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                                                          ABSTRACT     

An incentive is a commodity that helps or derives a person to do something or it helps in motivating people for 

doing their jobs.  there are two types of incentives that help people motivate themselves: Financial and non-

financial. A financial incentive is a type of monetary benefit given to employees to do better work in a 

particular area at a particular time. for example stock options, profit sharing, bonuses, etc. however nonfinancial 

incentives are the types of prizes that are not a part of an employment contract Typically, they cost the company 

little or no money, yet carry significant weight. ... As companies continue to make cuts to employee 

compensation, non-financial incentives for employees are more crucial than ever. 

It is a form of appreciation for the exceptional performance of their employees. the inactive can usually pass the 

salary and the employment contract as giving something extra above the salary means the incentive to 

employees. Today, many employees are paid based on individual performance or have a feature that includes 

financial incentives based on individual performance. As one success is difficult to measure, financial 

incentives are focused on measurable accomplishments. This means that many employees Sare being rewarded 

upon their efforts originating from observed performance metrics,  particularly at a  specific stage  

Administrators or with a  large portion of recognizable success (sales,  consulting) When the pay is sufficient 

and capable of fulfilling the individual's needs,  financial rewards in the workplace become the most significant 

and powerful influence on the individual's willingness to perform the work. However, it is observed that pay 

has never been and will perhaps never be sufficient for employees.  

  

It is very important to give employees both financial and nonfinancial incentives from time to time as it helps 

the productivity of the employees and increases their efficiency. it helps a creating a work culture for 

employees. with the help of incentives, the company can get their top performers . these incentives help the 

company and help the employees in making them help in their growth in the company. It helps them in 

motivating their staff to their goals.in factories giving incentives helps them in taking the best out of the labor it 

helps them in less staff turnover or strikes. it also brings more loyalty to the firm and helps them in their daily 

work routines. incentives help the organization in many ways so they are important to a firm, company, or 

factory.  

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

                      CHAPTER 1 INTRODUCTION 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



                                                               INTRODUCTION 

  

Incentive simple meaning can be said as anything that motivates a person to work harder or anything that 

encourages people to do their work efficiently and helps achieve their goals. Incentives are the type of reward 

given to employees for their hard work by the company to their employees. These incentives motivate the 

employees and bring out their best in the company to do the work. incentives are the best form of reward given 

to the employees for their work in their company. Many companies give incentives in the form of money and 

money gives incentives in the form of nonmonetary. it mainly depends on the different organizations that 

choose financial incentives or nonfinancial incentives. Companies have different forms of giving incentives 

they give incentives in the form of bonuses, parts in the profit, employees stock options, extra allowances, 

referral programs, and many more further will be discussed in the report these are some of the financial 

incentives given to the employees by the different companies. There are some employees for whom money is 

not a form of incentive, some employees in the organization work for learning, status, and career development 

opportunities. there are both types of employees in the organization. The companies figure out the difference 

between the employees and give according to it. As a financial incentive is given to a CEO of the company t 

maybe not be important to him but the same thing which is given to the junior staff may be very important to 

him. So the organizations need to figure out what incentives are to be given to different employees as it will 

help them know their employees better and help them motivate them .moreover these incentives are the best 

way of motivating the employees in the organization. 

 

                                                                      INCENTIVES  

 

 

     FINANCIAL                                                                                                                     NON FINANCIAL  

 

There are two types of incentives financial incentives and non-financial incentives. Financial incentives mean 

Financial incentives can be provided on an individual or group basis and satisfy the monetary and future 

security needs of individuals. Financial incentives are a type of incentive that companies provide to motivate 

and encourage productivity and performance and to identify the doings of the employees. And most 

importantly, financial incentives are the results or rewards for knowing when employees do work beyond their 

daily routine of work. Salary is an important motivator. Money can be used as an incentive are in the form of 

bonuses, wages salary retirement benefits, etc. management companies need to keep changing the financial 

incentive to keep a hold on the employees so that they don’t move to other organizations for this purpose many 

big organizations give gratuity money when the employees work for more than 5 years in the same company or 

they give employee stock option in which they give some of the shares of the company to the employes this is a 

way of showing the employees that they are the part of the organization and they are important to them .it not 

only motivates them but it also brings a sense of responsibility that their doings know will not only affect the 

company but it will affect them also. 



                 

Know comes the nonfinancial incentives. Non-financial incentives are the types of awards that are not included 

in an employee's pay contract. They cost the company little or no money, yet carry significant weight. As 

companies continue to make cuts to employee compensation, non-financial incentives for employees are more 

crucial .non financial incentives motivate the employees in full in a different way than financial incentives do. 
Apart from financial and job security, an employee also has social, psychological, and emotional needs. 

Fulfilling and satisfying these needs is also very important to the employees. The focus of nonfinancial needs is 

mainly on these things only. these things cannot be measured in terms of money. 

