto tbe tretained tby tthe tGraduate tSchool tof tManagement 

tfor treview tand tcomparison, tincluding treview tby texternal texaminers. 

I tunderstand tthat:  

4. Plagiarism tis tthe tpresentation tof tthe twork, tidea tor tcreation tof tanother tperson tas tthough tit tis tyour town. tIt 

tis tconsidered tcheating tand tis ta tvery tserious tacademic toffence tthat tmay tlead tup tto texpulsion tfrom tthe 

tprogram. tPlagiarised tmaterial tcan tbe tdrawn tfrom, tand tpresented tin, twritten, tgraphic tand tvisual tform, 

tincluding telectronic tdata, tand toral tpresentations. tPlagiarism toccurs twhen tthe torigin tof tthe tmaterial tused 

tis tnot tappropriately tcited. 

5. Enabling tplagiarism tis tthe tact tof tassisting tor tallowing tanother tperson tto tplagiarise tor tto tcopy tyour 

twork. 

 

Last tName First tName Signature 

Mutete Tafadzwa tMollen  

 

  



iii 
 

Declaration 

Candidate’s tDeclaration t 

I, tTafadzwa tMutete tR101757E, thereby tdeclare tthat tthis tthesis tis tthe tresult tof tmy town toriginal tresearch 

tand tthat tno tpart tof tit thas tbeen tpresented tfor tanother tdegree tin tthis tuniversity tor telsewhere. t 

Signature: t........................................ tDate:.......................................... t 

Name:………………………………………………………. t 

 

Supervisors’ tDeclaration t 

We thereby tdeclare tthat tthe tpreparation tand tpresentation tof tthe tthesis twere tsupervised tin taccordance twith 

tthe tguidelines ton tsupervision tof tthesis tlaid tdown tby tthe tUniversity tof tZimbabwe. t 

Supervisor’s tSignature: t........................... tDate:.............................. t 

Name:………………………………………………………………. t 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



iv 
 

Dedication 

 

I tdedicate tthis tto tmy tfamily tand tcolleagues 

 

Acknowledgements 

My tforemost tgratitude tgoes tto tmy tsupervisor tDr. tW tMatamande tfor tthe tin-depth tunderstanding tI tgained 

tfrom this tconstructive tcriticisms tand tsuggestions, twhich thelped tenrich tand tshape tthis twork. t 

 

My theartfelt tappreciation tgoes tout tto tall tmy tcolleagues tin tthe tMBA tclass, tstaff tand tlecturers tat tthe 

tGraduate tSchool tof tManagement. tSpecial tmention tis treserved tfor tMessrs. tLydiah tMutamuko 

  

To tmy tparents, tin-laws, tand tto tmy tbrothers tand tsisters, tI tsay tam textremely tgrateful tto tyou tfor tyour 

tencouragement tand tsupport tthroughout tthe tyears. tFinally, tto tmy tcolleagues, tI tam tprofoundly tgrateful tto 

tyou tfor tbeing tpillars tof tsupport. tI towe tyou ta tlifetime tof tgratitude. t 

Thank tyou 

  



v 
 

Abstract 

This tresearch ton tthe timpacts tof trewards ton temployee tsatisfaction: tA tcase tof tFreda tRebecca tGold tMine tin 

tMashonaland tCentral tProvince twas tdone tto tassess thow treward tsystems timpact temployee tsatisfaction tin 

tthe tmining tsector. tThe tstudy twas tguided tby tfour tresearch tobjectives tbeing: tto tdetermine tthe timpact tof 

tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tMine; tto testablish tthe tinfluence tof tcareer 

tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold tMine; tto tassess tthe tnexus tbetween tprofit 

tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold tMine; tand tto tevaluate tthe teffect tof temployee 

trecognition tand tparticipation ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. tThis tstudy tadopted 

ta tquantitative tapproach tguided tby tpositivism, tthrough tuse tof texplanatory tresearch tdesign. tStructured 

tquestionnaires twere tused tto tcollect tdata tfrom t54 tresearch trespondents, twho twere teither tmanagers tor 

temployees tof tFreda tRebecca tGold tMine. tThe tstudy testablished tthat: tan tincrease tin temployee tbonuses tat 

tFreda tRebecca tGold tMine tincreases temployee tsatisfaction; tthere tis ta tpositive trelationship tbetween tcareer 

tdevelopment tand temployee tsatisfaction; tprofit tsharing thas ta tsignificant tinfluence ton temployee 

tsatisfaction tat tFreda tRebecca tGold tMine; tand tthat, temployee trecognition tand tparticipation thave ta 

tpostibve tinfluence ton temployee tsatisfaction tat tFreda tRebecca tgold tMine. tIn tview tof tthe tobjectives tand 

tfindings tit tcan tbe tconcluded tthat treward tsystems thave ta tpositive tand tsignificant tinfluence ton temployee 

tsatisfaction tat tFreda tRebecca tGold tmine. tIn tview tof tresearch tfindings tthe tstudy trecommended tthat tFreda 

tRebecca tgold tMine tcould tmaintaining tits tcurrent treward tsystem, tconsider testablishing ta treliable tsystem 

tof treview tof tbonuses, tincreasing tthe tnumber tof tintrinsic trewards tto tcomplement tits tcurrent tofferings tand 

tlastly tthe tpossibility tof tconsidering tgetting timportant tknowledge tof tthe tpossible trewards tthe tcompany 

tcan toffer tto tits tworkforce. t 
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CHAPTER tONE 

INTRODUCTION AND BACKGROUND 

1.0 tIntroduction 

This tchapter tintroduces tthe tstudy ton tthe timpact tof treward tsystems ton temployee tsatisfaction tat tFreda 

tRebecca tGold tMine. tThe tchapter tcovered tthe tbackground tof tthe tstudy, tfollowed tby tthe tstatement tof tthe 

tproblem tand tpurpose tof tthe tstudy. tIt talso tcovered tthe tstudy’s tresearch tobjectives, tresearch tquestions, 

tunderlying tassumptions tand tthe tsignificance tof tthe tstudy, tdelimitations tand tlimitations tof tthe tstudy. tThe 

tsummary tof tthe tstudy twas tprovided tin tthe tchapter. t 

1.1 tBackground tto tthe tstudy 

Human tresources tare tconsidered tas tthe tutmost timportant tasset tof tevery torganization t(Kibet, t2014). tIn tthe 

tage tof tglobal tcompetition, tacquiring tright tworkforce tand tretaining tit tbecomes tthe tmost timportant 

tchallenge tof tall torganizations t(Chebet, t2015). tIn tview tof tthe timpacts tof tglobalization twhere tbusiness thas 

tgone tbeyond tnational tboundaries tand temployees tare tprotected tby tinternational tlaws tand tengagement, 

treward tsystems tare tfast tbecoming ta tcompetitive ttool tto tmany tfirms. tAs ta tresult, trewards tsystems thave 

tbecome ta tsignificant tissues tin thuman tresource tmanagement t(Kathika, t2015). tIn tlight tof tglobal 

tcompetition torganisation tare tmaking tevery teffort tto tensure tthat ttheir tinvestment tgrows. tThis trequires ta 

thighly tmotivated tlabour tforce twhich tcan twork tto tensure tthe taspirations tof tthe tshareholders tare trealised. 

tThis tis tonly tpossible tif tan torganisation thas ta tviable treward tsystem tin tplace, twhich tcan tboth tretain tas twell 

tmotivate temployee. t 

It tis ttherefore timportant tfor ta tcompany tto tfind tout twhat tmotivates tand tsatisfies tits temployees tso tthat tit 

tcan twork tout ta tsuitable treward tsystem tand tgain tbetter tresults. tThe tright tcombination tof timmaterial tand 

tmaterial trewards tcan tboost tup tthe temployees' twork tsatisfaction tand tenhance ttheir tcommitment tto tthe 

tcompany t(Nielsen, t2013). tKoyeir tet tal t(2016) tposit tthat temployee tjob tsatisfaction tis tone tof tthe tmost 

timportant tand tsignificant tvariables tin torganizational tbehavior tand tin twork torganizations. t 

Reward tmanagement tis ta tconcept twhich thas tbeen tthere tfor tdecades, tdating tback tto tthe t1900s. tHowever 

tthere tare tchanges twhich thave tbeen thappening tto tthe tconcept tto tensure tthat tthe treward tsystem tremains 

trelevant. tThere tis tan tarray tof tliterature tto tenhance tour tunderstanding tof treward tsystems tand thow tthey 

timpact temployee tmotivation tand tperformance tat twork. tHowever, tpresently tmost tcompanies tare tfinding 

tdifficulties tto tretain temployees towing tto tlack tof tmotivation tat twork. tGÎlmeanu, t(2015), tfound tout tthat 

torganizations tare tmaking tuse tof treward tsystems tas ta tway tto tmotivate temployees tto tenhance tperformance. 

tReward tmanagement thas tevolved tfrom tthe toffering tof ta tsalary tto tincorporate tnon-monetary trewards tlike 

trecognition, tcareer tdevelopment topportunities tand tpraise tamong tothers. tSimilarly tFreda tRebeca tGold 
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tmine thas tdeveloped ta tnumber tof tmeasures tto tensure tit trewards tits temployees tto tstay twith tthe 

torganisation tfor tas tmuch tas tpossible. 

Freda tRebecca tGold tMine t(FRGM) tLimited towns tand toperates tgold tmines. tThe tcompany, tformerly 

tknown tas tAshanti tGoldfields tZimbabwe tLimited tand tchanged tits tname tto tFreda tRebecca tGold tMine 

tLimited tin tMay t2005. tThe tcompany tis tMashonaland tCentral tprovince, tZimbabwe. tAs tof tApril t30, t2005, 

tFreda tRebecca tGold tMine tLimited toperates tas ta tsubsidiary tof tMwana tAfrica tPLC. tIt thas tproven treserves 

tof t2.4 tmillion ttons t(mt) tas tof tMarch t2010 testimates. tThe tdevelopment tof tthe tFreda tRebecca tgold tmine 

tbegan tin tthe t1980’s tby tCluff tResources tthrough ttwo topen-pits t(Freda tand tRebecca). tMwana tAfrica 

tacquired tthe tmine tfrom tAngloGold tAshanti tin tApril t2005. tThe tcompany tis tone tof tthe tmajor temployers 

tin tMashonaland tCentral tprovince twith tan temployee tcompliment tof tmore tthan t1500 tboth tseasonal tand 

tpermanent temployees. t tFor tthe tpast thalf-decade, tthe torganization thas tbeen timplementing tvarious tforms 

tof temployee trewards tas ta tway tto tenhance temployee tmotivation tand tproductivity. t tSeveral torganizational 

tchanges thave toccurred tacross tthe tcompany tin tthe tlast t5 tyears tand tthese thave tled tto tmajor tinternal 

tuncertainty twithin tthe tcompany. tIt tis timportant tto tnote tthat tthe treward tsystem twithin tFRGM tis tdependent 

tand tdriven tby tcurrent tmarket tconditions tthat tare tnot tfinancially tfavorable tin tthe tmining tindustry tat 

tpresent. tIt tis tagainst tthis tbackground tthat tthe tstudy tis tmotivated tto texpound ton tthe tinfluence tof treward 

tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. t 

1.2 tStatement tof tthe tProblem 

Freda tRebecca tGold tMine t(FRGM) thas texperienced tan tunprecedented tescalation tin temployee tturnover 

trate tfor tthe tpast tfour tyears, tchief treason tbeing tdissatisfaction twith tthe tcompany. tThe tcompany thas 

trecorded temployee tturnover trate tof t45% tas tof tJune t2017. tSince tturnover tappears tto tbe ta tmajor tissue tfor 

tmany torganizations, tand tindeed ta tproblem tof tconsiderable timportance tdue tto tthe tinherent tcosts 

tassociated twith thiring tand ttraining tof tnew tpersonnel, tthere tis ttherefore tneed tto tcome tup twith tmeasures 

twhich tidentify tthe tcauses tand tproffer ta tsolution tto tthis tchallenge twhich tis thampering tthe tdevelopment tof 

tthe torganisation. tA tnumber tof tefforts thave tbeen tdone tto taddress tthe tunprecedented trate tof tstaff tturnover 

tbut tthe tchallenge tcontinues tto texist. tChief tamong tthe tinterventions tbeing tthe treward tsystem, tas ta tway tto 

taddress temployee tsatisfaction. tIt tis tagainst tthis tbackdrop tthat tthe tstudy tseeks tto texplore tthe timpact tof 

treward tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. 

1.3 tAim tof tthe tstudy 

The tmain tobjective tof tthe tstudy tis tto texplore tthe timpact tof treward tsystems ton temployee tsatisfaction tat 

tFreda tRebecca tGold tMine. 



3 
 

1.4 tObjectives tof tthe tstudy 

The tstudy tseeks tto: 

1. determine tthe timpact tof tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

2. establish tthe tinfluence tof tcareer tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold 

tMine 

3. assess tthe tnexus tbetween tprofit tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold tMine. 

4. Evaluate tthe teffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction tat tFreda 

tRebecca tGold tMine. 

1.5 tMain Research tQuestions 

1. What tis tthe timpact tof tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tMine? 

2. What tis tthe tinfluence tof tcareer tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold 

tMine? 

3. What tis tthe tnexus tbetween tprofit tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold tMine? 

4. What tis tthe teffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction tat tFreda 

tRebecca tGold tMine? 

1.6 tResearch tHypothesis 

H1: tThere tis ta tstatistically tsignificant trelationship tbetween tbonuses tand temployee tsatisfaction tat tFreda 

tRebecca tGold tMine 

H2: tThere tis ta tstatistically tsignificant trelationship tbetween tcareer tdevelopment tand temployee tsatisfaction 

tat tFreda tRebecca tGold tMine 

H3: tThere tis ta tstatistically tsignificant trelationship tbetween tprofit tsharing tand temployee tsatisfaction tat 

tFreda tRebecca tGold tMine 

H4: tThere tis ta tstatistically tsignificant trelationship tbetween temployee trecognition, tparticipation tand 

temployee tsatisfaction tat tFreda tRebecca tGold tMine 

1.7 tAssumptions tof tthe tStudy 

The tsuccess tof tthe tstudy tpremised ton tthe tassumption tthat: 

 The tsample tselected twas tsufficient tand trepresentative. 
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 Respondents twere tsincere tin tthe tresponse tthey tgave. 

 The tresearch tgot taccess tto tall tnecessary tand trelevant tdata. 

1.8 tSignificance tof tthe tstudy t 

This tstudy twill tbe tof tsignificance tto ta tnumber tof tstakeholders. tKnowledge ton tthe timpact tof treward 

tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold tMine tgoes ta tlong tway tin tassisting ta tnumber tof 

tstakeholders. tThis tstudy twill tbe tof tsignificance tto: 

1.8.1 tFreda tRebecca tGold tMine tmanagement tand tother tmining tcompanies 

The t tstudy t twill t tgo t ta t tlong t tway t tin t tbringing t tawareness t tto t tmanagement t tat tFreda tRebecca tGold tMine 

ton thow treward tsystems tinfluence temployee tsatisfaction tand tthis twill tenable tthem tmake tinformed 

tdecisions. tResearch tfindings twill tbe tuseful tto tFreda tRebecca tGold tMine tand tother tmining tentities ton 

thow tthey tcan timprove ttheir texisting treward tsystems. tIt talso tprovides tbenefits tfor thuman tresources 

tmanagement tin tcompanies tby tconsidering tthe timportance tof tthe treward tsystem tmanagement. 

1.8.2 tFreda tRebecca tGold tMine tEmployees t 

The tdriving tforce tbehind tthis tstudy tis tto tenable tthe temployees tof tFreda tRebecca tGold tMine tto tgive 

tfeedback ton ttheir twork tsatisfaction tand ttheir tattitudes ttowards tthe treward tsystems tand thence tperhaps 

tincrease ttheir tcommitment tto tthe tcompany. tThe tstudy twill tafford tFreda tRebecca tGold tMine temployees 

tan topportunity tto tair ttheir tviews ton tthe treward tsystem tin tplace tand tits teffect ton temployee tsatisfaction. 

