


Reward Management and Employee Quality of Work Life in Public Health Facilities: Evidence from Machakos County Government, Kenya
ABSTRACT
Reward management is a key HRM practice that influences employee satisfaction, motivation, and performance by shaping how valued employees feel within an organization. In Kenya’s public health sector, inadequate rewards and poor HR implementation lower morale and negatively impact quality of work life and service delivery. This study examined the influence of reward management on employee Quality of Work Life (QWL) in public health facilities under Machakos County Government, Kenya. A descriptive survey research design was adopted, and data were collected from 195 healthcare workers using structured questionnaires measured on a five-point Likert scale. Reliability of the instrument was confirmed using Cronbach’s Alpha, with reward management (α = 0.81) and Quality of Work Life (α = 0.84) indicating good internal consistency. Ethical standards were upheld through informed consent, voluntary participation, and assurance of confidentiality and anonymity of respondents. Data were analyzed using descriptive statistics, analysis of variance (ANOVA), and ordinal logistic regression. The findings indicated that reward management was moderately rated (M = 3.74, SD = 1.12), reflecting a generally positive but varied perception among employees. ANOVA results showed significant differences in perceptions of reward management across employee categories, indicating variability in how reward practices are experienced within public health facilities (p < 0.05). Further, ordinal logistic regression analysis revealed that reward management had a statistically significant positive influence on employee Quality of Work Life (OR = 1.68, 95% CI [1.36, 2.59], p < .001), implying that a one-unit increase in reward management increases the odds of higher QWL by 68%.The results demonstrate that fair compensation, promotion opportunities, recognition, and allowances significantly enhance employee satisfaction, motivation, and commitment. The study concludes that strengthening reward management practices is essential for improving employee well-being and service delivery in public health institutions. It recommends the implementation of fair, transparent, and timely reward systems within county governments to enhance workforce performance and overall healthcare outcomes.
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1. INTRODUCTION
1.1 Background of the Study
Human resource management practices play a critical role in determining employee satisfaction, motivation, and performance (Guest, 2017). Reward management is one of the most important HRM practices because it influences how employees perceive their value within the organization (Armstrong, 2006). Reward management includes salaries, allowances, promotions, recognition, and other benefits intended to motivate employees and improve organizational performance (Hsinkuang et al., 2023).
[bookmark: _GoBack]In the public health sector, employees operate under demanding conditions that require commitment, responsibility, and professional competence. However, inadequate rewards, delayed promotions, and lack of recognition may reduce morale and negatively affect Quality of Work Life (Walton, 1975). In Kenyan county governments, health workers often face heavy workload, limited resources, and delays in HR policy implementation, making reward management a critical factor in employee well-being and service delivery (Njuguna et al., 2014).
Healthcare workers operate in environments characterized by long working hours, emotional demands, and resource constraints. In such settings, effective reward management is essential for sustaining employee motivation, well-being, and service delivery.
This study therefore examined the influence of reward management on employee Quality of Work Life in health facilities under Machakos County Government.
1.2 Theoretical Framework 
This study was guided by five complementary theories that explain the relationship between reward management and employee Quality of Work Life (QWL), namely Self-Determination Theory, Job Demands–Resources Model, Psychological Empowerment Theory, Social Exchange Theory, and Equity Theory. These theories provide a strong foundation for understanding how financial and non-financial rewards influence employee motivation, satisfaction, commitment, and overall well-being in the workplace, particularly in public health institutions where employees operate under demanding conditions.
Self-Determination Theory
Self-Determination Theory (SDT) developed by Deci and Ryan (2000, 2017) explains that human motivation is influenced by the satisfaction of three basic psychological needs: autonomy, competence, and relatedness. When these needs are fulfilled, employees experience higher motivation, engagement, and well-being. Reward management plays an important role in satisfying these needs through fair salaries, promotion opportunities, recognition, and supportive work environments.
In the public health sector, employees often face high workload, emotional pressure, and limited resources. When reward systems are perceived as fair and supportive, employees feel valued and competent, which enhances their Quality of Work Life. Conversely, inadequate compensation, delayed promotions, and lack of recognition may reduce intrinsic motivation and lead to job dissatisfaction. Therefore, Self-Determination Theory helps explain why appropriate reward management is essential for improving employee well-being and performance in county health facilities.
