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Abstract: 
 

This study examined the influence of the reward system on employee satisfaction in a selected organization, focusing 

on recognition, advancement opportunities, salary, and working conditions. It also considered demographic factors—
age, sex, and civil status—to assess their moderating effects. Results indicated that the reward system significantly 

impacted employee satisfaction across all dimensions. However, no statistically significant differences emerged based 
on demographic variables, suggesting that the reward system's influence was consistent regardless of age, sex, or 

civil status. Employees across different groups similarly perceived the reward system as integral to their workplace 

motivation and satisfaction. Based on these findings, the study recommends strengthening recognition programs, 
clarifying career advancement pathways, and promoting salary transparency through structured communication and 

periodic compensation reviews. These improvements aim to enhance employee motivation, satisfaction, and 

commitment. Overall, the study highlights the pivotal role of a well-designed reward system in fostering a positive 
work environment and underscores the need for inclusive reward strategies that resonate across diverse employee 

profiles. 
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Introduction: 
 

Nature of the Problem 

 
Employee satisfaction is a critical factor in the productivity, efficiency, and long-term success of any organization, 

including academic institutions. In universities, where faculty and staff play a vital role in shaping the learning 
environment and delivering quality education, ensuring their satisfaction is essential. One of the most influential 

factors in employee satisfaction is the reward system, which encompasses both monetary and non-monetary 

incentives such as recognition, career advancement, salary, and working conditions. 
 

Despite its importance, many educational institutions face challenges in implementing a reward system that 

adequately meets the expectations and needs of their employees. In the context of this study, the university's current 
reward system is perceived as satisfactory in some areas—such as working conditions and recognition—while other 

components, particularly salary and career advancement, may not fully meet employee expectations. These 
imbalances in the reward structure may affect employee morale, motivation, retention, and overall job performance. 

 

Inadequate or inconsistent reward systems can lead to employee dissatisfaction, reduced commitment, and higher 
turnover rates. Furthermore, if employees perceive unfairness or inequity in the distribution of rewards, it may 

negatively impact organizational climate and hinder collaborative efforts. With the growing demand for quality 
education and institutional excellence, it is imperative that universities ensure their reward systems are fair, 

motivating, and aligned with employee needs. 

 
This study was conducted to assess the level of employee satisfaction with the existing reward system of the 

university, focusing on four key components: recognition, advancement opportunities, salary, and working 

conditions. The findings aim to provide administrators with insights that can inform policy improvements and human 
resource strategies to foster a more engaged and motivated workforce. 

 
Current State of Knowledge 

 

Employee satisfaction with reward systems is strongly influenced by both classic and contemporary motivation 
theories, emphasizing the need for balanced and culturally aware incentive strategies. Maslow’s Hierarchy of Needs 

remains relevant, but recent studies stress the growing importance of psychological and self-fulfillment needs in 
motivating employees (Ryan & Deci, 2017). Herzberg’s Two-Factor Theory continues to be validated, highlighting 

how both extrinsic (e.g., monetary rewards) and intrinsic motivators (e.g., recognition, growth opportunities) drive 
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job satisfaction (Albrecht et al., 2018). Vroom’s Expectancy Theory has evolved to underscore the need for 

transparent reward structures that connect effort to outcomes (Kanfer et al., 2021). Self-Determination Theory also 
gains support, showing that intrinsic rewards like autonomy and purpose lead to sustained motivation (Deci & Ryan, 

2020). Fairness and clarity in reward distribution are crucial, as they significantly affect employee engagement (Gupta 

& Shaw, 2020). Cultural factors further shape reward effectiveness—individualistic societies benefit more from 
personal incentives, while collectivist cultures respond better to team-based rewards (Chen et al., 2022; Hofstede et 

al., 2023). Moreover, psychological capital—traits like resilience and optimism—enhances the impact of both financial 
and non-financial rewards (Luthans et al., 2023). Finally, aligning reward strategies with evolving employee needs, 

particularly in hybrid and remote settings, is essential for maintaining satisfaction and performance (Armstrong & 

Taylor, 2021). 
 