Moreover. there are chances that one nonfinancial incentive may include a financial incentive too. For example, 

when a person is promoted his psychological needs are fulfilled as he gets more authority, his status increases 

but at the same time, he has benefitted monetarily also as he gets a raise in salary Recognition for a job well 

done is the obvious answer, but that’s just good management. The idea behind non-financial incentives is that 

they are incentives, meaning they are known about in advance and so give employees a little something extra to 

work for. Here are some examples that might work for your organization 
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TYPES OF FINANCIAL INCENTIVES  

BONUSES 

Employee bonuses are one of the most prevalent sorts of cash incentives that businesses utilize as regular 

reward incentives to demonstrate their appreciation for their employees. Companies might, for example, offer 

cash incentives or add a monetary bonus to employee paychecks as a means to reward employees for surpassing 

expectations or accomplishing a goal outside of their typical job responsibilities. Bonuses can also be used by 

businesses and organizations to show appreciation for key milestones reached by employees, such as a work 

anniversary. Furthermore, many firms offer retention and sign-on bonuses to employees who agree to work for 

a specific period or for luring future hires to work for their companies. 

CO PARTNERSHIP  

Employees in co-partnerships receive a percentage of the income their company generates, akin to profit shares. 

On the other hand, co-partnership incentives provide employees with a portion of managerial responsibilities. 

Employees acquire the capacity to attend management meetings and participate in crucial management 

decisions affecting corporate practices as a result of this. Employees do not have direct ownership of co-

partnerships. These incentives can be beneficial to their organizations’ personnel advancement and professional 

development. Employees are also more likely to stay engaged in their work and motivated to make meaningful 

contributions when they feel more linked to their companies as integral team members. 

WAGES AND SALARIES   

 Some businesses may provide salary incentives, such as additional pay for completing short-term assignments 

outside of regular working hours. For example, a company might pay a certain sum to a team member to 

accomplish a unique project outside of typical working hours. Overtime pay is another wage incentive. 

Employers frequently provide employees with the option of working extra hours in exchange for a higher 

payment. Increases in pay Increased salaries are one of the most prevalent financial incentives used to motivate 

and support employees in their career advancement. Employees who rise to higher-level positions within their 

firms, for example, typically receive a pay raise to reflect their new status. Pay increases are quite effective. 

Employers can express their support for employees' professional development, which is often vital to attracting 

and retaining s  

REFERRALS  

Employee referral programs are a sort of monetary incentive that motivates employees to find future employees 

for their companies. When their companies hire referred applicants, the recommending employee is 

compensated financially. Employee referral systems are popular because they allow firms to rely on their 

employees to link them with potential talent who can help them grow. Referral programs can allow employees 

to participate in the growth of their companies while earning monetary incentives. 

EMPLOYEE STOCK OPTION 

Some companies offer stock incentives to employees, allowing them to purchase shares of company stock at a 

predetermined price. Employers who provide stock options to their employees may do so at a set price per 

share. For example, a corporation that sells shares for $100 per share on the open market may offer its 

employees a discounted price of $75 or $50 per share. Employees benefit from stock incentives because they 

provide long-term financial rewards when corporations profit from equities. The Fundamentals of Incentive 

Stock Options Profit splits Profit-sharing, in addition to a standard salary, is a popular financial incentive that 

employers may offer to employees. Employees who participate in profit-sharing receive a share of the 

company's profits in addition to their regular pay. Because this form of incentive benefits both employees and 



companies, it is a win-win situation. Employees can be motivated to surpass profit goals by the possibility of 

earning a share of corporate earnings. A large manufacturing organization, for example, may provide its 

employees with the option to share in the profits that the company generates. Employees benefit financially 

from reaching and exceeding profit targets, and the organization benefits from meeting and exceeding profit 

goals.  

COMMISSION 

Commissions are a popular financial incentive for sales personnel. Retailers and motor businesses, for example, 

frequently pay salespeople a commission in addition to their usual pay for selling goods or services. 

Salespeople often receive a certain amount of commission for each product or service they sell to consumers. A 

customer service representative for a mobile service provider, for example, may receive a 20% commission on 

top of their base wage for every new customer they bring in. Sales commissions may be a powerful motivator 

for team members to achieve sales goals and generate profits for their companies.  

EXTRA ALLOWANCES  

The dearness allowance is one of the most prevalent allowances offered by employers. An additional amount in 

an employee's paycheck functions as a buffer against inflation increases in this form of incentive. While the 

dearness allowance was once a distinct amount deducted from an employee's paycheck, if their employer gives 

it, this type of incentive is now usually included in the employee's compensation. Many companies additionally 

offer benefits such as travel compensation, transportation, and other perks that employees can use on the job. 

Employees may, for example, be given benefits such as a company-owned vehicle or flight and accommodation 

stipends for traveling domestically or globally in support of their employers' goals. 

TYPES OF NON FINANCIAL INCENTIVES  

STATUS   

In the context of an organization, status refers to one's place in the organizational chart's hierarchy. The status 

of an employee in the organization is determined by his or her level of authority, responsibility, recognition, 

salary, benefits, and other factors. Status satisfies an individual's self-esteem and psychological demands, 

motivating him to work hard.  