Job Demands–Resources Model
The Job Demands–Resources (JD-R) Model developed by Bakker and Demerouti (2007, 2014) explains that employee well-being depends on the balance between job demands and job resources. Job demands include workload, time pressure, emotional stress, and responsibility, while job resources include salary, promotion, recognition, supervision support, and career development opportunities.
In public health facilities, employees are exposed to high job demands such as long working hours, staff shortages, and pressure to deliver quality healthcare services. Reward management acts as an important job resource that helps employees cope with these demands. Adequate compensation, allowances, and recognition reduce stress, increase motivation, and improve commitment, thereby enhancing Quality of Work Life.
The JD-R model is particularly relevant to this study because healthcare workers in county governments often operate under challenging conditions, and the availability of fair rewards can determine whether employees experience burnout or job satisfaction.
Psychological Empowerment Theory
Psychological Empowerment Theory developed by Spreitzer (1995, 2008) explains that employees perform better when they feel empowered in their work. Empowerment consists of four key dimensions: meaning, competence, self-determination, and impact. Reward management contributes to empowerment by recognizing employee effort, providing promotion opportunities, and offering fair compensation.
When employees perceive that their work is appreciated and rewarded, they develop a sense of importance and confidence in their roles. In public health institutions, recognition and promotion opportunities increase morale and encourage employees to take responsibility for service delivery. On the other hand, lack of rewards may make employees feel undervalued, reducing their commitment and job satisfaction.
This theory supports the argument that effective reward management enhances Quality of Work Life by strengthening employees’ psychological attachment to their work and organization.

Social Exchange Theory
Social Exchange Theory proposed by Blau (1964) explains that relationships in the workplace are based on reciprocal exchanges between employees and the organization. When employees receive fair treatment, adequate rewards, and recognition, they feel obligated to respond with loyalty, commitment, and improved performance.
In the context of county health facilities, employees expect fair salaries, timely promotions, and recognition for their efforts. When these expectations are met, employees develop trust in the organization and are more willing to contribute positively to service delivery. However, when reward systems are perceived as unfair or inconsistent, employees may reduce their effort, leading to poor Quality of Work Life and reduced productivity.
Social Exchange Theory therefore explains how reward management influences employee attitudes, commitment, and satisfaction in the public health sector.
Equity Theory
Equity Theory developed by Adams (1965) states that employees evaluate fairness by comparing their rewards with those of other employees performing similar work. If employees perceive inequality in salary, promotion, or recognition, they may experience dissatisfaction, stress, and reduced motivation.
In public health facilities within county governments, employees often compare their rewards with those of colleagues in other counties or national government institutions. Perceived unfairness in compensation, delayed promotions, or unequal allowances may negatively affect morale and Quality of Work Life. On the other hand, fair and transparent reward systems increase satisfaction, trust, and commitment.
Equity Theory is therefore important in explaining why reward management must be consistent, transparent, and fair in order to improve employee well-being and service delivery.
Application of the Theories to the Study
The five theories collectively explain that reward management influences employee Quality of Work Life through motivation, fairness, empowerment, and availability of job resources. In public health facilities under Machakos County Government, employees operate in demanding environments that require high levels of commitment and professionalism. When reward systems are fair, timely, and transparent, employees experience higher satisfaction, motivation, and psychological well-being, leading to improved service delivery.
Therefore, the theoretical framework supports the assumption that reward management is a key determinant of employee Quality of Work Life in county public health institutions, and provides a strong basis for examining the relationship between compensation, promotion, recognition, allowances, and employee well-being.
1.3 Statement of the Problem 
Public health facilities in county governments play a critical role in the provision of essential healthcare services to citizens. The effectiveness of these institutions largely depends on the motivation, commitment, and well-being of healthcare workers, including nurses, clinical officers, medical officers, and medical superintendents. However, many county health systems in Kenya continue to experience challenges related to employee dissatisfaction, high workload, limited resources, and delays in implementation of human resource policies. These challenges have raised concerns about the Quality of Work Life (QWL) of healthcare workers and its effect on service delivery.
Reward management is one of the key human resource management practices that influence employee attitudes and performance. Effective reward systems include fair salaries, timely promotions, recognition of performance, allowances, and access to employee benefits. In the public sector, and particularly in county governments, reward management is often constrained by budget limitations, bureaucratic procedures, and delayed decision-making processes. As a result, employees may experience frustration, low morale, and reduced motivation, which negatively affects their Quality of Work Life and the quality of services provided to the public.