Recent studies on Filipino organizations reveal that both financial and non-financial rewards significantly influence 
employee motivation, satisfaction, and performance. Filipino employees highly value job security, career 

development, and flexible benefits such as work-life balance initiatives (Bautista et al., 2019; De Guzman & Reyes, 

2021). In SMEs, performance-based bonuses enhance productivity, but intrinsic rewards like recognition and 
professional growth are equally important (Soriano & Castro, 2022). Transparent reward systems foster employee 

trust and commitment (Villanueva & Santos, 2023), while tenure-based incentives remain effective in hierarchical 

workplaces (Ramos & Delos Reyes, 2020). Flexible incentives such as internet allowances and wellness programs are 
particularly valued in remote work settings (Martinez & Cruz, 2023), and company-sponsored skills training boosts 

job satisfaction and retention (Dela Peña & Gonzales, 2024). Hybrid reward systems that blend global best practices 
with cultural sensitivity are most effective in multinational corporations (Flores & Ramirez, 2023). These findings 

align with global theories such as Expectancy Theory (Kanfer et al., 2021) and Self-Determination Theory, which 

highlight the importance of aligning rewards with intrinsic motivators like autonomy and purpose (Deci & Ryan, 
2020). Perceived fairness in reward distribution also remains critical (Gupta & Shaw, 2020), and cultural studies 

show that collectivist cultures, like the Philippines, often respond better to team-based incentives than individual 
rewards (Ng et al., 2019; Chen et al., 2022; Hofstede et al., 2023). Finally, employees with high psychological 

capital—optimism and resilience—respond more favorably to all forms of incentives (Luthans et al., 2023), reinforcing 

the need for adaptive and employee-centered reward systems (Armstrong & Taylor, 2021). 
 

Recent research underscores the importance of well-structured reward systems in enhancing employee satisfaction 

and performance. Park and Sturman (2018) found that while financial incentives boost short-term performance, 
intrinsic rewards such as career development foster long-term engagement. Balancing monetary rewards with 

recognition programs leads to higher retention rates (Gerhart & Fang, 2020), and performance-based reward systems 
enhance motivation when perceived as fair (Campbell et al., 2019). Eisenberger et al. (2021) further emphasized 

that rewards promoting autonomy and competence increase workplace satisfaction. The flexibility of reward systems 

is also gaining importance, as allowing employees to choose their preferred incentives results in greater job 
satisfaction and loyalty (Patel & Johnson, 2023). Additionally, equity-based incentives like stock options and profit-

sharing have been shown to sustain motivation and organizational commitment, especially among top performers 
(Harris & Nguyen, 2024). 

 

Theoretical Underpinnings 
 

This study is anchored in Herzberg’s Two-Factor Theory, which classifies workplace factors into hygiene factors and 
motivators. Hygiene factors—such as salary, supervision, and working conditions—are essential for preventing job 

dissatisfaction but do not necessarily increase satisfaction when improved. In contrast, motivators—such as 

achievement, recognition, and opportunities for advancement—are intrinsic to the role and are directly linked to 
higher levels of employee satisfaction, engagement, and performance. Herzberg’s model emphasizes that for 

employees to feel truly satisfied and motivated, organizations must go beyond addressing basic conditions and focus 

on enriching the job itself through recognition and career development opportunities. 
 

Complementing this framework is Vroom’s Expectancy Theory, which asserts that individuals are motivated when 
they believe that their efforts will lead to performance, and that such performance will result in valued rewards. This 

theory underscores the importance of aligning the reward system with employees’ personal goals and expectations. 

If employees perceive that the rewards offered by the organization—whether financial or non-financial—are attainable 
and meaningful, they are more likely to be satisfied and motivated to perform. 

 
Together, these two theories provide a comprehensive framework for analyzing how both the structure of the reward 

system (as described by Herzberg) and the employee’s perception of its fairness and value (as described by Vroom) 

influence job satisfaction. By integrating these perspectives, this study seeks to better understand how the four key 
dimensions of the reward system—recognition, advancement, salary, and working conditions—interact with employee 

expectations and demographic variables to shape overall satisfaction in a university setting. 

