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                                                             ABSTRACT

The Project examinei “A STUDY ON FINANCIAL AND NON-FINANCIAL INCENTIVES

OF  RAX-TECH  INTERNATIONAL,  CHENNAI”.  The  objectve  oi  the  stuif  is  to

investgate the infuence oi fnancial  ani non-fnancial  incentves on emplofee

motvaton ani iientfes the most signifcant incentves in  boostng emplofee

engagement ani commitment.

Through  this  Project  I  unierstooi  the  present  benefts  oferei  bf  Rax-Tech

Internatonal, Chennai. It helpei to know how the benefts afect the motvaton

ani emplofee periormance in the workplace. This project report ielves into the

iual  aspect  oi  incentves  i.e.,  fnancial  ani  non-fnancial,  ani  examine  their

respectve impacts on organizatonal success. 

The  stuif  emplofs  a  mixei-methois  approach,  combining  qualitatve  ani

quanttatve  analfses  to  proviie  a  holistc  unierstaniing.  Through  extensive

literature review ani empirical research, the report evaluates the efectveness oi

fnancial incentves such as salarf hike, periormance-basei bonuses ani proft-

sharing schemes in infuencing emplofee motvaton, retenton, ani periormance.

Aiiitonallf, it examines non-fnancial incentves such as recogniton programs,

work environment, ani career ievelopment opportunites, exploring their role in

iostering emplofee engagement, retenton ani job satsiacton.
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CHAPTER 1 - INTRODUCTION:
                
                 In the ifnamic laniscape oi toiaf's business worli, organizatons
constantlf  seek  innovatve  strategies  to  atract,  retain,  ani  motvate  their
workiorce.  The  stuif  oi  incentves,  both  fnancial  ani  non-fnancial,  plafs  a
pivotal  role  in  unierstaniing  the  intricate  mechanisms  that  irive  emplofee
engagement ani proiuctvitf.  Incentves serve as poweriul tools that not onlf
infuence iniiviiual behavior but also shape the overall organizatonal culture.

                 Financial incentves, such as salaries, bonuses, ani stock optons, have
traiitonallf been recognizei as primarf motvators ior emplofees. However, the
laniscape  is  evolving,  ani  organizatons  are  increasinglf  acknowleiging  the
signifcance oi non-fnancial incentves in iostering a holistc ani iulflling work
environment.  Non-fnancial  incentves  encompass  a  broai  spectrum,  incluiing
recogniton  programs,  career  ievelopment  opportunites,  fexible  work
arrangements, ani a positve organizatonal culture.

                 This stuif ielves into the multiacetei realm oi incentves, exploring
their  impact  on  emplofee  periormance,  job  satsiacton,  ani  overall
organizatonal success. Bf examining both fnancial ani non-fnancial aspects, we
aim to unravel the intricate interplaf between monetarf rewaris ani intangible
motvators,  proviiing insights that can guiie organizatons in crating efectve
incentve programs. As we navigate this  exploraton,  we will  also consiier the
ifnamic nature oi the moiern workiorce, taking into account iiverse preierences
ani expectatons that shape the emplofee-emplofer relatonship.
 
                  Ultmatelf, the stuif oi fnancial ani non-fnancial incentves is
essental ior organizatons seeking to optmize their human capital ani create an
environment  where  emplofees  are  not  onlf  motvatei  to  excel  but  also  ieel
valuei  ani  investei  in  the  collectve  success  oi  the  organizaton.  Through  a
comprehensive analfsis oi these incentves, we aim to contribute to the ongoing
iialogue on emplofee motvaton, organizatonal periormance, ani the pursuit oi
sustainable business success in a rapiilf evolving global laniscape.



                  This stuif aims to explore the intricate interplaf between fnancial ani
non-fnancial  incentves,  unraveling  their  impact  on  emplofee  morale,
periormance, ani overall organizatonal success. Bf unierstaniing the nuancei
ifnamics  oi  incentves,  businesses  can  tailor  their  strategies  to  create  a
motvatonal iramework that aligns with the unique neeis ani aspiratons oi their
workiorce. As we embark on this exploraton, we aim to proviie valuable insights
that contribute to the ievelopment oi efectve incentve programs, iostering a
workplace  environment  that  not  onlf  atracts  top  talent  but  also  cultvates  a
culture oi sustainei excellence ani innovaton.

Common Financial Incentives

 Salarf
 Proiuctvitf-linkei wage incentves
 Bonus
 Retrement benefts
 Commission
 Proft-sharing
 Meiical reimbursement
  Emplofee stock ownership



Common Non- Financial Incentives

 Career Aivancement opportunites
 Training
 Emplofee Recogniton program
 Job Securitf
 Emplofee partcipaton
 Organizaton environment
 Emplofee empowerment 



1.1 INDUSTRY PROFILE:

RAX-TECH  INTERNATIONAL  is  a  renownei  organizaton  engagei  in
manuiacturing,  export  &   supplf  oi  Iniustrial  Automaton  &  Control  panels,
Iniustrial  Enclosures  &  Racks,  Builiing  Automaton  sfstems,  Electrical  panels,
Iniustrial emergencf lights, Fiber Optc Lightng, Automatc Phase Changer, Solar
proiucts, Embeiiei Development boaris, Embeiiei Controller boaris.

These  are  manuiacturei  using  high  qualitf  certfei  raw  materials  &
components to ensure optmum periormance, long iunctonal liie ani sturiiness.
Due to these ieatures, their  proiucts are reliable ani efcient. The enterprise
ielivers each proiuct with the approval oi Qualitf Inspecton.

 The  Organizatonns  range  oi  proiucts  fnis  applicaton in  the  iollowing
areas: Iniustries, insttutons, hospitals, home, theaters/ cine malls, hotels, banks
ani  commercial  ofces.  Available  at  aforiable  price,  our  proiucts  is  in-
compliance with ISO 9001:2008 staniaris. Accreiitei bf TUV South Asia.

 Establishei in the fear 2000, Rax Tech Internatonal is an ISO 9001:2008
certfei  organizaton,  one  oi  the  top-notch  manuiacturers  ani  suppliers  oi
Iniustrial  automaton  ani  communicaton  sfstem  like  builiing  sfstem,
communicaton  sfstem,  control  panels,  electrical  panels,  iniustrial  emergencf
lightng, fber optc lightng, automatc phase changer, light management sfstem
etc. The impeccable use oi raw material has enablei the enterprise to proiuce
range oi proiucts that stani tall on all qualitf parameters premium qualitf raw
material to ievelop range. Thef associate themselves with some oi the authentc
manuiacturers such as Siemens ani Allen Brailef in orier to ofer qualitf range
oi  PLC  basei  panels.  Due  to  cost  efectveness,  best  periormance  ani  long



iunctonal liie, their proiucts are wiielf usei in various applicatons like power,
oil feli ani manuiacturing plants.
                

 Further,  the  iniustrf  has  come  up  with  new  concept  oi  builiing
management sfstem, which incluies monitoring ani controlling ofce,  iactorf
ani home.
                    

 The  enterprise  is  commitei  to  maintain  long  lastng  relatonship  with
clients  thereiore;  thef  ofer  proiucts  ani  services  in  accoriance  with  clientsn
requirements.  These  proiucts  are  strictlf  testei  on  well  iefnei  qualitf
parameters in orier to ieliver fawless range oi proiucts to clients.
                   

Thef  are  contnuouslf  progressing  unier  competent  guiiance  oi  their
promoter.  Their  remarkable  iniustrf  experience  ani  exposure  to  various
multnatonal projects have helpei the companf in securing huge base oi clients
all over Iniia.

The organizaton proviies  below fnancial  ani non fnancial  benefts  ior
their emplofees:

o Salarf

o Periormance-basei bonus

o Retrement Benefts (PF)

o Meiical Insurance 

o Emplofee engagement programs

o Rewaris ani recogniton

o Training ani proiessional ievelopment



1.2 Statement of the Problem:

             The moiern business laniscape is characterizei bf intense competton
ani ifnamic  market  coniitons,  necessitatng  organizatons  to  aiopt  efectve
strategies to atract, retain, ani motvate their workiorce. One critcal aspect oi
this strategf involves unierstaniing the infuence oi fnancial ani non-fnancial
incentves  on  emplofee  motvaton  ani  periormance.  The  problem  at  hani
revolves arouni the neei to comprehensivelf assess the relatve efectveness oi
fnancial  ani  non-fnancial  incentves  in  iostering  emplofee  engagement,  job
satsiacton, ani overall organizatonal success.

