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كيف تحصل المكافآت النقدية وغير النقدية على حوافز 

 للعاملين ألدائهم في منظمة

(دراسة حالة للبنوك العراقية)  
 

 كاوا كمال حمدي
 

 

 الخالصة
يمكن وصف الدافع على أنه عملية عقالنية وغريزية ويستعملها الناس لمحاولة تحقيق أهدافهم الشخصية واحتياجاتهم 

ومحركاتهم األساسية. تهدف هذه الدراسة إلى دراسة تأثير دافع الموظفين على أدائهم من خالل استخدام دراسات حالة 

نية وصفية لتحقيق أهدافها. كان السكان المستهدفون هم العاملين من خمسة بنوك في العراق. استخدمت هذه الدراسة تق

في البنوك التي تم أخذ عينات منها في العراق. تم استخدام عينات عشوائية بسيطة للتوصل إلى عينة الدراسة. تم 

   برنامجتم استخدام  االستبيانات،استخدام استبيان منظم بشكل جيد كطريقة أساسية لجمع البيانات. بمجرد ملء 

SPSS  لتحليل البيانات. وخلصت الدراسة إلى أن التحفيز يحسن أداء الموظفين. 
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ABSTRACT 

Motivation can be described as the process which is both rational and instinctive and is 

used by people to try to satisfy their personal goals, needs and basic drives. The aim of 

this study is to investigating the impact of employees’ motivation to their performance by 

using case studies of five banks in Iraq. This study employed a descriptive technique to 

achieve its objectives. The target population was the employees of the sampled banks in 

Iraq. Simple random sampling was used to come up with the sample for the study. A 

well-structured questionnaire was used as a primary method of data collection. Once the 

questionnaires were filled, SPSS software was used for data analysis. The study 

concluded that motivation improved employees’ performance. 
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Introduction 

Profitability is one of organization’s major goals. As a consequence of the continued 

competition among organization, performance by employees must always be improved 

for the business to make profits (Armstrong, 2006). Therefore, organizations should 

come up with strategies to handle their human resource the same way they handle their 

daily operations. Organizations have dealt with this strategy differently over time since it 

is a major challenge to all employers (Gospel, 1992). Employees in a company either 

work individually or collectively with a view of achieving the business goals and 

objectives. This makes HRM an important approach in all businesses. It involves 

selection, recruitment, training, capability development, motivation and compensation of 

the employees. Different theories have asserted that employee’s motivation directly 

affects employee’s performance. 

To get to the targeted employees, organizations use an employee resource tool. 

Employees will only stay in an organization when there is a conducive working 

environment. Therefore, organizations should come up with strategies to ensure that there 

is efficiency in selection, recruitment and the ability to retain employees who are 

competent. All organization have a big question of how to make their employee improve 

on their performance. According to studies by different researchers, employee motivation 

is always the key to their performance (Steer et al. 2004). They have argued that 

motivation is also the key to employees’ decision to quit or continue working in the 

organization. Therefore, every organization should come up with their ways of 

motivating their employees. With this they will enjoy improved quality, productivity and 

improved performance which improves the performance of the organization since it has 

an added advantage in its marketing strategies. It is worth noting that there is continuous 

change of the factors that motivate employees (Boyacigiller et al, 1991). This study seeks 

to understand the effect of employee motivation on their performance taking five banks 

in Iraq as a case study.  

 

Research Problem 
How the employees are rewarded significantly affects their input in the firm and is at the 

core of an employment relationship. Some organizations fail since employees work 

below their optimum levels due to lack of motivation. Most of the organizations have not 

realized the value of non-monetary rewards and accepting the fact that monetary rewards 

can never be enough for the employees. Some non-monetary incentives such as career 

development through work orientation and free training can boost creativity within the 

organization. Several authors have studied several areas in the rewards and compensation 

at workplaces. However, there lacks in-depth analyses on the influence of non-monetary 

rewards such as employee independence, flexibility, career development, recognition, 

and monetary rewards influence the performance of employees. This creates a gap in the 

literature which justifies the current study in this area of study.  

 

Research objectives 
The main objective of this research is to determine the impact of motivation on employee 

performance. To establish this following specific objective were used. 

i. To investigate the extent does monetary motivation affect employee performance. 
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ii. To check the extent to which the non-monetary motivation affect employee 

performance? 

iii. To investigate the impact of the rewards, both monetary and non-monetary, on the 

performance of employees. 

