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Abstract

This study examines the effect of successive monetary rewards on employee satisfaction using
an experimental method with the participation of 109 ICT professionals in China. Participants
took a computerized ideation test with random rewards. Data were collected using the post-
test ideation process based on Gussman’s business model and analyzed by SPSS using the
mixed-model method. The research findings challenge the dominant literature in the area of
motivation and satisfaction and show that monetary rewards increase satisfaction only in the
first allocation, but even if they are continued, they do not increase satisfaction. Therefore,
although paying a bonus in the first round, satisfaction is at its highest value in all groups, but
in all subsequent periods, it decreases significantly, so that in all groups, satisfaction during
and at the end of the period is lower than at the beginning of the period. Moreover, although
the highest level of satisfaction was observed in the group receiving the highest reward, it did
not lead to an improvement in ideation performance and an increase in idea quality. These
results contrast with previous studies that report a positive relationship between rewards,
motivation, satisfaction, and performance and question the effectiveness of monetary rewards
in increasing employees’ long-term motivation, satisfaction, and performance.

Extended abstract

1. Introduction

A new dawn has broken in understanding
employee satisfaction  with  this  study,
illuminating hitherto obscured facets of a familiar
phenomenon - the impact of recurring monetary
rewards on employees. Businesses worldwide,
particularly in the buzzing ICT sector of China,
grapple with the puzzle of employee satisfaction
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and motivation; this research boldly ventures into
a previously uncharted territory. The objective
was to delve into the effect of successive
monetary rewards on employees’ motivation,
satisfaction, and performance.

2. Research Methods

The methodology was meticulously crafted,
reminiscent of a carefully constructed adventure.
The 'adventurers' were 109 professionals from the
ICT sector. The 'quest' was a computerized
ideation test, wherein the 'treasure' - rewards -
were sporadically distributed. Following the test,
the adventurers' experiences, emotions, and
performances were systematically recorded and
analyzed, resulting in a riveting narrative that
challenges and often contradicts conventional
wisdom.

3. Results

Firstly, while the initial allocation of monetary
rewards increases satisfaction, this rise was found
to be fleeting. The first round of rewards acted
like a gust of wind filling a ship’s sails, propelling
satisfaction to its peak. However, the wind waned
in subsequent periods. This decrease in
satisfaction was an unexpected revelation, starkly
contrasting with the long-held belief that
monetary  rewards  continuously  motivate
employees and enhance their satisfaction.

Secondly, despite observing the highest
satisfaction levels in the group that received the
most generous rewards, this heightened
satisfaction did not translate into improved
performance or superior ideation. This uncovers
a surprising dichotomy between satisfaction and
performance, indicating  that  increased
satisfaction does not necessarily guarantee
superior performance, challenging the prevalent
assumption of a linear satisfaction-performance
relationship.

The results also offer compelling insights into
the role of intrinsic motivation in job satisfaction.
Echoing the self-determination theory, the
research suggests that while rewards might
initially enhance motivation and satisfaction, they
may reduce intrinsic motivation over time. This
finding could explain why satisfaction peaked
with the first allocation of rewards but gradually
diminished despite further allocations.

The multi-dimensional relationship between
reward allocation and satisfaction became
increasingly apparent as the study progressed.
The results, while aligning with the
"overjustification effect" - an idea that while
rewards can initially increase satisfaction, they
might lead to a decrease over time - audaciously
question theories such as the equity theory. This
study unravels that increased rewards could lead
to enhanced satisfaction, regardless of other
factors.

The findings mirror the "ripple function,” a
physical phenomenon describing a wave that
initially reaches towering heights but gradually
diminishes over time. The results also align with
the psychological Dunning-Kruger effect, which
suggests that people with low abilities can
overestimate their competence. As their
capabilities rise, their confidence never reaches
its original peak.

4. Conclusion

Based on the findings of this research, the tax
administration can use the findings of this
research to assess the factors affecting
transformational leadership, interactive
leadership, trust, personal identity, and creative
self-efficacy. To promote and improve the
innovation climate and creativity of employees,
conditions and areas such as selecting,
appointing, and employing managers and leaders
with the characteristics of transformational and
interactive leaders, increase the level of employee
trust, give personal identity to employees, create
a continuous and dynamic innovation climate and
creativity, as well as the promotion of creative
self-efficacy and creativity of employees.

This research presents a compelling case for
reevaluating performance measurement criteria
within ~ organizations. ~ While  increased
satisfaction might be a natural objective, it does
not necessarily result in improved performance.
Therefore, organizations must consider assessing
their efficacy against tangible performance
improvements while planning and implementing
motivational programs.

The research firmly questions the long-held
assumption that satisfaction is a stepping-stone to
enhanced performance and organizational
effectiveness. While rewards might initially
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enhance job satisfaction, the effect does not
sustain over time, and increased satisfaction only
sometimes translates into improved performance.
Thus, the study offers an eye-opening exploration
of the complex relationship between reward,
satisfaction, and performance.

This pioneering research serves as a beacon of
fresh insight into employee motivation,
satisfaction, and performance. It presents a
paradigm shift, daring to question and contradict

long-standing beliefs. Therefore, this research
underscores the need for a holistic, nuanced
approach to understanding and enhancing
employee satisfaction - one that considers the
intricate dynamics of rewards, satisfaction, and
performance. This study is a clarion call for
organizations worldwide to rethink their
strategies on rewards and satisfaction to build a
truly motivated and satisfied workforce that
performs at its best.
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