              Financial incentves, such as salarf increases, bonuses, ani proft-sharing
plans, have long been consiierei traiitonal motvators ior emplofees. On the
other  hani,  non-fnancial  incentves,  incluiing  recogniton,  fexible  work
scheiules,  ani career  ievelopment  opportunites,  have gainei prominence as
organizatons recognize the importance oi holistc emplofee well-being. However,
the optmal balance between these two categories oi incentves remains unclear,
ani there is a gap in unierstaniing the nuancei impact oi each on emplofee
motvaton ani periormance.

This stuif aims to aiiress the iollowing kef questons:

1. What  is  the  current  laniscape  oi  fnancial  ani  non-fnancial  incentves
oferei bf Rax – Tech Internatonal to its emplofees?
2. How  io  emplofees  perceive  the  efectveness  oi  fnancial  incentves  in
infuencing their motvaton ani periormance?
3. How io emplofees perceive the efectveness oi non-fnancial incentves in
infuencing their motvaton ani periormance?
4. What is the level oi satsiacton oi the emplofees on the current benefts?

Bf exploring these questons, this stuif aims to proviie valuable insights
ior  Rax  –  Tech  Internatonal  to  optmize  their  incentve  programs to  enhance
emplofee motvaton, job satsiacton, ani overall organizatonal periormance in
toiaf's ifnamic ani compettve business environment.





1.3 Objectives of the study:

The objectves oi stuifing fnancial ani non-fnancial incentves in an organizaton
are multiacetei, encompassing various aspects relatei to emplofee motvaton,
satsiacton,  ani  overall  organizatonal  periormance.  The  objectves  ior
coniuctng the stuif at Rax-Tech Internatonal are:

1) To explore the impact oi fnancial ani non-fnancial incentves on emplofee
motvaton,  iientifing  kef  iactors  ior  increasei  engagement  ani
commitment, ani evaluatng their efciencf in enhancing job satsiacton
ani proiuctvitf.

2)  To  investgate  the  link  between  incentve  structures  ani  emplofee
satsiacton,  highlightng  the  importance  oi  well-iesignei  incentves  in
iostering a positve work environment ani job contentment.

3) The stuif aims to unierstani how iiferent organizatonal groups responi 
to incentves ani tailor them to their specifc neeis, while also examining 
the alignment between incentve programs ani the organizaton's goals, 
values, ani strategic objectves.

4)  To  proviie  iata  ani  insights  ior  guiiing  them  in  iecision-making  on
incentve policies, suggestng aijustments, aiiitons, or eliminatons basei
on their impact on emplofee motvaton ani organizatonal success.



1.4   Significance of the study:

 Enhanced Employee Motivation and Engagement:   

Unierstaniing the efectveness oi  fnancial  ani non-fnancial  incentves
can leai to the iesign oi more motvatng rewari sfstems. This, in turn,
boosts  emplofee  morale,  engagement,  ani  commitment  to  the
organizaton's goals.

 Improved Job Satisfaction and Retention:   

Bf  iientifing  the  incentves  that  resonate  most  with  emplofees,
organizaton can enhance job satsiacton levels ani reiuce turnover rates.
Satsfei emplofees are  more likelf  to  staf with  the companf,  reiucing
recruitment ani training costs.

 Increased Productivity and Performance:  

Well-iesignei incentve programs can irive higher levels oi periormance
among  emplofees.  Financial  rewaris  ani  non-fnancial  perks  that  align
with  iniiviiual  ani  organizatonal  goals  can  incentvize  emplofees  to
periorm at their best.

 Better Talent Attraction and Recruitment:   

Atractve fnancial  ani non-fnancial  incentves can stani out in  the job
market ani atract top talent. A reputaton ior rewariing ani recognizing
emplofees can serve as a compettve aivantage in recruitment eforts.

 Alignment with Organizational Objectives:   

Unierstaniing the impact oi incentves allows organizaton to align their
rewari  sfstems  with  strategic  objectves.  Incentves  can  be  tailorei  to
reiniorce iesirei behaviors ani outcomes that support the organizaton's
mission ani vision.



 Enhanced Organizational Culture:   

Efectve incentve programs contribute to the ievelopment oi a positve
organizatonal  culture.  Bf  promotng  iairness,  transparencf,  ani
recogniton,  incentves  ioster  a  supportve  ani  rewariing  work
environment.

 Customer Satisfaction and Loyalty:  

Satsfei ani motvatei emplofees are more likelf to ieliver high-qualitf
proiucts  ani  services,  leaiing  to  increasei  customer  satsiacton  ani
lofaltf. Financial incentves can iirectlf impact customer-iacing actvites,
such as sales ani customer service.

 Cost Efficiency and Resource Allocation:   

Coniuctng this stuif on fnancial ani non-fnancial incentves enables the
organizaton  to  evaluate  the  cost-efectveness  oi  iiferent  rewari
mechanisms.  This  ensures  that  resources  are  allocatei  efcientlf  to
maximize  the  return  on  investment  in  emplofee  motvaton  ani
periormance.

 Legal and Ethical Compliance:   

Unierstaniing the legal ani ethical implicatons oi incentve programs is
crucial ior the organizaton to avoii potental issues such as iiscriminaton
or  uniair  treatment.  A  thorough  stuif  can  help  ensure  that  incentve
structures complf with relevant regulatons ani ethical staniaris.

 Continuous Improvement and Innovation:  



Bf regularlf evaluatng ani upiatng incentve programs basei on empirical
eviience  ani  ieeiback,  organizaton  can  ioster  a  culture  oi  contnuous
improvement ani innovaton. This will allow to staf agile ani responsive to
changing market coniitons ani emplofee neeis.

1.5   Limitations of the study:

When  coniuctng  the  stuif  on  fnancial  ani  non-fnancial  incentves  in  the
organizaton, below are the limitatons ior accurate fniings:

1. Finiings maf not be universallf applicable, as the efectveness oi 
incentves can varf across iiferent levels in the organizaton.

2. Responses  to  survefs  or  interviews  maf  be  infuencei  bf  iniiviiual
perceptons,  biases,  or  interpretatons  oi  fnancial  ani  non-fnancial
incentves, potentallf afectng the reliabilitf oi the iata.

3. The  efectveness  oi  incentves  maf  change  over  tme  iue  to  evolving
organizatonal  structures,  market  coniitons,  or  external  iactors,  limitng
the long-term applicabilitf oi stuif results.

4. Correlaton  between  incentves  ani  outcomes  maf  be  iientfei,  but
establishing a iirect contributorf relatonship maf not be possible.

5. Responients  might  proviie  sociallf  acceptable  answers  rather  than
expressing their true ieelings or opinions, leaiing to an overestmaton oi
the positve impact oi incentves.

6. Quantifing the impact oi non-fnancial incentves can be challenging iue
to their subjectve nature. For example, measuring the impact oi emplofee
recogniton or a positve work environment maf lack concrete metrics.

7. Emplofee  perceptons  oi  incentves  maf  change  as  thef  become
accustomei  to  certain  practces  or  as  external  benchmarks  shit,
infuencing their expectatons.

8. Due to the limitei resources ani tme in-iepth stuif ani unierstaniing oi
the fnancial aspects is not possible.



CHAPTER 2 - LITERATURE REVIEW:

  2.1 Introduce the importance of incentives in organizations:

              Incentves plaf a crucial role in organizatons bf motvatng iniiviiuals ani
teams to periorm at their best ani aligning their eforts with the overall goals oi
the organizaton. These rewaris, whether fnancial or non-fnancial, are iesignei
to encourage specifc behaviors or achievements that contribute to the success
ani  growth  oi  the  organizaton.  Efectve  incentve  programs  can  enhance
emplofee engagement, boost proiuctvitf, ioster innovaton, ani improve overall
job satsiacton. Bf recognizing ani rewariing iesirei periormance, organizatons
can create a positve ani ifnamic work environment, iriving both iniiviiual ani
collectve success. An incentve also contributes to talent retenton, as emplofees
are more likelf to staf with a companf that value ani rewaris their contributons.
Overall,  a  well-iesignei  incentve  sfstem  is  a  poweriul  tool  ior  aligning
organizatonal objectves with the eforts oi its workiorce, leaiing to increasei
periormance ani success.