In the health sector, the impact of poor reward management is more pronounced due to the demanding nature of healthcare work. Health workers are required to work long hours, handle emergencies, and operate under stressful conditions while ensuring high standards of professional conduct. When rewards are perceived as inadequate or unfair, employees may develop negative attitudes toward their work, leading to low job satisfaction, reduced commitment, increased absenteeism, and high turnover intentions. Such outcomes can undermine the ability of county governments to achieve their health service delivery targets.
In Machakos County Government, efforts have been made to improve human resource management through policy reforms, training programmes, and performance management systems. However, concerns have continued to emerge regarding delays in promotion, limited recognition of performance, perceived inequality in allowances, and dissatisfaction with compensation among healthcare workers. These concerns suggest that reward management may be a significant factor affecting employee Quality of Work Life in county health facilities.
Despite the importance of reward management in improving employee well-being and organizational performance, there is limited empirical research focusing on the relationship between reward management and Quality of Work Life in public health facilities within Kenyan county governments. Most existing studies have focused on general job satisfaction or performance without specifically examining how different components of reward management influence employee well-being in the devolved health system. This creates a knowledge gap that limits the ability of policy makers and human resource managers to design effective reward strategies for healthcare workers.
Furthermore, the introduction of devolved governance under the Constitution of Kenya (2010) transferred health service delivery to county governments, increasing the need for effective human resource management practices at the county level. However, the extent to which reward management contributes to improving Quality of Work Life in county health facilities remains insufficiently documented. Without empirical evidence, it becomes difficult to develop policies that address employee needs and improve service delivery outcomes.
This study therefore sought to fill this gap by examining the influence of reward management on employee Quality of Work Life in public health facilities under Machakos County Government. The study aimed to provide empirical evidence that can guide county governments, policy makers, and human resource practitioners in designing fair and effective reward systems that enhance employee well-being, motivation, and commitment, ultimately leading to improved healthcare service delivery.
1.4 Research Objective
To determine the influence of reward management on employee Quality of Work Life in public health facilities under Machakos County Government.
1.5 Significance of the Study
This study is significant because it contributes to the understanding of how reward management influences employee Quality of Work Life (QWL) in public health institutions, particularly within the context of county governments in Kenya. Human resource management practices play a critical role in determining employee motivation, commitment, and productivity, and reward management is one of the most influential practices affecting employee well-being. By examining the relationship between reward management and Quality of Work Life in public health facilities under Machakos County Government, the study provides empirical evidence that can support the development of effective human resource policies in the devolved health sector.
First, the study is important to county governments and policy makers because it highlights the role of fair compensation, promotion, recognition, and allowances in improving employee satisfaction and performance. County governments are responsible for managing health personnel under the devolved system, and the findings of this study can help decision-makers design reward systems that enhance motivation and reduce employee dissatisfaction. Improved reward management may lead to better service delivery, increased accountability, and improved performance in public health facilities.
Second, the study is significant to human resource managers and administrators in the public service because it provides practical information on how reward policies influence employee attitudes and work outcomes. Understanding the link between reward management and Quality of Work Life can help HR practitioners develop strategies that promote fairness, transparency, and employee engagement. The findings may guide improvements in promotion procedures, performance-based rewards, recognition programmes, and employee benefits in county governments.
Third, the study is valuable to healthcare workers because it addresses issues that directly affect their working conditions, motivation, and well-being. Employees who experience fair treatment, timely promotions, and adequate compensation are more likely to be satisfied with their jobs and committed to their responsibilities. By identifying the importance of reward management, the study supports the need for policies that protect employee welfare and promote a positive work environment in public health institutions.
Fourth, the study contributes to academic knowledge and research by providing empirical evidence on the relationship between reward management and Quality of Work Life in the context of devolved governance in Kenya. Most previous studies have focused on job satisfaction or performance without examining the broader concept of Quality of Work Life, particularly in county health facilities. This study therefore fills an important research gap and supports the application of Self-Determination Theory, Job Demands–Resources Model, Social Exchange Theory, Psychological Empowerment Theory, and Equity Theory in explaining employee well-being in the public sector.
Fifth, the study is significant to future researchers and scholars because it provides a reference for further studies on human resource management practices in county governments and other public sector institutions. The findings may be used to compare reward systems across counties, sectors, or countries, and to develop new research on employee well-being, motivation, and performance in the public service.