1.8.3 tInstitutions tof thigher tlearning tand tthe tacademia 

The tcreation tof ta treward tsystem tdepends ta tlot ton tthe texternal tenvironment tthat tinfluences temployees 

tneed tand tof tvital timportance tto tintegrate temployees tinto tthe tprocess tof tdevelopment tand timprovement tof 

treward tpolicies tin tan torganization. tThis tresearch tidentifies tthe tconcept tand tframework tof tthe treward 

tsystem, ttaking tto taccount tthe tnature tand tits tmechanism, tand tshowing thow tit tworks tin tdifferent 

tenvironments. tMoreover, tthe tfindings tof tthis tstudy tmay tbe tused tas ta tfoundation tfor tother tpossible 

tresearches tin tthe tsphere tof trewarding tsuch tas tcomplexity, tfairness, tfrequency tand ttheir timpact ton 

temployee tperformance, tmotivation tand tjob tsatisfaction. 

1.8.4 tResearcher 

The tstudy taffords tthe tresearcher tan topportunity tto tbroaden ther tunderstanding tof tthe tnexus tbetween 

treward tsystems tand temployee tsatisfaction. tIt talso taffords tthe tresearcher tan topportunity tto tdevelop 

tresearch tskills. 
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1.9 tDelimitation tof tthe tstudy 

The tstudy tfocused ton tthe timpact tof treward tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold 

tMine tin tBindura, tMashonaland tCentral tProvince, ttargeting tits tworkers tand tmanagers. tFreda tRebecca 

tGold tMine tis tlocated t90km tnortheast tof tHarare tin tZimbabwe. tThe tstudy twas tcovered tbetween tthe 

tperiods t2019 tto t2020. tThe tstudy tonly tconcentrated ton tbonuses, tcareer tdevelopment, tprofit tsharing tand 

temployee trecognition tas tvariables tfor treward tsystem tat tFreda tRebecca tGold tMine. t 

1.10 tLimitations tof tthe tstudy 

In tthe texercise tof tthis tresearch, tthe tresearcher tfaced tsome tchallenges, tand tthey tinclude; 

 There twas tlimited ttime tfor tcarrying tout tthe tresearch tand tdata tcollection tfrom trespondents. tThe 

tresearcher thad tto tconstitute ta tsmall tsample tto tconduct tthe tstudy. 

 Initially tsome tof tthe trespondents tdid tnot ttake tthe tstudy tseriously tand twere treluctant tto treveal tvital 

tinformation. tThe tresearcher temphasized tto tthe trespondents tthe tsignificance tof tthe tstudy tand thow 

tit twould tbe tbeneficial tto tthem, tFreda tRebecca, tthe tmining tsector, tand tthe tnation tat tlarge. 

1.11 tResearch tLayout 

The tresearch tcomprised tof tchapters tOne tto tFive. tThe tFirst tchapter tfocuses ton tthe tintroduction tof tthe 

tstudy, tgiving ta tbackground tto tthe tstudy tand tthe trational tof tundertaking tthe tstudy. tAreas tcovered tinclude 

tthe tproblem, tobjectives tof tthe tstudy, tlimitations tand torganisation tof tthe tstudy tamong tothers. tThe tsecond 

tchapter tfocuses ton tthe treview tof tliterature ton treward tmanagement tand temployee tsatisfaction. 

tContributions tof tdifferent tscholars tand tauthorities twill tbe tdiscussed tto tappreciate tthe tstate tof tthe tarea 

tunder tstudy. tThe tthird tchapter tdiscusses tthe tresearch tmethodology. tThe tchapter tdiscusses tthe tmethod 

tused tto tgather tdata tto tanswer tthe tresearch tat thand. tThe tfourth tchapter tfollows. tIt tpresents tand tdiscusses 

tresearch tfindings tgather tfrom tthe tresearch. tFinally twill tbe tthe tfifth tchapter twhich tgives ta tsummary tof 

tfindings, tconclusions, trecommendation tare tareas tfor tfurther tstudy. 

1.12 tChapter tsummary 

The tchapter tgave ta tperspective tto tthe tstudy, tstatement tof tthe tproblem, tresearch tobjectives, tand tresearch 

tquestions, tassumption tof tthe tresearch, tsignificance tof tthe tstudy tand tdelimitations tand tlimitations tof tthe 

tstudy. tThe tfollowing tchapter twill tfocus ton twork talready tdone tby tother tresearchers ton tthe tsubject tof 

treward tsystems ton temployee tsatisfaction. 
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CHAPTER tTWO 

LITERATURE tREVIEW 

2.0 tIntroduction 

This tsection tpresents tthe tliterature treview ton tthe timpact tof treward tsystems ton temployee tsatisfaction tat 

tFreda tRebecca tGold tMine. tThe tmain tpurpose tof treviewing tliterature tis tto tgain tan tunderstanding tand 

tinsight tof trelevant tpast tresearches tand tchanges tin ttrends tthat tis ttaking tplace. tThe tfirst tsection tlooked tat 

tthe ttheoretical tbases tfor tthe tstudy tand tthe tEquity tTheory twas tused tto tsupport tthe tstudy. tFurther tthe 

tchapter tlooked tat trelevant tliterature tin tsync twith tthe tstudy tobjectives. 

2.1 tConceptual tReview 

2.1.1 tReward tSystems 

Reward tis ta tbroad tconstruct twhich thas tbeen tsaid tto trepresent tanything tthat tan temployee tmay tvalue tthat 

tan temployer tis twilling tto toffer tin texchange tfor this tor ther tcontributions tto tthe torganisation t(Zhang t& 

tBartol, t2010). tTo tbuttress, tRizwan tand tAli t(2010) tsubmit tthat ta treward tsystem tconsists tof tall 

torganization tcomponents tincluding tpeople tprocesses trules tand tdecision tmaking tactivities tinvolved tin tthe 

tallocation tof tcompensation tand tbenefits tto temployees tin texchange tfor ttheir tcontribution tto tthe 

torganization. tAccording tto tWangechi, tKiragu tand tSang t(2018) tthe tlack tof trewards twill tcreate tan 

tunpleasant tenvironment, tthus tdiminishing temployees’ twork tefforts tand tmay tcause tthem tto twithdraw 

tfrom ttheir tjobs. tFor tthese treasons, trewards tare tincreasingly tbecoming timportant. tThe tmain tobjectives tof 

trewards tare tto tattract tand tretain temployees, tto tmotivate temployees tto tachieve thigh tlevels tof tperformance, 

tand tto telicit tand treinforce tdesired tbehavior tof tthe temployees t(Ramita tet tal, t2015). tRizwan tand tAli t(2010) 

treveal tthat tthere tare ttwo tforms tof trewards tnamely tintrinsic tand textrinsic treward. tAccording tto tBashir 

t(2014) textrinsic trewards tare ttangible trewards tand tthese trewards tare texternal tto tthe tjob tor ttask tperformed 

tby tthe temployee. tExternal trewards tcan tbe tin tterms tof tsalary/pay, tincentives, tbonuses, tpromotions, tjob 

tsecurity, tetc t(Hay tGroup, t2015). tIntrinsic trewards tare tintangible trewards tor tpsychological trewards tlike 

tappreciation, tmeeting tthe tnew tchallenges, tpositive tand tcaring tattitude tfrom tthe temployer, tand tjob 

trotation tafter tattaining tthe tgoal t(Hoole t& tBonnema, t2015). tNjoroge tand tKwasira t(2015) targue tthat tonce 

tpay texceeds ta tsubsistence tlevel, tintrinsic tfactors tare tstronger tmotivators, tand tstaff tmotivation trequires 

tintrinsic trewards tsuch tas tsatisfaction tat tdoing ta tgood tjob tand ta tsense tof tdoing tsomething tworthwhile. 

tRewards tsystems tare ta tfundamental tfunction tof thuman tresource tmanagement tas tthey tdeal twith tthe 

tassessment tof tjob tvalues, tthe tdesign tand tmanagement tof tpayments, tperformance tmanagement, tcontingent 

tpay, temployees’ tbenefits tand tpensions tand tthe tmanagement tof trewards tprocedures t(Kontoghiorghes, 

t2016). t 
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2.2.2 tEmployee tsatisfaction 

Employee tsatisfaction tdescribes twhether temployees tare thappy, tcontended tand tfulfilling ttheir tdesires tand 

tneeds tat twork t(Kumar t& tMathimaran, t2017). tBayarçelik tand tFindikli t(2016) tposit tthat tmany tmeasures 

tsupport tthat temployee tsatisfaction tis ta tfactor tin temployee tmotivation, temployee tgoal tachievement tand 

tpositive temployee tmorale tin tthe twork tplace. tBasically temployee tsatisfaction tis ta tmeasure tof thow thappy 

tworkers tare twith ttheir tjob tand tworking tenvironment t(Ashton, t2017). tIt tis ta tcombination tof taffective 

treactions tto tthe tdifferential tperceptions tof twhat the/she twants tto treceive tcompared twith twhat the/she 

tactually treceives. tAccording tto tBayarçelik tand tFindikli t(2016) temployee tsatisfaction tmay tbe tdescribed 

tas thow tpleased tan temployee tis twith this tor ther tposition tof temployment. tBibi tet tal t(2013) tassert tthat 

temployee tsatisfaction tis ta tcomprehensive tterm tthat tcomprises tjob tsatisfaction tof temployees tand ttheir 

tsatisfaction tin toverall twith tthe tcompany’s tpolicies, tcompany tenvironment tetc. 

Deery tand tJago t(2015) taverred tthat temployee tsatisfaction tinfluences temployee tproductivity, tabsenteeism 

tand tretention. tThe tsuccess tof tany tcompany tis tdirectly tlinked tto tthe tsatisfaction tof tthe temployees twho 

tembody tthat tcompany, tthus tretaining ttalented tpeople tis tcritical tto tthe tsuccess tof tany torganization t(Huang 

tet tal, t2017). tStudies tby tKontoghiorghes t(2016), tKumar tand tMathimaran t(2017) tshowed tthat tbusinesses 

tthat texcel tin temployee tsatisfaction tissues treduce tturnover tby t50% tfrom tthe tnorms, tincrease tcustomer 

tsatisfaction tto tan taverage tof t95 t%, tand tlower tlabor tcost tby t12%. tAs tasserted tby tLetchmiah tand tThomas 

t(2017) tthe tmore tsatisfied tan temployee tis, tthe tless tturnover tand tabsenteeism toccurs, ton tthe tother thand, 

tmentions tthat temployee tsatisfaction tis tpositively tcorrelated twith tmotivation, tjob tinvolvement, 

torganizational tcitizenship tbehavior, torganizational tcommitment, tlife tsatisfaction, tmental thealth, tand tjob 

tperformance t(Renaud tet tal, t2015), tand tnegatively trelated tto tabsenteeism, tturnover, tand tperceived tstress 

tand tidentify tit tas tthe tdegree tto twhich ta tperson tfeels tsatisfied tby this/her tjob t(Wangechi, tKiragu tand tSang, 

t2018). t 

2.2.3 tImpact tof tbonuses ton temployee tsatisfaction 

Increasingly, torganizations tare trealizing tthat tthey thave tto testablish tan tequitable tbalance tbetween tthe 

temployee’s tcontribution tto tthe torganization tand tthe torganization’s tcontribution tto tthe temployee t(Fuster 

tand tMeier, t2010). tEstablishing tthis tbalance tis tone tof tthe tmain treasons tto treward temployees twith tforms 

tof trewards tsuch tas tbonuses tto tenhance temployee tsatisfaction t(Zaraket t& tHalawi, t2015). tRewards 

tsystems tlike tbonuses tare toften timplemented twithin torganizations tas ta tkey tmanagement ttool tthat tcan 

tcontribute tto ta tfirm’s teffectiveness tby tinfluencing tindividual tbehavior tand tmotivating temployees tat twork 

t(Pouliakas, t2010). tBesides, tit tis talso tone tof tthe tmost tpreferred tfactors tin tproviding tsatisfaction tto 

temployees t(Zaraket t& tHalawi, t2016). tAs tnoted tby tOgendo t(2016) tthe tlack tof trewards twill tcreate tan 

tunpleasant tenvironment, tthus tdiminishing temployees’ twork tefforts tand tmay tcause tthem tto twithdraw 
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tfrom ttheir tjobs. tAccording tto tObwoyere, t2016, tthe tmain tobjectives tof trewarding temployees twith tbonuses 

tare tto tattract tand tretain temployees, tto tmotivate temployees tto tachieve thigh tlevels tof tperformance, tand tto 

telicit tand treinforce tdesired tbehavior tof tthe temployees. tOrganizations toften tuse tfinancial trewards tlike 

tbonuses tto tprevent temployee tdissatisfaction tand tto tmotivate temployees t(Sikoro tet tal, t2016), talthough tit 

tmay tnot tbe tthe tbest tmotivator tfor tthe tlong tterm, tit tmust tbe tnoted tthat twhile tthe tpresence tof tmoney tmay 

tnot tbe ta tvery tgood tmotivator, tthe tabsence tof tit tis ta tstrong tde-motivator t(Zaraket tand tHalawi, t2017). 

Wubuli t(2019) targues tthat, tbonuses tare tsignificant tnot tonly tin tterms tof ttheir tinstrument tvalue tas ta 

tmedium tof texchange, tbut talso ta thighly ttangible tmeans tof trecognizing tan tindividual’s tworth, timproving 

tself-esteem, tand tsymbolizing tstatus tand tachievement. tTherefore, torganizations tcan tbest tutilize tbonuses tin 

tsupporting torganizational thuman tresource tstrategy t(Donata, t2011). tDoyle, t(2010) trevealed tthat tfor 

tinstance, tprosocial tbonuses tcan thave ta tcausal timpact ton temployee tsatisfaction tand tperformance, tsuch 

tthat tproviding temployees twith tmoney tto thelp tothers twould thave ta tgreater torganizational timpact tthan 

tproviding temployees twith tmoney tto tspend ton tthemselves. tBonuses tcompensation tframework tassumes ta 

tvital tpart tin tdeciding temployee’s tlevel tof temployment tsatisfaction t(Tinokla tReview, t2011). tFurthermore, 

tthe tdeveloping tneeds tof tfamilies twith thigher tstandard tof tliving thave tdriven tworkers tinto tlooking tfor 

thigher tbonus tpayment twhich tcan tensure ttheir tfuture tand tlife tsatisfaction t(Obwoyere, t2016). tChebet 

t(2015) tpostulated tthat ta tcondition tof tpassionate tdisappointment toccurs twhen temployees tobserve tthat tthey 

tare tnot trepaid twell. tThus, tthis tpassionate terror twill tdevelop tand taggregate tover tcircumstances talong tthese 

tlines twhich tmake temployees tbecome tunsatisfied tworking tfor tthe tassociation t(Obwoyere, t2016). t 

Kwasira t(2015) tcarried tout tan tonline tstudy tof t1,913 tfull-time temployees tand tasked tthe trespondents tto 

trank tin torder tof tpreference tperformance tincentives tthat tcan tresult tin temployee tsatisfaction. tThe 

tperformance tincentives tincluded tcommon textrinsic trewards tsuch tas tcash tbonuses, tgift tcards, taward 

tpoints, ttravel tawards tas twell tas tintrinsic trewards tsuch tas thaving tmore tfreedom tand tautonomy tat twork, 

tbeing table tto tchoose tinteresting tprojects tand tbeing tassigned tto tmentor tother temployees. tNot tsurprisingly, 

tcash tbonuses twere tlisted tas tthe tmost tpreferred tincentive tby tthree-out-of-four tpeople tsurveyed tthat tcan 

tlead tto temployee tsatisfaction. tBibi tet tal t(2013) tin ttheir tstudy treported tthat tfor tboth tworkers tand tthe tself-

employed, thaving thigher tbonuses thelp tto timprove tthe tprobability tof tbeing thappy twith tthe tsort tof twork. 

tAs tindicated tby tBayarçelik tand tFindikli t(2016), tthe tview tof tbeing tpaid twhat tone tis tworth tpredicts twork 

tsatisfaction. tIndividuals twho tagree tthat tthey tare tpaid tbonuses t“what tthey tare tworth” tin tthe tmarket thave 

ttendencies tto thave tmore televated tamounts tof tjob tsatisfaction tthan tthe tindividuals twho tdo tnot tagree 

t(Ramita tet tal, t2015). t tHowever, tin this tstudy tFindikli t(2016) tfound tthat tthere tis ta thuge tnegative 

trelationship tbetween tbonus tpayments tand tthe tsatisfaction tof tworkers twith tthe tactual tjob titself. 
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2.2.4 tInfluence tof tcareer tdevelopment ton temployee tsatisfaction 

Career tdevelopment tis tabout tproviding topportunities tfor temployees tto tgrow tpersonally tand tprofessionally 

t(Kumar t& tMathimaran, t2017). tIt tmeans tthat temployees tare table tto tbe tpromoted tand tgo tto thigher tlevels 

twithin ttheir torganizations. tCareer tdevelopment tis tconsidered tas tone tof tthe thuman tresource tpractices tthat 

thelp tin temployee tsatisfaction tand tretention tmanagement tissue t(Deery t& tJago, t2015). tEmployee 

tsatisfaction tcan tbe tachieved tby tmaking ta tgood tcareer tdevelopment tsystem tand tgiving tan tunderstanding 

tof thow timportant tthe tsystem tis, tand tthat tit tis tdesigned tby tthe tcompany tfor tmanagerial tand tprofessional 

temployees t(Huang tet tal, t2017). tInvesting tin tprofessional tdevelopment tof temployees tallows 

tdifferentiation tand tgaining tcompetitive tadvantage, tas tit talso tincreases tthe tlevel tof tabilities tand 

tknowledge tthe torganization tcan tuse tto tachieve torganizational tgoals t(Renaud tet tal, t2015). tAccording tto 

tLetchmiah tand tThomas t(2017), temployee tsatisfaction tcould tbe talso timproved tby tsuch tfactors tas tcareer 

tdevelopment, tgood tworking tconditions, trelationship tbetween tworker tand temployer, topportunities tfor 

ttraining tand tdevelopment, tthe tlevel tof tjob tsecurity tin temployees t(Wangechi, tKiragu t& tSang, t2018), tand 

tthe tpolicies tof tthe tmanagement tin tterms tof trecruitment tand thiring tprocess t(Fuster t& tMeier, t2010). tCareer 

tdevelopment tdirectly tinfluences temployees’ tmotivation tand twhat tis tmore timportant tis tthe timpact tit thas 

ton tthe toverall temployee tsatisfaction tand tperformance tlevel. 