 2.2     The impact of motivation on employee performance:  

                Motvaton is a iuniamental psfchological concept that irives behavior
ani  infuences  periormance  in  various  contexts,  incluiing  the  workplace.
Unierstaniing the impact oi motvaton on emplofee periormance is crucial ior
organizatons  seeking  to  optmize  proiuctvitf,  engagement,  ani  overall
efectveness. This literature review aims to sfnthesize existng research on the
relatonship  between  motvaton  ani  emplofee  periormance,  exploring
theoretcal irameworks, empirical eviience, ani practcal implicatons.

Theoretical Perspectives:

                Several theoretcal irameworks proviie insights into the ifnamics oi
motvaton  ani  its  efects  on  emplofee  periormance.  Maslow's  Hierarchf  oi
Neeis Theorf (1943) suggests that iniiviiuals are motvatei bf a hierarchf oi



neeis, ranging irom basic phfsiological neeis to higher-orier neeis such as seli-
actualizaton.  Accoriing  to  this  theorf,  meetng  emplofees'  neeis  through
appropriate incentves ani rewaris can enhance motvaton ani periormance.

                 Equallf infuental is Herzberg's Two-Factor Theorf (1959), which
iistnguishes  between  hfgiene  iactors  (e.g.,  salarf,  working  coniitons)  ani
motvators (e.g., recogniton, responsibilitf). Herzberg posits that while hfgiene
iactors  can  prevent  iissatsiacton,  motvators  are  essental  ior  promotng job
satsiacton ani intrinsic motvaton, thus leaiing to improvei periormance.

                 Aiiitonallf, Seli-Determinaton Theorf (Deci & Rfan, 1985) emphasizes
the importance oi autonomf, competence, ani relateiness in iostering intrinsic
motvaton. Accoriing to this theorf,  emplofees are more likelf to periorm at
their best when thef ieel a sense oi autonomf in their work, perceive themselves
as  competent,  ani  experience  positve  relatonships  with  colleagues  ani
supervisors.

Empirical Evidence:
 
                 Empirical stuiies have consistentlf iemonstratei a strong correlaton
between motvaton ani  emplofee  periormance  across  various  iniustries  ani
organizatonal  setngs.  For  instance,  a  meta-analfsis  bf  Colquit et  al.  (2000)
iouni a signifcant positve relatonship between motvatonal iactors (e.g., goal
setng, ieeiback) ani job periormance. Similarlf, research bf Latham ani Pinier
(2005) highlightei the efectveness oi specifc ani challenging goals in enhancing
emplofee motvaton ani periormance.

                 Moreover, longituiinal stuiies have shown that sustainei motvaton
leais  to  greater  job  satsiacton,  reiucei  absenteeism,  ani  higher  levels  oi
organizatonal  commitment  (Juige   &  Bono,  2001).  Converself,  a  lack  oi
motvaton has been linkei to iecreasei proiuctvitf, increasei turnover rates,
ani overall organizatonal ifsiuncton (Pinier, 1998).

Practical Implications:

                 Unierstaniing the impact oi motvaton on emplofee periormance has
important  implicatons  ior  organizatonal  management  ani  human  resource
practces. Efectve motvaton strategies shouli consiier iniiviiual iiferences,



job  characteristcs,  ani  organizatonal  culture.  For  example,  proviiing
opportunites  ior  skill  ievelopment,  recognizing  emplofees'  contributons,  ani
iostering a supportve work environment can enhance intrinsic motvaton ani job
satsiacton (Deci et al., 2001).

                   Furthermore, aligning organizatonal goals with iniiviiual goals
through periormance management sfstems can create a sense oi purpose ani
iirecton,  therebf  motvatng  emplofees  to  periorm  at  their  best  (Locke  &
Latham,  2002).  Flexible  rewari  sfstems  that  ofer  both  intrinsic  ani  extrinsic
rewaris can cater to iiverse emplofee neeis ani preierences, ultmatelf iriving
sustainei periormance ani organizatonal success (Kuvaas, 2008).                     

2.3 The Effect of Financial and Non-Financial Incentives on the   
Employee Performance:

                    Emplofee periormance is a critcal ieterminant oi organizatonal
success.  Organizatons  emplof  various  strategies  to  enhance  emplofee
periormance,  with  incentves  being  one  oi  the  most  wiielf  utlizei  methois.
Incentves can be broailf categorizei into fnancial ani non-fnancial incentves.
This literature review aims to explore the existng research on the efect oi both
fnancial  ani  non-fnancial  incentves  on  emplofee  periormance,  highlightng
their signifcance ani impact in organizatonal setngs.

Financial Incentives:

                     Financial incentves reier to tangible rewaris proviiei to emplofees
in monetarf iorm, such as bonuses, salarf increments, commissions, ani proft-
sharing schemes. Numerous stuiies have investgatei the relatonship between
fnancial  incentves  ani  emplofee  periormance.  Lockens  Goal  Setng  Theorf
(1968) suggests that setng specifc ani challenging goals linkei with fnancial
rewaris  can  signifcantlf  enhance  motvaton  ani  periormance.  Empirical
eviience supports this theorf, iemonstratng that fnancial incentves positvelf
infuence  emplofee  proiuctvitf,  job  satsiacton,  ani  overall  organizatonal
periormance (Dreher & Doughertf, 2001).



                     Moreover, fnancial incentves can serve as efectve tools ior
atractng ani retaining talent  within  organizatons.  Compettve compensaton
packages  ani  periormance-basei  rewaris  are  oten  citei  as  kef  iactors  in
atractng high-periorming iniiviiuals ani reiucing emplofee turnover (Gerhart
& Fang, 2015).  However,  the efectveness oi  fnancial  incentves in  enhancing
emplofee periormance maf varf basei on iniiviiual preierences, organizatonal
culture,  ani  job  characteristcs.  For  instance,  while  fnancial  rewaris  maf
motvate emplofees engagei in repettve or monotonous tasks, thef maf have
limitei impact on those requiring creatvitf or intrinsic motvaton (Pink, 2009).

Non-Financial Incentives:

                     Non-fnancial incentves encompass intangible rewaris or benefts
oferei to emplofees, such as recogniton, praise, fexible working hours, training
opportunites, ani career aivancement prospects. Research suggests that non-
fnancial incentves plaf a crucial role in iostering emplofee engagement, lofaltf,
ani job satsiacton (Bowen & Ostrof, 2004). The Psfchological Contract Theorf
posits that iulflling non-fnancial neeis, such as recogniton ani autonomf, can
strengthen the psfchological boni between emplofees ani organizatons, leaiing
to improvei periormance ani commitment (Rousseau, 1989).

                  Moreover, non-fnancial  incentves are partcularlf efectve in
motvatng  emplofees  with  iiverse  values  ani  preierences.  Unlike  fnancial
incentves, which maf not align with the intrinsic motvatons oi all emplofees,
non-fnancial rewaris cater to a broaier spectrum oi neeis ani aspiratons. For
instance, ofering opportunites ior skill ievelopment ani career progression can
enhance emplofee engagement ani commitment over the long term (Macef &
Schneiier, 2008).

Comparison and Integration:

                  While fnancial incentves are oten perceivei as iirect motvators iue
to their tangible nature, non-fnancial incentves plaf a complementarf role bf
aiiressing intrinsic motvators ani psfchological neeis. Integratng both tfpes oi
incentves can create a holistc approach to periormance management, leveraging
the strengths oi each methoi. For example, combining monetarf bonuses with



public  recogniton  or  career  ievelopment  opportunites  can  reiniorce  iesirei
behaviors ani ioster a culture oi high periormance (Stajkovic & Luthans, 2003).