Finally, the study is important for improving service delivery in the health sector, which is one of the most critical functions of county governments under the Constitution of Kenya (2010). When healthcare workers experience a high Quality of Work Life, they are more likely to provide efficient, professional, and citizen-centered services. Therefore, strengthening reward management can contribute to improved healthcare outcomes, increased public trust, and better achievement of county development goals.







2. LITERATURE REVIEW
2.1 Concept of Reward Management
Reward management refers to the strategies used by organizations to compensate employees through financial and non-financial benefits (Armstrong, 2006). Effective reward systems improve motivation, satisfaction, and performance.
2.2 Reward Management and Quality of Work Life
Quality of Work Life refers to employees’ satisfaction with their working environment, compensation, and growth opportunities (Walton, 1975). Fair rewards increase job satisfaction, reduce stress, and improve commitment.
2.3 Empirical Evidence
Empirical studies have consistently shown that reward management plays a significant role in influencing employee motivation, job satisfaction, commitment, and overall Quality of Work Life (QWL). Reward management includes both financial and non-financial benefits such as salary, allowances, promotion opportunities, recognition, and employee benefits, which collectively determine how employees perceive fairness and value within an organization (Armstrong, 2006). In the public sector, effective reward systems are particularly important because employees often operate under strict regulations, limited resources, and high expectations for service delivery.
Lavanya, Kumar, and Reddy (2024) examined the relationship between reward systems and employee performance in public institutions and found that both financial rewards and recognition programmes significantly improved employee motivation and productivity. The study established that employees who perceive rewards as fair and transparent are more likely to demonstrate commitment and positive work attitudes. These findings support the Self-Determination Theory, which explains that extrinsic rewards enhance motivation when they satisfy employees’ psychological needs.
Similarly, Singh and Prakash (2024) investigated the effect of reward management on employee engagement and reported that organizations with structured reward systems recorded higher levels of job satisfaction and lower turnover intentions. The study emphasized that promotion opportunities, performance-based rewards, and recognition programmes strengthen employees’ emotional attachment to the organization. These findings are consistent with Social Exchange Theory, which suggests that employees reciprocate fair treatment with loyalty and improved performance.
Murovhi and Ngirande (2024) studied total reward systems and employee work engagement and found that a combination of financial compensation, career development, and recognition significantly improved employee well-being and reduced work-related stress. The study further established that employees who receive adequate rewards are better able to cope with job demands, supporting the Job Demands–Resources (JD-R) Model, which states that job resources such as rewards help employees manage workload and pressure.
In the African context, Pkite and Ng’eno (2024) examined reward practices in public sector organizations in Kenya and found that delayed promotions, unequal allowances, and lack of recognition were major causes of employee dissatisfaction. The study concluded that fair and consistent reward management improves job satisfaction, commitment, and organizational performance. These findings support Equity Theory, which explains that employees compare their rewards with those of others and develop positive or negative attitudes depending on perceived fairness.
In the health sector, reward management has been identified as a critical factor affecting employee Quality of Work Life due to the demanding nature of healthcare work. Studies have shown that health workers often experience heavy workload, emotional stress, and long working hours, making adequate compensation and recognition essential for maintaining morale and commitment. When reward systems are weak, employees may experience burnout, reduced motivation, and low job satisfaction, which negatively affects service delivery.
Research conducted in public health institutions has also shown that lack of timely promotions, inadequate allowances, and limited recognition contribute to low employee morale and increased turnover intentions. These challenges are common in devolved systems where human resource management functions are handled at the county level, and where financial and administrative constraints may delay implementation of reward policies.
In Kenyan county governments, limited empirical studies have examined the influence of reward management on Quality of Work Life, particularly in the health sector. Most available studies focus on general job satisfaction or performance without addressing the broader concept of employee well-being. This creates a research gap in understanding how different components of reward management influence employees’ work experience in county health facilities.
The present study therefore sought to fill this gap by examining the influence of reward management on employee Quality of Work Life in public health facilities under Machakos County Government. The study focused on key elements of reward management, including salary, promotion, recognition, and allowances, and assessed their effect on employee satisfaction, commitment, motivation, and work environment. By providing empirical evidence from a devolved health system, the study contributes to the growing body of knowledge on human resource management practices in the public sector.