 
Objectives 
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This study aimed to determine the level of employee satisfaction with the reward system implemented at a private 

university in Central Visayas during the academic year 2024–2025. Specifically, it sought to examine the demographic 
profile of the respondents in terms of age, sex, and civil status. The study also aimed to assess the level of employee 

satisfaction with the reward system across four key areas: recognition, advancement opportunities, salary, and 

working conditions. Lastly, the study aimed to identify whether there were statistically significant differences in 
employee satisfaction with the reward system when compared across the demographic variables of age, sex, and 

civil status. 
 

Methodology  

 
This section presents a discussion of the research methodology used, the subjects and respondents of the study, 

the research instruments used, the validity and reliability of the instruments, the procedure for data gathering, and 
the statistical tools and procedures for data analysis 

 

Research Design 
 

This study aimed to determine employee satisfaction with the reward system in a university for the last quarter of 

the year 2024. The areas of study are Recognition, Advancement Opportunities, Salary, and Working Conditions. 
Considering the nature of the data involved, the descriptive research design was used in this study. Descriptive 

research is valuable in providing facts on which scientific judgment may be based, providing essential knowledge 
about the nature of objects and persons and for closer observation into the practices, behavior, methods, and 

procedures, and playing a large part in the development of instruments for the measurement of many gathering 

instruments like questionnaires, tests, interviews, checklists, score cards, rating scales, and observation schedules, 
and formulating of policies in the local, national, or international level (Calmorin, 2016). 

 
Further, a descriptive research design was employed since it is non-experimental research. It gave freedom to the 

researcher to measure and assess their statistical relationship with little effort to control extraneous variables. Data 

was gathered, categorized, tabulated, treated, analyzed, and interpreted to develop findings, conclusions, and 
recommendations. 

 

Study Respondents 
 

The study's respondents were 262 employees from one of the universities in a highly urbanized city in Central 
Philippines with a total population of 818. Since the number of respondents is quite large, stratified sampling, random 

sampling techniques, and lottery were used, and the Cochran formula was applied to find the sample size. To 

determine the percentage, the respondents from each strand were divided by the total number of respondents and 
multiplied by the sample size. 

 
Instruments 

 

In this study, the data was collected via a questionnaire. A self-made questionnaire was used to gather data on 
employee satisfaction with the reward system. The instrument was divided into two parts: Part I collected 

demographic information (age, sex, civil status), while Part II assessed satisfaction with the reward system in four 
areas: recognition, advancement opportunities, salary, and working conditions. Satisfaction levels were rated on a 

1-5 scale: 1 (Almost Never), 2 (Rarely), 3 (Sometimes), 4 (Often), and 5 (Always). The instrument was piloted with 

30 respondents, who were excluded from the actual study. The Cronbach’s Alpha value was 0.939, indicating 
excellent reliability. Also the research instrument was subjected to validity with the result of 4.65 which interpreted 

as “excellent”. 

 
Data Gathering Procedure 

 
After verifying the instrument's validity and reliability, the researcher produced many copies to distribute to the 

respondents. This study was collected using a survey questionnaire. As defined by Hassan (2024), a questionnaire 

is a research instrument consisting of a sequence of questions meant to elicit information from respondents. It is 
commonly used in surveys, academic studies, market research, and assessments to get information on people's 

ideas, preferences, activities, or experiences. Questionnaires are essential in quantitative research for easily 
gathering standardized data from large groups of participants. 

 

The researcher initially obtained approval for this research by writing a formal letter to the School Director. Once 
authorization was given, the researcher handed out printed survey questions to the target respondents. The obtained 

data was then transformed into numerical values and assessed using a five-point Likert scale. The data were then 

encoded and analyzed with the SPSS software. Moreover, the respondents' responses will be the basis for identifying 
the factors affecting their buying behavior regarding life insurance. 
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Data Analysis and Statistical Treatment 

 
Objective No. 1 used the descriptive-analytical scheme and frequency and percentage distributions to determine the 

respondent's profile regarding the selected variables: Age, Sex, and Civil status. 