 

 

Literature Review 
Introduction 

In management, motivation is arguably the most researched area. An organization’s 

manager acquires the most productive force by identifying what motivates his employees 

most (Mullen, 1997). For an organization to achieve its goals through employee 

motivation, the manager should identify the employees need as well as the factors that 

motivate them and ensure that incentives that provide their motivation are available. 

When the manager is successful in this, this will translate to increased productivity and 

efficiency in the organization (Derfuss, 2016). 

Several theories have been used to explain motivation nature. These theories try to 

suggest what managers should do in order to have a positive effect to the behaviours of 

their employees. Sociologist try figure out how employees’ motivation is affected by 

their social environment.   

 

Theoretical Framework 
Meaning of motivation 

Many definitions have been used to define employee motivation. Motivation is thought to 

be a process which is psychological and is aimed to stimulate and drive an individual. Its 

main aim can be to produce a good player or to enable the individual to attain a certain 

goal or target (Beer, 2014). It can also be the individual’s strength or behaviour to 

increase productivity by attaining their goals and targets. When the management meets 

the requirements and needs of their employees, the employees are more enthusiastic and 

interested to achieve their targets, goals and objectives. This translates to the organization 

achieving their objectives and goals at various levels (Haque et al., 2014). This leaves us 

with a dilemma of what actually facilitates employee motivation. Could it be personal 

employee achievement, traits in their behaviour or it is merely a process that is 

psychological and what is its importance to the organization or management? Both 

nonfinancial and financial factors play a great role in motivating employees (Drucker, 

2012). 

Motivation can exist in three categories. The first category views the action of the 

individual and the energy or drive facilitating the action. In many occasions people are 

driven by their own interests so as to perform an interesting task, be successful and create 

a good impression of themselves. The second category is concerned with the direction 

people are taken by their behaviours following their choices. The last part focuses on 

behaviour maintenance to define the individual’s persistence in achieving their goals and 

objectives. If something that hinders the employees in achieving their goals exists in an 

organization, the individuals are highly demotivated.  
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From the stated definitions on employee motivation, it is evident that its main concern is 

the various factors that facilitate human inactions or actions over time provided that these 

factors are observed. It is also evident that organizations have found it challenging to 

have a workforce which is highly motivated or to provide a platform which ensures that 

the workforce is always highly motivated since there is always changes in psychological, 

financial, social and personal factors (Finley and Karunakar, 2015). 

Motivation sources can be viewed as either extrinsic or intrinsic. A behaviour that is 

usually performed for an individual’s personal purpose is referred to as intrinsic while a 

behaviour performed to avoid being punished or to gain rewards are referred to as 

extrinsic (Kordov L, 2003). Intrinsic motivations can only be stimulated by the manager 

but not created for the employee. To give an example, the manager should not demand 

for their employees to smile while attending to their customers but should instead focus 

on discovering the factors that may make their employees to smile while attending to 

their customers. 

Employee motivation approaches can also be divided into to categories; non-monetary 

and monetary factors. Monetary factors for improving employee performance which 

include monetary approaches such as vouchers, incentives, discount coupons, salary etc. 

On the other hand, non-monetary approaches include; goals and fairness, self-

accomplishment, opportunities for self-learning etc. These triggers individual 

performances based on their own satisfaction and return they gain acceptance, 

recognition or self-satisfaction.  

Performance 

It can be classified as either organizational or job performance. Organizational 

performance can be termed as the ability of an employee to achieve his/her objectives 

and goals in the organization (James, 2012). The individuals’ performance is compared to 

the objectives and goals set by the organization. Job performance on the other hand 

concentrates on whether an individual has completed the assigned job effectively and 

efficiently. So, this performance can be defined as the ability of the employees to use the 

available resources efficiently to achieve the set objectives and goals. The two 

performances enable the organization to achieve its goals and objectives. This study will 

focus on how motivation affects employee performance. 

Hypotheses 

H1: Monetary rewards impacts the performance of a worker positively 

H2: Non-monetary rewards impact the performance of a worker positively  

H3: There is a mediation between the effect of monetary and non-monetary rewards on 

the worker performance in a firm through the engagement of the workers.  