JOB SECURITY  

 Job security offers employees future stability and a sense of security. Employees are less concerned about the 

future and consequently work more enthusiastically. Because of our country's unemployment situation, job 

stability serves as a strong motivator for employees. However, there is a disadvantage to this motivation in that 

employees tend to take their jobs for granted and fail to appreciate them.  

ORGANISATIONAL CLIMATE  

 The environmental features of an organization that are perceived by its employees regarding the organization 

and have a significant impact on their behavior are referred to as organizational climate. Organizational 

structure, individual responsibility, rewards, risk and risk-taking, warmth and support, tolerance, and conflict 

are all aspects of the business. Employees are more motivated when the corporate climate is pleasant. 

JOB ENRICHMENT 

 It refers to the creation of occupations that require a higher degree of knowledge and ability, a wider range of 

work content, greater employee autonomy and responsibility, meaningful work experience, and more prospects 

for advancement. When a job is intriguing, it becomes a source of the drive-in and of itself.  



EMPLOYEE RECOGNITION PROGRAM   

Employee recognition entails acknowledging and appreciating their efforts. Their self-esteem is boosted and 

they are motivated as a result of their recognition in the organization. Employee recognition programs include 

things like naming the best performance of the week or month, putting their names on the bulletin board, and 

rewarding them.  

EMPLOYEE EMPOWERMENT  

  Giving subordinates more autonomy and power makes them feel more essential to the organization, and they 

serve the organization better as a result. 

 

EMPLOYEE PARTICIPATION  

 Employee participation in decision-making on matters that affect them, such as canteen committees and work 

committees, motivates them and gives them a sense of belonging. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

             

            CHAPTER2  LITERATURE REVIEW 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



LITERATURE REVIEW 

According to Hartman, Kurtz, and Moser state incentives are the techniques by which employees carry out their 

end of employment contract, that is compensating employees for their efforts. in general, an incentive scheme 

Is any compensation that has been designed to recognize some specific accomplishment of their employees. it is 

to be believed that incentive schemes will help the organizations in bringing the best out of the employees 

 

1. Newman and Gerhart, 2011: 

 Employee incentive programs have been established by corporations to inspire their employees and boost their 

performance in both individual and group settings. While giving incentives used to be the domain of large 

corporations, small businesses have begun to use it as a tool to attract top management and employees in a 

competitive market for various jobs, as well as to increase employee efficiency. It has also been stated that 

awards and rewards can play an important role in persuading employees peperspectivesndapproachesh to work. 

Because awards can be anything worthwhile and beneficial to the recipient, competent and talented people are 

less likely to be motivated by prizes that do not match their values and preferences. 

 

 

2. Armstrong M., 2010 : 

 

In a business, reward management entails the creation, implementation, and maintenance of incentive 

systems that are controlled to improve the company's performance. However, this definition is 

insufficient to grasp the essence of motivation. Motivation is a technique for persuading employees to 

work hard and be rewarded for their outstanding performance. The main reason for establishing reward 

management in companies is to motivate employees to work hard and do their best to achieve the 

company's goals. Reward management typically includes not only traditional, quantifiable elements like 

salary, valuable pay, and benefits, but also more intangible non-cash benefits. 

 

3. Sibson and Co. and Association : 

 

Traditional solutions in the context of salary and bonus increases are ineffective without additional non-

material rewards, according to the Center for Manufacturing Excellence. Operation executives, general 

managers, vice presidents, and other executives from 50 manufacturing companies in the United States 

and Canada provided replies. Almost half of the respondents said that, in addition to cash incentives, 

other types of rewards, such as group incentives and recognition programs, were very significant. 

Traditional reward schemes, including profit sharing and time-based pay, are still used by the majority 

of responding organizations. These programs were found to be the least successful in terms of 

improving positive performance. Nonetheless, these organizations were actively beginning to implement 

recognition programs and enhance the level of self-management among their workers. 

 

4. Chiang and Birtch : 

 

Employee views of the performance implications of financial and non-financial awards were empirically 

explored. Their research was carried out in the Finnish and Hong Kong banking industries. Apart from 

the effects and predictive ability of cultural importance (i.e. masculinity-femininity, individualism-

collectivism, uncertainty avoidance, and power distance), they discovered that a variety of other factors 

(i.e. organizational, institutional, and economic) had a significant impact on and affected the perception 



of reward–performance values. According to them, US-centric behavioral theories must be reconsidered 

and expanded because a variety of contextual elements are extremely significant and critical for 

employees in global organizations Different countries have different valuing systems, which are linked 

to their cultures and mentalities, implying that one theory cannot be applied universally. Finally, they 

come to the conclusion 

 

5. Bayissa and Zewdie 

 

They analyzed to determine the relationship between financial and non-financial reward systems and 

employee performance in academia – a survey of academic staff at Jimma University. The findings were 

in favor of non-financial rewards and incentives – decreased efficiency was caused by lack of 

recognition and appreciation, absence of participation in decision-making, unsatisfactory financial 

rewards, and poor performance evaluation. 