                  However, the efectveness oi incentves, whether fnancial or non-
fnancial, iepenis on various contextual iactors, incluiing organizatonal culture,
leaiership  stfle,  ani  iniiviiual  iiferences.  Furthermore,  the  iesign  ani
implementaton oi  incentve  programs require  careiul  consiieraton to  ensure
alignment with organizatonal objectves ani emplofee preierences.

2.4 The impact of incentives on employee motivation:

                 Several theoretcal irameworks ofer insights into the mechanisms
through  which  incentves  infuence  emplofee  motvaton.  Expectancf  Theorf,
proposei bf Vroom (1964), suggests that iniiviiuals are motvatei to exert efort
when thef believe it will leai to iesirei outcomes. Accoriing to this theorf, the
perceivei instrumentalitf ani valence oi incentves ietermine their motvatonal
impact on emplofees.
 
                 Similarlf,  Reiniorcement Theorf,  ievelopei bf Skinner (1953),
emphasizes the role oi positve ani negatve reiniorcement in shaping behavior.
In the context oi incentves, positve reiniorcement (e.g.,  rewaris, recogniton)
serves  to  increase  the  likelihooi  oi  iesirei  behaviors,  while  negatve
reiniorcement  (e.g.,  punishment,  penaltes)  aims  to  iecrease  uniesirable
behaviors.

                  Furthermore, Equitf Theorf, proposei bf Aiams (1963), posits that
iniiviiuals are motvatei bf perceptons oi iairness ani equitf in the iistributon
oi rewaris.  Emplofees compare their  inputs  (e.g.,  efort,  skills)  ani outcomes
(e.g., rewaris, recogniton) with those oi others, ani iiscrepancies maf leai to
ieelings oi inequitf ani reiucei motvaton.

                  Empirical stuiies have consistentlf iemonstratei the signifcant impact
oi incentves on emplofee motvaton across various iniustries ani organizatonal
contexts.  For instance, a meta-analfsis  bf Cameron ani Pierce (1994) iouni a



positve  correlaton  between  incentve  programs  ani  emplofee  motvaton,
partcularlf when incentves were tei to periormance-basei outcomes.

                   Moreover, longituiinal stuiies have shown that well-iesignei
incentve  programs  can  leai  to  increasei  job  satsiacton,  higher  levels  oi
organizatonal  commitment,  ani  improvei  periormance  (Bretz  &  Milkovich,
1993). Incentves such as bonuses, commissions, ani recogniton programs have
been  associatei  with  greater  emplofee  engagement  ani  willingness  to  exert
iiscretonarf efort (Gagné & Deci, 2005).

                   Furthermore, combining monetarf incentves with non-monetarf
rewaris  such  as  public  recogniton,  career  aivancement  opportunites,  ani
fexible work arrangements can enhance the motvatonal impact ani appeal to
iiverse  emplofee neeis (Rfan & Deci,  2000).  Aiiitonallf,  ongoing evaluaton
ani  aijustment  oi  incentve  programs  basei  on  ieeiback  ani  periormance
metrics are essental ior maintaining their efectveness ani relevance over tme.



CHAPTER 3 -RESEARCH METHODOLOGY: 

3.1 Research methodology:

               Research methoiologf reiers to the sfstematc process oi planning,
executng,  ani  analfzing  research  to  aiiress  a  specifc  research  queston  or
problem.  It  encompasses  the  methois,  techniques,  ani  proceiures  usei  to
collect, analfze, ani interpret iata in orier to generate meaningiul insights ani
iraw  valii  conclusions.  The  choice  oi  research  methoiologf  iepenis  on  the
nature oi the research queston, the objectves oi the stuif, ani the available
resources.

3.2 Research Design:

               Research iesign outlines the overall plan ior coniuctng the stuif ani
serves as a blueprint ior iata collecton ani analfsis. Common research iesigns
incluie  experimental,  correlaton,  iescriptve,  qualitatve,  ani  mixei-methois
iesigns.  The  research  iesign  shouli  align  with  the  research  objectves  ani
proviie a clear roaimap ior achieving the iesirei outcomes.

          Research on the impact oi fnancial  ani non-fnancial  incentves on
emplofee motvaton, morale, ani job tenure can help improve the workplace
culture ani create a more positve working environment.

              The research iesign oi the stuif is a quanttatve survef to assess
whether  monetarf  ani  nonmonetarf  rewaris  have  an  impact  on  emplofee
motvaton.  Quanttatve  research  uses  mathematcal  measures  ani  statstcal
techniques to ietermine relatonships ani iiferences among large samples oi
target populaton 



              A simple survef was usei as a methoiologf ior ietermining the role oi
fnancial  ani  nonfnancial  rewaris  in  promotng  emplofee  motvaton,  job
satsiacton ani emplofee engagement in RAX- TECH.

3.3 Sources of Data:

Primary source of data:

    A primarf source oi iata is original iniormaton collectei frsthani irom its
source.  Primarf  sources  are  tfpicallf  generatei through experiments,  survefs,
interviews, observatons, or iirect experiences. 

The primarf iata ior this stuif has been collectei through interviews ani
questonnaires.

Secondary source of data:

Seconiarf iata reiers to iata that has alreaif been collectei, analfzei ani
interpretei. For the purpose oi this stuif, seconiarf iata was extractei irom
internal sources (companf recoris, companf journal ani websites).

3.4 Sampling:

                Sampling involves selectng a subset oi iniiviiuals or cases irom the
populaton oi interest to partcipate in the stuif. The sampling methoi usei (e.g.,
raniom  sampling,  stratfei  sampling,  convenience  sampling)  shouli  be
appropriate ior the research iesign ani allow ior the generalizaton oi fniings to
the broaier populaton.

                The sampling methoi usei in this research was Convenience Sampling.
The  results  oi  the  questonnaire  were  analfzei  to  iientif  which  iactor
contributes  the  most  towaris  motvaton  oi  emplofees  in  RAX-  TECH
INTERNATIONAL ani the problems regariing the unavailabilitf oi fnancial  ani
non-fnancial rewaris oi emplofees in this organizaton.



                The survef was coniuctei among 102 emplofees incluiing miiile level
management  to  senior  ani  lower  level  emplofees  in  accounts,  sales  ani
purchase, qualitf control ani Engineering  iepartments. 
     

3.5 Sampling Technique:

When  selectng  a  sampling  technique  ior  assessing  fnancial  ani  non-
fnancial  benefts,  one  shouli  consiier  iactors  such  as  the  populaton  size,
iiversitf,  representatveness  ani  ieasibilitf  requirei  ior  the  stuif  results  ani
aiiitonallf to minimize bias ani ensure that the chosen sampling methoi aligns
with the stuif objectves ani research questons.

          Convenience sampling technique was usei ior this stuif oi fnancial ani
non-fnancial benefts impact in Rax-Tech Internatonal.

             Convenience sampling, ofer some aivantages when stuifing fnancial ani
non-fnancial incentves within an organizaton:

Ease of Access: Convenience sampling involves selectng partcipants basei
on their availabilitf ani accessibilitf. This makes it easier ani more practcal to
gather iata irom emplofees within the organizaton, especiallf when tme ani
resources are limitei.

Cost-Effectiveness: Convenience  sampling  tfpicallf  requires  iewer
resources  comparei  to  other  sampling  methois  such  as  raniom sampling  or
stratfei sampling.  It  eliminates  the  neei  ior  extensive  planning,  recruitment
eforts, ani incentves ior partcipaton.

Time Efficiency: Since partcipants are selectei basei on their convenience,
researchers can quicklf collect iata without the lengthf process oi iientifing ani
recruitng  a  representatve  sample.  This  expeiites  the  research  process  ani
allows ior iaster iata analfsis ani reportng.

Practical Insights: Convenience sampling can proviie valuable insights into
the experiences, perceptons, ani attuies oi emplofees regariing fnancial ani
non-fnancial  incentves  within  the  organizaton.  It  ofers  a  snapshot  oi  the



current  state  oi  afairs  ani  can  iniorm  iecision-making  ani  interventon
strategies.

Exploratory  Research:  Convenience  sampling  is  partcularlf  useiul  ior
exploratorf  or  preliminarf  research,  where  the  primarf  goal  is  to  generate
hfpotheses, iientif trenis, or explore potental relatonships between variables.
It can help researchers gain a beter unierstaniing oi the topic beiore coniuctng
more extensive stuiies.

