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[bookmark: _Toc213258438]1.0 Introduction
[bookmark: _Toc213258439]1.1 Background
Employee motivation is the degree, focus, and perseverance of an individual's efforts towards achieving a specific goal (Galanakis and Peramatzis, 2022). Motivated employees make a substantial contribution to the overall performance of the organisation since they are typically more engaged, productive, and less likely to display negative attitudes (Roslinda and Andias, 2025). In the manufacturing sector, where productivity, efficiency, and skill retention are directly tied to output, motivating employees effectively is particularly crucial (Ahmad, 2023).
Rewards systems are among the most significant tools organisations use to influence motivation. These systems can be broadly categorised into monetary rewards, such as salaries, bonuses, and financial incentives, and non-monetary rewards, including recognition, career development, flexible working conditions, and job autonomy (Paul, 2024). While monetary rewards are tangible and easily quantifiable, non-monetary rewards address intrinsic needs such as self-esteem, achievement, and belonging (Madhani, 2021).
In the UK’s manufacturing sector, a field often associated with traditional incentive structures, the balance between monetary and non-monetary rewards is critical. Given ongoing challenges such as labour shortages, skills gaps, and changing workforce demographics, understanding which type of reward most effectively motivates employees could have substantial implications for management strategies and organisational performance (Ahmad, 2023).
[bookmark: _Toc213258440]1.2 Problem Statement
Despite the recognised importance of rewards in influencing employee motivation, organisations in the UK manufacturing sector continue to rely heavily on financial incentives to drive performance. However, emerging evidence suggests that monetary rewards alone may not be enough to sustain long-term engagement or job satisfaction, particularly as workforce expectations evolve (Mdhlalose, 2022). Many employees increasingly value non-financial elements such as recognition, autonomy, and career development opportunities (Shinde, 2025b).
The challenge for manufacturing firms, therefore, lies in determining which reward strategies are most effective in motivating employees and improving overall productivity. The problem is further complicated by the lack of empirical studies comparing the effects of monetary and non-monetary rewards within this sector. Without a clear understanding of how different reward types influence motivation, organisations risk misallocating resources and failing to achieve desired performance outcomes (Veena and Bhavikatti, 2024).
Consequently, this study seeks to investigate how different types of rewards affect employee motivation in the UK manufacturing sector, in order to provide evidence-based guidance for developing effective reward systems.
[bookmark: _Toc213258441]1.3 Significance of the Study
Employee motivation is a critical determinant of productivity, engagement, and organisational performance. In the highly competitive and evolving UK manufacturing sector, maintaining a motivated workforce is essential for sustaining efficiency and innovation (Shende and Mudgal, 2025). Understanding the relative impact of monetary and non-monetary rewards contributes to both academic theory and managerial practice.
From a theoretical perspective, this study enriches motivation and reward literature by applying established theories, including Herzberg’s Two-Factor Theory, Maslow’s Hierarchy of Needs, Self-Determination Theory, and Equity Theory, to a sector that is often underrepresented in motivational research. Practically, the findings can inform HR managers and business leaders on designing effective reward systems that enhance motivation and retention, particularly amid challenges such as automation, skills shortages, and changing workforce demographics.
Thus, the study will provide valuable insights for improving employee motivation strategies and advancing scholarly understanding of how reward mechanisms influence motivation within a key economic sector in the UK.
[bookmark: _Toc213258442]1.4 Scope of Study
The research will focus on small and medium-sized manufacturing companies in London, UK. This sector offers a valuable context for examining how monetary and non-monetary rewards influence employee motivation, due to its competitive environment, rapid technological progress, and large employment base (Ahmad, 2023). The study will analyse current reward systems and evaluate how these practices impact employee motivation levels. Data will be gathered through surveys sent to individuals at various organisational levels, including production workers, middle managers, and senior executives.
[bookmark: _Toc213258443]1.5 Research Aim, Objectives, and Questions
Research Aim: This research aims to examine the impact of monetary and non-monetary rewards on employee motivation in the UK manufacturing sector.
Research Objectives: The objectives required to achieve the study aim are as follows: 
1. To examine the impact of monetary rewards on employee motivation in the UK manufacturing sector.
2. To assess the influence of non-monetary rewards on employee motivation in the UK manufacturing sector.
3. To evaluate the relative effectiveness of monetary and non-monetary rewards in influencing employee motivation.
4. To provide recommendations for the manufacturing sector on optimising reward systems to enhance employee motivation.
Research Questions: 
1. How do monetary and non-monetary rewards influence employee motivation in the UK manufacturing sector?
2. To what extent do employees perceive monetary or non-monetary rewards as more effective in enhancing their motivation?
