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Abstract  

This paper conceptually conveys evidence through both policy and research regarding the consequences of job 

satisfaction & non-financial incentives on job performance. In the study, it is discussed how job performance as a 

dependent variable is directly correlated with both non-monetary incentives and job satisfaction as independent 

variables.The study supported using both theoretical and empirical data, this hypothesis evaluates how job satisfaction 

& non-financial incentives affect job performance. According to the study, non-financial incentives & job satisfaction 

both significantly and favorably affect job performance., mainly when a few non-financial incentives are applied by 

engaged employees in a company. 
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Introduction  

 

Financial incentives, while essential to employees' motivation, only have a short-term impact on their levels of drive, 

according to Ellis and Pennington (2004). In order to replace the short-term impacts of money incentives and provide 

a long-term motivating effect, non-financial incentives must also be used. Non-monetary incentives are things like 

enabling authority, taking part in management, job enrichment, promotions, holidays, and improved working 

environments (such the chance to have air conditioning, less noise, etc.). They also include things like boosting a 

sense of belonging. 

Non-financial incentives are thought of as reasonable forms of payment for workers, attracting, motivating, and 

retaining them. They continue to contribute to the supportive workplace culture despite the state of the economy. 

Recognizing how non-cash rewards and job satisfaction affect employees' performance is essential.The study 

conceptually examines the existing relationships between these indicators and employee work performance in 

considering the significance of non-financial rewards & job contentment in boosting employee performance. 
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Non-Financial Incentives 

The research on organizational behavior and human resource management indicates that non-financial incentives can 

effectively encourage employees. Incentives are intended to establish a link between desired behavior and an outcome 

that gives an employee a sense of value. Non-financial awards significantly influence how an employee perceives the 

reward culture at work. When a company considers non-financial instruments like the opportunity to expand holiday 

and family incentives, employees may see it favorably and compassionately. 

 

Rewards are essential in describing some employment traits that are very important to the organization, such job 

satisfaction. The organization's financial incentives, such as cash, promotions, verbal thanks, and duties, all fall under 

the category of rewards. Recognition is the most often utilized and effective strategy in the organization to increase 

employee engagement. 

 

To use a recognition tool effectively, the following three conditions must be met: 

1) To make employees feel valued, recognition should be given frequently—every week at the very least. 

2) Recognition should be specific, and making it clear what is being acknowledged makes it important. 

3) Rewards should be given promptly, that is, soon after the employee does something deserving of praise. 

 

The motivation and output of employees are significantly impacted by recognition.Organizations perform better when 

they use recognition successfully. Staff morale is raised as a result of recognition, which is seen by employees as a 

part of their sense of value and thankfulness. This eventually enhances organizational effectiveness. A positive work 

atmosphere that motivates people to perform well is generated when rewards and recognition are implemented 

properly. Good managers acknowledge their staff members' contributions by rewarding them with something 

genuine. Many studies have already examined the effect of employee recognition as an indicator of their contribution. 

A survey conducted online looked at how financial and non-financial incentives affected employee turnover. As per 

the findings of the study,limited variation in staff turnover was found. Later, among the personnel of three charitable 

organizations,the connection between internal motivators, external rewards, and motivation is examined. Extrinsic 

rewards directly correlate with employee motivation, according to 127 samples analyzed in the study. In contrast, 

intrinsic rewards have little to no effect on employee motivation. 

 

Job Satisfaction 

 

A pleasant or positive emotional state resulting from an assessment of one's employment or work experiences is what 

is meant when someone says they are satisfied with their job. The concept of "job contentment" describes how 

individuals feel about their jobs and all of its facets. A person's level of delight (satisfaction) or distaste 

(dissatisfaction) for the work they do is referred to as their degree of job contentment. High levels of job satisfaction 

reduce a worker's propensity to hunt for other employment and depart an organization. The more job satisfaction 

workers have, the more likely they are to be dedicated to the business and to view their jobs favorably. A variety of 

emotional responses to one's employment are included in job satisfaction.All three cognitive (evaluative), affective 

(or emotional), and behavioural components are present in these responses. Therefore, an important aspect is job 

satisfaction because it explains the employee's clear overview on their work. 

In terms of assessment, attitude variables include job satisfaction. It is said in the definition of attitude that it is the 

"aggregate of experiences, ideas, and thoughts that an individual develops with respect to his knowledge of his 

context."Employee opinions of their jobs were the main focus of the conventional job satisfaction paradigm. 