2.4 Conceptual Framework
The conceptual framework for this study illustrates the relationship between reward management and employee Quality of Work Life (QWL) in public health facilities under Machakos County Government. The framework is based on the assumption that effective reward management practices influence employee attitudes, motivation, and well-being, which in turn determine the level of Quality of Work Life experienced by employees.
Reward management was considered the independent variable, while Quality of Work Life was the dependent variable. Reward management was measured using key components commonly applied in public sector human resource management, namely salary and compensation, promotion opportunities, recognition, and allowances/benefits. These elements represent both financial and non-financial rewards that organizations use to motivate employees and improve performance.
Quality of Work Life was measured using indicators that reflect employees’ experience in the workplace, including job satisfaction, employee commitment, motivation, and work environment. These indicators are widely used in studies of employee well-being and are consistent with Walton’s (1975) model of Quality of Work Life, which emphasizes fair compensation, safe working conditions, opportunity for growth, and social integration in the workplace.
The framework is supported by Self-Determination Theory, which explains that rewards influence motivation by satisfying employees’ psychological needs for competence, autonomy, and relatedness. It is also supported by the Job Demands Resources Model, which suggests that rewards act as job resources that help employees cope with workload and stress, thereby improving their well-being. In addition, Social Exchange Theory explains that employees respond positively when they perceive that the organization treats them fairly, while Equity Theory emphasizes that perceived fairness in rewards determines employee satisfaction and commitment. Psychological Empowerment Theory further explains that recognition and promotion increase employees’ sense of meaning, competence, and impact at work.
In the context of public health facilities, employees often work under demanding conditions that require high levels of commitment and professionalism. When reward systems are fair, timely, and transparent, employees are more likely to feel valued and motivated, leading to improved Quality of Work Life. However, when rewards are inadequate or delayed, employees may experience dissatisfaction, stress, and reduced commitment, which negatively affects service delivery.
Therefore, the conceptual framework assumes that effective reward management leads to improved Quality of Work Life among healthcare workers, which ultimately contributes to better performance and service delivery in county health facilities.
Conceptual Framework showing relationship between Reward Management and Quality of Work Life
   Independent Variable 
Reward Management
· Salary
· Promotion
· Recognition
· Allowances




  							
Quality of Work Life 
· Job satisfaction
· Commitment
· Work environment
· Motivation








   Dependent variable
Fig. 1. Conceptual framework of the study
3. METHODOLOGY
3.1 Research Design
The study adopted a descriptive survey research design to examine the influence of reward management on employee Quality of Work Life in public health facilities under Machakos County Government, Kenya. The descriptive design was appropriate because it allows the collection of quantitative data from a large number of respondents and enables the researcher to establish relationships between variables without manipulating the study environment. The design was also suitable for analyzing employees’ perceptions regarding reward management practices and their effect on Quality of Work Life.
3.2 Study Area and Target Population
The study was conducted in public health facilities managed by the Machakos County Government, Kenya. The target population comprised healthcare workers involved in service delivery, including nurses, clinical officers, medical officers, and medical superintendents. These employees were selected because they play a critical role in healthcare provision and are directly affected by human resource management practices such as compensation, promotion, recognition, and employee benefits.
The total target population consisted of healthcare workers working in county health facilities, from which a representative sample was drawn.
3.3 Sample Size and Sampling Technique
A sample of 195 respondents was selected from the target population using a combination of stratified and simple random sampling techniques. Stratified sampling was used to ensure that all professional groups (nurses, clinical officers, medical officers, and medical superintendents) were represented in the study, while simple random sampling was used to select respondents within each category.
The sample size was considered adequate for statistical analysis and consistent with survey research requirements for regression analysis.
3.4 Data Collection Instruments
Primary data were collected using a structured questionnaire developed based on previous studies on reward management and Quality of Work Life. The questionnaire consisted of closed-ended statements measured on a five-point Likert scale, ranging from strongly disagree (1) to strongly agree (5).
The instrument was divided into sections covering:
· Reward management (salary, promotion, recognition, allowances)
· Quality of Work Life (job satisfaction, commitment, motivation, work environment)
· Demographic information
The use of a structured questionnaire ensured uniformity in responses and facilitated quantitative analysis.
3.5 Validity and Reliability of the Instrument
Content validity of the questionnaire was ensured through review of relevant literature and consultation with experts in human resource management and public administration. The items included in the questionnaire were based on established constructs used in previous empirical studies.