Flexibility: Convenience sampling allows researchers to aiapt to changing
circumstances ani unioreseen challenges iuring the iata collecton process. Thef
can  easilf  aijust  their  sampling  approach  basei  on  partcipant  availabilitf,
organizatonal constraints, or logistcal issues.

Informal  Feedback:  Engaging  with  emplofees  through  convenience
sampling can serve as an opportunitf to solicit iniormal ieeiback ani suggestons
ior improving fnancial ani non-fnancial incentve programs. This iosters a sense
oi  involvement  ani  maf  leai  to  actonable  insights  ior  organizatonal
improvement.

The sampling taken in Rax-Tech incluies representatons irom emplofees
in  various  iepartments  like  Finance,  Purchase,  Sales,  IT,  Aimin  ani  Human
Resources.

The  sampling  ior  this  stuif  incluiei  emplofees  in  iiferent  levels  like
senior accountant, Executves, Managers, Developers ani Aimin staf at Rax-Tech
Internatonal.

Simple Google iorms can be usei ior this sampling which makes easier to
collect iata ani ierive at the conclusions. 

3.6 Tools for analysis:

  The iata collectei were analfzei using Percentage Computaton methoi
ani representei using tables, bar graphs ani pie-charts 



3.7  Period of study:

     The iuraton oi the stuif uniertaken is irom Januarf 2024 to March 2024.



3.8 Data Collection: 
                

Data  collecton  involves  gathering  iniormaton  relevant  to  the  research
queston  through  various  methois  such  as  survefs,  interviews,  observatons,
experiments, ani archival iata analfsis. The choice oi iata collecton methois
shouli  be  guiiei  bf  the  research  objectves,  the  nature  oi  the  phenomenon
unier stuif, ani the available resources.

  Unierstaniing the satsiacton levels oi emplofees regariing their salarf
ani benefts is crucial ior organizatons. It enables HR proiessionals to assess the
efectveness oi their compensaton packages ani iientif areas ior improvement.
In  this  ietailei  analfsis,  we  explore  various  aspects  oi  salarf  ani  benefts
satsiacton, irom fnancial rewaris to proiessional ievelopment opportunites.

 For  this  stuif,  the questonnaire  atachei in  the appeniix  secton was
usei  ior  collectng  the  iata  relatei  to  the  emplofeens  views  on  the  fnancial
benefts proviiei bf Rax-Tech Internatonal. A Google iorm survef was usei to
collect the iata.

Organizatonal iata relatei to fnancial benefts given to the emplofees bf
the  organizaton  was  proviiei  bf  the  fnance  iepartment  irom  their  existng
recoris. 



CHAPTER 4 – DATA COLLECTION AND 
FINDINGS:
              
         Below tables ani charts proviie the ietails on the fniings ani analfsis oi
the questonnaire aiiressei to the responients to ietermine the attuie ani
percepton oi the emplofees towaris the benefts proviiei bf the organizaton. 

          The questonnaire mainlf containei closei-eniei questons ani a iew
open-eniei questons to collect iata. 

Demographic Information:

1. Gender:

Source:  Primary data

Components No. oi responients Percentage

Male 65 63.7%

Female 36 35.3%

Prefer not to say 1 1%



Interpretation  :   From the above chart, it shows that 63.7% oi the responients 

are male ani 35.8% oi the responients are iemale.

Inference:
Majoritf oi the responients (63.7%) are male.

2. Qualification:

Source:  Primary data

Components No. oi responients Percentage

SSLC 1 1%

HSC 13 12.7%

Diploma 22 21.6%

Under-Graduate 42 41.2%

Post-Graduate 24 23.5%

            

Interpretation: From the above chart, It is interpretei that 23.5% oi the 

responients are Post-graiuates, 41.2% oi the responients are Uniergraiuates, 
12.7% oi the responients are HSC ani
21.6% oi the responients have Completei Diploma.

Inference:



 Majoritf (41.2%) oi the responients are Uniergraiuates

Satisfaction with Financial Benefts:

1. Level of satisfaction with current salary and benefts:

Source:  Primary data

Satsiacton Level No. oi responients Percentage

Very Satisfed 34 33.3%

Satisfed 44 43.1%

Neutral 16 15.7%

Dissatisfed 6 5.9%

Very Dissatisfed 2 2%

 Interpretation  :    33.3% oi responients are verf satsfei with their salarf ani 

benefts, While 43.1% are satsfei. 7.9% expressei iissatsfei with their current 
salarf.

Inference:
 Majoritf (76.4%) oi the responients are satsfei with their current salarf.



2. Performance-based Bonuses:

Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)

Yes 67 65.7%

No 18 17.6%

Not sure 17 16.7%

Interpretation  :   65.7% oi responients receive periormance-basei bonuses, 

17.6% safs thef ion't receive periormance-basei bonuses, ani 16.7% are 
unaware oi it.

Inference:
 Majoritf (65.7%) oi the responients receive periormance-basei bonuses.

3. Linking Financial Rewards to Performance:



Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)

Strongly agree 32 31.4%

Agree 47 46.1%

Neutral 21 20.6%

Disagree 2 2%

Strongly disagree 0 0%

 Interpretation  :   31.4% oi responients stronglf agree, 46.1% agree that their 

fnancial rewaris are linkei to their iniiviiual or team periormance whereas 2% 
io not agree ani 20.6% are neutral.

Inference:
 Majoritf (77.5%) oi the responients agree that their fnancial rewaris are linkei 
to their iniiviiual or team periormance.

Financial Incentives and Perks:



1. Additional Financial Incentives
   
  Responses incluie fnancial incentve ior high CGPA, Bonus, Emplofee 
Benefts, Retrement benefts ani monthlf incentves ior target 
achievements as the aiiitonal fnancial incentves.

2. Motivating Incentives:

Source:  Primary data

Components No. oi Responients Percentage (%)

Base salary 18 17.6%

Performance-based 
Bonuses

49 48%

Proft-sharing 20 19.6%

Stock options 8 7.8%

Salary increase 7 6.9%

 
Interpretation  :   17.6% oi responients fni base salarf as motvatng, 
48% oi the responients fni that periormance basei bonuses as 
motvatng, 19.6% fni proft-sharing as motvatng.



Inference:
 Majoritf (48%) oi the responients fni that periormance basei 
bonuses as motvatng.

Non-Financial Incentives and Professional Development:

1. Recognition at Work:

Source:  Primary data

Frequencf No. oi Responients Percentage (%)

Frequently 38 37.3%

Occasionally 37 36.3%

Rarely 26 25.5%

Never 1 1%

Interpretation  :   37.3% oi responients receive irequent recogniton ior 
their contributons at workplace, whereas 36.3% receive occasionallf 
ani 25.5% wouli receive recogniton rarelf.



Inference:
 Majoritf (37.3%) oi the responients receive irequent recogniton ior 
their contributons.

2. Professional Development Opportunities:

Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)

Yes 69 67.6%

No 9 8.8%

Not sure 24 23.5%

 

Interpretation  :   67.6% oi the responients confrm that proiessional 
ievelopment ani learning opportunites are proviiei, 8.8% safs the 
organizaton ioesnnt proviie proiessional ievelopment opportunites 
to the emplofees ani 23.5% are unaware oi it.



Inference:
 Majoritf (67.6%) oi the responients receive that proiessional 
ievelopment ani learning opportunites in the organizaton.

3. Autonomy at Work:

Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)

Very high 25 24.5%

High 38 37.3%

Neutral 34 33.3%

Low 3 2.9%

Very low 2 2%

            

Interpretation  :   61.8% oi the responients ieel thef have high autonomf 
ani iecision-making at work whereas 33.3% are neutral ani 4.9% ieel 
there is low autonomf at workplace.



Inference:
 Majoritf (61.8%) oi the responients safs thef have high autonomf 
ani iecision-making at work.

4. Work-Life Balance:

Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)

Excellent 36 35.3%

Good 47 46.1%

Fair 16 15.7%

Poor 3 2.9%

Interpretation  :   81.4% oi the responients are happf with their work-liie 
balance initatves ani fexibilitf proviiei bf the organizaton.