 
Objective No. 2 used a descriptive-analytical scheme and mean to determine the level of employee satisfaction with 

the reward system in the following areas: Recognition, Advancement Opportunities, Salary, and Working Conditions. 
 

Objective No. 3 utilized a comparative analytical scheme and Mann Whitney U test to determine the significant 

influence of the level of employees' satisfaction on the reward system when grouped and compared according to the 
variables. 

 
Ethical Consideration 

 

Principles that direct study designs and procedures are ethical considerations. When gathering information from 
individuals, researchers and scientists must always abide by a set of rules (P. Bhandari, 2022). Voluntary 

participation, Informed consent, confidentiality, and plagiarism will be strictly considered. Study participants will not 

be forced or pressured; they can withdraw at any time without giving any reason to withdraw. The study participants 
will be thoroughly informed about the purpose and nature of the study, including the benefits, risks, and 

consequences. The study participants will be assured of the confidentially of all information relevant to their personal 
information or any form of identifying information relating to their person. 

 

Results and Discussion 
 

This section deals with the presentation, analysis and interpretation of data gathered to carry out the objectives of 
this study. All these were made possible by following certain appropriate procedures so as to give the exact data 

and solution to each specific problem. 

 
Table 1  

 

Profile of the Respondents 
 

Variable Category Frequency Percentage 

(%) 

Age Younger (Below 37 years old) 131 50.0 

Older (37 years old and above) 131 50.0 

Total 262 100 

Sex Male 156 59.5 

Female 106 40.5 

Total 262 100 

Civil Status Single 103 39.3 

Married 159 60.7 

Total 262 100 

 

 
Table 1 shows the profile of the respondents in terms of age, sex and civil status.  

 
The data indicates that 50% of the respondents were categorized as younger or below 37 years old, while another 

50% fell into the older category or 37 years old and above. Regarding sex, the table reveals that 40.5% of the 

respondents were female, while 59.5% were male. On the civil status of the respondents, the majority or 60.7%, 
were married, while 39.3% were single. 

 

Table 2  
 

Level of Employee Satisfaction on the Reward System in the Area of Recognition 
 

Items Mean Interpretation 
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As an employee of the university, I perform at my best when I…   

1. Am regularly acknowledged for my hard work and contributions. 4.30 High level 

2. Feel motivated because my achievements are celebrated. 4.18 High level 

3. Experience the positive effects of being appreciated on my work 

performance. 

4.39 High level 

4. Am happy with the recognition I receive from others. 4.33 High level 

5. Celebrate team successes with my colleagues. 4.14 High level 

6. Witness fairness in how recognition is given in my workplace. 4.09 High level 

7. Receive verbal praise for my accomplishments. 4.06 High level 

8. Benefit from official programs that recognize employee efforts. 3.92 High level 

9. Feel encouraged by compliments from my coworkers. 4.24 High level 

10. Participate in regular celebrations of achievements in my team. 4.50 Very high level 

Overall Mean 4.21 High level 

 

Table 2 presents the level of reward system in the area of Recognition. The overall mean score was 4.21, which is 

interpreted as high level. Item no. 10 got the highest mean score of 4.50, which states, "Participate in regular 
celebrations of achievements in my team," interpreted as a very high level. Meanwhile, item No. 8 got the lowest 

mean score of 3.92, which states, "Benefit from official programs that recognize employee efforts," interpreted as 

high level.  
 

Research results indicate that to increase the efficacy of their official recognition programs, organizations should 
reconsider the. In order to make employees feel truly valued, employers should incorporate personalized elements 

such as employee-of-the-month programs, direct management acknowledgments, and real-time recognition 

systems. Additionally, ensuring these initiatives are open and equitable helps boost motivation and participation 
among staff members. The comparatively poor evaluations of formal recognition programs align with earlier studies 

emphasizing the value of carefully planned and regularly carried out recognition campaigns.  
 

The results of the study support Brun and Dugas' (2018) assertion that "Employees prefer immediate and direct 

acknowledgment over structured yet distant recognition approaches. Although formal recognition programs aim to 
improve employee motivation, they frequently do not meet expectations when perceived as impersonal or 

infrequent. 
 