3. What are employees’ perceptions and preferences regarding different types of rewards?
[bookmark: _Toc213258444]2.0 Literature Review
[bookmark: _Toc213258445]2.1 Definition and characteristics of Monetary and Non-Monetary rewards
According to Mithunmita and Britto (2021), a reward is something given to an employee in return for their effort, performance, or contribution to organisational goals. Those rewards can be split into two groups: monetary and non-monetary.
Monetary Rewards: According to Madhani (2021), monetary rewards refer to financial incentives given to employees in recognition of their performance, effort, or contribution to organisational goals. These rewards are tangible and directly related to money, often used to attract, retain, and motivate employees through material compensation. Mdhlalose (2022) adds that monetary rewards encompass all forms of direct and indirect financial compensation, including salaries, bonuses, profit-sharing, and performance-based pay. They are grounded in extrinsic motivation theories, where employees are driven by external incentives rather than internal satisfaction.
The monetary rewards are characterised by their financial form, a quantifiable nature allowing simple measure and comparison across employees, and their short-term impact, providing immediate but temporary motivation (Madhani, 2021).
Non-Monetary Rewards: Non-monetary rewards refer to non-financial incentives provided to employees to acknowledge their efforts, enhance satisfaction, and foster intrinsic motivation. These rewards focus on psychological and emotional drivers, such as recognition, personal growth, and work-life balance, rather than direct financial gain. Non-monetary rewards support autonomy, skill development, and relatedness, key components that sustain intrinsic motivation and positive work attitude (Qader, 2021).
The characteristics of non-monetary rewards include intangible nature, not directly measurable in financial terms, intrinsic focus which appeals to emotional, social, or professional fulfilment, cost-efficiency, and long-term impact, creating sustained commitment and loyalty (Taqa, 2023).
A study conducted by Paul (2024) revealed that 85% of employees find monetary rewards as main motivator and drive for their performance. Consequently, organisations that implement employee incentives by offering monetary rewards have reported 79% success rate in achieving their targets. Chatzoglou, Diamantidis, and Karras (2024) argue that non-financial incentives exert a greater influence on employee motivation than financial rewards. Although the recent economic instability and job insecurity might suggest that workers would prioritise financial stability, the results contradict this assumption. Their research indicates that non-financial factors, such as recognition, empowerment, and opportunities for promotion, play a more significant role in motivating employees than monetary incentives.
Advantages and Disadvantages of Monetary and Non-Monetary Rewards:
	
	Advantage
	Disadvantage

	Monetary rewards
	· Simple to administer and evaluate due to clear financial metrics (Madhani, 2021).
· Typically linked to outcomes, serving to strengthen behaviours that lead to the achievement of desired goals (Madhani, 2021).
· Can attract and retain talent in competitive labour markets (Chatzoglou, Diamantidis and Karras, 2024).
	· Often results in short-term motivation, fading once the financial benefit is received (Madhani, 2021).
· Monetary rewards can overshadow intrinsic motivation, reducing long-term engagement (Madhani, 2021).
· Expensive for organisations, particularly during economic uncertainty (Mdhlalose, 2022).


	Non-Monetary Rewards
	· Encourages intrinsic motivation and long-term commitment (Madhani, 2021).
· Cost-effective compared to extensive financial reward programs (Mdhlalose, 2022).
· Builds stronger emotional engagement between employees and the organisation (Qader, 2021).
	· Difficult to quantify or evaluate objectively (Madhani, 2021).
· May not meet employees’ financial needs, particularly in low-wage sectors, including the manufacturing industry (Madhani, 2021).
· Effectiveness may vary based on individual preferences and cultural values (Huda, Akbar, and Lina, 2024).





[bookmark: _Toc213258446]2.2 Relevant Theories
Several theoretical frameworks offer valuable insights into the connection between the different reward types and their influence on employee motivation.