However, job satisfaction and discontent depend on a person's perceptions, attitude, and expectations about their work 

as well as the type of the work that they do. Additionally, because businesses rely on people (i.e., employees), how 

those employees act depends on how the managers run their operations. Because of its importance, sensible managers 
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prioritize employee job satisfaction. Employees are crucial because they continue to be the ones that plan, create, and 

carry out an organization's progress toward accomplishing its goals. 

 

It is believed that job contentment is somewhat connected with performance, turnover, and absenteeism. The degree 

of overall job contentment can be different from enjoyment of a specific aspect or function. Therefore, in order to 

fully comprehend the needs, attitudes, and motivations of the employees, studies on the job contentment in an 

organisation should concentrate on many aspects of workplace pleasure.Each employee has a different level of 

satisfaction. Some workers may experience greater levels of job satisfaction than from the actual labor. The 

relationships they have with their managers and coworkers may give some people the most fulfillment from their 

jobs, whereas a competitive salary may keep some people in their positions although they find the work to be less 

fulfilling and the aspects of the job to be less satisfactory. 

 

Also, studies have shown a connection between job contentment and employee engagement. An organization's 

continued existence depends on the engagement and satisfaction of its workforce. 83% of US workers stated they 

were generally content with their jobs, according to a study in US.Further research showed that senior workers—

those 67 years of age and above—were happier at work than those who were between the ages of 31 and 61. There 

is a correlation between job contentment and engagement, as evidenced by the fact that employee job satisfaction 

results in moderate employee engagement. 

 

Job Performance 

 

A behavior or action that is pertinent to the objectives of the organization is what is meant by job performance. Similar 

to behavior, performance is defined as an action taken or a behavior displayed by an employee for the benefit of the 

organisation.It is scrutinized based on operational performance variables, income, shareholder dividend declared, 

sales volume, turnover, and both the quality and amount of services rendered.Therefore, rather than being a single, 

unified idea, job performance is a concept with numerous points of view that includes a variety of behavioral kinds. 

As an example, service organizations provide intangible things, and the effectiveness of the people providing the 

services is essentially what distinguishes them from one another. As a result, it is possible to say that job performance 

is a result of the efforts of the employees. 

 

The ability to foster an environment where workers may work productively, to build a proper philosophy that aids in 

shaping employees' commitment to organizational goals, and to articulate strategy are all ways that managers can 

indirectly affect productivity and performance. Additionally, it is projected that organizational atmosphere will 

increasingly be linked to staff retention, customer happiness, financial performance, and employee satisfaction. With 

each unnoticed victory, the desire for the job decreases when businesses don't actively acknowledge and promote 

good performance. Employees' motivation to perform well is motivated by performance feedback. Employees who 

are actively involved in selection and the execution of changes that affect them perform better and implement changes 

more quickly than those who are just informed of the change.When autonomy is not ensured, employees perform 

poorly, especially when they have developed the necessary abilities for functioning independently. 

 

Review of Literature 

 

● According to him, the only way to convince many individuals to quit their jobs is by satisfying their 

"higher needs and meta-needs."The most crucial instruments for rewarding employees are actually non-

financial incentives.Non-financial incentives, according to Dessler (2005), are compensation or rewards 

in the form of services. This covers things like health care services, insurance plans, and recreational 
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amenities, as well as things like flextime, unique rewards for lengthy service, and a welcoming work 

atmosphere. 

 

● According to Milne's (2007) research findings, incentive and recognition programmes boost employee 

engagement, performance, and motivation.  

● According to the research, employees or supervisors need rewards for pride and prestige whether they 

work for a company or not. Despite the fact that dissatisfaction with them hinders performance, non-

financial incentives are unable to make up for a dislike of economic rewards, further supporting the idea 

that money benefits are not the only main sources of positive motivation.(Drucker Peter, 1954). 

● Typically, job satisfaction can be divided into two categories. specifically, intrinsic and extrinsic job 

satisfaction(Clark, Oswald, & Warr, 1996). 

Objectives  

● To investigate the effect of non-monetary incentives on job contentment. 

● To study the influence of Non-monetary Incentives & job satisfaction on Job Performance. 

Findings & Proposition 

Non-Financial Incentives and Job Satisfaction 

To boost job contentment, employees should have easy access to incentives for self-determination improvement, 

effort optimization, and employee autonomy. 

Maslow (1998, page no. 237) declares that,”Non-financial factors frequently outweigh financial ones in influencing 

individuals”.According to him, the only way to convince many individuals to quit their jobs is by satisfying their 

"higher needs and meta-needs." The most important ways to reward employees don't actually involve money. Nearly 

70% of businesses reportedly used non-cash incentives (Airoldi, 2006). 