 

      6. Pınar et al. 

 

They performed a comparative study of 796 blue-collar workers and found that the most important 

motivators were the job itself, its security, and the salary. This study's findings support the financial 

incentive system and classic economic theory. This suggests that reasonable employees will opt to 

improve their performance in response to monetary or external rewards. Lazear investigated a huge 

"Autoglass" facility where workers installed windshields and discovered that production had shifted 

from a time-rate wage (pay per hour) to a piece-rate salary (pay per unit). When the author started first 

and subsequently converted to the latter payment method, he discovered that employee productivity 

increased by 20%. As a result, performance-based compensation plans can be an effective tool for 

motivating employees. 

 

6. Arnolds and Venter 

 

They looked at what encouraged blue-collar workers to work efficiently and be content with their jobs. 

The key driver in this category was the financial reward - salary, paid vacations, sick leave, and 

eventually retirement plans – due to the sort of people performing manual labor and having a lower 

level of education. 

7. Golembiewski, 2010 

 

Motivated employees are more quality-conscious and committed to achieving objectives. By motivating and 

keeping human resources, businesses can obtain a competitive advantage over their competitors. High-

performing employees are rewarded both financially and non-financially, which stimulates employees and 

improves job satisfaction. Employee motivation is influenced by both financial and non-financial incentives, 

and both are linked to performance. The significance of financial and non-financial rewards varies with age. 

After a certain level of pay, non-monetary rewards have a stronger influence on motivation. 

 

 

 



OBJECTIVES 

  What are the main reasons that firms give incentives to their employees?  

 The reasons are: 

 Financial and non-financial incentives can be remarkably beneficial motivators in the working environment. 

Companies that provide financial and non-financial incentives for exceptional work performance or team 

recognition are more likely to foster a great working environment, build supportive relationships and encourage 

higher quality outputs. It also encourages the employees to work hard for the incentives or the rewards they 

get.it also boosts employee satisfaction and helps them in fulfilling their .objectives and their team objectives. 

these incentives help their employees. According to Caruth, the general objective of incentives is to improve the 

productivity and motivate the employees, by giving the monetary benefits the employer is attempting to induce 

employees to turn in a greater volume of work thereby lowering the cost of productivity, moreover, the purpose 

of financial incentives is to improve performance, reduce absenteeism, tie pay to performance. recognize the 

difference in employee performance and attract and retain productive employees. Incentives schemes are not a 

relief for an organization’s productivity problems, nor are they universally applicable to all types of work 

organizations. the main reason behind the employers giving the incentives is to increase employees’ 

productivity, it mainly gives them a sense of belonging, also helps management to increase output. incentives 

schemes are generally related to the productivity of an individual employee.  

organizations have to find adequate incentives which can be helped to improve employees’ motivation and 

productivity. Most incentives are organized in such a way that helps the companies to achieve their targets. In 

recent times during the COVID  virus, the organizations are not able to maximize their profit for this the 

organizations are giving incentives to their employees so that they perform well which helps the organizations 

in maximizing their profits. the objective is to also find out how the organizations are using the incentives 

policy to bring the employees to get back to work?  These are some of the objectives of the study and objectives 

of financial and non-financial incentives   

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 CHAPTER 3  RESEARCH METHODOLOGY 

 

 

 

 

 

 

 

 

 

 

 

 

 



 RESEARCH METHODOLOGY  

The research methodology is going to show the preliminary survey showing the flexibility of the study, the 

tools and techniques used in gathering the data, it also shows the method and design for the questionnaire and it 

will also show the statistical tools used in the analysis of the information and help in showing the outcomes of 

the study. the research work is undertaken to find do the incentives help in increasing the growth of an 

individual employee.  

Design of study  

In this research paper, a questionnaire will be used to collect the data to know the use of incentives as an 

instrument to find does the incentive helps in increasing the performance of an individual employee. There will 

be multiple-choice questions to which the respondents agree or disagree. for this purpose, the workers will be 

divided into 3 groups top management, middle-level management, and lower-level management. The technique 

being used in the collection of data will the be sample technique which means a group of people will be taken 

from a larger population it is simply a smaller part of the larger group, samples are useful because it allows the 

researcher the examine the type of population which means characteristics of the population .since the findings 

will help I to generalize the population. all the employees will be given equal chances. this sample has 50 staff 

members including all levels of management.  

 

 

                           Category of staff                               Number of staff  

Top management                                                                   4 

Middle management  10 

Lower management 36 

total 50 

 

As we can see there are only 8% of the top level of management,20% of the middle level of management, and 

72% of the lower level of management.  there are both types of data used primary and secondary. The tools 

used the sampling method for acquiring the primary and secondary data. the secondary data was taken from the 

journals, the internet, bulletins, etc .whil the primary data was collected from the questionnaire circulated 

through the internet and the verbal asking of questions. The method which is used to generate and collect the 

data is a questionnaire through online emails and verbal questions. The presentation through the method of a 

questionnaire is open-ended and close-ended. The type of data ensures the integrity and strengthens the 

reliability of this data. as it was collected to find out do the employees get motivated and perform better with 

incentives given?. There are 2 sections in the questionnaire. 