Wubuli t(2019) trevealed tthat tcareer tdevelopment tis timportant tfor tboth temployers tand temployees 

tregarding tattracting, tretaining tand tmotivating temployees, tthus timproving temployee tsatisfaction. tKumar 

tand tMathimaran t(2017) tstated tthat tcareer tdevelopment tplay ta tmajor trole tin tdetermining temployee 

tsatisfaction. tLetchmiah tand tThomas t(2017) treported tthat tthere tare tpositive trelationships tbetween 

temployees twho tfeel tsecure tin ttheir tjobs tthrough tcareer tdevelopment tand ttheir tlevel tof tsatisfaction twith 

tthe tjob. tIn taddition, tevidence texists tsuggesting tthat tlower tlevels tof trewards tin tline twith tcareer 

tdevelopment tlead tto tlower tlevels tof tsatisfaction tamong temployees. tBashir t(2014) tasserted tthat tfor tthe 

tmining tsector tto tattract, tretain tand tsatisfy ttheir ttalented temployees, tthe tsector tneeds tto thave tappropriate 

tcareer tdevelopment tthat tencourages temployees tto tremain tlonger twith ttheir torganizations. tRizwan tand tAli 

t(2010) tassert tthat, torganizations tthat timplement tcareer tdevelopment tprograms tare tmore tlikely tto thave ta 

thigh tlevel tof tsatisfaction, tcommitment tand tretention tamong ttheir temployees. tIn tfact, tOgendo t(2016) tin 

this tstudy targues tthat tcareer tdevelopment topportunities tamong tother tunpopular tfactors tsuch tas tjob tcontent 

tand twork-life tbalance thave ta thigher timpact ton temployees’ tsatisfaction tand tretention tthan tperformance 

tappraisal tand tcommunication. tSimilarly, tChebet t(2015) tconfirms tthat tamong tall tfactors tstudied tto tassess 

ttheir trelationship tto temployees’ tsatisfaction t(job tsatisfaction, tcareer tdevelopment topportunities, 

torganizational tcommitment tand torganizational treputation), tcareer tdevelopment tis tthe tmost trelated tto 

temployees’ tsatisfaction tdecision. t 
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In ttheir tstudy, tRizwan tand tAli t(2010) tconducted tin tTaiwan tto texamine tthe tcareer tneeds tand talso tto tassess 

tthe tgap tbetween tthese tneeds twith tthe tprovided tcareer tdevelopment tprogram tin tone tof tresearch tand 

tdevelopment tdepartment, tresults tconcluded tthat temployees thave ta thigh tintention tto tleave tif tthe tgap 

tbetween tthese tneeds tand tthe tavailable tcareer tdevelopment tprogram tis thigh. tBased ton ttheir tresult, tcareer 

tdevelopment twas tthe tmain tcontributor tto temployees’ tjob tsatisfaction. tAnother tstudy tcarried tout tby 

tBayarçelik tand tFindikli t(2016) texamined tthe timpact tof ttraining tand tdevelopment ton temployee 

tsatisfaction tand tretention. tResults treported tthat ttraining tand tdevelopment topportunities tare tsignificantly 

tand tpositively trelated tto temployees’ tsatisfaction, tloyalty, tand tretention. tCareer tdevelopment thas tits town 

tadvantages, tone tof twhich tis tthe tfact tthat tit treduces tturnover tand tincreases temployee tmotivation t(Zaraket 

t& tHalawi, t2015). tAccording tto tDeery tand tJago t(2015), tcareer tdevelopment tis tin tthe tinterest tof tall 

tgenerations, tyet tit tis tmostly tsought tafter tby tthe tmillennials, tand tthus, tit tplays ta tmajor tfactor tin ttheir tjob 

tsatisfaction. 

An teffective tcareer tdevelopment tplan thelps tthe torganization tto tbenefit tfrom tits tinternal ttalent tby 

tcorresponding tthe texperience tand tskills tgained tby tthe temployees tand tlinking tthem tto tthe torganization’s 

tneeds, twhile talso tmotivating tand tengaging tthe temployees tto tgive tmore teffort tby tthe tcompensation tand 

tsuccession tplans tgiven tfor tthe tsake tof tcareer tdevelopment t(Huang tet tal, t2017). tMoreover, ta twell-

organized tcareer tdevelopment tplan twill tallow temployees tto tpursue timprovements tin ttheir tcareer tthat twill 

tactually tlead tto tthe temployees’ tjob tsatisfaction t(Kumar t& tMathimaran, t2017). t tBayarçelik tand tFindikli 

t(2016) telaborate tthat temployees thave tdifferent twork tneeds tat teach tstage tof ttheir tcareer tpath tand 

torganizations tshould ttake tinto tconsideration tthe tcareer tneeds tof ttheir temployees tin teach tstage tto tsatisfy 

ttheir tcareer tdevelopment tand tincrease tthe torganizational teffectiveness tand tcope twith tits tneeds tas twell. 

2.2.5 tNexus tbetween tprofit tsharing tand temployee tsatisfaction 

Profit-sharing tis ta ttype tof ta tgroup-based tpay tfor tperformance twith ta tlong thistory. tVery twell tdocumented 

tcases tof tprofit-sharing tcan tbe tfound te.g. tin tBritain tfrom t1880, tMatthews t(1989, tp. t439) teven tnoted tthat 

t“we tknow tmore tabout tthe textent tof tprofit-sharing tin t1880 tthan tin t1980”. tBroadly tdefined, tprofit-sharing 

tcan tbe tunderstood tas tany trewards tsystem, twhich tdirectly tlinks tprofits tof ta tcompany tin ta tparticular tperiod 

twith tcompensation tof temployees tin tthat tperiod t(Hoole t& tBonnema, t2015). tThe tterm t“profit trelated tpay” 

tis toften tused tas ta tsynonym tfor tprofit-sharing t(Kontoghiorghes, t2016). tAccording tto tLetchmiah tand 

tThomas t(2017) tstudy tafter tstudy tshows tthat tworkers tbelonging tto tprofit tsharing tand tgroup-based tpay 

tschemes ttend tto tidentify tmore tstrongly twith tthe tfirm tthan tthose ton tstandard tfixed-pay tcontracts, tand tthey 

ttend tto twork tharder tas ta tresult. tProfit tsharing thas tbeen tcited tas tmajor tfactors taffecting temployee 

tsatisfaction tin tmany tinstitutions. tZaraket tand tHalawi t(2015) treported tthat tprofit tsharing tis tone tof tthe tkey 
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tinstitutional tfactors taffecting temployee tsatisfaction tsince tthey tfortified ta tpleasure tor tpositive temotional 

tstate. 

The tsuccess tof tprofit tsharing tcan talso tbe texplained tas tan tapplication tof tprincipal tagent ttheory 

t(Kontoghiorghes, t2016) tsince tit tis ta tperformance-based tform tof tcompensation tthat tserves tto tbetter talign 

tthe tinterests tof temployees, tmanagers, tand tshareholders. tNevertheless, tthere tis tgeneral trecognition tthat tthe 

tprocesses tby twhich tprofit tsharing taffects temployee tsatisfaction tare tnot twell tunderstood t(Wubuli, t2019). 

tMore tbroadly, tZaraket tand tHalawi t(2015) tnoted tthat tstrategic thuman tresource tmanagement thas tbeen 

tcriticized tfor tits tlack tof ttheoretical tspecification tof tthe tmediating tprocesses tthrough twhich thuman 

tresource tpractices tmay tinfluence torganizational toutcomes. tThe tauthors targue tthat torganizational 

tcommitment tmay trepresent tan timportant tmediating tmechanism tin tthe trelationship tbetween tHR tpractices 

t(e.g., tprofit tsharing) tand temployee tsatisfaction tand tsubsequent torganizational tperformance t(Mwangi, 

t2017). tZaraket tand tHalawi t(2015) targue tthat tthe tdiversity tof tempirical tresults tassociated twith tprofit 

tsharing tmay treflect ta tfailure tto tconsider temployee tperceptions tof tprofit tsharing. tIn ta ttheoretical tcontext, 

tprofit tsharing thas timportant tadvantages tlike tattracting tand tretaining tqualified temployees t(Hoole tand 

tBonnema, t2015), timproving tindividual tand torganizational tperformance, timproving tmotivation tand tjob 

tsatisfaction tand tlinking tindividual tto torganizational tobjectives t(Ashton, t2017). 

Zaraket tand tHalawi t(2015) tindicated tthat ttwo-thirds tof tthe tU.S. tFortune t1000 tfirms thave tsome tsort tof 

tprofit tsharing tplan tand tthere tis tgood tevidence tto tsuggest tthat tfirms tthat tadopt tprofit tsharing texperience 

tlower tabsenteeism tand tquit trates. tHowever, tthe tevidence tdemonstrating tthe tability tof tprofit tsharing tto 

thave ta tpositive timpact ton temployee tsatisfaction tis tsupportive, tbut tnot tuniversal. tIn tthe tUK, tfor texample, 

tBayarçelik tand tFindikli t(2016) tfound tno tassociation tbetween tprofit tsharing tand temployee tsatisfaction 

tamong ta tlarge tsample tof testablishments, twhile tRizwan tand tAli t(2010), tbased ton tan tanalysis tof t219 

tmanufacturing tfirms, tconcluded tthat tprofit tsharing twas t“much tado tabout tnothing”. tOn tthe tother thand, 

tAshton t(2017) tfound tthat tprofit tsharing tincreased tproductivity tby tan taverage tof t7.4 tpercent tand t9.1 

tpercent trespectively tand temployee tsatisfaction. tInvariably, tstudies tconducted tamong tmining tfirms tin 

tGhana thave tcited tprofit-sharing tas ta tfactor taffecting tjob tsatisfaction tof temployees. tDeery tand tJago 

t(2015) tfound tthat torganizational tcommitment tcharacterized tby tadequate tcompensation tsuch tas tprofit-

sharing, trecognition tand tpromotion taffected temployee tsatisfaction tamong temployees tin tthe tmining tsector 

tin tAustralia. t 

Ashton t(2017) targues tthat tthe tmotive tcentered ton tusing tprofit tsharing tis tto tincrease ttotal temployee 

tearnings, twith tthe tobjective tof tattracting tand tretaining thigh tquality thuman tcapital. tIn tthis tcase, temployers 

tmay tregard tprofit tsharing tas ta tless trisky tway tto tmove tto tefficiency twages t(above-market twages) tthan tby 

tincreasing tfixed twages tand tbenefits t(Mwangi, t2017). tEfficiency twages tmay tnot tonly tattract tand tretain 



12 
 

thigher tquality tlabor tbut tmight talso tenhance tworker teffort tsince tworkers tmay tbe tmore tmotivated tto tkeep 

ta tjob tthat tpays tabove-market twages t(Kumar t& tMathimaran, t2017). tThis thuman tcapital targument tfits tinto 

tthe tbroader, thigh-road tapproach tto temployee trelations tin twhich tfirms tpay thigh twages tand tbenefits, tinvest 

theavily tin tworker ttraining tand tdevelopment, tcreate tbroad tand tmeaningful tjobs, tand tallow ta thigh tdegree 

tof tworker tparticipation tin tdecision tmaking t(Hoole t& tBonnema, t2015). t 

2.2.6 tEffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction 

Recognition tis tthe tdemonstration tof tappreciation tfor ta tlevel tof tperformance, tan tachievement tor ta 

tcontribution tto tan tobjective t(Rizwan t& tAli, t2010). tIt tcan tbe tconfidential tor tpublic, tcausal tor tformal 

t(Kumar t& tMathimaran, t2017). tIn taddition tto treward, temployees talso tneed trecognition. tIndividuals tlike 

tto tshare ttheir tachievements twith tothers tand thave tit trecognized tand tcelebrated. tWhen tthis tneed tis 

tsatisfied, tit tworks tas tan texcellent tmotivator t(Hoole t& tBonnema, t2015). tAs talluded tby tAshton t(2017), 

trecognition talso trefers tto tthe tidentifications tof ta tjob twell tdone thence trepresenting ta tnon-financial tmeans 

tof tappreciation. tOrganizations tin ttoday’s tenvironment tseek tto tdetermine tthe treasonable tbalance tbetween 

temployee tcommitment tand tperformance tof tthe torganization t(Kumar t& tMathimaran, t2017). tThe 

temployee trecognition tprograms tserve tas tthe tmost tcontingent tfactor tin tkeeping temployees’ tself-esteem 

thigh tand tpassionate t(Hoole t& tBonnema, t2015). tEmployees ttake trecognition tas ttheir tfeelings tof tvalue tand 

tappreciation tand tas ta tresult tit tboosts tup tmorale tof tthe temployee twhich tultimately tincreases tproductivity 

tof torganizations t(Mwangi, t2017). tHuang tet tal, t(2017) tposit tthat tthe tstate tof tsatisfaction tand thappiness tis 

tachieved tby tthe temployees tonly twhen tthey tmaximally tput ttheir tabilities tin tperforming tthe tactivities tand 

tfunctions tat twork. t 

Rizwan tand tAli t(2010) targued tthat trewards tand trecognition tprograms tkeep thigh tspirits tamong temployees, 

tboosts tup ttheir tmorale tand tcreate ta tlinkage tbetween tperformance tand tmotivation tof tthe temployees. tThe 

tbasic tpurpose tof trecognition tand treward tprogram tis tto tdefine ta tsystem tto tpay tand tcommunicate tit tto tthe 

temployees tso tthat tthey tcan tlink ttheir treward tto ttheir tperformance twhich tultimately tleads tto temployee’s 

tjob tsatisfaction. tBashir t(2014) targued tthat twhen twe trecognize tand tacknowledge tthe temployees tin tterms 

tof ttheir tidentification, ttheir tworking tcapacity tand tperformance tis tvery thigh. tRecognition ttoday tis tthe 

thighest tneed taccording tto tmost tof tthe texperts twhereas ta treward twhich tincludes tall tthe tmonetary tand 

tcompensative tbenefits tcannot tbe tthe tsole tmotivator tfor temployees’ tmotivation tprogram t(Hoole t& 

tBonnema, t2015). tEmployees tare tmotivated tfully twhen ttheir tneeds tare tmet. tThe tlevel tof tmotivation tof 

temployees tincreases twhen temployees tget tan tunexpected tincrease tin trecognition, tpraise tand tpay 

t(Mwangi, t2017). tIn ttoday’s tdynamic tenvironment tthe thighly tmotivated temployees tserve tas ta tsynergy tfor 

taccomplishment tof tcompany’s tgoals, tbusiness tplans, thigh tefficiency, tgrowth tand tperformance t(Hoole t& 

tBonnema, t2015). 
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According tto tKwasira t(2015), tfair tchances tof tpromotion taccording tto temployee’s tability tand tskills tmake 

temployee tmore tloyal tto ttheir twork tand tbecome ta tsource tof tpertinent tworkability tfor tthe temployee. tDeery 

tand tJago t(2015) tare tof tthe tview tthat twhen temployees texperience tsuccess tin tmentally tchallenging 

toccupations twhich tallows tthem tto texercise ttheir tskills tand tabilities, tthey texperience tgreater tlevels tof tjob 

tsatisfaction. tAshton t(2017) tasserts tthat trecognition tand temployee tparticipation tcreate tthe topportunity tfor 

tpersonal tgrowth, tincreased tlevels tof tresponsibility tand tan tincrease tin tsocial tstanding. tSimilarly, tthe 

trecognition twhich tis ta tcentral tpoint ttowards temployee tmotivation tadores tan temployee tthrough 

tappreciation tleading tto temployee tsatisfaction t(Hoole t& tBonnema, t2015). tDeery tand tJago t(2015) 

trevealed tthat temployees tof tthe tlowest tlevel tare trarely tmotivated tby tpayments tand tbenefits, tas tmoney 

tseldom thas ta tdirect tand timmediate teffect ton tperformance, tunless tit tis tawarded tas tan tincentive, tbut tit 

tseems tlike temployees tare tmostly tmotivated tby tthe tintangible tbenefits tof trecognition, trespect tand tsupport. 

tAccording tto tAshton t(2017), tmotivating tlow-level temployees tcan tbe taided tby tthe tway tthey tare ttreated tas 

tpersons. tIt tis timportant tthat tthey trealize thow timportant ttheir trole tis tin tthe toperation tas ta twhole, tand tfor 

tthe tsupervisor tto tgain ttheir trespect t(Hoole t& tBonnema, t2015). 