Studies have demonstrated a strong relation between non-financial rewards and job contentment. Hayati and Caniago 

(2012) discovered a significant relationship between internal driving force & job contentment in their study. This 

results in happier, more organically driven employees. In three private airlines, Rast and Tourani (2012) made an 

examination of the factors (job attributes) which seriously affect employees' job fulfillment. The results demonstrate 

that factors like supervision, relationships, income, the nature of the job, and opportunities for promotion only have 

a minor link to job fulfillment. Tymon et al. (2010) found a significant link between internal motivators and job 

contentment. Intrinsic & hygienic factors have huge impact on employee satisfaction with firms.Tausif (2012) looked 

into the connection between non-cash incentives and teachers' satisfaction with their jobs in Pakistani public 

schools.200 randomly chosen samples were used in the investigation. The findings show that non-monetary 

incentives are the top determinants of job contentment.Therefore, 
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Proposition 1: Non-financial rewards have a favourable impact on job contentment. 

Job Performance & Non-Financial Incentives 

The effect of non-cash incentives on personnel' work performance is supported by empirical data. Lewis (2013) 

asserts the fact that since adulation and appreciation are regarded as the most significant rewards, they are effective 

tools for altering employee behavior inside an organization. According to Aktar et al. (2012), non-monetary rewards 

include praise, educational opportunities, challenging jobs, and professional advancement,are an effective method for 

energizing employees and, as a result, enhancing their performance. Because it allows employees to advance their 

talents, which may eventually result in a higher financial return, this incentive is highly regarded.In a same vein, 

Erbasi and Arat (2012) In a study of the effects of financial and non-financial incentives for the food industry in 

central Anatolia, Turkey, it was established that both monetary and non-monetary rewards are vital for work 

performance. The equitable implementation of prizes had a substantial impact on employee performance, according 

to Agwu (2013), who examined how the reward system at a Nigerian oil business affects workers' performance at 

work.Hence, 

Proposition 2: Non-monetary incentives have a positive impact on workplace performance. 

Job Performance & Job Contentment  

The degree to which people feel satisfied in their jobs depends on how people perceive and evaluate their particular 

responsibilities, which is defined by the requirements, expectations, and priorities that each person has (Sempane et 

al. 2002). It is exaggerating the significance of job contentment in affecting employees' views toward their work. 

According to Spector (1997), a worker's attitude and a number of characteristics of their employment are affected by 

how satisfied they are with their work. Job satisfaction at work leads to improved job performance, a decrease in 

absenteeism, and a reduction in behavior that undermines productivity (Morrison, 2008). According to Robbins, the 

tasks combined to create particular occupations had a direct impact on employee performance and satisfaction (2003, 

p. 206) It is common knowledge that feelings and job happiness are interconnected. 

Job satisfaction affects greater productivity, organizational responsibility, and physical and mental wellness. An 

employee typically gains new skills and feels happy as a result, both of which enhance job performance (Coomber 

and Barriball 2007). An organization's effectiveness can be measured by employee job satisfaction. According to 

widespread belief, a company's ability to perform at its highest level is greatly influenced by how happy its employees 

are with their jobs. Job happiness and performance have been found to be correlated empirically. 

Participants in the study were workers from a local branch of a large furniture company who were in their early and 

mid-career stages. According to the results, hard work assignments and job performance are positively correlated 

with the employees. Hayati and Caniago (2012), who looked at the correlation between job satisfaction and 

performance, came to similar conclusions. They discovered that employees who are happy in their positions work 

harder for the business.Accordingly, 
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Proposition 3: Job contentment has a favourable impact on job performance. 

In the hypothetical model shown in the image below, job performance is the dependent variable, while non-cash 

incentives and job contentment are the independent variables. Non-financial incentives and job contentment are 

depicted as having a linear link between each other in the conceptual paper's framework (job performance). It is 

hypothesized that job satisfaction and non-financial factors both significantly and favorably affect job 

performance.Similar to this, it is suggested that job satisfaction and non-monetary benefits can anticipate an 

employee's performance at work. 

 

Fig. 1  

 

 

Conclusion 

 

This paper discusses how the explanatory and explained variables are conceptually related. Several research have 

empirically explored the relationship, and as the study in the paper demonstrates, non-financial rewards and job 

contentment directly enhance workers' ability to do their jobs. Theoretically, non-financial incentives may also have 

a positive impact on job contentment. The paper proposed the testing of three hypotheses. Realistic ways for raising 

employee productivity would include testing these linkages. 

References 

Across, R. (2005). Psychology, science and mind and behavior. London: Hodder Arnold Euston. 