The first part shows the biodata. the name of the employee, se age and working category and employee duration 

in an organization, and the elite information. the second part contains the variables designed in such a way that 

shows whether the employee gets motivated by incentives. The total number of questions is 15. At the time of 

designing the questionnaire, the researcher followed the following procedure  

1. Deciding what type of information should be asked.  

2.  what type of question should be asked’ 

3. Editing and draft of the questionnaire  



COLLECTION OF DATA  

The purpose of the report is to show how the employees get motivated by the incentives provided to them by 

their employers .all the data is collected online and verbally one by one by asking questions. The questionnaire 

was made in such a way that it shows how big organizations perform and provide incentives to their employees. 

The questionnaire covers the area which shows the opinion of the employees which Can motivate them or 

demotivate them and how these all incentives work towards their performance in the organization. All the 

analysis is done by using the percent method. the results of the questionnaire are depicted by the answers 

provided by the respondents in the questionnaire 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

      CHAPTER 4  DATA PRESENTATION  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



QUESTIONNAIRE DISTRIBUTION  

The data provided by the respondents is who are the different employees in different big MNC s is thoroughly 

analyzed. there were 23 questionnaires circulated only 20 questionnaires were answered and they were 

answered correctly by the respondents. The results are shown in the table  

Variables  Staff responses Percentage 

Returned 20 86 

Missing  3 14 

total 23 100 

The table shows that there were 23 questionnaires sent to different employees of different big MNCs but only 

20 were returned and which were answered correctly .there are 4 parts to the questionnaire the 1 part constitutes 

the personal details of the respondents, the second constitutes the question related to the effectiveness of 

incentives and t3 part constitutes of the employee’s motivation and increase in performance of the employee. 

                  

AGE DISTRIBUTION OF THE RESPONDENTS 

I was able to find different age groups in different organizations. 

Age  Density percentage 

20-25 2 25 

25-35 10 50 

35-45 5 15 

45-55 3 5 

55-65 nil  nil 

total 20 100 

QUESTIONNAIRE DISTRIBUTION 

RETURNED MISSING



From the table as we can see the maximum number of employees are from the age group of 25 -35 consisting 

the 50 % population of the survey and further the employees are of the age group of 35 -45. so it can be said 

that the employees are enough mature to know the issue addressed in the study. 

                  

 

JOB-STATUS OF THE RESPONDENTS  

I was able to seek out the different respondents’ job status, which is presented in the table below. 

JOB-STATUS DENSITY PERCENTAGE 

LOW-LEVEL MANAGEMENT  13 65 

MIDDLE-LEVEL 

MANAGEMENT 

5 25 

TOP-LEVEL MANAGEMENT  2 10 

Total 2 100 

 

The table gives us an idea about the different job statuses of different respondents, junior staff which is 65 % of 

the total respondents these low-level management people have a very less amount or have no contribution in 

making any decisions. the middle levels of management which are 25 % of the total respondents and are the 

people who contribute to making the policies and also help in imposing the policies. the top-level management 

which is 10 percent of the total respondents these re the people who make the policies of the organizations and 

help the organization work properly these are the people who are responsible for the proper management and 

profit of the organizations.  

AGE DISTRIBUITIONOF RESPONDENTS

20-25 25-35 35-45 45-55



                   

 

LENGTH OF TIME IN THE ORGANISATION OF THE RESPONDENTS  

I was able to find the time of the service provided by the different people in different organizations. The table 

below shows the different times of service provided by the people  

Time of service Density  Percent 

0-2 years  1 5 

2-5 years  12 60 

6-10 years 4 20 

11-15 years 3 15 

15 years + nil Nil 

Total  20 100 

  

                      

 As we can see in the table I was able to find only 1 or 5% of the employee were below 2 years of service in the 

organizations while 60% or 12 of the employees have an experience of 2 to 5 years which is highest in the 

JON STATUS OF RESPONDENTS

LOW LEVEL  MGMT. MIIDLE LEVEL TOP LEVEL

TIME DURATION 

0-2 YEARS 2-5YEARS 6-10YEARS 10-15YEARS



study according to the surveys. 4 of the respondents have and experience of 6 to 10 years in the job and only 15 

%of the employees have an experience of more than 10 years. therefore it can be said that there is a vast amount 

of diversity in the study.  

 

NUMBER OF MALE AND FEMALE EMPLOYEES  

Gender  Density  percentage 

Male  11 55 

Female  9 45 

Total 20 100 

The table shows there are 11 male and 9 female respondents in the study. this indicates that the population of 

the male staff is more than the female staff in the different companies.  

                             

 

SALARY ASSESSMENT OF THE EMPLOYEES   

I was able to find the differences between the employee’s salaries in the organizations which are shown in the 

below table.  