Deery tand tJago t(2015) targued tthat tthe tfactor tin tFortune tbest tcompanies twhich tdiscriminates tcompanies 

tfrom tthe tothers tis trecognition tthat tis tthe tmost timportant tfactor tof ttheir treward tsystem. tAshton t(2017) t 

tstated tthat tthe tconditional trecognition tis tthat ttype tof trecognition twhich tone thas tto tearn tby this town tefforts 

tand twhich tis tgained tby tsome tsense tof tachievement tof tan taction tor tresult t(Mwangi, t2017). tEmployees tare 

tdefinitely tcloser tto ttheir torganization tas ttheir tjob tcan tbecome tthe tmajor tsatisfaction tin ttheir tlife tafter 

thaving ta tproper trewards tand trecognition tat ttheir tjob t(Hoole tand tBonnema, t2015). t 

2.2 tTheoretical tFramework 

A tnumber tof ttheories thave tbeen tput tto texplain tdrivers tof tworker tmotivation. tThese ttheories temphasize 

twhat tmotivates tworkers tto tbehave tin ta tcertain tway tor twhat tcauses tthem tto tbehave tin tcertain tways. tThe 

ttheories tbring tto tthe tfore tstates, tfeelings tor tattitudes tassociated twith tmotivated tworkers, tand thelp 

trepresent tphysiological tor tpsychological tdeficiencies tthat tan tindividual tseeks tto teliminate. tThey tgive 

tinsights tinto temployee’s tneeds, thelping tmanagers tto tappreciate twhat tdrives tand tsustains ttheir tbehavior, 

tand twhat tthey twill tand twill tnot tvalue tas twork trewards. tKey tcontributions tcome tfrom tMaslow’s 

tHierarchy tof tNeeds, tAlderfer’s tERG tTheory, tDouglas tHall’s tage tTheory, tHerzberg’s tTheory, tand 

tVroom’s tExpectancy tTheory tamong tothers. 

The tstudy twas tinformed tby tVroom’s tEquity ttheory. tAccording tto tVroom tindividuals tmake tchoices tbased 

ton ttheir tperceived texpectation ton ta treward tto tfollow. tThis ttherefore tmeans tthat temployees tare tmotivated 

tto tact tin ta tspecific tway tif tthey tbelieve tthat tthey ta tcertain tdesired toutcome twill tbe tobtained. tIn tthe tequity 

ttheory tof tmotivation, temployee’s tmotivation tdepends ton ttheir tperception tof thow tfair tis tthe tcompensation 
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tand ttreatment tfor ttheir twork tinput t(Wangechi, tKiragu t& tSang, t2018). tEquity ttheory tstates tthat tthe 

temployees tperceive twhat tthey tget tfrom ta tjob tsituation t(outcomes) tabout twhat tthey tput tinto tit t( tinputs) 

tand tthen tcompare ttheir tinputs- toutcomes tratio twith tthe tinputs- toutcomes tratios tof tothers t(Sikoro tet tal, 

t2016). tAccording tto tOgendo t(2016) tequity ttheory tconcerns tthe tperception tof t(cognitive tprocess) thow 

tthey tare tbeing ttreated. tIt tis tbased ton tthe tassessment tprocess tworkers tuse tto tevaluate tthe tfairness tof tjustice 

tof torganizational toutcomes tand tadjustments tprocess tused tto tmaintain tperception tof tfairness t(Obwoyere, 

t2016). tIn torganisations tthis tmeans tthat tindividuals twill tchoose tto tperform tat ta tlevel twhich tresults tin tthe 

tgreatest tbenefit tto tthem. tEmployee twill tthus twork thard tif tthere tis ta tperceived tbenefit, twhich twill tlead tto 

ta tdesirable tbenefit tsuch tas tsalary tincrease, tpromotion tor trecognition. tIt tis ttherefore timportant tto ttie 

tperformance tto trewards. 

Chebet t(2015) treveals tthat tthe tVroom’s ttheory tfocuses ton tthe tfair tdistribution tof toutcomes tacross 

temployees tin torder tto tencourage thigh tlevel tof tjob tsatisfaction. tIt tis tknown tas tdistributive tjustice. 

tProcedural tdecisions tpertain tto thow tthe tlevels tof tperformance tare tevaluated, thow tdisputes tare thandled 

tand thow toutcomes tsuch tas tpay trises tare tdistributed tacross temployee tleading tto temployee tsatisfaction. 

tThe ttheory tis tbased ton tthe tfollowing ttwo tassumptions tabout thuman tbehavior tthat tis t(a) tIndividuals tmake 

tcontributions t(inputs) tfor twhich tthey texpect tcertain toutcomes t(rewards). tInputs tinclude tsuch tthings tas tthe 

tperson’s tpast ttraining tand texperience, tspecial tknowledge, tpersonal tcharacteristics, tetc. tOutcomes tinclude 

tpay, trecognition, tpromotion, tprestige, tfringe tbenefits, tetc tand t(b) tindividuals tdecide twhether tor tnot ta 

tparticular texchange tis tsatisfactory, tby tcomparing ttheir tinputs tand toutcomes tto tthose tof tothers, tin tthe tform 

tof ta tratio. tEquity texists twhen tan tindividual tconcludes tthat this/her town toutcome/input tratio tis tequal tto 

tthat tof tother tpeople t(Mwangi, t2017). tIt tis tfrom tthe taforementioned tbasis tthat tthe ttheory tis tappropriate tin 

tinforming tthe tcurrent tstudy ton tthe tinfluence tof treward tsystems ton temployee tsatisfaction tat tFreda 

tRebecca tGold tMine. t 

2.3 tConceptual tFramework 

 tThe tstudy tadopted tthe tconceptual tframework tindicated ton t2.1 tbelow. tA tconceptual tframework trefers tto 

ta tdiagrammatic trepresentation tof tthe ttheorized tinterrelationships tof tthe tvariables tof ta tstudy. tThe 

tconceptualization tof tvariables tin tacademic tstudy tis timportant tbecause tit tforms tthe tbasis tfor ttesting 

thypothesis tand tcoming tup twith tgeneralizations tin tthe tfindings tof tthe tstudy. tIn tthis tstudy, tsome tof tthe 

tindependent tvariables tthat twere tidentified tinclude: tbonuses, tcareer tdevelopment, tprofit tsharing tand 

temployee trecognition. tThe tdependent tvariable tis temployee tsatisfaction. 

Independent tVariables t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t t tDependent tVariable 
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Figure t2. t1 tConceptual tFramework 

2.4 tEmpirical treview 

A tnumber tof tstudies thave tbeen tconducted ton treward tmanagement tand temployee tsatisfaction. tBelow tare 

tsome tof tthe tstudies tconducted tto tdate. t 

Nick t(2010) tstudied tthe trelationship tbetween tbonuses tand temployee tsatisfaction. tThe tstudy tfocused ton 

thow tdifferent tbonus tpay tfactors tinfluence tthe tperceived temployee trewards tsatisfaction tand tmotivation 

tand thow tthese ttwo tperceptions trelate. t tThe tstudy tfound ta tpositive trelation tbetween temployee tsatisfaction 

tand tbonuses tpay tfactors. tFurthermore, temployee treward tsatisfaction tand tmotivation twere tstrongly trelated 

tto tthe tmanner tof tbonus tpayment. tIn taddition, ta tstudy tby tMwangi t(2017) texamined tthe timpact tof 

tperformance trelated tpay ton temployees tusing ta tcase tstudy tof tthe tperformance tincentive tbonus tscheme tat 

tthe tMotor tVehicle tAccident tFund t(MVA) tin tNamibia. tOne tof tthe tobjectives twas tto tsurvey tthe timpact tof 

tthe tMVA tFund tPerformance tsatisfaction. tThe tresult tof tthe tstudy trevealed tthat tthe teffect tof tperformance-

related tpay ton temployee tperformance tis tvery thigh tand tthe tsatisfaction teffect tof tmerit tpay tis toften 

tsupported tby tPerformance tIncentive tbonus tScheme. tAnother tstudy tby tRizwan tand tAli t(2010) 

tinvestigated tthe trole tof temployee tbonus ton temployee’s tperformance tat ta tGold tMine tin tAccra tGhana. tThe 

tstudy tconfirmed tthat tlack tof tbonus, twork-life tbalance, tlack tof trewards tand trecognition, tand tsalary tand 

tremuneration twere tmore tcommon treasons tfor tdeparture tamong tmost temployees. 

Dehkordi t(2018) tcarried ta tstudy ton tthe timpact tof ta treward tsystem ton tjob tsatisfaction: ta tmoderation teffect 

tof tage tand ttenure. tThe tstudy tsought tto texplore tthe trelationship tand timpact tof tcompany trewards tand tjob 

tsatisfaction twith tthe tmoderating teffect tof tage tdifference tand ttenure. tIt talso texamined twhich ttypes tof 

trewards, tfinancial tor tnon-financial trewards taffect tmost ton temployees’ tjob tsatisfaction. tDirect, tindirect 

tfinancial treward tand textrinsic tand tintrinsic tnon-financial trewards tare tthe tdimensions twhich twere tstudied. 

Career tdevelopment 

 

Profit tsharing 

 

Employee 

trecognition tand 

participation 
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tThe tstudy temployed tquantitative tresearch tand tdata twas tgathered tfrom t200 trespondents tthrough tthe tuse 

tof tquestionnaires. tFindings trevealed tthat tfinancial trewards tare tsignificantly tand tpositively trelated tto tjob 

tperformance. tIt talso testablished tthat tdirect tfinancial trewards thave ta tstronger timpact ton temployees’ tjob 

tsatisfaction tthan tindirect tfinancial trewards. tThis timplies tthat temployees tare tbetter tsatisfied tby tfinancial 

trewards tthan tnon-financial trewards. t 

Akafo tand tBoateng t(2015) talso tconducted ta tstudy ton tthe timpact tof treward tand trecognition ton tjob 

tsatisfaction tand tmotivation tin tGhana. tThe tobjective tof tthe tstudy twas tto texamine tthe timpact tof treward 

tand trecognition ton tjob tsatisfaction tand tmotivation. tThe tstudy talso tsought tto tassess tthe trelationship 

tbetween treward tand twork tmotivation tand tjob tsatisfaction; tto tidentify tacademic tstaff tand tadministrators’’ 

tperceptions tabout treward tand trecognition tand tto texplain tchallenges tof treward timplementation tin tprivate 

ttertiary tinstitutions. tThe tstudy temployed tdescriptive tsurvey tdesign tto tgather tdata tfrom t157 tacademic 

tstaff, tfrom ta ttotal tof tseven tprivate ttertiary tinstitutions twhich twere tselected tthrough tstratified tsampling. 

tThe tstudy testablished tthat trewards thave ta tpositive timpact ton twork tmotivation tbut tno tsignificant 

trelationship texisted tbetween trewards tand tjob tsatisfaction. t 

Wangechi, tKiragu tand tSang, t(2018) tcarried ta tstudy ton tthe trole tof treward tsystem ton tjob tsatisfaction tof 

temployees tin tthe tcounty tgovernment tof tNyeri, tKenya. tThe tstudy twas tconducted tusing tdescriptive tdesign, 

twith tthe tuse tof tsystematic tsampling tto tconstitute tthe tsample. t tSelf-administerd tquestionnaires twere tused 

tto tgather tdata. tThe tresearch testablished tthat tthere tis ta tpositive tand tstatistically tsignificant trelationship 

tbetween treward tsystem tand temployee tsatisfaction. tThe tstudy trecommended tthat tCounty tGovernment 

tshould treview tstaff trewards tthrough tcomparison twith ttheir tcounterparts tin tthe tprivate tsector. tThe tstudy 

talso trecommended tthat tnon-monetary trewards tshould tbe tadopted tadequately tin tthe treward tsystems tof tthe 

tcounty tgovernments, tincluding trecognition tand tplacement tfor ttraining tand tpersonal tdevelopment 

tinitiatives. t tThese ttogether twith tpromotions tshould tbe tdone tin ta tcompetitive tway tthat tentrench 

tmeritocracy tand teliminate tthe tfavouritsm tcurrently tcharacterizing tsuch tactivities. 

2.5 tResearch tGap 

Due tto tthe trising tcompetition tand tdemand tfor tskilled tlabour tforce, tensuring tyour temployees tare tsatisfied 

tremains tcritical. t tPractitioners tdo tagree tthat tcompanies tneed tto tensure tthat tits temployees tare tkept 

tsatisfied, twith trewards tas tone tof tthe tmeans tto tsatisfy temployees. tOver tthe tpast tdecades ta tnumber tof 

tstudies thave tbeen tdone ton treward tmanagement tand temployee tsatisfaction, twith ta tfew tdone tin tZimbabwe 

tand tthe tmining tsector tto tbe tspecific. tFurthermore, tmost tof tthe tstudies tdone tto tdate thave tmostly tfocused 

ton tother tareas, twith ta tfew tfocusing ton tthe tmining tsector. tFurther tresearch tis ttherefore tnecessary ton tthe 

timpact tof treward tmanagement ton temployee tsatisfaction tin tthe tmining tsector, twith tspecific tfocus ton 

tFreda tRebecca tGold tMine. tThe tcurrent tstudy taims tto tassess tthe timpact tof treward tmanagement ton 
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temployee tsatisfaction tat tFreda tRebecca tGold tMine tagainst ta tbackground tof ta thigh tturnover trate tdue tto 

tdissatisfied tworkers. tFurthermore, tthe tstudy tis tbeing tdone tin tZimbabwe twhere tconditions tmay tbe 

tdifferent tfrom tthose tin tother tcountries twhere tresearch thas tbeen tdone. 

2.6 tChapter tSummary 

This tchapter tcovered tliterature treview, tintroduction tof tthe ttopic, tconceptual tand ttheoretical tframework, 

tglobal tand tregional tissues tconcerning tthe ton tthe timpact tof treward tsystems ton temployee tsatisfaction. tThe 

tnext tchapter twill tcover tresearch tdesign tand tresearch tmethodology. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER tTHREE 

RESEARCH tMETHODOLOGY 

3.0 tIntroduction 

The tchapter tcovered tthe tresearch tmethodology tused tby tthe tresearcher tand tinvolved tthe tresearch tdesign, 

tthe tresearch tpopulation tand tsample tsize, tthe tsampling tprocedures tand tthe tresearch tinstruments tthat twas 
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tused tto tcollect tthe tdata. tIt talso texamined tthe tvalidity tand treliability tof tthe tresearch tinstruments. tA 

tresearch tmethod tis ta tlogical tdesign tfor tconducting tresearch. tCreswell t(2009) tdefined tresearch 

tmethodology tas tthe toverall tresearch tplan tthat tsummaries tthe ttechnique tin twhich tthe tresearch tto tbe 

tconducted tand, tamong tother tthings, testablishes tthe tapproaches tto tbe tused tin tit. tThe tstudy tused 

tquantitative tresearch tmethodology. 