 

Research methodology 

In this section, the methodology used in the study is discussed to determine the impact of 

motivation on employee’s performance using a case study of five banks in Iraq.  

Research approach 

In a research study, it is essential to come up with the most suitable research approach 

since it forms the basis of the research design and how efficient different approaches are 

to the study. It is comprised of inductive and deductive approaches. In this study, 

deductive approach will be adopted since by using it, many theories are utilised and in 
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order to find the impact of motivation on employees’ performance, the study will try to 

obtain varied answers from other research studies. 

Research design 

Descriptive survey research design was employed in the study by the use of qualitative 

and quantitative research techniques. The method was chosen since it allows a well-

organized and methodical description which is reliable, accurate, and valid.  

Sample and Population 

Managers and employees of banks in Iraq were the target population in this study. This 

study picked five national banks and targeted eleven employees in each select bank 

including the manager. The five banks were selected based on time factor and the busy 

schedule of banks to represent the entire banking industries in Iraq. The total sample of 

this study is fifty-five employees from these banks. Random sampling was used to come 

up with the sample. Questionnaire 

This was the tool in which data was collected. It is a convenient way of collecting 

primary data. The questionnaire was presented to the respondent and each questionnaire 

was averaged to take approximately five minutes to fill. The respondents were required to 

answer all the relevant questions in the questionnaire.  

Data Analysis 

This chapter gives the findings after data analysis. The chapter continues to extract 

relevant information and give their insights. The results and findings are essential in 

answering and understand the main objective of this study. 

 
Respondents were asked to state whether monetary motivation helped in improving their 

performance. The above chart implies that 53%, 36%, 7% and 4% of the respondents 

believed that it was very effective, moderate effective, low effective and had no effect 

respectively. They argued that when someone is appreciated for their work he/she works 

so hard to achieve more. So, we can conclude that monetary motivation improves 

employee’s performance. 
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It was also essential to determine whether non-monetary motivation by the management 

improved their performance. 54%, 31%, 11% and 4% of the respondents believed that the 

motivation was very effective, moderately effective, low effective and has no effect at all. 

They argued that rewards such as good working conditions and promotions by the 

management motivated and encouraged them to work hard. It can therefore be concluded 

that non-monetary motivation by the management improves their performance. 
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The last question was aimed at establishing which of the two approaches helped in 

improving the employees’ performance most. From the chart above, 55% of the 

respondents believed that non-monetary motivation was the most effective way of 

improving employee’s performance. From the chart we can conclude therefore that non-

monetary motivation is the best of improving performance. 

 A 5-number Liker sale was adopted for all the variables in the data analysis.  

The data analysis was guided by the research questions in the study.  As such, the 

responses to the first research question as to whether non-monetary rewards are an 

effective way to ensure workers work to their optimum levels are shown in the table 

below. 

  

Table 1: Non-monetary rewards are an effective way to ensure workers work to 

their optimum levels 

 Frequency Percent 

Valid 

Very great extent 30 54.5 

Great extent 18 32.7 

Moderate extent 4 7.2 

Little extent 2 3.6 

Not at all 1 1.8 

Total 55 100.0 

Source (own representation) 

Respondents were asked to state whether monetary motivation helped in improving their 

performance. The above chart implies that 54.5%, 32.7%, 7.2%, 3.6 and 1.8% of the 

respondents believed that it was very effective, greatly effective, moderate effective, low 

effective and had no effect respectively. They argued that when someone is appreciated 

for their work, he/she works so hard to achieve more. So, we can conclude that monetary 

motivation improves employee’s performance. 

 

Table 2: Monetary rewards are an effective way to ensure workers work to their 

optimum levels 

 Frequency Percent 

Valid 

Very great extent 28 50.9 

Great extent 20 36.4 

Moderate extent 2 3.6 

Little extent 2 3.6 

Not at all 3 5.4 

Total 55 100.0 

Source (own representation) 

 

 It was also essential to determine whether non-monetary motivation by the management 

improved their performance. As shown in the table above, 50.9%, 36.4%, 3.6%, 3.6 and 

5.4% of the respondents believed that the motivation was very effective, greatly 

effective, moderately effective, low effective and has no effect at all. They argued that 

rewards such as good working conditions and promotions by the management motivated 
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and encouraged them to work hard. It can therefore be concluded that non-monetary 

motivation by the management improves their performance.  