Salary level  Density  Percentage 

1-5 9 45 

6-10 7 35 

11 above  4 20 

total 20 100 

45 % or 9 of the respondents get a salary between 1 to 5 lakhs per annum and the 7 or 35 % of the employees to 

get a salary between 6 to 10 lakhs per annum while 20 % of the respondents get a salary above 11 lakhs per 

annum. the salary represented by 45% of the employees is junior or lower-level management. The salary 

GENDER RATIO

MALE FEMALE 3rd Qtr



represented 35 % of the mainly middle-level management. And the salary represented by the 4 respondents is 

the top-level management  

                

 

FACTORS MOTIVATING THE RESPONDENTS THE RESPONDENTS  

I was able to find the different motivational factors for the respondents which include both the financial and 

non-financial incentives provided by the employer. which is shown in the table below  

 

Opinion of the respondents  Density  Percent 

Financial incentives  5 25 

Nonfinancial incentives  1 5 

Both  12 60 

None of the above  2 10 

total 20 100 

The table shows that 25% of the respondents get their motivation from the financial incentives in the 

organizations while there are only 5 5 of the respondents who get their motivation from the non-financial 

incentives while the 60% of respondents who consider both the financial and non-financial incentives are 

important for the employees and yes there are 10 % of the respondents who consider that the financial and 

nonfinancial incentives do not play any role in the motivation of employees. 

SALARY LEVEL 

1L-5L 6L-10L 11 above



                    

 

MOTIVATION THROUGH FINANCIAL INCENTIVES TOWARD WORK  

Motivation towards the work of the respondents through financial incentives can be seen below the table. 

Opinions of the respondents  Density  Percent 

Yes  13 65 

No  7 35 

total 20 100 

 

The table shows that 65 % agreed that in their workplace they were motivated by the management policy and 

35 % of the employees disagreed with the management policy. 

           

MOTIVATING FACTORS 

FINANCIAL INCENTIVE NON FINANCIAL INCENTIVE BOTH NOTA

YES NO



 

FINANCIAL INCENTIVE PACKAGE  

I was able to find out how the workers perform when they are given less or no incentive package. the results are 

shown in the below table. 

Opinions of the respondents  Density  Percent 

Yes  7 35 

No  13 65 

Total  20 100 

 

From the above data, it can be seen that the results are that both financial and non-financial incentives work as 

motivating factors to induce workers’ performance and productivity to achieve organizational performance. 

35% of the employees believe that the employees can perform without the incentives while 65 % of the 

employees say it is not possible for the employees that they can perform without any incentives as they will 

lose motivation.  

             

 

RATING TO THE MANAGEMENT STYLE 

I was able to find different types of management styles in the different organizations the respondents were 

satisfied and not satisfied which is shown in the below table  

Opinion of the respondent  Density  Percent 

Satisfied  11 55 

Fair  7 35 

Not satisfied  2 10 

FIANCIAL INCENTIVE PACKAGE

YES NO



Total 20 100 

The above table shows that 55 % of the respondents are satisfied with the management policy of their 

organizations while 35 % of the respondent considered it to be a fair management policy but 10% of the 

respondents considered it non-satisfactory. 

             

DECISIONS OF THE SUPERVISOR AFFECT THE WELFARE OF THE 

ORGANISATION 

I was able to find out do the decisions of the supervisor affect ts the welfare of the organizations. it can be 

shown in the table below. 

Respondents opinion  Density  Percent 

Always  6 30 

Sometimes  13 65 

Not at all 1 5 

Total  20 100 

The results shown in the table say 30% of the respondents agree that the decisions of the supervisor affect the 

welfare of the job and the organization while 65% of the employees say it affects but only in some cases while 

5 % of the employees disagree completely. 

                   

RATING TO MANAGAMENT STYLE

SATISFIED FAIR NOT SATISFIED

SUPERVISOR DECISIONS SATISFACTORY

ALWAYS SOMETIMES NOT AT ALL



ON THE JOB AND OFF THE JOB TRAINING  

I was able to find that the company organizes different types of training programs for their employees which 

can be shown in the table below. 

Opinions of respondents  Density  Percent 

On the job training  15 75 

Off the job training  3 15 

None  2 10 

Total  20 100 

 

The table shows us that 75 % of the employees usually go through on-the-job training programs and 15 % of 

the employees go through off-the-job training while 10 % of the employees are given no training opportunities.  

              

INCENTIVES AND OTHER REASONS FOR WORKINGS  

I was able to find respondents do not always work for money there are some other reasons also which are 

mentioned in the below table  

Opinions of respondents  Density  Percent 

Promotion  2 10 

Recognization in the company  3 15 

Job enrichment  0 0 

All of the above  14 70 

None of the above  1 5 

Total  20 100 

 

TYPE OF TRAINING 

ON THE JOB OFF THE JOB NONE



The results show the employees in the organization do not always work for the money there are some important 

things like promotion recognization job enrichment some of these things are also important for the employees.  

                 

EXTRA BENEFITS  

I was able to find out the employees are also satisfied with the medical benefits, and housing benefits in the 

organization which are shown in the table below  

Opinions of respondents  Density  Percent 

Yes  18 90 

No  2 10 

Total  20 100 

The results show most of the employees are satisfied with the management policy regarding the extra benefits 

provided to them. 