3.1 tResearch tphilosophy 

There tare tdifferent tresearch tphilosophies tthat tshould tbe tacknowledged twithin tmethodology. tBazeley 

t(2015) tmentions ttwo tmain tphilosophies, tbeing tpositivism tand tinterpretivism. tThe tphilosophy tthat twas 

tapplied tin tthis tresearch tis tpositivism. tWithin tpositivism tone twould twork twith tan tobservable tsocial treality 

tand tsome tof tthe tgeneralizations tthat twill tbe tmade tare tconsidered t‘law-like’. tFurthermore, tanother 

telement twithin tpositivism tis tthat tthe tresearch tshould tbe tconducted tin ta tvalue-free tway, tmeaning tthat tit 

tshould tbe tobjective. tAdditionally, tCreswell tand tCreswell t(2017) texplain tthat tpositivism thas tthe tmain 

tfocus ton tcasual trelationships tand tproviding texplanations, tthrough tdiscovering tpatterns. tThe tpositivism 

tphilosophy twas talso tused tfor tits tability tto texamine tthe tnexus tbetween treward tsystems tand temployee 

tsatisfaction tat tFreda tRebecca tGold tMine. tCreswell tand tCreswell t(2018) treveal tthat twhile tpositivism 

tsupports tthe tphilosophy tof tobjectivity ttowards tvalidation tand tfalsification, tthis tposition tdoes tnot tconsider 

tthe tpoint tthat tmany thuman tjudgments tare tcreated tduring tthe tconducting tof tthe tresearch, tand tthat 

tresearchers tconstitutes ta tpart tof ta tsocial tperspective tpredisposed tto tsubjectivism, tfor texample tin 

tdetermining twhat tto tresearch, tcreating tresearch ttools tand tinterpreting tthe toutcomes. tThe tpositivism 

tapproach twas tadopted tto timprove tprecision tthrough tquantitative, treliable tmeasurement tand tcontrol tof 

tdata. tIn taddition, tit tallowed tthe tresearcher tto tgeneralize tfindings tto tthe tpopulation tbased ton tthe tresults tof 

ta trepresentative tsample tof tthe tpopulation. t 

3.2 tResearch tdesign 

A tresearch tdesign tis ta tframework tof tresearch tmethods tand ttechniques tchosen tby ta tresearcher tin 

tundertaking ta tresearch tstudy t(Dudovskiy, t2018). tTo tbuttress, tMcKim t(2015) tsubmits tthat tresearch tdesign 

tis tthe tall-inclusive tstrategy twhich tone tadopts tto tput ttogether tthe tdifferent tcomponents tof ta tresearch, tin ta 

tlogical tand tsequential tmanner tyet tensuring tthe tproblem tat thand tis taddressed. tAccording tto tCreswell tand 

tPoth t(2018) ta tresearch tdesign tis tthe tarrangement tof tconditions tfor tcollection tand tanalysis tof tdata tin ta 

tmanner tthat taims tto tcombine trelevance tto tthe tresearch tpurpose twith teconomy tin tprocedure. 

Research tdesigns tfollow ttwo tclassifications. tThese tare tsurveys, tarchival tanalysis tand tcase tstudies ton tone 

thand tor texploratory, tdescriptive tor texplanatory ton tthe tother thand. tWhich tdesign tto tselect tis tlargely ta 

tfunction tof tthe tproblem tunder tstudy t(Koch tet tal., t2014). tIt tshould tbe tnoted tthat ta tstudy tcan temploy tmore 
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tthan tone tdesigns. tThe tresearch tused ta tcase tstudy twith tspecific tfocus ton texplanatory tresearch. t 

tExplanatory tresearch twas tused tto tanswer twhy tquestions tand tthis tfeature tleads tto tinvolve tcausal 

texplanations. tExplanatory tresearch tlooks tfor tcauses tand treasons tand tprovides tevidence tto tsupport tor 

trefute tan texplanation tor tprediction. tIt tis tconducted tto tdiscover tand treport tsome trelationships tamong 

tdifferent taspects tof tthe tphenomenon tunder tstudy t(Hancock t& tAlgozzine, t2016). tExplanatory tor tcausal 

tresearch tdesign tthus tallowed tthe tresearcher tto texamine timpact tof treward tsystems ton temployee 

tsatisfaction tat tFreda tRebecca tGold tMine. t 

3.3 tTarget tpopulation 

According tto tSaunders, tLewis tand tThornhill t(2019) ta tpopulation tcomprises tof tspecified taggregations tof 

tstudy tobjects tfrom twhich tthe tresearcher texpects tand twants tto tcollect tdata tfrom. tSchafer t(2017) tdefines ta 

tpopulation tas tthe tset tof tall tobjects tthat tpossess tsome tcommon tset tof tcharacteristics twith trespect tto tsome 

tresearch tproblem. tIn tthis tstudy tthe tresearcher tfocused ton tall tworkers tat tFreda tRebecca tGold tMine tform 

tEngineering tdepartment t(200), tSHE t(20), tPlant tProcessing t(200), tMining tSection t(200) tand 

tAdministration t(50). 

3.4 tSample tsize 

According tto tYin t(2017), ta tsample tis ta tlimited tnumber ttaken tfrom ta tlarger tpopulation. tSample tsize 

treferred tto tthe tnumber tof tunits tin ta tsample tselected tfrom tthe ttotal tpopulation t(Duran, t2016). tThe tstudy 

tcomprised ta tsample tof t57 trespondents t(10% tof tthe tpopulation tfrom tall temployees tat tFreda tRebeca 

tMine). tA tsample tsize tof t10% tof tthe ttarget tpopulation tis tconsidered tlarge tenough tto tbe ta ttrue 

trepresentative t(Mugenda tand tMugenda, t2009). 

Table t3. t1 tSample tmatrix 

Category t Target tpopulation Sample tsize t(10% tof tthe 

tpopulation) 

Engineering  department 200 20 

SHE t 20 2 

Plant Processing t 200 20 

Administration 50 5 

Mining  Section 100 10 

Total t 570 57 
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3.5 tSampling tprocedure 

The tstudy tused tstratified tand tsimple trandom tsampling. tStratified tsampling twas tapplied twhere 

trespondents tin tthe tidentified tpopulation twere tsubdivided tinto tstrata tas taccording tto ttheir tdepartments. tIn 

tthis tprocedure, tthe tinvestigator tcongregated tthe tsample tframe tin tto thomogeneous tassemblage toften tcalled 

tstrata tbefore tselecting tthe telements tfor tinclusion tinto tthe tsample ttaking teach tdepartment tas tcriteria tto 

tcreate tstrata. tSimple trandom tsampling twas tused tto tselect tthe trespondents tfrom teach tstratum. tRandom 

tselection tof tthe tsample tenables tthe tresearcher tto tgeneralize tresults tfrom ta tsample tto ta tlarger tpopulation. 

tThe tuse tof tsimple trandom tsampling timplies tthat tevery tmember tunder tthe tstudy twill thave tan tequal tchance 

tof tbeing tselected t(Gorrard, t2016). 

3.6 tResearch tinstruments 

The tquality tof tdata tthat ta tresearch tgathers tis ta tfunction tof tthe tresearch tinstruments tit tuses tfor tthe tdata 

tcollection. tAs tsuch, tresearcher tshould tbe tparticular ton tthe tresearch tinstruments tthey tuse tto tgather tdata. 

tThe tresearcher tused tfive tpoint tLikert tscale tquestionnaires tto tcollect tprimary tdata. tAccording tto tGorrad 

t(2016) ta tquestionnaire tis ta tdata tcollection tinstrument twhich trespondents tanswer ta tset tof tquestions twhich 

tare tin ta tpredetermined tsequence. tQuestionnaires tenabled tthe tresearcher ta twider treach tin ta tshort tspace tof 

ttime. tIt twas talso tcheaper tfor tthe tresearcher tto tdata tgather tusing tthis tit, twhich tis tone tof tits tkey tadvantages. 

tThe tclosed tquestions twere tdesigned tto tkeep tthe tquestionnaire tto ta treasonable tlength tand tthis tencourages 

tresponse tand tvalidity tin tterms tof tthe trepresentativeness tof tthe treturns. 

3.7 tData tcollection tProcedure 

Data tsources tused tare talso ta tcritical tconsideration tas tthey thave ta tbearing ton tthe tcredibility tand tvalidity tof 

tthe tresearch tfindings t(Koch tet tal, t2014; tArmstrong t& tOverton, t2017; tBickman t& tRog, t2018). tPrimary 

tdata twas tobtained tby tadministering tstructured tquestionnaires tto tthe tsampled trespondents. tStructured 

tquestionnaires twere tdistributed telectronically tto tthe tresearch tparticipants tand twere tcollected tafter tfive 

tdays tto tallow tparticipants tample ttime tto tfill tin tthe tquestionnaire. tPrimary tdata tgave tthe tresearcher 

tanswers tto tspecific tquestions. tPrimary tdata talso toffered tthe tresearcher tdata twhich twas taccurate tand 

trelevant tto taddress tthe tproblem tat thand. 

The tresearcher talso treviewed ta tcouple tof tsecondary tdata tsources tto thave tan tappreciation tof tliterature 

taround tthe tsubject tmatter. tDesk tresearch tassisted tthe tresearcher tto tappreciate ttrends tin treward 

tmanagement tand temployee tsatisfaction. tThe tinformation twas tvery tuseful tin tthe tcrafting tof tobjectives tas 

twell tas tpart tof tthe tliterature treview. tThe tresearcher tensured tthat tthe tinformation twas trelevant tand trecent 

tfor tit tto tcontribute tmeaningful tto tthe tstudy. tSecondary tdata thad tadvantages twhich twere tof timportance tto 
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tthe tresearcher tand tthese tinclude tcheaper tto tget tdata, tinformation tis treadily tavailable tmaking tit tfaster tto 

tgather tthe tnecessary tdata. t 

3.8 tPilot tstudy 

The tresearch tquestionnaires twere tpiloted ton t7 temployees. tPilot ttesting t(pre ttesting) trefers tto tthe ttesting 

tof tthe tresearch tinstrument ton ta tsmall tportion tof tthe trespondents twith ta tview tof tidentifying tand tcorrecting 

tthe tflaws tand tlimitations tin tthe tquestionnaire t(Coghlan t& tBrannick, t2005). tAccording tto tGliem tand 

tGliem t(2013), tit tis tdifficult tto tgive tthe texact tnumber tfor tthe tpilot tgroup, tbut tas ta trule tof tthumb, tit tis 

trecommended tthat tresearchers tpilot t5-10% tof tthe tfinal tsample. tAccording tto tBryman tand tBell t(2015), 

tconducting ta tpilot tstudy tmight tgive tadvance twarning tabout tpossible tareas twhere tthe tresearch tproject 

tcould tfail, twhere tthe tresearch tprotocols tmay tnot tbe tfollowed, tor twhether tproposed tmethods tor 

tinstruments tare tappropriate tor ttoo tcomplicated. tBased ton tthe tpilot tstudy, tthe tquestionnaires twere trefined 

tby tremoving tany tquestions tthat tprovided tunwanted tor tirrelevant tinformation. 

3.9 tValidity tand treliability tof tthe tResearch tinstruments 

Bell t(2005) tstates tthat tvalidity tis tthe tquality tcriterion treferring tto tthe tdegree tto twhich tinferences tmade tin 

ta tstudy tare taccurate tand twell tfounded tin tmeasurement, tthe tdegree tto twhich tan tinstrument tmeasures twhat 

tit tis tintended tto tmeasure. tThis tstudy tused tcontent tvalidity, twhich tis tthe ttype tof tvalidity tthat tshows tthe 

textent tto twhich telements tof tresearch tquestions tand tobjectives tare trepresented tin tthe tstudy t(Mugenda t& 

tMugenda, t2009). tThe tresearcher trequested tthe texperts tin tthe tfield tof tresearch tto tevaluate tthe trelevance 

tof titems tcontained tin tthese tinstruments tin tderiving tthe tinformation tsought tby tthe tstudy. tTheir tinput, 

tsuggestions tand tclarifications twere tincorporated tto timprove tthe tinstruments. tThe tinstruments twere 

tpiloted twith t7 temployees. tAdjustments twere tmade tto tassess tthe tquestionnaires tin trelation tto tthe 

tobjectives tof tthe tstudy. 

Reliability trefers tto tthe textent tto twhich tan tinstrument twould tbe tconsistent tin tmeasuring twhat tthey tare 

texpected tto tmeasure t(Mugenda t& tMugenda, t2009). tRandom terrors tarise tfrom tunclear tinstructions tto tthe 

trespondents tand tambiguous tquestions. tThe tresearcher tminimized trandom terrors tby tcross tchecking tthe 

tquestionnaires tduring tpiloting. tThis tstudy tused ttest-re-test ttechnique tto tascertain treliability tof tresearch 

tinstruments. tIn tthis tstudy treliability tof tthe tquestionnaire twas talso texamined tthrough tCrocbachs’ tAlpha 

tvalue tgenerated tSTATA t(version14). 

3.10 tData tPresentation tand tAnalysis 

The tresearcher texamined tthe tcompleteness tof tquestionnaires tand tperformed tediting, tcoding tand tcleaning 

tof tthe tdata. tData tcollected twas tanalyzed tusing tSTATA t(version14) tand tMicrosoft tExcel tfor tgeneration tof 

treports. tFor tdescriptive tanalysis, tthe tmean, tmode, tvariance tand tstandard tdeviation twas tused tto tdetermine 
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tthe trespondents’ tagreement tor totherwise twith tstatements tunder teach tvariable. tInferential tstatistics 

temployed tmultiple tregressions tto tstudy tthe trelationship tbetween tindependent t(reward tsystems) tand 

tdependent tvariable t(employee tsatisfactions). 

 

Data twas tpresented tusing ttables, tpie tcharts tand tbar tgraphs tthat twere tgenerated tby tmaking tuse tof tSTATA. 

tThe tchoice tof ttables tas tdata tpresentation ttools twas tbased tfrom ttheir tability tto tclearly tclassify tdifferent 

tdata. tGay t(2011) tasserts tthat tdescriptive tsurvey tdata tis tcommonly trepresented tthrough tuse tof tfrequency 

tpolygons tgraphs, tpie tcharts tand tfrequency ttables. 

3.11 tOperationalisation tof tstudy tvariables 

The tstudy tinvolved tindependent t(reward tsystem) tand tdependent tvariables t(employee tsatisfaction tat tFreda 

tRebecca tGold tMine). tThe tindependent tvariable twas tsub-divided tinto tfour tindependent tvariables tnamely; 

tbonuses, tcareer tdevelopment, tprofit tsharing tand temployee trecognition t.These tvariables twere 

toperationalized tas tshown ton tthe tequation tbelow. tThe tstudy talso tused ta tmultiple tcorrelation tcoefficient tR 

tto ttest tthe tstrength tof tthe trelationship tbetween tthe tresearch tvariables. tR2 twas tused tto ttest tthe tstrength tof 

tthe tModel. tBesides, tthe tANOVA tmodel twas tused, tat ta tsuitable tlevel tof tconfidence, tto ttest tthe tmodel’s 

tsignificance tin testablishing tthe trelationship tindependent tand tdependent tvariables. 