The findings suggest that in order to increase the efficacy of their official recognition programs, organizations 

should reconsider them. In order to make employees feel truly valued, employers should incorporate personalized 
elements such as employee-of-the-month programs, direct management acknowledgements, and real-time 

recognition systems. Additionally, making sure these initiatives are open and equitable helps boost motivation and 

participation among staff members. The comparatively poor evaluations of formal recognition programs align with 
earlier studies emphasizing the value of carefully planned and regularly carried out recognition campaigns.  

 
The results of the study support Brun and Dugas' (2018) assertion that "Employees prefer immediate and direct 

acknowledgment over structured yet distant recognition approaches. Although formal recognition programs aim to 

improve employee motivation, they frequently do not meet expectations when perceived as impersonal or 
infrequent."  

 
This indicates that while formal recognition programs are important, they should be crafted to ensure they are 

meaningful, personalized, and effectively communicated to employees. 

 
Table 3 

 

Level of Employees' Satisfaction on the Reward System in the Area of Advancement Opportunities 
 

Advancement Opportunities     

Items Mean Interpretation 

As an employee of the university, I perform at my best when I…   

1. See others in my workplace being promoted often, which 

inspires me to work harder. 

4.27 High level 

2. Benefit from the training opportunities provided by my 

workplace. 

4.41 High level 
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3. Experience career growth that improves my job satisfaction. 4.29 High level 

4. Discuss with my boss how I can grow and advance in my role. 4.08 High level 

5. Feel supported and encouraged to apply for promotions. 3.95 High level 

6. Work with mentors who help me improve and grow 

professionally. 

4.13 High level 

7. Use my skills effectively to advance in my career. 4.28 High level 

8. Receive regular feedback on how to improve and grow in my 

career. 

4.16 High level 

9. Have equal opportunities to grow and be promoted in my 
workplace. 

4.03 High level 

10. When I see well-defined steps for progressing in my career at 
work. 

4.16 High level 

Overall Mean 4.18 High level 

 

Table 3 shows the level of influence of the reward system in the areas of advancement opportunities. The overall 
mean score was 4.18, which is interpreted as a high level. Item No. 2 got the highest mean score of 4.41, which 

states, "Benefit from the training opportunities provided by my workplace," which is interpreted as very high. 

Meanwhile, Item No. 5 got the lowest mean score of 3.95, which states, "Feel supported and encouraged to apply 
for promotions," which is interpreted as a high level. 

 
The results suggest that organizations enhance their internal promotion strategies by establishing mentorship 

initiatives, career development programs, and transparent promotional criteria. Promoting open communication 

between employees and management concerning opportunities for advancement can help alleviate issues 
regarding the accessibility of promotions. Organizations can boost employee motivation, retention, and overall job 

satisfaction by nurturing a culture that encourages career progression. 
 

The relatively low rating of promotional support is consistent with studies showing that, despite the abundance of 

training opportunities, employees sometimes struggle to access promotional channels because of unclear career 
progression pathways or perceived biases. As Ng et al. (2018) point out, "Employees who feel unsupported in their 

career growth are more prone to experience stagnation, resulting in reduced motivation and engagement, 

Organizations must guarantee that promotion criteria are clear and that employees have sufficient mentorship to 
navigate where workers feel confident and inspired to explore career progression in addition to offering training. 

 
Table 4 

 

Level of Employee Satisfaction on the Reward System in the Area of Salary 
 

Salary     

Items Mean Interpretation 

As an employee of the university, I perform at my best when I…   

1. Am satisfied with the salary I receive. 3.73 High level 

2. Benefit from regular reviews and adjustments to my salary. 3.84 High level 

3. When I see the significance of my salary in shaping my overall 
job satisfaction. 

3.84 High level 

4. Receive salary increases or bonuses on a regular basis. 3.69 High level 

5. Feel that my salary motivates me to work harder. 3.71 High level 

6. Believe that my pay fairly reflects my performance. 3.62 High level 

7. Compare my salary favorably with others in the same industry. 3.57 High level 

8. Have open discussions with my boss about my salary. 3.48 Moderate level 

9. Understand how salaries are determined in my workplace. 3.66 High level 

10. Fell that my pay is competitive 3.53 High level 
Overall Mean 3.67 High level 

   