Agarwal, A. (2008). Employee motivation. Accessed 24th July, 2013 at http://ezinearticles.com  

Agwu, M. O. (2013). Impact of fair reward system on employees‟ job performance in Nigerian Agip Oil 

Company Limited, Port Harcourt. British Journal of Education, Society and Behavioral Science, 3(1), 47-64. 

Airoldi, D. M. (2006). Employment matters. Incentive, 180(8). 

Aktar, S., Sachu, M. M. & Ali, M. E. (2012). The impact of rewards on employee performance in commercial 

banks in Bangladesh: An empirical study. IOSR Journal of Business and Management, 6 (2), 9-15 

http://www.ijnrd.org/


    © 2023 IJNRD | Volume 8, Issue 3 March 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2303245 International Journal of Novel Research and Development (www.ijnrd.org)  
 

c358 
 

Alam, M. S., Shaheed, A. A., Sahabuddin, M. & Akter, S. (2013). Relationship between employee recognition 

and employee contribution in the service industry. International Journal of Business and Marketing 

Management 1 (1), 1-8. 

Armstrong, M., & Taylor, S. (2014b). Armstrong's Handbook of Human Resource Management Practice: 

Edition 13: Kogan Page. 

Avery, G. C. (2004). Understanding Leadership: Paradigms and Cases. Sage, London. 

Blanchard, S., & Witts, D. (2009). Best practices in employee motivation. Accessed on 20th June, 2013. at 

http://www.buzzle.com.  

Brown, S. P. & Leigh, T. W. (1996). A new look at psychological climate and its relationship to job 

involvement, effort, and performance. Journal of Applied Psychology, 81(4), 358-68. 

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and organizational 

psychology. In M. D. Dunnette & L. M. Hough (Eds.), Handbook of Industrial and Organizational Psychology 

(687-732). Palo Alto, CA: Consulting Psychologists Press, Inc.  

Carette, B., Ansel, F. & Lievens, F. (2013). Does career timing challenging job assignment influence the 

relationship with in-role job performance? Journal of Vocational Behavior, 83, 61-67. 

Celik, M. (2011). A theoretical approach to job satisfaction. Polish Journal of Management Studies,4, 7-15.  

Coomber, B. & Barribal, K. L. (2007). Impact of job satisfaction components on intent to have and turnover 

for hospital nurses: a review of the research literature. International Journal of Nursing Studies,44, 297-314. 

Clark, A., Oswald, A., & Warr, P. (1996). Is job satisfaction U‐ shaped in age? Journal of Occupational and 

Organizational Psychology, 69(1), 57-81.  

Drucker Peter, F. (1954). The practice of management. NY: Harper & Row.  

Danish, K., Rizwan Q. & Usman A. (2010). Impact of reward and recognition on job satisfaction and 

motivation: An empirical study from Pakistan, International Journal of Business and Management, 5(2), 159-

167. 

Deeprose, D. (1994). How to recognize and reward employees. New York: AMACOM. 

http://www.ijnrd.org/


    © 2023 IJNRD | Volume 8, Issue 3 March 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2303245 International Journal of Novel Research and Development (www.ijnrd.org)  
 

c359 
 

Depedri, S. Tortilla, E. Carpita, M. (2010). Incentives, job satisfaction and performance: Empirical evidence 

in Italian social enterprises. European Research Institute on Cooperatives and Social Enterprises Working 

Papers No. 012/10  

Ellis Lorinda, & Pennington Steuart. (2004). Should leaders have tusks or fangs? Management Today, 20(9), 

32-33.  

Erbasi, Ali & Arat, T. (2012). The effect of financial and non-financial incentives on job satisfaction. An 

examination of food chain premises in Turkey. International Business Research, 5(10), 136-145  

Eriksson, T. & Villeval, M.C. (2008). Other-regarding preferences and performance pay – An Experiment on 

Incentives and Sorting, Journal of Economic Behavior and Organization, 68, 412-421.  

Falk, A., & Kosfeld, M. (2006), The Hidden Cost of Control, American Economic Review, 96(5), 1611- 1630. 

Hayati, K. & Caniago, I. (2012). Islamic work ethic: The role of intrinsic motivation, job satisfaction, 

organizational commitment and job performance. Procedia –Social and Behavioral Sciences, 65, 672- 277 

Lu, H., While, E. & Barribal, L. (2005). Job satisfaction among nurses: a review of literature. International 

Journal of Nursing Studies, 42, 211-227  

Hulin, C. L., & Judge, T. A. (2003). Job attitUdes. In W. C. Borman, D. R. ligen, & R. J. Klimoski (Eds.), 

Handbook j psychology: Industrial and organizational psychology (255-276). Hoboken, NJ: Wiley. 