                

PERFORMANCE IF SALARY IS DELAYED  

REASONS OF WORKING 

PROMOTION RECOGNIZATION JOB ENRICHMENT ALL OF THE ABOVE NONE

EXTRA BENEFITS

YES NO



I was able to find out will the employees perform with the same motivation if there are salaries are delayed 

which is shown in the table below. 

Opinions of respondents  Density  Percent 

Agree  4 20 

Not decided  6 30 

Disagree  10 50 

Total  20 100 

 

It is said that incentives are the best way to motivate their employees other than salary. Incentives help the 

organization as the incentives are usually goal-driven like bringing X number of clients and taking the 

incentives. that is why 50 % of the respondents disagree that their performance maybe not be good if the 

incentives are not reached on time to them. 

                   

RELATIONSHIP BETWEEN TOP-LEVEL MANAGEMENT AND STAFF   

I was able to find a relationship between top-level management and the staff members if this relationship 

missing between the staff and management there will be negative consequences. the results are shown in the 

table below  

Opinions of respondents  Density  Percent 

Agree  18 90 

Not decided  0 0 

Dis agree  2 10 

Total   20 100 

 

The relationship between the top level and staff helps to stabilize the environment in the organization. As we 

can see 90 % of the people agree with having a good relationship between their employees and top-level 

management while the 10 % of the people disagree with having a good relationship between top-level and staff 

EFFECT ON PERORMANCE IF SALARY DELAYED

AGREE NOT DECIDED DISAGREE



members good communication can be built with the tone while talking, body lang8uage, etc . for building a 

good relationship between both they have to show a sense of belongingness  

                  

 

APPRECIATING  GOOD WORK AND EXCELLENCE 

I was able to find out that the employees who were being rewarded by their employer for the good work they 

did were able to accomplish both personal and organizational goals. the results are shown in the table below    

Opinions of respondents  Density  Percent 

Agree 18 90 

Not decided  0 0 

Dis agree  2 10 

Total  20 100 

 

The table clearly shows the results that people who are being rewarded on time for their work are satisfied and 

happy in the organizations. 90% of the respondents agreed with the good work and excellence being rewarded. 

Moreover, when the employees see each other being rewarded they tend to do good work. 

FINANCIAL REWARDS  

I was able to find how the financial rewards can help the employers in getting motivate their employees and 

bringing out their best performances in the organizations. 

Opinions of respondents  Density  Percent 

Agree 4 20 

Not decided  2 10 

RELATIONSHIP BETWEEN TOP AND STAFF

AGREE NOT DECIDED DISAGREE



Dis agree  14 70 

Total  20 100 

  

As we have seen from the previous tables that giving incentives to the employees motivates them in getting the 

work done. the results of the table show that 70% of the employees disagree with the statement as some 

organizations give incentives at the end of the year. while 20 % agree because it is important to see the results 

and hard work being awarded at the same time  

               

SUMMARY OF SURVEY  

After seeing every aspect relating to the hypothesis I would like to conclude by saying  

1. The employees get motivated by the incentives which are given to them  

2. The incentives which are given to them not only Affect their personal goals it also affects the firm’s goals as 

the employees perform good and they do hard work  

                             

 

 

 

 

 

 

 

                

FINANCIAL REWARDS

AGREE NOT DECIDED DISAGREE



 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER 5: SUMMARY CONCLUSION 

AND     RECOMMENDATIONS 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



  SUMMARY, CONCLUSION, AND RECOMMENDATIONS  

The study aimed to find out what is the effect of financial and non-financial incentives on the performance of 

an individual employee. The reaction of employees to their duties when motivation is used by the employer is 

also explored in the study, as well as how managers might use motivational theories of management in their 

endeavor to guide employees' job behavior towards the aims of their institution. 

SUMMARY  

The conclusions were reached after the survey results had been presented and analyzed. In summarising the 

study's conclusions, we will concentrate on financial incentives, which include the following. Recognition, 

good working conditions, and job stability are all important factors. high compensation and benefits, 

advancement with pay, and demanding assignments Workers' identification and recognition, as well as the 

provision of fringe benefits, are all examples of this. Researching the impact of financial incentive programs on 

enhancing staff motivation and productivity in the organization is a smart idea for a potential manager. 

The responders unanimously agreed with this viewpoint. Various issues unique to the administration of 

employee incentive schemes were identified as a result of the research, as well as solutions to these issues. The 

research also includes the Employees often support the idea that they should be compensated in direct 

proportion to their labor rather than the group's effort. It's also worth noting that financial incentive schemes 

should be well-planned so that employees can receive the incentive scheme that best suits their needs. 

According to the findings of the study, while establishing a financial incentive system for their staff, managers 

of various organizations must consider the following elements. 

Increased productivity is a decisive element in the welfare of any firm and its personnel, according to this study. 

Employees often support the idea that they should be compensated in direct proportion to their labor rather than 

the group's effort. It's also worth noting that financial incentive schemes should be well-planned so that 

employees can receive the incentive scheme that best suits their needs. According to the findings of the study, 

while establishing a financial incentive system for their staff, managers of various organizations must consider 

the following elements. 