Table 4 shows the level of reward system in the area of Salary. The overall mean score was 3.67, which is 

interpreted as high level. Items with the highest mean score are Item No. 2, "Benefit from regular reviews and 
adjustments to my salary," which has a mean score of 3.84, interpreted as high level, and item No.3, "When I see 

the significance of my salary in shaping my overall job satisfaction," has a mean score of 3.84 also interpreted as 
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high level. Moreover, item No. 8 got the lowest mean score of 3.48, which states, "Have open discussions with my 

boss about my salary," which is interpreted as a moderate level. 
 

The research indicates that organizations ought to adopt structured policies for salary negotiations and offer 

training for employees and managers on effectively engaging in salary discussions. Promoting transparent dialogue 
regarding compensation can alleviate uncertainty, boost employee trust, and improve overall job satisfaction. 

Additionally, organizations should consider implementing regular feedback sessions where employees can voice 
their concerns about salary, cultivating a workplace culture prioritizing fairness and transparency in financial 

rewards. 

 
This inference corresponds with the findings of Kim and Cotton (2018), who mention that "employees frequently 

shy away from salary negotiations due to worries about negative repercussions, lack of self-assurance, or 
perceived resistance from employers. Organizations that promote open conversations about pay and establish clear 

protocols for salary adjustments can improve job satisfaction and retain employees" (p. 271). It underscores the 

necessity of fostering a communicative and supportive culture concerning compensation issues. 
 

Table 5  

 
Level of Employee Satisfaction on the Reward System in the Area of Working Conditions   

 

Working Conditions     
Items Mean Interpretation 

As an employee of the university, I perform at my best when I…   

1. Work in a comfortable and supportive physical environment. 4.31 High level 

2. Experience minimal distractions while working. 3.96 High level 

3. Benefit from flexible working conditions that enhance my 

performance. 

4.30 High level 

4. Feel supported by my coworkers in the workplace. 4.26 High level 

5. Have the opportunity to share my ideas to improve work 
conditions. 

4.29 High level 

6. Know that my workplace is safe and conducive to productivity. 4.32 High level 

7. Have access to the tools and resources I need to do my job 

effectively. 

4.22 High level 

8. Work in an environment that positively impacts my overall job 
satisfaction. 

4.27 High level 

9. See work conditions being reviewed and improved regularly. 4.07 High level 

10. Feel motivated by my surroundings to perform at my best. 4.09 High level 

Overall Mean 4.21 High level 

 
Table 5 shows the level of influence of the reward system in the area of working conditions. The overall mean score 

was 4.21, which is a high level. Moreover, the item with the highest mean score is item no.6, "Know that my 

workplace is safe and conducive to productivity," which has a mean score of 4.32, interpreted as a high level. 
Meanwhile, Item No. 2, "Experience minimal distractions while working," has the lowest mean score of 3.96, which 

is interpreted as a high level. 

 
The study findings indicate that organizations may adopt measures to reduce workplace distractions. This could 

involve creating quiet areas, introducing flexible working options, and establishing protocols to limit unnecessary 
disturbances. Furthermore, equipping employees with noise-cancelling devices or redesigning office layouts to 

promote concentration can lead to a more effective working environment. Organizations can enhance employee 

involvement, productivity, and overall job satisfaction by addressing workplace distractions properly. 
 

The existence of distractions in the workplace can adversely affect both productivity and employee satisfaction. 
This conclusion is consistent with the research conducted by Bernstein and Turban (2018), which asserts that 

"distractions in the workplace, especially within open-plan offices, can result in diminished concentration, 

heightened stress levels, and decreased overall job performance. Offering employees specific quiet spaces or 
adaptable work areas can help alleviate these harmful effects," (p. 57). Their study emphasizes the importance of 

minimizing workplace interruptions to support employee health and effectiveness. 