Reliability of the instrument was assessed using internal consistency measures, and the questionnaire items were found to be reliable for measuring reward management and Quality of Work Life. The acceptable reliability level supported the use of the instrument for data collection.
Reliability of the instrument was assessed using Cronbach’s Alpha coefficient. Reward management recorded α = 0.81, while Quality of Work Life recorded α = 0.84, indicating acceptable internal consistency.
Table 1 presents the standard thresholds used to interpret Cronbach’s Alpha (α), which is a statistical measure of internal consistency or reliability of a scale. The Cronbach’s alpha values for reward management (α = 0.81) and Quality of Work Life (α = 0.84) indicate good reliability, suggesting high internal consistency of the measurement scales. Since both values exceed the recommended threshold of 0.70, the instruments were considered reliable and appropriate.
[bookmark: _Toc203834444][bookmark: _Toc223783274]Table 1: Interpretation table for Cronbach’s Alpha values
	    Cronbach’s Alpha (α)            Internal Consistency                    Interpretation                                           

	  α ≥ 0.90                           Excellent                                Very High Reliability                               0.80 ≤ α < 0.90                            Good                                             High reliability
0.70 ≤ α < 0.80                           Acceptable                                    Adequate reliability
0.60 ≤ α < 0.70                           Questionable                                 Moderate reliability; 
                                                                                                                         may need improvement
0.50 ≤ α < 0.60                             Poor                                 Low reliability; revise the scale  
α < 0.50                                         Unacceptable                    Very low reliability; not suitable


3.6 Data Collection Procedure
Permission to conduct the study was obtained from the relevant county authorities. The questionnaires were administered to the selected respondents in the health facilities, and respondents were given adequate time to complete them. Participation in the study was voluntary, and confidentiality of responses was assured.
Completed questionnaires were collected, checked for completeness, and prepared for analysis.
3.7 Data Analysis
Data were analyzed using Statistical Package for Social Sciences (SPSS). Both descriptive and inferential statistics were used.
Descriptive statistics included:
· Frequencies
· Percentages
· Means
· Standard deviations
Inferential statistics included ordinal regression analysis, which was used to examine the influence of reward management on employee Quality of Work Life. Ordinal regression was appropriate because the dependent variable was measured using Likert scale responses, which are ordinal in nature.
The level of significance was set at p < 0.05, meaning that results with probability values less than 0.05 were considered statistically significant.
Construct Means and Standard Deviations
Table 2 presents the descriptive statistics for the main study variable measured using a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The results show that Reward Management recorded a mean score of 3.74 with a standard deviation of 1.12, based on responses from 195 participants.
The mean score of 3.74 indicates that, on average, respondents tended to agree that reward management practices such as salary, promotion, recognition, and allowances were present in their workplace. Since the mean is above the midpoint of 3.0, this suggests a moderately positive perception of reward management among healthcare workers in public health facilities under Machakos County Government.
The standard deviation of 1.12 shows that there was some variation in responses, meaning that while many respondents agreed that reward management practices were satisfactory, others expressed lower levels of agreement. This variation may reflect differences in employee experience regarding promotion, allowances, or recognition across different health facilities.
The minimum and maximum values indicate that responses covered a wide range on the Likert scale, suggesting that employees had diverse perceptions about the fairness and effectiveness of reward management practices. Overall, the descriptive results suggest that reward management is present but not uniformly experienced by all employees, which justifies further inferential analysis to determine its influence on Quality of Work Life.
This finding showed that reward management has a statistically significant influence on employee quality of work life in Machakos County health facilities.
[bookmark: _Toc223783283]Table 2 Construct Means and Standard Deviations (1–5 Likert scale) N=195
	Construct
	M
	SD
	Min
	Max

	Reward Management
	3.74
	1.12
	1.6
	3.4




Ordinal Logistic Regression Results
Table 3 presents the results of the ordinal logistic regression analysis conducted to examine the influence of reward management on employee Quality of Work Life. Ordinal regression was used because the dependent variable was measured using Likert scale responses, which are ordinal in nature.
The results show that Reward Management had an odds ratio (OR) of 1.68 with a 95% confidence interval of [1.36, 2.59] and a p-value less than .001. The p-value below 0.05 indicates that the effect of reward management on Quality of Work Life is statistically significant.