The tmultiple tregression tmodel tfor tthe tstudy tas tshown: 

EMS= t 0 1 tBNS  tCDV 3 tPRS t+β4 tERT t+ t  

Where; tEMS t= tEmployee tSatisfaction 

BNS t= tBonuses 

CDV= tCareer tDevelopment 

PRS= tProfit tSharing 

ERT t= tEmployee tRecognition 

Standard terrors 

3.12 tEthical tconsiderations 

According tto tBazeley t(2015) tethical tconsiderations tare tcritical tfor tany tresearch tto tbe ta tsucess. tCreswell 

tand tPoth t(2018), taffirm tthat tmost tethical tissues tin tresearch tfall tinto tfour tcategories: tprotection tfrom 

tharm, tinformed tconsent, tright tto tprivacy tand thonesty twith tprofessional tcolleagues. tIn tthis tstudy, tethical 

tguidelines tfor tconducting tthe tresearch twere tembraced tto tensure tthat tethical tvalues tare tnot tviolated. 

tPermission tto tcarry tout tthe tstudy twas tsought tfrom tFreda tRebecca tGold tMine tand tfrom tthe trespondents. 

tThe tstudy tparticipants twere tgiven twritten tinformed tconsent tforms tto tsign tand tverbal tinformation ton tthe 
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tpurpose tof tthe tstudy. tThe tparticipants’ tvoluntary tfreedom tto tparticipate tor twithdraw tfrom tparticipating 

twas tclarified. tAll tstudy tparticipants twere ttreated twith trespect, tfairness tand tdignity. tAnonymity, 

tconfidentiality tand tprivacy tof tstudy tparticipants twas tafforded t tby texplaining tto tthe tparticipants tthat ttheir 

tpersonal tdata t twas t tnot tgoing tto tbe tused tto tlink tresults tto tthem, tand tnames twere tnot tto tappear tanywhere 

ton tthe tquestionnaire tso tthat tcompleted tquestionnaires tcannot tbe tlinked tto tthe tparticipants. 

3.13 tChapter tSummary 

This tchapter tdiscussed tthe tprocedures tand tinstruments tthat twere temployed tby tthe tresearcher tin tgathering 

tdata trelevant tto tthe tstudy. tIn taddition, tthe tchapter tlooked tat tthe tresearch tdesign, tpopulation tand tsample 

tsize, tsampling tprocedure, tinstruments tused tfor tdata tcollection, tdata tpresentation tand tanalysis tprocedures. 

tThe tfollowing tchapter tfocuses ton tdata tpresentation, tanalysis tand tdiscussion tof tfindings tof tthe tstudy. 

CHAPTER tFOUR 

DATA tPRESENTATION tAND tANALYSIS 

4.0 tIntroduction 

This tchapter tpresents tthe tresults tand tfindings tcollected tfrom tthe tfield ton tthe timpact tof treward tsystems ton 

temployee tsatisfaction tat tFreda tRebecca tGold tMine. tThe tfindings tare tpresented tin tthe torder tof tthe 

tresearch tobjectives. tThe tfirst tsection tof tthe tresults tand tfindings tare tbased ton tthe trespondents’ 

tdemographic tprofiles. tThe tsecond, tthird, tfourth tand tfifth tsections tof tthe tresults tand tfindings tare tbased ton 

tthe tresponses tto tthe tdifferent tsections tof tthe tquestionnaire. tData twas tanalyzed tusing tboth tdescriptive tand 

tinferential tstatistics. t 

4.1 tResponse trate 

A ttotal tof t57 tquestionnaires twere tadministered tto tthe trespondents tas tresearch tinstruments, tand tTable t4.1 

tbelow tshows tthe tdistribution tof trespondents. 

Table t4. t1 tResponse trate t 

Questionnaires tadministered t 

Completed tand tReturned 

57 100% 

54 95% 

Source: tPrimary tdata t2021 

A tsum tof t57 tquestionnaires twas tadministered tand t54 tof tthem twere tsuccessfully tcompleted tand treturned, 

ttranslating tto ta t95% tresponse trate. tAccording tto tDudovskiy t(2018) ta tresponse trate tof t80% tand tabove tis 

tconsidered tas texcellent. t tThis timplies tthat ta tmajority tof tthe temployees tand tmanagement tof tFreda tRebeca 

tGold tMine tparticipated tin tthis tstudy. t 
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4.2 tDemographic tprofiles tof tthe tresearch tparticipants 

The tfirst tsection tof tthe tresults tfindings tfocuses ton tthe tdemographic tprofiles tof tthe tresearch tparticipants, 

tzeroing ton tgender, tage, tduration tworked tin tthe torganization, tand tlevel tof teducation tof tthe tparticipants. 

4.2.1 tGender tof tthe tRespondents 

Respondents twere trequested tto tindicate ttheir tgender, tand tFigure t4.1 tbelow tpresents tthe tdistribution tof 

trespondents tby tgender. 

 

Figure t4. t1 tGender tof tthe tRespondents 

Source: tPrimary tdata t2021 

 

According tto tthe tdata tshown tin tFigure t4.1, tout tof t54 trespondents twho tparticipated tin tthe tstudy, tthe 

tmajority, t65% twere tmales twhile t35% twere tfemales. tThe tfindings tcould tbe tan tindication tthat tthe tmining 

tindustry tis tmale tdominated towing tmuch tto tthe tphysic trequirements. tIt talso tdepicts tthat tmost tof tthe 

tworkers tat tFreda tRebecca tGold tMine tare tmales. 

4.2.2 tAge tof tRespondents t 

Figure t4.2 tbelow tshows tthe tdistribution tof tthe trespondents tby ttheir tages. 

Males
65%

Females
35%
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Figure t4. t2 tAge tof tthe tRespondents 

Source: tPrimary tdata t2021 

 

Majority tof tthe trespondents, t67% tare taged tbetween t31-45 tyears twhile, t23% tare tof tthe t18-30 tyears tage 

tgroup, tand tthose tabove t45 tyears tconstituted t10% tas tindicated ton tfigure t4.2. tThis tcould tbe tan tindication 

tthat tdue tto tthe tnature tof tthe tmining tindustry, tan torganisation tshould thave ta tyouthful tworkforce. t 

4.2.3 tDuration tworked tat tthe torganization 

Respondents twere trequested tto tindicate tthe tduration tof tyears tthey thave tworked tfor tthe torganisation, tand 

ttheir tresponses tare tas tcaptured tbelow tin tFigure t4.3. 

18-30 years
23%

31-45 years
67%

Above 45 years 
10%
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Figure t4. t3 tDuration tworked tat torganization 

Source: tPrimary tdata t2021 

 

From tthe tdata tshown ton t4.3, tmajority tof tthe trespondents t(66%) thave tworked tin tthe torganization tfor t5-10 

tyears, tless tthan t5 tyears t(18%), tand tabove t10 tyears t(16 t%). tThe tfindings treveal tthat tmost tof tthe 

trespondents thave tworked tin tthe torganization tfor tsome ttime tand tare ttherefore tconversant twith tthe 

torganization. t 

4.4.4 tLevel tof teducation t 

Figure t4.4 tbelow tshows tthe thighest tlevel tof teducation tobtained tby tthe trespondents. 

<5 years 5-10 years Above 10 years

18%

66%

16%
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Figure t4. t4 tLevel tof teducation 

Source: tPrimary tdata t2021 

 

The tgraph tpresented ton tFigure t4.4 tabove tindicated tthat tthe thighest tlevel tof tacademic tqualifications 

tattained tby tthe tmajority tof tthe trespondents t(50%) twas tan tundergraduate tdegree, taccounting tfor t50% tof 

tthe trespondents, tfollowed tby ta tmaster’s tdegree tand tothers t(diploma tholders, tdoctorate tand tcertificate) 

twith t27% tand t23% trespectively. tResearch tfindings tshow tthat tthe tmajority tof tthe trespondents twere 

teducated, twhich tbe ta tsign tthat tthe tmining tindustry trequires tpersonnel twith tthe trelevant tqualification. tIn 

taddition tthe tlevel tof tlearned would tmean tthat tthe tresearcher tdealt twith trespondents twho twould tadd tvalue 

tto tthe tresearch tstudy/ ttherefore tcan tcontribute tvalid tinformation tpertaining tto tthe tstudy. t 

4.3 tReliability tAnalysis 

Table t4.2 tpresents tthe treliability tof tthe tconstructs tused tin tthe tstudy 

Table t4. t2 tReliability tStatistics 

Dimension Reliability tcoefficients t(Alphas) Number tof titems 

Bonuses t 0.85 5 

Career tdevelopment  0.82 5 

Profit tsharing 0.80 5 

Employee trecognition tand tparticipation 0.79 5 

Employee tSatisfaction 0.86 4 

 

The treliability ttest tfor tthe tquestionnaire tthat twas tadministered tshowed tCronbach talpha tvalues tof t0. t85, 

t0.82, t0.82, t0.80, t0.79 tand t0.86 tfor tbonuses, tcareer tdevelopment, tprofit tsharing, temployee trecognition tand 

Others Master's Degree Undergraduate Degree

23% 27%

50%
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temployee tsatisfaction trespectively. tAccording tto tGeorge tand tMallery t(2013) ta tgenerally taccepted trule tis 

tthat tα tof t0.6-0.7 tindicates tan tacceptable tlevel tof treliability, tand t0.8 tor tbetter tindicates ta tvery tgood tlevel 

tof treliability. tThe treliability tanalysis tshows tthat tthe tconstructs tused tin tthe tstudy twere treliable tas 

tconstructs twere tabove t0.60. tFindings tshow tthat tanswers treceived tare treliable tand tunbiased. 

4.4 tThe timpact tof tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

The tresearch tprobed ton tthe timpact tof tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tMine tand 

tthe tresponses twere tcomputed tusing tmean tvalues tas tindicated ton tTable t4.3 tbelow. 

 

Table t4. t3 tBonuses t 

 N Mean Std. tDeviation 

Statistic Statistic Std. tError Statistic 

The tbonus tsystem tis tfair t 54 4.7354 .06745 .66086 

Employees tare trewarded tbonuses 

twithout tdelay t 
54 4.6854 .03471 .34012 

Frequency tof tbonus treviews tis 

tsatisfactory 
54 4.5792 .01465 .14358 

The tbonus tsystem tis tadequate 
54 2.1438 .08155 .79905 

I tam tsatisfied twith tthe tsize tof 

tmy tbonus 
54 2.0417 .02050 .20088 

Valid tN t(listwise) 54    

 

The tstudy tfindings tindicated tthat tto ta tvery tgreat textent tthe tbonus tsystem tis tfair t(mean=4.7; tSD=0.2), 

temployees tare trewarded tbonuses twithout tdelay t(mean=4.7; tSD=0.3) tand tfrequency tof tbonus treviews tis 

tsatisfactory t(mean=4.6; tSD=0.1) tat tFreda tRebecca tGold tMine. tHowever, tthe tstudy tfindings tfurther 

trevealed tthat tto ta tlittle textent tthe tbonus tsystem tis tadequate t(mean=2.1; tSD=0.8) tand tthe temployees tare 

tsatisfied twith tthe tsize tof tmy tbonus t(mean=2.0; tSD=0.2). 

4.5 tInfluence tof tcareer tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

The tstudy texamined tthe tinfluence tof tcareer tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold 

tMine tand tthe tfindings tare trepresented tas tdescriptive tstatistics ton ttable t4.4. 
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Table t4. t4 tCareer tdevelopment 

 N Mean Std. 

tDeviation 

Statistic Statistic Std. tError Statistic 

My temployer tgives tme tthe topportunity 

tto tgain twider texperience 

 

54 4.6667 .04837 .47388 

My tsupervisor tencourages tme tto tseek 

tnew teducational topportunities 

 

54 4.6500 .04837 .10311 

Employees treceive tinformation ton 

ttraining tand tdevelopment topportunities 

 

54 4.5125 .04756 .46595 

I treceive tadequate tsupport ton tmy 

ttraining tand tdevelopment tneeds tform tmy 

temployer 

 

54 4.1979 .04088 .40052 

Employees tare tprovided twith tequal 

topportunities tto tfulfil ttheir tcareer 

tpotential tin tmy torganization 

 

54 3.9375 .11643 .14075 

Valid tN t(listwise) 54    

 

The tstudy toutcomes ton ttable t4.4 trevealed tthat tto ta tvery tgreat textent tthe temployer tprovide tits temployees 

twith topportunity tto tgain twider texperience t(mean=4.7; tSD=0.5), tthe tsupervisors tat tthe tmine tencourage 

ttheir temployees tto tseek tnew teducational topportunities t(mean=4.7; tSD=0.1) tand temployees treceive 

tinformation ton ttraining tand tdevelopment topportunities t(mean=4.5; tSD=0.5). tIt twas talso tindicated tthat tto 

tgreat textent temployees treceive tadequate tsupport ton ttraining tand tdevelopment tneeds tform tthe temployer 

t(mean=4.2; tSD=0.4) tand temployees tare tprovided twith tequal topportunities tto tfulfill ttheir tcareer tpotential 

tin tmy torganization t(mean=3.9; tSD=0.1). 

4.6 tNexus tbetween tprofit tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold tMine 

The tstudy tassessed tthe tnexus tbetween tprofit tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold 

tMine. 
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Table t4. t5 tProfit tsharing 

 N Mean Std. 

tDeviation 

Statistic Statistic Std. tError Statistic 

Profit tsharing tshows tthat tmanagement tis tlooking 

tafter temployee tinterests t 54 4.4250 .04547 .48666 

The tproblem twith tprofit tsharing tis tthat twe tnever 

tknow thow tmuch twe tare tgoing tto tmake tout tof tit t 

 

54 4.3479 .05102 .49989 

Profit tsharing tdoes tnot tfairly treward temployees 

tfor ttheir tcontribution tto twork 

 

95 4.2526 .08328 .81173 

Under tprofit tsharing, tthere tis tno tpoint tin tme 

tmaking tmore teffort tif tother tpeople tdo tnot tdo tthe 

tsame t 

 

54 2.2438 .08155 .79905 

Profits t–sharing tare ta tbad tbasis tfor tpay tbecause 

tthey tare taffected tby tfactors toutside tthe tcontrol tof 

tthe tworkforce 
 t 

54 2.0625 .12104 .18599 

Valid tN t(listwise) 95    

 

The tresearch tresults tindicated tthat tto ta tgreat textent tprofit tsharing tshows tthat tmanagement tis tlooking tafter 

temployee tinterests t(mean=4.2; tSD=0.5), tthe tproblem twith tprofit tsharing tis tthat twe tnever tknow thow 

tmuch twe tare tgoing tto tmake tout tof tit t(mean=4.3; tSD=0.5), tprofit tsharing tdoes tnot tfairly treward 

temployees tfor ttheir tcontribution tto twork t(mean=4.3; tSD=0.8). tHowever, tthe tstudy talso tshowed tthat tto ta 

tlittle textent tunder tprofit tsharing, tthere tis tno tpoint tin tme tmaking tmore teffort tif tother tpeople tdo tnot tdo tthe 

tsame t(mean=2.2; tSD=0.8) tand tprofits t–sharing tare ta tbad tbasis tfor tpay tbecause tthey tare taffected tby 

tfactors toutside tthe tcontrol tof tthe tworkforce t(mean=2.1; tSD=0.2). 

4.7 tEffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction tat tFreda tRebecca 

tGold tMine 

The tstudy texamined tthe teffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction tat 

tFreda tRebecca tGold tMine tand tthe tresults tare tpresented ton ttable t4.6. 
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Table t4. t6 tEmployee trecognition tand tparticipation 

 N Mean Std. tDeviation 

Statistic Statistic Std. tError Statistic 

I tam tsatisfied twith tthe tamount tand 

tfrequency tof trecognition tfrom tmy 

tsupervisor 

 

54 4.4375 .05090 .19868 

Those twho tdo twell ton tthe tjob 

tstand ta tfair tchance tof tbeing 

tpromoted 

 

54 4.3442 .04907 .38077 

The tdegree tof tsupport, trespect tand 

tfair ttreatment tI treceive tfrom tmy 

tmanager 

 

54 4.2354 .06745 .66086 

When tI tperform t“above tand 

tbeyond”, tI treceive tinformal tpraise 

tdirectly tfrom tmy tsupervisor t(well 

tdone) 

 

54 3.7854 .03471 .34012 

When tI tperform t“above tand 

tbeyond”, tI treceive tformal tpraise 

tfrom tmy tsupervisor t(certificate). 