Herzberg’s Two-Factor Theory: According to Shinde (2025b), this theory distinguishes between motivators and hygiene factors that influence employee satisfaction. Motivators are intrinsic elements such as achievement, recognition, responsibility, and personal growth, which enhance motivation and job satisfaction. In contrast, hygiene factors, including salary, job security, company policies, and working conditions, are extrinsic and mainly prevent dissatisfaction rather than increase motivation. The theory offers a useful model for understanding employee motivation, guiding organisations in balancing intrinsic and extrinsic factors to maintain a motivated workforce.
Maslow’s Hierarchy of Needs: This theory suggest that human motivation is structured in a hierarchy of needs, beginning with fundamental physiological requirements and progressing toward self-actualisation. Once individuals satisfy their basic needs, they become driven to pursue higher-order goals and personal growth (Gao, 2023).
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Self-Determination Theory: Self-Determination Theory (SDT) is a psychological framework that explains human motivation, personality development, and well-being. It is founded on the idea that individuals are naturally inclined toward growth, self-motivation, and curiosity. The theory focuses on understanding the social and environmental factors that either support or hinder intrinsic motivation and psychological wellness, aiming to identify the conditions that promote optimal functioning and personal fulfilment (Martela, 2020).
Equity Theory: This theory suggests that employees evaluate fairness in the workplace by comparing the balance between their inputs, and the outputs they receive. This input-to-output ratio is compared with that of others to assess equity. When fairness is perceived, motivation and satisfaction increase; however, feelings of inequity, whether from being under- or over-rewarded, can result in dissatisfaction and reduced engagement (Shinde, 2025a).
[bookmark: _Toc213258447]2.3 Previous Studies on Reward Effectiveness 
Numerous studies have explored the connection between reward systems and employee motivation. A study conducted by Taqa (2023) shows that an effectively designed and implemented reward system can significantly enhance employee productivity, improve job satisfaction, reduce turnover rates, and contribute to the overall success. The study further examines potential challenges that may arise during the implementation of incentive schemes, such as unintended outcomes, perceived inequities, and the diminishing effectiveness of rewards over time. 
Research carried out by Roslinda and Andias (2025) shows that while financial rewards continue to play a key role in motivating employees, they are not the sole determinants of engagement and satisfaction. In many sectors, competitive pay remains a primary motivator, underscoring the value of fair compensation. However, differences across industries reveal that job security often surpasses pay as the strongest motivational driver. These findings suggest that employee motivation is context-dependent and shaped by the specific characteristics of the industry and working environment.
According to a study by Mdhlalose (2022), employee creativity is influenced not only by external incentives but also by internal sources of motivation. Intrinsic motivation has been identified as a key driver of innovation, particularly when employees are actively involved in implementing their own ideas. Although financial incentives can enhance creativity among frontline staff, non-monetary rewards such as recognition and growth opportunities also play a vital role. Since individuals differ in their values and motivations, a combination of intrinsic and extrinsic rewards can be most effective. Although fair pay remains a crucial motivator, employees often find intrinsic rewards more meaningful and sustaining.
[bookmark: _Toc213258448]2.4 Research Gap
Although many studies have explored the link between rewards and motivation, most have focused on service industries or multinational corporations, leaving the manufacturing sector underexplored. There is comparatively limited empirical evidence exploring this relationship within the manufacturing sector, particularly in the UK context.
Moreover, much of the existing literature tends to prioritise monetary incentives, often overlooking the growing importance of non-monetary rewards such as recognition, career development, and work-life balance. The unique characteristics of manufacturing, such as physically demanding tasks, rigid production schedules, and hierarchical management structures, may alter how employees perceive and respond to different rewards.
Therefore, a research gap exists in understanding how both monetary and non-monetary rewards interact to influence motivation among manufacturing employees in the UK. Addressing this gap will provide more contextualised insights that can guide HR practices in this critical sector.
[bookmark: _Toc174990756][bookmark: _Toc213258449]3.0 Research Methods and Methodology
[bookmark: _Toc213258450][bookmark: _Toc174990757]3.1 Research Philosophy
The present research adopts a positivist philosophical stance. According to Mwita (2025), the foundation of this research philosophy is the conviction that reality is quantifiable and objective. According to the idea, knowledge is derived from empirical data and observable facts that can be extrapolated. The philosophy often employs quantitative research techniques, such as surveys, which enable data to be statistically analysed to support or refute theories. This philosophy will provide a clear understanding of the connection between monetary and non-monetary rewards and employee motivation.