The odds ratio of 1.68 means that for every one-unit increase in reward management, the odds of an employee reporting a higher level of Quality of Work Life increase by approximately 68 percent. This suggests that employees who perceive reward systems as fair and satisfactory are more likely to report higher satisfaction, motivation, commitment, and positive work experience.
The confidence interval does not include the value 1, which further confirms that the effect is significant and reliable. This implies that reward management is a strong predictor of employee well-being in public health facilities.
These findings support the theoretical assumption that fair compensation, promotion opportunities, recognition, and allowances act as important job resources that improve employee motivation and reduce work-related stress. The results are consistent with Self-Determination Theory, Job Demands–Resources Model, Social Exchange Theory, and Equity Theory, all of which explain that fair reward systems enhance employee satisfaction and commitment.
Overall, the regression results demonstrate that improving reward management practices in county health facilities is likely to lead to a significant improvement in employee Quality of Work Life and may contribute to better service delivery in the public health sector
[bookmark: _Toc223783289]Table 3 Test for Ordinal Logistic Regression
	Predictor
	OR
	95% CI
	p-value
	Interpretation

	Reward Management 
	1.68
	[1.36, 2.59]
	< .001
	Each unit increase raises odds by 68%.


3.8 Ethical Considerations
The study observed ethical principles during data collection and analysis. Respondents were informed about the purpose of the study, participation was voluntary, and confidentiality of information was maintained. The data collected were used only for academic and research purposes.

4. RESULTS 
4.1 Descriptive Statistics
Descriptive statistics were computed to summarize respondents’ perceptions on reward management and employee Quality of Work Life in public health facilities under Machakos County Government. The results indicated that most respondents agreed that reward management practices such as salary, promotion, recognition, and allowances influence their motivation and satisfaction at work. Respondents generally reported moderate to high levels of agreement that fair compensation, timely promotion, and recognition improve their commitment and overall work experience.
Similarly, responses on Quality of Work Life showed that employees who perceived reward systems as fair reported higher levels of job satisfaction, motivation, and commitment. These findings suggest that reward management is an important factor influencing employee well-being in county health facilities.
4.2 Ordinal Regression Analysis
Ordinal regression analysis was conducted to determine the influence of reward management on employee Quality of Work Life. The dependent variable, Quality of Work Life, was measured using Likert scale responses and therefore required ordinal regression for appropriate analysis.
The model fitting information showed that the regression model was statistically significant, indicating that reward management significantly improves the prediction of employee Quality of Work Life compared to the intercept-only model. This implies that reward management contributes meaningfully to explaining variations in employee well-being.
The goodness-of-fit statistics indicated that the model adequately fit the data, suggesting that the independent variable included in the model was appropriate for explaining Quality of Work Life among healthcare workers.
4.3 Tests of Model Effects
The tests of model effects were conducted to examine the contribution of reward management in explaining employee Quality of Work Life. The results showed that reward management had a statistically significant effect (p < 0.001) on Quality of Work Life.
This finding indicates that employees who perceived reward systems as fair were more likely to report higher levels of satisfaction, motivation, and commitment. The result confirms that reward management is an important predictor of employee well-being in public health facilities.
The positive relationship suggests that improvements in compensation, promotion opportunities, recognition, and allowances are likely to enhance employees’ Quality of Work Life.
5. Discussion 
The findings of this study support the argument that reward management plays a critical role in determining employee Quality of Work Life in the public health sector. The significant effect of reward management observed in the ordinal regression analysis confirms that fair and consistent reward practices contribute to improved motivation, job satisfaction, and commitment among healthcare workers.
The results are consistent with Self-Determination Theory, which explains that employees are more motivated when their efforts are recognized and rewarded. When employees receive fair compensation and promotion opportunities, their psychological needs for competence and recognition are satisfied, leading to higher well-being.
The findings also support the Job Demands Resources Model, which states that rewards act as job resources that help employees cope with demanding work conditions. In county health facilities where employees experience high workload and pressure, adequate rewards help reduce stress and improve work satisfaction.
In addition, the results agree with Social Exchange Theory, which suggests that employees respond positively when they perceive fair treatment from the organization. When reward systems are transparent and equitable, employees are more likely to demonstrate commitment and loyalty.
The findings further support Equity Theory, which emphasizes that perceived fairness in rewards determines employee attitudes. Employees who believe that salaries, promotions, and allowances are fairly distributed are more likely to experience a higher Quality of Work Life.