Inference:
 Majoritf (81.4%) oi the responients safs thef have comiortable work-
liie balance initatves ani fexibilitf.



Performance-Based Incentives Effectiveness and Communication
   
1. Bonus and Proft-Sharing Opinions:
    Responses incluie not sure, gooi, ani highlf efectve.
    

2. Transparency in Communication:

Source:  Primary data

Components No. oi Responients Percentage (%)

Very  Transparent 14 13.7%

Transparent 36 35.3%

Neutral 41 40.2%

Opaque 11 10.8%

Interpretation  :    49% ieel the organizaton is transparent in 
communicatng fnancial ani non-fnancial incentves, 40.2% are 
neutral ani 10.8% ieel the organizaton is not transparent.



Inference:
 Majoritf (49%) oi the responients safs the organizaton is transparent 
in communicatng fnancial ani non-fnancial incentves.

3.  Overall Satisfaction with the Incentives:

Source:  Primary data

Satsiacton level No. oi Responients Percentage (%)
Very  Satisfed 21 20.6%

Satisfed 56 54.9%

Neutral 23 22.5%

Dissatisfed 1 1%

Very Dissatisfed 1 1%

             
Interpretation  :   75.5% responients ieel satsfei with the combinei 
fnancial ani non fnancial incentves oi the organizaton, whereas 
22.5% are neutral ani 2% are not satsfei. 



Inference:
 Majoritf (75.5%) oi the responients are satsfei with the fnancial ani
non-fnancial incentves.



CHAPTER 5 – IMPACT OF FINANCIAL AND 
NON-FINANCIAL INCENTIVES:
          Financial  ani  non-fnancial  incentves  plaf  pivotal  roles  in  shaping

organizatonal behavior ani periormance. Financial incentves, such as bonuses,

commissions, ani proft-sharing schemes, iirectlf impact emplofees' monetarf

rewaris, motvatng them to achieve specifc goals or targets. These incentves

proviie  tangible  rewaris  ior  emplofees'  eforts,  aligning  their  interests  with

organizatonal  objectves  ani  iostering  a  culture  oi  periormance-iriven

excellence.

 Salary and benefts :  

76.4% oi the emplofees are satsfei with the salarf ani benefts proviiei

bf the organizaton. 

Increased Retention:  Satsfei emplofees are more likelf to staf with the

companf  ior  longer  iuratons,  reiucing  turnover  rates.  This  helps  in

retaining valuable talent ani avoiiing the costs associatei with recruitment,

on boariing, ani training oi new emplofees.

Higher  Morale  and Motivation:  Satsfei emplofees  teni to  have higher

levels oi morale ani motvaton. When emplofees ieel iairlf compensatei

ior  their  work,  thef  are  more  likelf  to  be  engagei,  proiuctve,  ani

commitei to achieving the companf's goals.

Improved  Productivity:  Contentei  emplofees  are  generallf  more

proiuctve.  Thef  are  less  likelf  to  be  iistractei  bf concerns  about  their

compensaton ani benefts, allowing them to iocus more efectvelf on their

tasks ani responsibilites.

Enhanced Reputation:  A companf known ior ofering compettve salaries

ani  atractve  perks  can  atract  top  talent  in  the  iniustrf.  A  positve



reputaton as an emplofer oi choice can strengthen the companf's brani

ani help atract skillei proiessionals.

Better  Employee  Relations: Satsiacton  with  salaries  ani  perks  can

contribute  to  positve  emplofee  relatons.  When  emplofees  ieel  iairlf

compensatei, there is less likelihooi oi resentment or conficts arising over

compensaton  issues,  leaiing  to  a  more  harmonious  workplace

environment.

Higher Employee Engagement: Satsfei emplofees are more likelf to be

engagei in their work ani commitei to the companf's mission ani values.

Thef are more inclinei to go the extra mile, contribute innovatve iieas, ani

actvelf partcipate in companf initatves.

 Performance-based Bonuses:  

65.7% oi the emplofees are satsfei with the Periormance-basei Bonus

Motivation and Goal Alignment: Periormance-basei bonuses incentvize 

emplofees to periorm at their best ani align their eiiorts with the 

companf's goals ani objectves. When bonuses are tei to periormance 

metrics, emplofees are motvatei to achieve specifc targets ani contribute 

to the organizaton's success.

Improved  Performance: Bf  rewariing  high  periormance  with  bonuses,

companies can encourage emplofees to go above ani befoni in their roles.

This  can  leai  to  increasei  proiuctvitf,  efciencf,  ani  qualitf  oi  work,

ultmatelf beneftng the companf's botom line.

Retention of Top Talent: Periormance-basei bonuses can  help atract ani

retain  top  talent.  Emplofees  who  are  rewariei  ior  their  exceptonal

periormance are more likelf to staf with the companf, reiucing turnover

ani the associatei costs oi recruitment ani training.



Meritocracy  and  Fairness:  Periormance-basei bonuses  promote  a

meritocratc culture where rewaris are basei on iniiviiual  contributons

ani achievements. This iosters a sense oi iairness ani transparencf within

the organizaton, motvatng emplofees to strive ior excellence.

Employee Engagement  and Satisfaction:  Periormance-basei bonuses can

enhance  emplofee  engagement  ani  job  satsiacton  bf  proviiing

recogniton ani tangible rewaris ior hari work ani accomplishments. This

can leai to higher morale, improvei job satsiacton, ani a more positve

work environment.

Alignment with Organizational Values: Bf linking bonuses to periormance

metrics  that  refect  the  companf's  values  ani  strategic  priorites,

organizatons  can  reiniorce  iesirei  behaviors  ani  cultvate  a  culture  oi

accountabilitf, innovaton, ani continuous improvement.

Periormance-basei  bonuses  can  be  a  poweriul  tool  ior  iriving  emplofee

periormance, iostering a culture oi excellence, ani ultmatelf contributng to the

companf's success ani compettveness in the marketplace.

          



Non-fnancial  incentves  encompass  a  iiverse  arraf  oi  motvatonal  iactors

befoni  monetarf  compensaton.  Recogniton  programs,  career  ievelopment

opportunites, fexible work arrangements, ani a positve work environment are

examples  oi  non-fnancial  incentves  that  contribute  to  emplofee  satsiacton,

engagement,  ani  retenton.  These  incentves  cater  to  iniiviiuals'  intrinsic

motvatons, iulflling their neei ior personal growth, autonomf, ani a sense oi

belonging within the organizaton.

Recognition at Work:

37.3% oi the sample believes that thef are recognizei irequentlf ior their
contributons at work whereas 36.3% believe thef receive occasionallf ani
26.5% believe that thef are rarelf or not recognizei ior their work.

Proviiing recogniton at work to emplofees ofers several benefts to the

companf:

Increased  Employee  Morale: Recogniton  acknowleiges  emplofees'

contributons  ani  eforts,  boostng  their  morale  ani  motvaton.  When

emplofees ieel valuei ani appreciatei, thef are more likelf to be engagei,

satsfei, ani commitei to their work ani the companf.

Enhanced Productivity and Performance: Recognizei emplofees teni to

be more proiuctve ani periorm at higher levels. Positve reiniorcement

through  recogniton  reiniorces  iesirei  behaviors  ani  encourages

emplofees to contnue ielivering excellent results.

Improved Employee Retention: Recogniton iosters a sense oi lofaltf ani

atachment  among  emplofees.  When  emplofees  ieel  recognizei  ani

valuei,  thef  are  less  likelf  to  seek  opportunites  elsewhere,  reiucing

turnover rates ani the costs associatei with recruitment ani training.



Fostered  Employee  Engagement: Recogniton  promotes  a  culture  oi

engagement where emplofees are actvelf involvei in their work ani the

success  oi  the  organizaton.  Engagei  emplofees  are  more  commitei,

enthusiastc, ani willing to go the extra mile to contribute to the companf's

goals.

Positive Workplace Culture: Recogniton contributes to creatng a positve

workplace culture characterizei bf appreciaton, support, ani camaraierie.

When emplofees regularlf receive recogniton ior their  achievements,  it

iosters  a  sense oi  belonging ani strengthens interpersonal  relatonships

within the team ani across the organizaton.