 

Table 3: Which of the two approaches is the most effective in improving the 

employees’ performance. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Monetary 25 45.5 45.5 45.5 

Non-monetary 30 54.5 54.5 100.0 

Total 55 100.0 100.0  

Source (own representation) 

 

 

The last question aimed at establishing which of the two approaches helped in improving 

the employees’ performance most. From the table above, 54.5% of the respondents 

believed that non-monetary motivation was the most effective way of improving 

employee’s performance. From the chart we can conclude therefore that non-monetary 

motivation is the best of improving performance. 

Finally, a correlation between the dependent and independent variables was made to find 

out whether the performance in work in work was influenced by their renumeration.  The 

table below shows the summary of the correlations.  

 

Table 4: Correlations 

 Salary 

category in 

monetary 

form 

Performance 

in a sale of 1-

5 

Level of non-

monetary 

rewards 

Salary category in 

monetary form 

Pearson 

Correlation 
1 .608

**
 .800

**
 

Sig. (2-tailed)  .000 .000 

N 55 55 55 

Performance in a sale 

of 1-5 

Pearson 

Correlation 
.608

**
 1 .814

**
 

Sig. (2-tailed) .000  .000 

N 55 55 55 

Level of non-monetary 

rewards 

Pearson 

Correlation 
.800

**
 .814

**
 1 

Sig. (2-tailed) .000 .000  

N 55 55 55 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

The correlation between salary in monetary form and performance was 0.68 which is a 

strong positive correlation while the correlation between non-monetary rewards and 

performance was 0.814 which is also a strong positive correlation. These results suggest 
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that an increase in the level off monetary of non-monetary remuneration will result to an 

increase level of performance by employees in an organization.  

 

 

Conclusion 
This study used a structured questionnaire to collect data. There were a total of 55 

responses which was used for analysis. Determination of the impact of motivation on 

employee’s performance was the main aim of the study. Banks in Iraq were used as the 

case study. 

The first objective was to establish whether monetary motivation improved the 

performance of the employees. From the analysis we observed that majority of the 

respondents believe that monetary motivation has a very high effect on the performance 

of the employees. Most of them argued that the amount of money they could receive as a 

reward would help them to improve their living standards. They claimed that some of the 

motivation they received from their employees was just symbolic rewards such as 

recognition and praise which did not add much value to their living standards. The 

second objective was to determine the impact that rewards motivation has on the 

performance of workers. Majority stated that this approach was very effective since the 

employees would be able to work in a conducive environment as well as get rewards 

which would play a great role in improving their performance. Majority of the 

respondents preferred non-monetary motivation citing that some of them such as 

promotions are long term. 

 

Recommendations 
i. Organizations should formulate strategies and policies to ensure that by 

combining the two approaches they are able to motivate their employees for increased 

productivity. 

ii. To make sure that the employees understand the policy, the management should 

involve the employees during its improvement and implementation. 

iii. All the staff should be well trained on the policy. 
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Questionnaire 
Section A 

To answer the questions listed below tick or cross the respective empty box. 

1. Select your gender 

Male  

Female  

2. Marital status 

Single  

Married  

Widowed  

Divorced  

 

3. How many years have you worked for your organization? 

0-5  

5-10  

10 and above  

 

4. Select Your Designation in the Organization 

Top management   

Middle Level Employee  

Lower Level Employee  

 

5. What are the number of years that you have worked I the organization? 

               Below one year  

1-2 years  

2-4 years  

More than 4 years  

 

Section B: 

6. Are there any rewards that your organization offers? 

Yes  

No  

 

7. In your opinion, are non-monetary rewards better than the monetary rewards? 

non-

monetary 

 

Monetary  
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8. For the past two years, how would you rate the performance of the employees  in 

this organization? 

Very Good  

Good  

Poor   

Very Poor  

 

9. If any, what non-monetary rewards are offered in the company? 

Recognition  

Career Development  

Opportunities to contribute in 

organizational decisions  

 

Independence and autonomy  

Flexibility  

 

SECTION C 

10. To what extent do you agree with the following statements? 

Statement Very great 

extent 

Great 

extent 

Moderate 

extent 

Little 

extent 

Not at 

all 

Non-monetary rewards are an effective 

way to ensure workers work to their 

optimum levels 

     

Monetary rewards are an effective way 

to ensure workers work to their optimum 

levels 

     

 