 

54 2.0417 .02050 .20088 

Valid tN t(listwise) 54    

 

The tstudy toutcomes ton ttable t4.6 tshowed tthat tto ta tgreat textent temployees tare tsatisfied twith tthe tamount 

tand tfrequency tof trecognition ttheir tsupervisors t(mean=4.4; tSD=0.2), tthose twho tdo twell ton tthe tjob tstand 

ta tfair tchance tof tbeing tpromoted t(mean=4.3; tSD=0.4), tthe tdegree tof tsupport, trespect tand tfair ttreatment 

tthey treceive tfrom ttheir tmanager tis tgreat t(mean=4.2; tSD=0.5) tand talso twhen temployees tperform t“above 

tand tbeyond”, tthey treceive tinformal tpraise tdirectly tfrom ttheir tsupervisor t(mean=3.8; tSD=0.3). tHowever, 

tthe tfindings tindicated tthat tto ta tlittle textent twhen temployees tperform t“above tand tbeyond”, tthey treceive 

tformal tpraise tdirectly tfrom ttheir tsupervisor t(mean=2.0; tSD=0.2). t 

4.8 tRelationship tbetween treward tsystems tand temployee tsatisfaction tat tFreda tRebecca tGold tMine 

Regression tAnalysis 

It tincludes tModel tSummary, tANOVA tand tCoefficients. tA tmultivariate tregression tmodel twas tused tto 

tdetermine tthe trelative timportance tof teach tof tthe tfour tvariables t(bonuses, tcareer tdevelopment, tprofit 

tsharing tand temployee trecognition) twith trespect tto temployee tsatisfaction. tEmployee tsatisfaction twas tused 

tas ta tdependable. t 
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The tmultiple tregression tmodel tfor tthe tstudy tis tas tshown: 

EMS= tβ0+β1 tBNS+ tβ2 tCDV+ tβ3 tPRS t+β4 tERT t+ tε t 

Where; tEMS t= tEmployee tSatisfaction 

BNS t= tBonuses 

CDV= tCareer tDevelopment 

PRS= tProfit tSharing 

ERT t= tEmployee tRecognition 

ε= tStandard terrors 

 

Table t4. t7 tModel tsummary tof tReward tsystems tand temployee tsatisfaction 

Model R R tSquare Adjusted tR tSquare Std. tError tof tthe tEstimate 

1 .988a .861 .8639 .31466 

a. tPredictors: t(Constant), tBNS, tCDV, tPRS,ERT 

 

According tto tthe tmultivariate tlinear tregression tanalysis tresults tin ttable t4.7 tthe tco-efficient tof 

tdetermination t(R) tvalue twas tfound tto tbe t0.988. tThis timplies tthat tthere twas ta tvery tstrong trelationship 

tbetween tthe tindependent tvariablest(bonuses, tcareer tdevelopment, tprofit tsharing tand temployee 

trecognition) tand tthe tdependent tvaluable t(employee tsatisfaction). tThe tsignificance tvalue tof 

tp=0.002<0.05 tindicated tthat tthe trelationship tbetween tindependent tvariables tand tthe tdependent tvariable 

twas tpositive tand tstatistically tsignificant. tValue tof tR tSquare twas t0.861 tshowed tthat t86% tvariation tin 

temployee tsatisfaction twas tdue tto tthe tindependent tvariables t((bonuses, tcareer tdevelopment, tprofit tsharing 

tand temployee trecognition). 

 

Table t4. t8 tANOVA tof tReward tsystems tand temployee tsatisfaction 

Model Sum tof tSquares df Mean tSquare F Sig. 

1 Regression 1.823 1 1.823 40.107 .002a 

Residual 10.279 52 .180   

Total 12.102 53    

a. tPredictors: t(Constant), tBNS, tCDV, tPRS,ERT 

b. tDependent tVariable: tEMS   
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The tcomputed tF-statistic tof t40.107 t(p=0.002<0.05) tindicated tthat tthe tmodel twas thighly tsignificant, tthus 

tthe tmodel twas tstatistically tsignificance tin tpredicting thow trewards tinfluence temployee tsatisfaction tat 

tFreda tRebecca tGold tMine. 

Table t4. t9 t tBeta tcoefficients tof trewards tsystems tand temployee tsatisfaction 

Model 

Unstandardized 

tCoefficients 

Standardized 

tCoefficients 

t Sig. B Std. tError Beta 

1 (Constant) 2.856 6.552  9.436 .668 

BSN .847 .290 .788 6.368 .001 

CVD .742 .604 .713 7.566 .000 

PRS 

ERT 
.509 

.844 

 

.816 

.675 

 

.404 

.778 

 

2.011 

4.003 

 

.003 

.000 

 
 

a. tDependent tVariable: tEMS    

 

On tthe tbasis tof tthe tbeta tcoefficients, tthe tmodel tshowed tthat, tholding tall tother tindependent tvariables 

tconstant, tevery tunit tchange ton tbonus tshall tincrease temployee tsatisfaction tby t0.788 tand talso tt-value 

t(6.368) twas tsignificant t(p=0.001<0.005), tso tthere twas ta tpositive trelationship tbetween tbonus t(BSN) tand 

temployee tsatisfaction t(EMS). tThe trelationship tbetween tcareer tdevelopment t(CDV) tand temployee 

tsatisfaction twas talso tpositive tand tstatistically tsignificant t(p=0.000<0.005). tThe tstudy tfindings tindicated 

tthat tevery tunit tchange tin tprofit tsharing t(PRS) tshall taffect temployee tsatisfaction tby t0.404 t(t=2.011; 

tp=0.003<0.005). tThe tfindings trevealed tthat tholding tall tother tindependent tvariables tconstant, tevery tunit 

tchange ton temployee trecognition t(ERT) tshall tincrease temployee tsatisfaction tby t0.778 tand talso tt-value 

t(4.003) twas tsignificant t(p=0.000<0.005), tso tthere twas ta tpositive trelationship tbetween temployee 

trecognition t(ERT) tand temployee tsatisfaction t(EMS). t 

4.9 tDiscussion tof tfindings t 

The toverall tresults tindicated tthere tis ta tstatistically tsignificant tand tpositive trelationship tbetween treward 

tsystems tand temployee tsatisfaction tat tFreda tRebecca tGold tMine. tThe tcurrent tresearch tfindings tare tin 

tsync twith tthose t(Hoole t& tBonnema, t2015; tMwangi, t2017; tKumar t& tMathimaran, t2017) tamong tothers. 
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4.9.1 tImpact tof tbonuses ton temployee tsatisfaction tat tFreda tRebecca tGold tmine 

The tstudy tindicated tthat tan tincrease tin temployee tbonuses tat tFreda tRebecca tGold tMine twill tresult tin tan 

tincrease tin temployee tsatisfaction. tThese tresults tcollaborated twith tfindings tof tHuang tet tal, t(2017) tand 

tAshton t(2017) tstudies, twhich tconcluded tthat tbonuses, thas ta tsignificant timpact ton temployee tsatisfaction 

tin tthe tmining tsector. tThe tcurrent tstudy tfindings tconfirm tand textend tempirical tresearch t(Kumar t& 

tMathimaran, t2017) tsupporting tthe timportance tof temployee tperceptions tof tbonuses tin tachieving tdesired 

tattitudinal toutcomes. tAgainst tthe tbackdrop tof ta tpaucity tof tresearch ton temployee’s treactions tin tthe 

tmining tsector tto tinnovative tbonus tplans t(Ogendo, t2016), tthe tcurrent tstudy tresults tconfirm tthat tbonus 

tplans tthat tengender tpositive tperceptions tlead tto thigher tlevels tof ttrust tand torganizational tcommitment, 

tthus temployee tsatisfaction. tThe tresults tof tthe tstudy tdemonstrated tthat tthe tpresence tor tabsence tof tbonus 

tsignificantly taffected temployee tsatisfaction tin tthe tmining tsector. tThis tpositive trelationship tis tin tline twith 

tother tresearcher’s tfindings, tBayarçelik tand tFindikli t(2016) tand tWangechi, tKiragu tand tSang t(2018). 

tPeople twho tare thappy tfully twith ttheir tbonuses twill thave ta thigher tlevel tof tsatisfaction tand tthey tare twho 

thave tmore tself-confidence tand tare tmore twilling tto tface tchallenges t(Ramita tet tal, t2015). tHowever tthe 

tcurrent tstudy tfindings tare tnot tin tagreement twith tthe tfindings tof tWubuli t(2019) tfound tthat tthere tis tno 

tsignificant trelationship tbetween temployee tbonuses tand temployee tsatisfaction. t 

4.9.2 tInfluence tof tcareer tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold tmine 

The tstudy tfindings trevealed tthat tthere twas ta tpositive trelationship tbetween tcareer tdevelopment tand 

temployee tsatisfaction. tThis timplies tthat tcareer tdevelopment tis tan timportant taspect tto tbe tconsidered tin tthe 

tmining tsector, tas tWubuli t(2019) tand tOgendo t(2016) tin ttheir tresearch ton tinfluence tof tcareer tdevelopment 

ton temployee tsatisfaction tconcluded tthat tcareer tdevelopment tis timportant tfor tboth temployers tand 

temployees tregarding tattracting, tretaining tand tmotivating temployees, tthus timproving temployee 

tsatisfaction. tThe tcurrent tstudy tfindings tare tin tsync twith tDeery tand tJago t(2015) twho treported tthat teven 

twith tpoor tremuneration; tcareer tdevelopment topportunities tplus ta tconductive twork tenvironment twere 

tadequate tinstitutional tcushions tthat tguaranteed temployee tsatisfaction. tLetchmiah tand tThomas t(2017) 

tfound tthat tthe tkey tinstitutional tfactors taffecting tsatisfaction tof temployees tof tcounty tgovernments tof 

tKenya twere tcareer tdevelopment, tleadership, ttraining tand tworking tconditions. tHowever tthe tcurrent 

tresearch tfindings tare tnot tin tline twith tKontoghiorghes t(2016) tposition tthat tshowed tthat temployee 

tsatisfaction tare tmore tpositive tinfluenced tfinancial trewards tthan tnon-financial trewards tlike tcareer 

tdevelopment. tConsequently, trewards tlike tcareer tdevelopment thas ta tlittle timportance, tthus tit tdoes tnot 

tinfluence tmuch ton temployees’ tjob tsatisfaction t(Hoole tand tBonnema, t2015). tPrevious tresearchers 

tNjoroge tand tKwasira t(2015) thave talso tcame tup twith tthe tsame tfinding tthat tfinancial trewards thave thigher 

timpact ton temployees’ tjob tsatisfaction tthan tnon-financial trewards tlike tcareer tdevelopment tand 

trecognition. 
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4.9.3 tNexus tbetween tprofit tsharing tand temployee tsatisfaction tat tFreda tRebecca tGold tMine 

The tcurrent tresearched tfindings trevealed tprofit tsharing thas ta tsignificant tinfluence ton temployee 

tsatisfaction tat tFreda tRebecca tGold tMine. tThis tis tin tline twith tRizwan tand tAli t(2010), tBashir t(2014) tand 

tNjoroge tand tKwasira t(2015) twho tconcluded tthat tprofit tsharing tpositively taffects temployee tsatisfaction. 

tPerhaps tmore timportantly, tthis tresearch tsheds tlight ton tthe tunderlying tmechanisms tthrough twhich tprofit 

tsharing tcan taffect temployee tattitudes. tThe tcurrent tstudy tfindings tsuggested tthat tperceptions tof tprofit 

tsharing thave ta tdifferential teffect ton tour tattitudinal toutcomes. tFirst, tcapacity tto tcontribute tis tsignificantly 

trelated tto torganizational tcommitment tbut tis tunrelated tto ttrust tin tmanagement tas tdissected ton tthe tby 

tdescriptive tstatistics ton ttable t4.5. tSecondly, tif temployees tview tprofit tsharing tas tan tact tof treciprocity, 

ttheir ttrust tin tmanagement tand temployee tsatisfaction twill tboth tbe tenhanced. tIn tother twords, ta tprofit 

tsharing tperception tin tthe tmining tsector tgrounded tin torganizational treciprocity tis ta tpowerful tantecedent 

tbecause tit taffects temployee tsatisfaction tand torganizational tcommitment tindependently tand/or tthrough tits 

tability tto tenhance ttrust t(i.e., tthe timpact tof torganizational treciprocity ton temployee tsatisfaction tis tnot 

tsimply tan tartifact tof tits tability tto tincrease ttrust). tThe tcurrent tstudy tfindings tare tparallel tto tthose tof tBibi 

tet tal t(2013) tin tthat thuman tresource tpractices t(in tthis tcase, tprofit tsharing) tcan tenhance temployee’s 

tsatisfaction tand torganizational tcommitment. tThe tresults tof tthis tstudy thelp texplain twhy tprofit tsharing, ta 

tcompensation-related thuman tresource tpractice, tgenerates tfavorable toutcomes. tMoreover, tthe tstudy 

tfindings tare tconsistent twith tseveral twell-established tmanagement ttheories. tDrawing ton tthe ttenets tof 

tprincipal-agent ttheory, tprofit tsharing tcan tbe tseen tas ta tway tto talign tthe tgoals tof tmanagement tand 

temployees. tWhen temployees tperceive tprofit tsharing tfavorably, tcommitment tand ttrust tincrease, 

tencouraging temployees tto texert tmaximum teffort, tshare tinformation tand tinvest tin tfirm-specific ttraining 

tthat tmay tnot tbe tvalued toutside tof tthe tfirm. tTurning tto tthe tspecific tcomponents tof tprofit tsharing tstudied 

there, tthe tresults tfurther texplain twhy tprofit tsharing tcan tbe tvital tin tboosting temployee tsatisfaction tby 

tdrawing ton tcore tideas tfrom tequity ttheory tperception tof tcognitive tprocess. t 

4.9.4 tEffect tof temployee trecognition tand tparticipation ton temployee tsatisfaction tat tFreda tRebecca 

tGold tMine 

The tcurrent tstudy tresults talso tindicated tthat temployee trecognition tand tparticipation thave ta tpositive 

tinfluence ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. tThe tresults tare tconsistent twith tthose tof 

tZaraket tand tHalawi t(2015) twho tpoints tout tthat temployee trecognition tprograms tserve tas tthe tmost 

tcontingent tfactor tin tkeeping temployees’ tself-esteem thigh tand tpassionate. tSimilarly, tWubuli t(2019) 

targues tthat tthe trecognition twhich tis ta tcentral tpoint ttowards temployee tmotivation tadores tan temployee 

tthrough tappreciation tand tassigns tleading tto temployee tsatisfaction. tThese tfindings tare tsupported tby 

tDoyle, t(2010) twho tposits tthat torganizations tshouldn’t tfocus ton tfinancial trewards titself, tmoreover, tthey 

tshouldn’t tignore tnon-financials tlike temployee trecognition tand tparticipation tin torder tto tincrease tthe 
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temployees’ tsatisfaction. tSo tone tof tthe tstrategic tapproaches tof torganizations tis tto tmake ta tbalance tbetween 

tfinancial tand tnon-financial trewards tsystem tas tthe tbest tstrategy tto tunderstand tthe temployees’ tneeds tas 

twell tas tpromoting tperformance tand tefficiency tof tthe temployees t(Ramita tet tal, t2015). tNick t(2010 tfound 

tthat temployee trecognition tand tparticipation tfueled temployees’ tsatisfaction twith twork tat tthe tcounty 

tgovernment tof tNairobi. T 

 

4.10 tChapter tSummary 

The tchapter tpresented tand tanalysed tresearch tfindings. tData twas tpresented tin tview tof tresearch tobjectives 

tare tliterature treviewed tearlier. tThe tchapter tpresented tboth tinferential tand tdescriptive tstatistics. tFindings 

twere tpresented tin tdifferent tforms twhich tinclude tgraphs, tcharts tand ttables. tComparison twas tdone tof 

tresearch tfindings twith tearlier tstudies. tThe tnext tchapter twill tfocus ton tsummary, tconclusions tand 

trecommendations. 
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CHAPTER tFIVE 

SUMMARY, tCONCLUSIONS tAND tRECOMMENDATIONS 

5.0 tIntroduction 

Chapter tfour tfocused ton tpresentation tof tresearch tfindings, tthis tchapter tfocuses ton tconcluding tthe tstudy 

ton tthe timpact tof treward tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold tMine t.This tchapter 

tgives tconclusions tand trecommendations ton tthe tresearcher ttopic tbased ton ta tcritical tanalysis tof tthe 

tresearch tfindings. tIn tview tof tresearch tfindings tand tresearch tobjectives, tconclusions tand 

trecommendations twill tbe tproffered. 