Attraction of Top Talent: A companf known ior valuing ani recognizing its

emplofees is more likelf to atract top talent in the iniustrf. Positve wori-

oi-mouth ani reputaton as an emplofer oi choice can help the companf

stani out ani atract skillei proiessionals.

Alignment  with  Organizational  Values: Recogniton  programs  can  be

tailorei  to  reiniorce  ani  promote  organizatonal  values,  goals,  ani

priorites. Bf highlightng behaviors ani accomplishments that align with

the  companf's  mission  ani  vision,  recogniton  programs  help  reiniorce

iesirei cultural norms ani behaviors.

Overall, proviiing recogniton at work to emplofees not onlf boosts morale

ani  motvaton  but  also  contributes  to  improvei  periormance,  emplofee

retenton, engagement, ani the overall well-being oi the organizaton.

 Professional Development Opportunities:

67.6% oi the sample confrms that proiessional ievelopment ani learning 
opportunites are proviiei, 8.8% oi the sample safs thef are not proviiei 
proiessional ievelopment opportunites ani 23.5% are unsure.



Proviiing  proiessional  ievelopment  opportunites  to  emplofees  ofers

numerous benefts to the organizaton:

Increased Employee Skills  and Competencies: Proiessional  ievelopment

programs  allow  emplofees  to  acquire  new  skills,  knowleige,  ani

competencies relevant to their roles ani the organizaton's objectves. This

enhances their capabilites to periorm their jobs efectvelf ani aiapt to

evolving iniustrf trenis ani technologies.

Improved  Performance  and  Productivity: Emplofees  who  partcipate  in

proiessional  ievelopment  opportunites  are  beter  equippei to  excel  in

their  roles,  leaiing to improvei periormance ani proiuctvitf.  Thef can

applf newlf acquirei skills ani knowleige to solve problems, innovate, ani

contribute to the organizaton's success.

Enhanced  Employee  Engagement  and  Motivation: Proiessional

ievelopment iemonstrates the organizaton's commitment to investng in

its  emplofees'  growth  ani  career  aivancement.  This  iosters  a  sense  oi

lofaltf, engagement, ani motvaton among emplofees, leaiing to higher

levels oi job satsiacton ani retenton.

Attraction  and  Retention  of  Talent: Ofering  proiessional  ievelopment

opportunites can help atract top talent to the organizaton. Prospectve

emplofees  are  oten  irawn  to  organizatons  that  prioritze  emplofee

growth  ani  ofer  avenues  ior  career  aivancement.  Aiiitonallf,

proiessional  ievelopment programs can contribute  to retaining valuable

emplofees  bf  proviiing  opportunites  ior  career  progression  ani  skill

ievelopment.

Innovation and Adaptability:  Emplofees who contnuouslf ievelop their

skills ani knowleige are beter equippei to irive innovaton ani aiapt to

changing  business  environments.  Proiessional  ievelopment  iosters  a

culture oi learning ani experimentaton, encouraging emplofees to explore

new iieas, approaches, ani technologies.



Enhanced Organizational Agility and Competitiveness: Organizatons with

a skillei ani knowleigeable workiorce are beter positonei to responi to

market  changes,  iniustrf  iisruptons,  ani  compettve  pressures.

Proiessional ievelopment initatves contribute to builiing a fexible, agile,

ani  iorwari-thinking  organizaton  capable  oi  thriving  in  ifnamic

environments.

Positive  Employer  Brand  and  Reputation: Organizatons  that  invest  in

proiessional ievelopment are perceivei as iesirable emplofers commitei

to emplofee growth ani well-being. A positve emplofer brani enhances

the  organizaton's  reputaton,  making  it  more  atractve  to  potental

emplofees, customers, ani stakeholiers.

In summarf, proviiing proiessional ievelopment opportunites to emplofees

is  a  strategic  investment  that  fielis  numerous  benefts,  incluiing  improvei

emplofee  skills,  periormance,  engagement,  talent  atracton  ani  retenton,

innovaton, ani organizatonal compettveness.

 Autonomy at Work:  

61.8% oi the sample ieel that their work allows autonomf ani iecision-
making  whereas  4.9%  oi  the  sample  ieel  that  their  work  io  not  allow
autonomf ani iecision-making.

Autonomf at  work reiers to the iegree oi  iniepenience ani iiscreton
emplofees have in periorming their tasks, making iecisions, ani managing
their own work processes. When implementei efectvelf, autonomf can
proviie numerous benefts to organizatons:

Increased  Job  Satisfaction: Emplofees  teni  to  experience  greater
satsiacton  when  thef  have  the  ireeiom  to  make  iecisions  ani  exert
control  over  their  work.  Autonomf  iosters  a  sense  oi  ownership  ani
responsibilitf, leaiing to higher levels oi engagement ani iulfllment.



Enhanced Motivation: Autonomf allows emplofees to pursue tasks in wafs
that  align  with  their  preierences,  strengths,  ani  interests.  This  intrinsic
motvaton  can  leai  to  higher  levels  oi  proiuctvitf  ani  creatvitf  as
iniiviiuals are more likelf to be personallf investei in their work.

Improved  Performance:  With  autonomf,  emplofees  can  tailor  their
approach  to  tasks  basei  on  their  unique  insights  ani  expertse.  This
fexibilitf  enables  them  to  aiapt  quicklf  to  changing  circumstances,
innovate, ani fni more efcient ani efectve wafs oi accomplishing goals.

Faster  Decision-Making: Empowering  emplofees  with  autonomf  can
streamline  iecision-making  processes  bf  iecentralizing  authoritf  ani
allowing iecisions  to  be maie closer  to  the point  oi  acton.  This  agilitf
enables  organizatons  to  responi  more  rapiilf  to  opportunites  ani
challenges in the business environment.

Promotion of Innovation: Autonomf encourages experimentaton ani risk-
taking,  creatng  an  environment  where  emplofees  ieel  empowerei  to
explore new iieas ani approaches without iear oi iailure. This can leai to
the iiscoverf oi innovatve solutons ani processes that irive contnuous
improvement ani compettve aivantage ior the organizaton.

Attraction and Retention of Talent: Organizatons that ofer autonomf at
work are oten more atractve to top talent who seek environments that
value  autonomf,  creatvitf,  ani  personal  ievelopment.  Aiiitonallf,
emplofees  are  more  likelf  to  staf  with  organizatons  where  thef  ieel
empowerei ani trustei, reiucing turnover ani associatei costs.

Adaptability and Resilience: Autonomous emplofees are beter equippei
to aiapt to change ani navigate uncertaintf, as thef have the autonomf to
aijust  their  approaches  ani  strategies  as  neeiei.  This  aiaptabilitf
enhances organizatonal resilience ani agilitf in ifnamic ani unpreiictable
environments.



Autonomf at  work can fieli a wiie range oi  benefts ior  organizatons,
incluiing increasei job satsiacton, motvaton, periormance, ani innovaton, as
well as iaster iecision-making, reiucei micromanagement, talent atracton, ani
aiaptabilitf. However, it's essental ior organizatons to balance autonomf with
appropriate  levels  oi  support,  guiiance,  ani  accountabilitf  to  ensure  that
autonomf is efectvelf leveragei to achieve strategic objectve

Efectve utlizaton oi both fnancial  ani non-fnancial incentves enables

organizatons to create a balancei motvatonal iramework that aiiresses iiverse

emplofee neeis ani preierences. Bf combining monetarf rewaris with intrinsic

motvators,  organizatons can cultvate a motvatei workiorce that  is  not  onlf

iriven  bf  fnancial  gain  but  also  bf  a  sense  oi  purpose,  iulfllment,  ani

proiessional  ievelopment.  This  holistc  approach  to  incentvizaton  iosters

emplofee  lofaltf,  proiuctvitf,  ani  innovaton,  ultmatelf  contributng  to  the

organizaton's long-term success ani sustainabilitf.