 
Table 6  
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Differences in the Level of Influence of the Reward System in the Area of Recognition and when grouped and 

compared according to aforementioned variables 
 

Recognition 

Variables Categories N Mean 

Rank 

Mann 

Whitney 
U – test 

Sig. 

Level 

p-

value 
  

Interpretation 

 Age Younger 131 133.73 8288.50 0.05 0.633 Not Significant 

Older 131 129.27 

 
Sex 

Male 156 125.05 7262.00 0.094 Not Significant 

Female 106 140.99 

Civil 
Status 

Single 103 129.78 8011.00 0.766 Not Significant 

Married 159 132.62 

 

Table 6 shows the difference in the level of influence of the reward system in the area of recognition and when 

grouped and compared according to variables.  
 

The result of the study shows that on age, the mean rank score of the younger category is 133.73, while on the 

older category, the mean rank score is 129.27, with a p-value of 0.633 and a significant level of 0.05 interpreted 
as not significant.  On sex, the mean rank score in the male category is 125.05, while in the female category, the 

mean rank score is 140.99, with a p-value of 0.094 and a significant level of 0.05, and is interpreted as not 
significant. Regarding civil status, the mean rank score in the single category is 129.78, while in the married 

category, the mean rank score is 132.62, with a p-value of 0.766 and a significant level of 0.05, and is interpreted 

as not significant. 
 

The study's finding suggests that age, sex and civil status do not influence the reward system in the area of 
recognition and when grouped and compared according to variables. Therefore, the null hypothesis that "There is 

no significant relationship on the level of influence of the reward system on employees' satisfaction when grouped 

and compared according to the aforementioned variables" is accepted.  
 

According to Biron and Boon's (2016) study, equitable recognition systems consistently applied across 

demographics foster a positive organizational climate. They found that employees are likelier to remain committed 
and engaged when recognition practices are perceived as fair. 

 
Table 7 

 

Differences in the Level of Influence of the Reward System in the Area of Advancement Opportunities, and when 
grouped and compared according to variables 

 

Advancement Opportunities 

Variables Categories N Mean 
Rank 

Mann 
Whitney 

U - test 

Sig. 
Level 

p-
value 

  

Interpretation 

 Age Younger 131 133.53 8314.00 0.05 0.662 Not Significant 

Older 131 129.47 

Sex Male 156 125.81 7381.00 0.139 Not Significant 

Female 106 139.87 

Civil Status Single 103 129.08 7939.00 0.675 Not Significant 

Married 159 133.07 
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Table 7 shows the difference in the level of influence of the reward system in the area of advancement 
opportunities, and when grouped and compared according to variables.  

 

The result of the study shows that on age, the mean rank score of the younger category is 133.53, while on the 
older category, the mean rank score is 129.47, with a p-value of 0.662 and a significant level of 0.05 interpreted 

as not significant.  On sex, the mean rank score in the male category is 125.81, while in the female category, the 
mean rank score is 139.87, with a p-value of 0.139 and a significant level of 0.05, which is interpreted as not 

significant. In terms of civil status, the mean rank score in the single category is 129.08, while in the married 

category, the mean rank score is 133.07, with a p-value of 0.675 and a significant level of 0.05 interpreted as not 
significant. 

 
The study's finding suggests that age, sex, and civil status do not influence the reward system's influence in the 

area of advancement opportunities and when grouped and compared according to variables. Therefore, the null 

hypothesis, which states that "There is no significant relationship on the level of influence of the reward system on 
employee satisfaction when grouped and compared according to the aforementioned variables," is accepted.  

 

De Vos and Meganck (2020) study found that inclusive career development programs reduce turnover intentions 
and enhance job satisfaction, as employees feel that opportunities for growth are equally available to all. 

 
Table 8  

 

Differences in the Level of Influence of the Reward System in the Area of Salary and when grouped and compared 
according to variables 

  

Salary 

Variables Categories N Mean 

Rank 

Mann 

Whitney 
U - test 

Sig. 