5.1 tSummary tof tthe tstudy 

The tresearch tscrutinized tthe timpact tof treward tsystems ton temployee tsatisfaction tat tFreda tRebecca tGold 

tMine. tThe tresearch tobjectives tof tthe tstudy twere; tto tdetermine tthe timpact tof tbonuses ton temployee 

tsatisfaction tat tFreda tRebecca tGold tMine; tto testablish tthe tinfluence tof tcareer tdevelopment ton temployee 

tsatisfaction tat tFreda tRebecca tGold tMine; tto tassess tthe tnexus tbetween tprofit tsharing tand temployee 

tsatisfaction tat tFreda tRebecca tGold tMine; tand tto tevaluate tthe teffect tof temployee trecognition tand 

tparticipation ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. tThe tstudy tused texplanatory tresearch 

tdesign. tData tcollection twas tdone tthrough tuse tof tstructured tquestionnaires; ta tsample tsize tof t57 

trespondents twas tused tobtained tby tstratified tand tsimple trandom tsampling. tData twas tanalyzed tusing 

tdescriptive tand tinferential tstatistics. 

5.2 tSummary tof tfindings 

Findings tshow tthat tthe tsample twas tfairly tconstituted ton ta tnumber tof tvariables. tThe tstudy twas tconstituted 

twith t65% tmales tand t35% tfemales. tAges tof tparticipants tranged t18 tyears tto tabove t45 tyears, twith ta 

tmajority tof tthe tparticipants tin tthe t31-45 tyears tage tgroup. tMost tof tthe tworkers tare tseasoned tworkers 

thaving tworked tfor tthe torganisation tfor t5 tyears tor tmore. tIt tis talso timportant tto tnote tthat tmajority tof tthe 

trespondents tare tin tthe t5-10 tyears twith tthe torganisation tcategory. t tFreda tRebeca thas ta tlearned tworkforce, 

twith t77% tof tthe trespondents twith tat tleast tan tundergraduate tdegree tof tbetter. 

The tstudy testablished tthat tan tincrease tin temployee tbonuses tat tFreda tRebecca tGold tMine twill tresult tin tan 

tincrease tin temployee tsatisfaction. tBonuses thave ta tsignificant timpact ton temployee tsatisfaction tin tthe 

tmining tsector. tIn taddition tbonus tplans twhich tengender tpositive tperceptions tlead tto ta thigher tlevels tof 

ttrust tand torganisational tcommitment, tthus temployee tsatisfaction. tThe tabsence tof tpresence tof ta tbonus 

tsignificantly taffects temployee tsatisfaction tin tthe tmining tsector. tEmployees twith tbonuses tare tmore 

twilling tto tface tchallenges tand tfeel tmore tconfident. 
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There tis ta tpositive trelationship tbetween tcareer tdevelopment tand temployee tsatisfaction. tThis timplies tthat 

tcareer tdevelopment tis tan timportant taspect tin tthe tmining tindustry. tEven twith ta tpoor tremuneration, tcareer 

tdevelopment topportunities tplus ta tconducive twork tenvironment tare tadequate tinstitutional tcushions tthat 

tguarantee temployee tsatisfaction. t 

Profit tsharing thas ta tsignificant tinfluence ton temployee tsatisfaction tat tFreda tRebecca tMine. tFindings 

tsuggest tthat tperceptions tof tprofit tsharing thave ta tdifferential teffect ton temployees’ tattitudinal toutcomes. tIf 

temployees tview tprofit tsharing tas tan tact tof treciprocity, ttheir ttrust tin tmanagement tand temployee 

tsatisfaction twill tbe tboth tenhanced. tOutcomes tof tthis tstudy thelp texplain twhy tprofit tsharing, ta 

tcompensation-related thuman tresource tpractice tgenerates tfavourable toutcomes. tDrawing tfrom tthe ttenants 

tof tthe tprincipal t–agent ttheory, tprofit tsharing tcan tbe tseen tas ta tway tto talign tthe tgoals tof tmanagement tand 

temployees. t 

Employee trecognition tand tparticipation thave ta tpositive tinfluence ton temployee tsatisfaction tat tFreda 

tRebecca tGold tmine. tThe tstudy testablished tthat temployee trecognition tprograms tserve tas tthe tmost 

tcontingent tfactor tin tkeeping temployees’ tself-esteem thigh tand tpassionate. tOrganisations tshould tstrike ta 

tbalance tbetween tfinancial tand tnon-financial trewards. t 

5.3 tConclusions 

In tview tof tthe tobjectives tand tfindings, tit tcan tbe tconcluded tthat treward tsystems thave ta tpositive tand 

tsignificant tinfluence ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. tBased ton tthe tanalysis tin tthe 

tfindings tas tsupported tby tliterature, tthe tstudy tcan tconclude tthat tthe tmost tfundamental tbenefit tthat 

temployees tseek tin tthe tworkplace tis tsatisfaction, twhile temployers tseek tmaximum twork tperformance. 

tHowever, tfor tcomplementary tresults, tthe tenforcement tof ta tproper treward tsystem twith tproper tevaluation 

tmeasures tmust tbe tput tin tplace tto tachieve temployee tsatisfaction. tInterest tin tprofit tsharing tand tother tforms 

tof tcompensation tsuch tas tcareer tdevelopment tand trecognition tcontinue tto tdraw tconsiderable tattention 

tfrom temployees tand tdeserve tmore tconsideration tfrom tacademic tscholars. tEmployees tand tmanagers 

tpersist tin treporting tenhanced tsatisfaction twith tthese tforms tof tcompensation tsystems tyet, tempirical 

tevidence tof tthe timpact tabout tthem tis trelatively tscarce tand tmixed tin tthe tmining tsector. tManagers tthat 

tdesign tthe treward tsystem ton tthe tbasis tof temployee’s tneeds tand twants, tensure temployee tsatisfaction tand 

tas ta tresult timproving temployees’ tperformance. tAt tFreda tRebecca tGold tMine tthe temployees tindicated 

tthat tthere tis ta tminor tchance tof tformal tappreciation tfrom ttheir tbosses tafter thaving tdone ta tgood tjob. tThese 

tdeficiencies tcan tbe tworked tout tif tthe tsuperiors tmotivate ttheir tjuniors twith tproper trecognition tand 

tappreciation. tEmployee’s tparticipation tin tthe tdecision tmaking tprocess twill tmake tthem tmore tcourageous 

tand tenthusiastic ttowards tworking tin tthe torganization. tOn tthe tother tside tthe tperiodic tbonuses tand tother 
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tcompensations ton tregular tand tspecific tperiods tkeeps temployees’ tmorale thigh tand tmake tthem tmore 

tmotivated. 

5.4 tRecommendations 

In tthe tview tof tthe tstudy tfindings tand tconclusion treached, tthe tstudy trecommends tthat; 

1. Freda tRebecca tGold tMine tcould tconsider tmaintaining tits tcurrent treward tsystem tsince tit twas 

tindicated tthat tit tcan tenhance temployee tsatisfaction. 

2. Managers tat tFreda tRebecca tGold tMine tcould tconsider tthe tpossibility tof testablishing ta treliable 

tsystem tof treview tof tbonuses tparticularly tits tsize twhich twill thelp teliminate tthe tlack tof 

tcontentment tfrom temployees. t 

3. Freda tRebecca tGold tMine tmanagers tcould talso tconsider tincreasing tthe tnumber tof tintrinsic 

trewards tto tcomplement tits tcurrent toffering, tas teven tsuch ta tsmall tthing tas tverbal tappraisals tand 

tappreciation tmake ta tbig tchange tfor temployees. tAs tit twas tconducted tfrom tthe tdata tgathered, 

tsome temployees tlack trecognition tof ttheir twork tbeing tdone teven tif tthey texceed texpectations tof 

tthe tmanagement. 

4. Employees tat tFreda tRebecca tGold tMine tcould tconsider tgetting tthe timportant tknowledge tof tthe 

tpossible trewards tin tthe tcompany, twhile tmanagers tshould tbe ttrained tto tmanage trewards tmore 

teffectively tand ttherefore, tincrease temployees’ tperformance tlevel. t 

5.5 tAreas tfor tfurther tstudy 

The tcurrent tstudy tfocused ton timpact tof trewards tmanagement ton temployee tsatisfaction, twith tspecific 

tfocus ton tFreda tRebecca tGold tMine. tFuture tresearch tof tthe tsame tstudy tcould tbe tdone tin tother 

torganizations tin tthe tmining tsector tand tcompare tthe tresults twith tthis tresearch. tFurther tresearch texploring 

tpotential tantecedents tof temployee treactions tto treward tplans tmay tprovide tinsight tinto tthe tmanageability 

tof tperceptions tof torganizational tchange. tThese ttypes tof tantecedents tmay tinclude tspecific tfeatures tof tthe 

tplan, tcontextual tfactors, tand tindividual tdifferences. tLastly tthe tcurrent tstudy tused ta tquantitative tapproach, 

tfuture tresearch tcould tmake tuse tof ta tqualitative tor tmixed tapproach tto tallow tfor texplanations tfor tcertain 

tbehaviours tfrom tboth tthe temployers tand tthe temployees. 
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APPENDICES 

 

University tof tZimbabwe 

My tname tis tTafadzwa tMutete; tI tam ta tpostgraduate tstudent tat tUniversity tof tZimbabwe 

tpursuing ta tMaster’s tdegree tin tBusiness tAdministration. tI tam trequired tto tcarry tout ta 

tresearch tproject tin tpartial tfulfillment tof tthe trequirements tfor tthe tdegree. tAs tsuch, tthe 

tstudent tis tcarrying tout ta tresearch ton t“Impact tof treward tsystems ton temployee tsatisfaction 

tat tFreda tRebecca tGold tMine”. tThe tresearcher tis tkindly tasking tfor tyour tassistance tas 

trespondents tto tthe tresearch tunderstudy tby tfilling tin tthe tquestionnaire. tThe tresponses twill 

tbe ttreated twith tutmost tconfidentiality tand tsolely tfor tacademic tpurposes. 

Should tyou thave tany tfurther tquestions, tplease tdon’t thesitate tto tcontact tthe tresearcher ton 

t0772 t423 t214 tor ttafadzwamutete@gmail.com 
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INSTRUCTIONS: 

▪ Please tanswer tall tthe tquestions thonestly. 

▪ Please tkindly tindicate tyour tanswers tby tticking twhere tappropriate tin tthe tboxes tand twriting tin tthe 

tspaces tprovided. 

▪ Your tname tor tidentity tis tnot trequired. 

 

SECTION ttA: ttGENERAL ttINFORMATION 

1.1. ttGender tt  Male tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt  Female tt tt tt 

1.2. ttAge tt < tt29 tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt29- tt39 tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt40 tt– tt50 tt tt tt tt tt tt tt tt tt tt tt 

tt tt tt tt tt tt tt tt tt ttabove tt50   

1.3 ttPeriod ttof ttservice tt< tt5years tt  5-10years   >10years 

1.4 ttAcademic ttQualifications  tt tt tt tt tt tt tt tt tt tt ttUndergraduate ttDegree tt tt tt tt tt tt tt ttMasters ttDegree tt tt tt tt tt tt tte tt tt 

tt tt tt tt tt tt tt tt tt tt tt tt tt tt tt ttDoctoral ttDegree  tt tt tt tt tt  Others tt 

1.5 ttKindly ttindicate ttyour ttdepartment 

 

……………………………………………………………………………………………………… 

SECTION tB: t tIMPACT tOF tBONUSES tON tEMPLOYEE tSATISFACTION tAT tFREDA 

tREBECCA tGOLD tMINE 

Indicate tthe textent tto twhich tyou tagree tor tdisagree tabout tthe tstatements ton tthe timpact tof tbonuses 

ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

No textent=1; tLittle textent t=2; tUncertain t=3; tGreat textent t=4; tVery tgreat textent= t5 

  1 2 3 4 5 

1 The tbonus tsystem tis tfair t      

2 The tbonus tsystem tis tadequate      

3 Employees tare trewarded tbonuses twithout tdelay t      

4 Frequency tof tbonus treviews tis tsatisfactory      
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5 I tam tsatisfied twith tthe tsize tof tmy tbonus      

SECTION tC: t tIMPACT tOF tCAREER tDEVELOPMENT tON tEMPLOYEE 

tSATISFACTION tAT tFREDA tREBECCA tGOLD tMINE 

Indicate tthe textent tto twhich tyou tagree tor tdisagree tabout tthe tstatements ton tthe timpact tof tcareer 

tdevelopment ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

No textent=1; tLittle textent t=2; tUncertain t=3; tGreat textent t=4; tVery tgreat textent t= t5 

  1 2 3 4 5 

1 My temployer tgives tme tthe topportunity tto tgain twider texperience      

2 1 treceive tadequate tsupport ton tmy ttraining tand tdevelopment tneeds 

tform tmy temployer 

     

3 Employees tare tprovided twith tequal topportunities tto tfulfill ttheir 

tcareer tpotential tin tmy torganization 

     

4 My tsupervisor tencourages tme tto tseek tnew teducational topportunities      

5 Employees treceive tinformation ton ttraining tand tdevelopment 

topportunities 

     

 

SECTION tD: t tIMPACT tOF tPROFIT tSHARING tON tEMPLOYEE tSATISFACTION tAT 

tFREDA tREBECCA tGOLD tMINE 

Indicate tthe textent tto twhich tyou tagree tor tdisagree tabout tthe tstatements ton tthe timpact tof tprofit 

tsharing ton temployee tsatisfaction tat tFreda tRebecca tGold tMine 

No textent=1; tLittle textent t=2; tUncertain t=3; tGreat textent t=4; tVery tgreat textent= t5 

  1 2 3 4 5 

1 The tproblem twith tprofit tsharing tis tthat twe tnever tknow thow tmuch 

twe tare tgoing tto tmake tout tof tit t 

     

2 Profits t–sharing tare ta tbad tbasis tfor tpay tbecause tthey tare taffected tby 

tfactors toutside tthe tcontrol tof tthe tworkforce t 

     

3 Under tprofit tsharing, tthere tis tno tpoint tin tme tmaking tmore teffort tif 

tother tpeople tdo tnot tdo tthe tsame t 

     

4 Profit tsharing tshows tthat tmanagement tis tlooking tafter temployee 

tinterests t 

     

5 Profit tsharing tdoes tnot tfairly treward temployees tfor ttheir 

tcontribution tto tthe tprofits tof 
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SECTION tE: t tIMPACT tOF tEMPLOYEE tRECOGNITION tAND tPARTICIPATION tON 

tEMPLOYEE tSATISFACTION tAT tFREDA tREBECCA tGOLD tMINE 

Indicate tthe textent tto twhich tyou tagree tor tdisagree tabout tthe tstatements ton tthe timpact tof temployee 

trecognition tand tparticipation ton temployee tsatisfaction tat tFreda tRebecca tGold tMine. 

No textent=1; tlittle textent t=2; tuncertain t=3; tgreat textent t=4; tvery tgreat textent= t5 

  1 2 3 4 5 

1 When tI tperform t“above tand tbeyond”, tI treceive tinformal tpraise 

tdirectly tfrom tmy tsupervisor t(well tdone) 

     

2 When tI tperform t“above tand tbeyond”, tI treceive tformal tpraise tfrom 

tmy tsupervisor t(certificate). 

     

3 I tam tsatisfied twith tthe tamount tand tfrequency tof trecognition tfrom 

tmy tsupervisor 

     

4 Those twho tdo twell ton tthe tjob tstand ta tfair tchance tof tbeing tpromoted      

5 The tdegree tof tsupport, trespect tand tfair ttreatment tI treceive tfrom tmy 

tmanager 

     

 

SECTION tF: t tEMPLOYEE tSATISFACTION 

Indicate tthe textent tto twhich tyou tagree tor tdisagree tabout tthe tstatements ton temployee tsatisfaction 

tat tFreda tRebecca tGold tMine 

No textent=1; tlittle textent t=2; tuncertain t=3; tgreat textent t=4; tvery tgreat textent= t5 

  1 2 3 4 5 

 My tjob tsatisfaction tlevel thas tbeen trising tin tthe tlast tthree tyears t      

 Many tare tthe ttimes tI tfeel tsatisfied tby tmy twork t      

 The tnumbers tof tstaff tunrest/strikes thave tbeen tincreasing tin tthe tlast 

tthree tyears t 

     

 The tnumbers tof tmy tcolleagues twho thave tresigned thave tbeen 

tincreasing tin tthe tlast tthree tyears 

     

 

 

The tEnd. tThank tyou 

 

 