CHAPTER 6 – CONCLUSION:
         The stuif on fnancial ani non-fnancial incentves within an organizaton
reveals  several  critcal  fniings  that  unierscore  the  importance  oi  a  balancei
approach to emplofee motvaton ani satsiacton. Through the analfsis oi both
fnancial  rewaris  such  as  bonuses,  raises,  ani  stock  optons,  as  well  as  non-
fnancial incentves like recogniton, opportunites ior growth, ani a positve work
environment, it becomes eviient that both categories plaf integral roles in iriving
emplofee engagement ani periormance.

The stuif in Rax-Tech on Financial Incentves shows that:

1. Financial incentves are proviiei bf the companf.

2. Aiiitonal  fnancial  incentves  can be aiiei basei on work  nature,  like

sales orientei roles.

3. Majoritf oi the sample are aware oi the periormance basei incentves.

4. Most oi the emplofees ieel that Salarf-hike, Periormance-basei bonuses

ani Proft-sharing as part oi their motvaton.

5. Periormance  basei  bonuses  are  not  receivei  bf  a  secton  oi  the

emplofees.

6. Not everf emplofee is satsfei with their current salarf.

7. 60% oi  the  sample  ieels  thef  are  satsfei with  the  fnancial  incentves

proviiei bf the organizaton. 

8. The companf is transparent in communicatng their fnancial incentves.
    
         Financial incentves are essental ior meetng basic neeis ani proviiing
tangible rewaris ior emplofees' contributons. However, the stuif iemonstrates
that  thef  are  not  singularlf  sufcient  in  iostering  long-term commitment  ani
proiuctvitf.  When  emplofees  are  satsfei  with  their  salaries  ani  perks,  it
creates a virtuous cfcle where emplofees are motvatei to periorm at their best,
leaiing to improvei organizatonal periormance ani success.
        



Non-fnancial incentves, on the other hani, aiiress intrinsic motvators, such as
autonomf, masterf, ani purpose, which are equallf vital  ior emplofee morale
ani retenton.

The stuif in Rax-Tech on Non-Financial Incentves shows that:

1. Organizaton proviies recogniton to their emplofees ior their contributon

to the organizaton.

2. Organizaton  proviies  proiessional  ievelopment  opportunites  to  the

emplofees ior their improvement ani increase in proiuctvitf.

3. One-thiri  oi  the  sample  is  unaware  oi  the  career  ievelopment

opportunites proviiei bf the organizaton.

4. Arouni 39.8% oi the sample ieels thef io not have autonomf ani views

are not consiierei.

5. 68.5% oi the sample ieels satsfei with non fnancial incentves proviiei

bf the organizaton.

           Bf combining fnancial ani non-fnancial incentves, organizaton can create
a  comprehensive  rewaris  sfstem  that  caters  to  iiverse  emplofee  neeis  ani
preierences.  This  approach not onlf enhances overall  job satsiacton but also
promotes  a  culture  oi  contnuous  improvement  ani  innovaton  within  the
organizaton.  Furthermore,  the  stuif  emphasizes  the  signifcance  oi  aligning
incentve programs with organizatonal goals ani values to ensure thef efectvelf
irive iesirei behaviors ani outcomes. 





SUGGESTIONS:

Financial incentives:

1. Performance-Based Bonuses:

17.6 % oi the samples reportei thef ionnt receive periormance basei bonuses
ani 16.7% oi samples are unaware that bonuses are proviiei to them bf the 
organizaton.

 Ofer  bonueee  tied  to  indiiidua,�  team�  or  company  performance
metrice euch ae ea,ee targete� reienue growth� or cuetomer eatiefaction
ecoree. 

 Eneure  traneparency  and  c,arity  in  bonue  etructuree  to  motiiate
emp,oyeee to etriie for exce,,ence.

2. Proft Sharing:

 Imp,ement  proftteharing  programe  where  emp,oyeee  receiie  a
percentage of the company'e profte baeed on their contribution or
tenure.  Thie  foetere  a  eenee  of  ownerehip  and  a,igne  emp,oyeee'
intereete with the company'e eucceee.

3. Commission Structures:

 For  ea,eetoriented  ro,ee�  coneider  commieeiontbaeed  compeneation
etructuree  that  reward  emp,oyeee  for  achieiing  or  exceeding  ea,ee
targete.  Adjuet  commieeion  ratee  to  incentiiiie  hightia,ue  ea,ee  or
etrategic initiatiiee.



Non-Financial Incentives:

1. Recognition and Appreciation:

26.5 % oi the samples saf thef receive recogniton rarelf or io not receive 
recogniton in the organizaton.

 To eetab,ieh a cu,ture of recognition by pub,ic,y acknow,edging and 
appreciating emp,oyeee' contributione� achieiemente� and mi,eetonee. 

 Imp,ement programe euch ae "Emp,oyee of the Month" or "Spot,ight 
Awarde" to high,ight exceptiona, performance.

2. Career Development Opportunities:

23.5% oi the sample is unaware that the companf is proviiing career 
ievelopment opportunites to the emplofees.

 Proiide opportunitiee for profeeeiona, growth and adiancement through
training programe� workehope� mentorehip initiatiiee� and career path 
p,anning.

 Ofer tuition reimbureement or eponeorehip for further education or 
certifcatione.

3. Work Environment:

81.4% oi the samples are happf with work-liie balance ani fexibilitf at 
workplace.

 
 Thie neede to be euetained.

4. Autonomy at work

38.2% oi the samples ieel low or neutral autonomf at workplace.



 Empower emp,oyeee to make decieione and participate in group 
diecueeione and proiide their iiewe.

5. Employee Wellness Programs:

 Ofer we,,neee initiatiiee euch ae gym memberehipe� mindfu,neee 
eeeeione� hea,th ecreeninge� and ergonomic aeeeeemente to promote 
phyeica, and menta, we,,tbeing.

 Organiie we,,neee cha,,engee or competitione to encourage hea,thy 
habite among emp,oyeee.
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ANNEXURES:
QUESTIONNAIRE

 Section 1: Financial Incentives     

1.1. Compensation and Benefts: 

1.1.1. Are fou satsfei with four current salarf?
◦ Verf satsfei
◦ Satsfei
◦ Neutral
◦ Dissatsfei
◦ Verf iissatsfei

1.2. Performance-Related Pay:     
 
1.2.1. Does Rax Tech Internatonal have a periormance-basei bonus 
sfstem?

◦ Yes
◦ No

1.2.2. Ii fes, how satsfei are fou with the transparencf ani iairness oi
the periormance evaluaton process?

◦ Verf satsfei
◦ Satsfei
◦ Dissatsfei
◦ Verf iissatsfei



1.3. Stock Options or Equity: 

1.3.1. Are stock optons or equitf grants oferei as part oi four 
compensaton?

◦ Yes
◦ No

1.3.2. Ii fes, how io fou perceive the impact oi stock optons on four 
motvaton ani commitment to the companf?

 Section 2: Non-Financial Incentives     

2.1. Work-Life Balance:     

2.1.1. How wouli fou rate the work-liie balance proviiei bf Rax Tech 
Internatonal?

◦ Excellent
◦ Gooi
◦ Average
◦ Below average
◦ Poor

2.2. Recognition and Appreciation:     

2.2.1. Does Rax Tech Internatonal have a iormal recogniton ani 
appreciaton program?

◦ Yes
◦ No

2.2.2. How efectve io fou fni the recogniton program in motvatng 
ani boostng morale?



2.3. Professional Development Opportunities:     

2.3.1. Does Rax Tech Internatonal proviie opportunites ior 
proiessional ievelopment ani training?

◦ Yes
◦ No

2.3.2. How satsfei are fou with the proiessional ievelopment 
opportunites proviiei?

2.4. Flexible Work Arrangements:

2.4.1. Are fexible work arrangements (e.g., remote work, fexible 
hours) available in Rax Tech Internatonal?

◦ Yes
◦ No

2.4.2. Ii fes, how has this fexibilitf impactei four job satsiacton ani 
proiuctvitf?

 Section 4: General Satisfaction and Feedback  

3.1. Overall Job Satisfaction: 

3.1.1. How satsfei are fou with four overall experience working at 
Rax Tech Internatonal?

3.2. Suggestions for Improvement: 

3.2.1. Are there anf aiiitonal incentves or improvements fou wouli 
like to suggest to enhance emplofee satsiacton?
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