Increased productivity is a decisive element in the welfare of any firm and its personnel, according to this study. 

CONCLUSION 

Incentive systems are quickly becoming a popular strategy for attracting, motivating, developing, and retaining 

staff in Nigerian businesses. Employee performance is more likely to be good in organizations that give 

effective incentives, according to experience. The key conclusion gained from the reviews is that incentive 

systems have a significant link with employee motivation and productivity in Nigerian organizations. Employee 

production capacity is most typically increased with an increase in their interest and morale, according to 

research and experience. Since motivation is a means of incentivizing and encouraging employees to achieve 

optimal production. 

It implies that their productivity will be proportional to the extent to which such financial incentives are 

provided; as a result, the issue of worker motivation cannot be separated from the issue of worker motivation. 

Alberto has difficulty with worker training, involvement, and production (2014). All of the complicated 

organizational challenges elicited insatiable desire and worry among industrial sociologists, psychologists, and 

those involved in the meaningful solution and reconciliation of those interest problems in contemporary 

organizations without it. For the organization to reach its maximum potential, the correct financial incentives 

and atmosphere are required. 

 



RECOMMENDATIONS 

The following are some guidelines that are valuable and, if implemented logically, will significantly improve 

the effectiveness and utility of financial incentives as a tool for raising employee engagement and productivity 

in the workplace. The following are some of the suggestions: Management should make an effort to close the 

communication gap between themselves and their employees. The communication relationship should be 

strengthened or updated so that employees feel like they belong and are motivated to help the company 

succeed. Because motivation is such an excellent tool for increasing production, the OrganisationArea's 

administration should employ it regularly to reap the benefits. 

The organization should continue to invest in worker recruiting and training. their requirements The 

management should focus more on individual financial incentive schemes, whereby rewards are based on 

research that shows that individual workers want their effort and competence in their jobs to be appreciated and 

rewarded adequately; otherwise, if not properly checked Flippo, it could lead to bitterness and dissatisfaction 

among workers (2012). 

In addition, management should give annoyance allowances to employees who are required to work irregular 

hours, such as holidays, weekends, and so on. Because the majority of employees prefer cash incentives, 

management should boost leave, transportation, and housing allowances. The large disparity in fringe benefits 

granted to senior management and lower-level employees should be addressed by management to close the gap. 

Cold wars or industrial discontent within the organization should be avoided because they might hurt 

production. Finally, the different financial incentives discovered and indicated in chapter two, as well as in the 

conclusion of this research work, should be strictly followed by management for productivity levels enjoyed 

when utilizing motivation to be maintained, if not increased. To avoid loopholes in attaining their organization's 

goals, financial incentives should be enjoyed by all employees without prejudice or disparity. 

                                                                   

 

 

 

 

 

 

 

 

 

 

                                                         

 

 

 



                                                        QUESTIONNAIRE  

A SECTION (Personal Data) 

1. Age range: (a) 15-25 years old  (b) 26-35 years old  (c) 36-45 years old  (d) 46-55 years old  

(e) 56-65 years old  

2. Position classification: (a) junior staff  (b) middle management  (c) top management  

3. Have you been with the company for a long time? 

(a) 2 years or less  (b) 2 years to 5 years  

(c) six to ten years  

(d) 11 to 15 years old  

(e) 15 years or more  

(a) Male  (b) Female  4. Sex: (a) Male  (b) Female  

5. Salary range: (a) 1 to 5  (b) 6 to 10  (c) 11 and up  

SECTION B: (Financial Incentives' Effectiveness in Improving Employee Motivation and Productivity.) 

6. What factors do you believe to be motivating? 

(a) Monetary or financial benefits  

(b) Non-monetary or non-financial benefits  

(c) A and B  

(d) None of the above  

7. How do you feel about financial incentives in the workplace? 

(a) excellent   

(b) acceptable  

 (c) abysmal   

(d) depressing  

8. Is the financial incentive motivating you to work, and does it motivate your desire to do so? 

 (a) Yes 

 (b) No  

9. Do employees perform at their best when there are few or no financial incentives? 

Yes or no  

10. How would you rate the management style of leadership? 

(a) excellent  (b) adequate  (c) depressing  (d) discouraging  



 

SECTION C: (Improve Employee Performance and Productivity by Motivating Them.) 

11. How much does your boss include you in decisions that influence your job security? (a) Always, always, 

always, always, always, always, always, always, (b) On rare occasions,  (c) not  

12. Which of these training programs does the corporation provide for its employees? 

On-the-job training (a) (b) Off the job training (c) Others, please specify...................................................... 

13. Have the incentives resulted in any major productivity increases? 

Yes or no  

14. People work for a variety of reasons other than money, such as: 

 (a) recognition (b) advancement  (c) professional development (d) A, b, and c in the preceding  (e) None of the 

aforementioned options  

15a. Do you think the fringe benefits (medical care, pension plan, housing benefits, lunch subsidy, and 

transportation allowance) provided are adequate? Yes or no  
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