The results are also consistent with previous empirical studies which reported that reward management significantly influences employee satisfaction, engagement, and performance in public sector organizations. Similar studies have shown that inadequate compensation and delayed promotion reduce employee morale, while fair reward systems improve commitment and service delivery.
In the context of Machakos County Government, the findings suggest that strengthening reward management policies can improve employee well-being and enhance performance in public health facilities. Since healthcare workers operate under demanding conditions, fair compensation, recognition, and promotion opportunities are essential for maintaining motivation and ensuring quality service delivery.
These findings are consistent with recent global studies which highlight that reward systems significantly influence employee performance, well-being, and service delivery in healthcare systems.

5. CONCLUSION AND RECOMMENDATIONS
5.1 Conclusion
This study examined the influence of reward management on employee Quality of Work Life in public health facilities under Machakos County Government, Kenya. The findings from descriptive statistics and ordinal regression analysis revealed that reward management has a statistically significant effect on employee Quality of Work Life. Employees who perceived compensation, promotion opportunities, recognition, and allowances as fair reported higher levels of job satisfaction, motivation, commitment, and positive work experience.
The results confirm that reward management is a critical human resource management practice in the public health sector, where employees often work under demanding conditions that require high levels of dedication and professionalism. When reward systems are effective, employees feel valued and supported, which improves their well-being and performance. Conversely, weak or inconsistent reward practices may lead to dissatisfaction, low morale, and reduced service delivery.
The findings support Self-Determination Theory, Job Demands–Resources Model, Social Exchange Theory, Psychological Empowerment Theory, and Equity Theory, all of which explain that fair and adequate rewards enhance employee motivation, reduce stress, and strengthen organizational commitment. The study therefore concludes that improving reward management practices is essential for enhancing employee Quality of Work Life and promoting effective service delivery in county health facilities.
In the context of devolved governments in Kenya, the study provides empirical evidence that strengthening human resource policies, particularly reward systems, can significantly improve employee well-being and organizational performance in the health sector.
5.2 Recommendations
Based on the findings of the study, the following recommendations are made:
1. Improve Compensation and Allowances
County governments should ensure timely payment of salaries, allowances, and benefits to enhance employee satisfaction and motivation. Fair and consistent compensation policies will improve morale and reduce dissatisfaction among healthcare workers.
2. Strengthen Promotion Policies
Promotion procedures should be transparent, merit-based, and implemented regularly to ensure that employees have clear career growth opportunities. Timely promotion enhances motivation and encourages commitment to organizational goals.
3. Enhance Employee Recognition Programs
Public health institutions should establish formal recognition systems to appreciate outstanding performance. Recognition increases employees’ sense of value, competence, and belonging, which improves Quality of Work Life.
4. Align Reward Management with Work Demands
Since healthcare workers operate under high workload and stressful conditions, reward systems should be aligned with the level of responsibility and job demands. Adequate rewards help employees cope with pressure and maintain high performance.
5. Strengthen Human Resource Management Policies in County Governments
County governments should review and strengthen HR policies to ensure that reward management practices are fair, consistent, and compliant with public service regulations. Effective HR policies will enhance employee well-being and improve service delivery in the health sector.
6. Support Continuous Professional Development
Providing opportunities for training, career growth, and professional development will complement reward management and improve employees’ overall Quality of Work Life.
5.3 Implications for Policy and Practice 
The findings of this study have important implications for county governments, policy makers, and human resource managers in the public health sector. Strengthening reward management systems can improve employee well-being, increase motivation, and enhance service delivery in public health facilities. The study also provides empirical evidence that effective human resource management practices are essential for the success of devolved health systems in Kenya.
Future studies may examine other human resource management practices such as training, employee engagement, and performance management to provide a broader understanding of factors affecting employee Quality of Work Life in the public sector.
5.4 Limitations of the Study 
This study has several limitations. First, the study relied on self-reported data, which may be subject to response bias. Second, the study was conducted in public health facilities within Machakos County Government, which may limit the generalizability of the findings to other counties or sectors. Third, the cross-sectional research design limits the ability to establish causal relationships between reward management and Quality of Work Life. Future studies may adopt longitudinal designs and include multiple counties or sectors to enhance generalizability and provide deeper insights into the relationship.
Consent 
As per international standards or university standards, respondents’ written consent has been collected and preserved by the author(s).
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