[bookmark: _Toc213258451]3.2 Research Approach
The study will employ a deductive approach, beginning with theoretical frameworks and evaluating them through empirical observation. With this method, hypotheses based on accepted theories can be developed and subsequently tested with data that has been collected (Fife and Gossner, 2024).
[bookmark: _Toc213258452]3.2 Research Method
A quantitative research method will be employed, utilising surveys as the primary tool for data collection to generate measurable insights. Grounded in positivist and empiricist principles, this method enables the testing of hypotheses through logical and statistical analysis. By identifying key patterns and deviations, the quantitative approach supports a deeper understanding of the phenomena and encourages further critical discussion (Ghanad, 2023).
[bookmark: _Toc213258453]3.3 Data Collection Method
As part of the quantitative research method, survey methodology involves gathering information from participants through a structured set of questions. Surveys are widely used in exploratory and descriptive studies, allowing researchers to collect standardised data from a broad sample efficiently. This approach facilitates comparative analysis and helps identify relationships or patterns among the responses (Murphy, 2023). Structured questionnaires (Likert Scale) will be employed to gather quantitative data, using key constructs related to employee motivation and reward effectiveness within the manufacturing sector. Specifically, it will assess satisfaction with monetary rewards, including pay, bonuses, and financial incentives, and non-monetary rewards such as recognition, career development opportunities, and job security. The survey instrument will be developed from scratch to ensure relevance, clarity, and reliability within the context of UK manufacturing organisations. Surveys will be distributed to a total of 50 to 60 employees across various manufacturing organisations in London, United Kingdom. The sample size is justified due to limited access to employees and the time constraints of the research. This size is sufficient to provide meaningful quantitative insights while remaining manageable for data collection and analysis within the project’s scope
[bookmark: _Toc213258454]3.4 Sampling Method
A stratified random sampling method will be utilised to ensure representation of employees across all organisational levels. According to Makwana et al. (2023), stratified random sampling requires segmenting the population into distinct strata based on shared characteristics and selecting random samples from each group. This technique enhances representativeness and improves the precision of the results by minimising variability within each stratum, thereby increasing the precision and reliability of the research findings.
[bookmark: _Toc213258455]3.5 Data Analysis Techniques
Quantitative data will be analysed using Microsoft Excel and SPSS, employing descriptive statistics, correlation analysis, and regression tests to examine relationships between reward types and motivation levels. According to Gevisa and Kurniati (2024), descriptive statistics involve the systematic collection, organisation, and presentation of quantitative data through tables, charts, or graphs, aimed at providing an accurate and easily interpretable summary of the situation or phenomenon being examined.  Additionally, as noted by Zheng and Cao (2022), correlation analysis measures the strength and orientation of the linear connection between two or more continuous variables, while regression analysis represents this relationship through an equation that predicts the value of one variable based on another.
[bookmark: _Toc213258456]3.6 Ethical Considerations
The study will address ethical considerations by ensuring that informed consent is obtained from all participants and that confidentiality, privacy, and fairness are maintained throughout the research process. Every effort will be made to prevent bias and to avoid causing any form of harm or discomfort to participants. Before data collection, ethical approval will be requested from the appropriate institutional department. Participants will be clearly informed about the purpose of the research, their voluntary participation, their right to withdraw at any stage, and how their data will be handled and protected (Okorie et al., 2024).
All data collected during the study will be managed in accordance with the UK GDPR and university data protection policies. Participant responses will be anonymised to ensure that no identifying information is disclosed. The data will be securely kept on a password-protected device and accessible solely by the researcher.
[bookmark: _Toc213258457]4.0 Expected Outcome
It is anticipated that the research will provide valuable insights into the relative influence of monetary and non-monetary rewards on employee motivation within the UK manufacturing sector. The findings may suggest that non-monetary rewards, such as recognition, career development, and job satisfaction, are perceived as more effective in sustaining long-term motivation. However, monetary rewards may continue to play a dominant role due to industry norms and financial expectations within the sector. The results are expected to contribute to a better understanding of how different reward types affect motivation and engagement, offering evidence-based guidance for developing fair and balanced reward systems. These outcomes will be interpreted cautiously, recognising that variations may exist across organisations and individual perceptions.
[bookmark: _Toc213258458]5.0 Timeline of the Research (Gantt Chart)
A structured Gantt chart will depict the timeline for each stage of the research process, encompassing the literature review, data collection, analysis, and writing phases. The study is planned to be conducted over 10 weeks, with specific milestones identified for each stage to ensure timely completion.
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