Level 

p-

value 
  

Interpretation 

                

  

Age 
 

Younger 131 129.82 8360.00 0.05 0.719 Not Significant 

Older 131 133.18 

Sex Male 156 131.67 8242.00 0.965 Not Significant 

Female 106 131.25 

Civil 

Status 

Single 103 126.04 7626.00 0.347 Not Significant 

Married 159 135.03 

  
Table 8 shows the difference in the level of influence of the reward system in the area of salary and when grouped 

and compared according to variables.  

 
The result of the study shows that on age, the mean rank score of the younger category is 129.82, while on the 

older category, the mean rank score is 133.18, with a p-value of 0.719, and a significant level of 0.05 interpreted 
as not significant.  On sex, the mean rank score in the male category is 131.67, while in the female category, the 

mean rank score is 131.25, with a p-value of 0.965, and a significant level of 0.05 is interpreted as not significant. 

In terms of civil status, the mean rank score in the single category is 126.04, while in the married category, the 
mean rank score is 135.03, with a p-value of 0.347 and a significant level of 0.05 interpreted as not significant. 

 
The study's findings suggest that age, sex and civil status do not influence the reward system in the area of salary 

and when grouped and compared according to variables. Therefore, the null hypothesis that "There is no significant 

relationship on the level of influence of the reward system on employees' satisfaction when grouped and compared 
according to the aforementioned variables" is accepted. 

 

Findings in the study of Bryant et al. (2019) show that when salary structures are perceived as transparent and 
fair, it enhances employees' sense of justice and reduces compensation-related conflicts. 

 
Table 9 
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Differences in the Level of Influence of the Reward System in the Area of Working Conditions and when grouped 

and compared according to variables 
   

Working Conditions 

Variables Categories N Mean 

Rank 

Mann 

Whitney 

U – test 

Sig. 

Level 

p-

value 

  

Interpretation 

Age Younger 131 138.08 7718.50 0.05 0.158 Not Significant 

Older 131 124.92 

Sex Male 156 126.71 7521.50 0.213 Not Significant 

Female 105 138.54 

Civil Status Single 103 133.37 7995.50 0.746 Not Significant 

Married 159 130.29 

 

Table 9 shows the difference in the level of influence of the reward system in the area of working conditions and 
when grouped and compared according to variables.  

 
The results of the study show that on age, the mean rank score of the younger category is 138.08, while on the 

older category, the mean rank score is 124.92, with a p-value of 0.158 and a significant level of 0.05 interpreted 

as not significant.  On sex, the mean rank score in the male category is 126.71, while in the female category, the 
mean rank score is 138.54, with a p-value of 0.213 and a significant level of 0.05 interpreted as not significant. In 

terms of civil status, the mean rank score in the single category is 133.37, while in the married category, the mean 
rank score is 130.29, with a p-value of 0.746 and a significant level of 0.05 interpreted as not significant. 

 

The study's finding suggests that age, sex and civil status do not influence the Reward System in the Area of 
Working Conditions and when grouped and compared according to variables. Therefore, the null hypothesis, "There 

is no significant relationship on the level of influence of the reward system on employees' satisfaction when 

grouped and compared according to the aforementioned variables",  is accepted. 
 

Kim et al. (2018) noted that ensuring safe and comfortable working conditions for all employees, regardless of 
demographic differences, enhances productivity and fosters a sense of security in the workplace. 

 

Conclusions 
 

The study examined employee satisfaction with the reward system based on demographic variables such as age, 
sex, and civil status, finding an equal distribution between younger and older respondents, a majority of male 

participants, and most being married. Results showed that while employees across all demographics—regardless of 

age, sex, or marital status—perceived a significant influence of the reward system on their satisfaction in areas like 
recognition, advancement opportunities, salary, and working conditions, there were no significant differences in 

satisfaction levels when these groups were compared. This indicates that the reward system consistently impacted 

all employees similarly, regardless of their demographic profiles. Based on these findings, the study recommends 
enhancing recognition programs through structured activities and regular feedback, establishing mentorship and 

career guidance initiatives to support advancement, and promoting salary transparency by improving communication 
and aligning compensation with performance and market standards. 
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