Khan, I., Shahid, M., Nawab, S. & Wali S. S. (2013). Influence of intrinsic and extrinsic rewards on employee 

performance: The banking sector of Pakistan. Academic Research International,4 (1), 282-292. 

Lewis, J. (2013). Differences between monetary and non-monetary incentives. Accessed on 4th May, 2013 at 

www.smallbusiness.chron.com/  

Locke, E. A. (1976). The nature and cause of job satisfaction. Handbook of Industrial and Organizational 

Psychology, Chicago: Rand McNally. 

Maslow, A. H., Stephens, D. C., & Heil, G. (1998). Maslow on management. New York: John Wiley. 

McCloy, R. A., Campbell, J. P., &Cudeck, R. (1994). A confirmatory test of a model of performance 

determinants. Journal of Applied Psychology,79, 493–505.  

Morrison, R. (2008). Negative relationships in the workplace: Associations with organizational commitment, 

cohesion, job satisfaction and intention turnover‟, Journal of Management and Organization, 14, 330–344. 

http://www.ijnrd.org/


    © 2023 IJNRD | Volume 8, Issue 3 March 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2303245 International Journal of Novel Research and Development (www.ijnrd.org)  
 

c360 
 

Murphy, M. (2007). Incentive programs and labor turnover rate in hospital food service. A thesis submitted 

to Graduate school, Texas Woman‟s university, USA. 

Patterson, C. (2010). Business briefs: Business theory made easy. Ventus Publishing ApS. Retrieved on 5th 

May, 2013 from www.bookboon.com 

Rast, S. & Tourani, A. (2012). Evaluation of employees‟ job satisfaction and role of gender difference: An 

empirical study on Airline industry in Iran. International Journal of Business and Social Science ,3 (7), 91-

100. 

Robbins, S. P. (2003b). Organizational behavior (10th ed.). Upper Saddle River, NJ: Prentice Hall. 

Rose, M. (1998). Performance-related pay in schools: An Assessment of the Green Paper, NUT: London. 

Rothmann, S. & Coetzer, E. (2002).The relationship between personality dimensions and job satisfaction‟, 

Business Dynamics, 11(1), 29–42. 

Sarwar, S. & Abugre (2013). The influence of reward and job satisfaction on employees in the service 

industry. The Business Management Review, 3 (2), 22-32. 

Sempane, M., Rieger, H. & Roodt, G. (2002).„Job satisfaction in relation to organizational culture‟, South 

African Journal of Industrial Psychology, 28(2), 23–30. 

Senyucel, Z. (2009). Managing the human resource in the 21st century. Ventus Publishing ApS. Retrieved on 

25th April, 2013 at www.bookboon.com 

Society for Human Resources Management (SHRM, 2011). Employee job satisfaction and engagement. A 

research report 

Spector, P. (1997). Job Satisfaction: Application, assessment, causes and consequences. California: Sage. 

Sun, J. (2013). Employee engagement: How to use recognition and non-monetary rewards to drive employee 

engagement. Accessed on the 11th June, 2013 at www.hotelexecutive.com/business_review/2961/employee-

engagement-how-to-use-recognition-andnon-monetary-rewards-to-drive-employee-engagement. 

Tausif, M. (2012). Influence of non-financial reward on job satisfaction: A case study of the educational sector 

of Pakistan. Asian Journal of Management Research, 2 (2), 688-696.  

Tymon, Jr, W. G., Stumpf, S. A. & Doh, J. P. (2010). Exploring talent management in India. The neglected 

role of intrinsic rewards. Journal of World Business, 45, 109-121. 

http://www.ijnrd.org/
http://www.bookboon.com/
http://www.bookboon.com/
http://www.hotelexecutive.com/business_review/2961/employee-engagement-how-to-use-recognition-andnon-monetary-rewards-to-drive-employee-engagement
http://www.hotelexecutive.com/business_review/2961/employee-engagement-how-to-use-recognition-andnon-monetary-rewards-to-drive-employee-engagement


    © 2023 IJNRD | Volume 8, Issue 3 March 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2303245 International Journal of Novel Research and Development (www.ijnrd.org)  
 

c361 
 

Whetten, D.A. & Cameron, K. S. (2007). Developing management skills. Upper Saddle River, New Jersey: 

Pearson Prentice Hall. 

Zaman, K., Nadia, S. H., Shah, S. S. & Jamsheed, H. (2011). Relationship between rewards and employees‟ 

motivation in the non-profit organizations of Pakistan. Business Intelligence Journal, 4(2), 327-334. 

http://www.ijnrd.org/

