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Abstract: This paper attempts to study the role of financial and non-financial 

incentives on the performance of the individuals working in startups. A start-up 

working model is completely different from a well-established firm thus the needs 

of employees differ too. The study reveals employees prefer non-financial 

incentives and growth over financial incentives. As startups provide great 

opportunity for employees to develop entrepreneurial skills they give due 

importance to both financial and non financial incentives. 
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INTRODUCTION 

 

Motivation is the intrinsic impression of a trained professional. It doesn't have to 

be blatantly obvious. Every guru needs a motivation, for example, money related 

and non-monetary forces of influence or something like that to get him closer to 

the job. Misra and Bhandari (2013) noted that experts are significantly singing 

about the planning, the required environment, the rewards, and the context of 

critical non-cash positions. The in-house stunt experts did their best inside the 

concert when they got it right. There is a strong relationship between power plans 

and worker execution. Ramesh (2013) The performance of the experts in any 

aspect depends on the plans, plans and work areas that the stunt assumes. 

Persuasive and inescapable plans and the government help the expert to establish 

the conditions for the concert to work optimally, causing a large number of 

affiliations. A persuasive motivational plot is considered essential to manage the 

presentation of the delegates. Choudhury and Ghosh (2017) suggest that the 

motivation program and the performance of the experts are undoubtedly 

intertwined. Cash related help proposes motivations related to cash or that may 

actually revolve around a financial context. Cash-related incentives can be given 
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in a planned, informed, coordinated, informed manner, and the future financial 

and security needs of ready experts can be met. Salary is a great motivational 

salary for every teacher to actually get a parcel commissioned. Concrete payment: 

Focal compensation, reward for dearth, settlement of house lease and slow 

detachments. In order to advance educated organized system specialists in 

general, the association must progress significant compensation consistently close 

to an unusual improvement in their settlements. Bonus is additional money 

offered to a representative that clearly goes far beyond compensation or salary as 

part of her unimaginable performance. Profit sharing means that the average 

improvement of the relationship is thought of in order to push the virtuous person 

surprisingly far and do everything possible to raise the standard levels of plot 

progress. The combined power of retirement benefits gives experts post-

retirement security. They include tips, benefits, lucky assets and license fees. Most 

Appreciation provides non-refundable benefits to your employees such as 

increased comfort, vehicle removal, clinical work environment, traceable working 

conditions, worn work areas, etc. in compensation and rewards. These powers 

combine experts to make a plan really work. In co, each guru has a physical, social 

and work focus limit. These requirements cannot be demonstrated with respect 

to cash. The fulfillment of these needs gives hope that Titanic will participate in its 

inspiration. Non-cash motivations are based on expert animations in association 

and satisfaction of these fundamentals for better execution. Non-cash motivations 

are like steward  recognition  program as recognition energizes the work done by 

workers in a union. Ensuring helps affirmation with the expectation that 

systematic experts show up and feel integrated into an organization. There is a 

certain approach to seeing educated people working with coordinated and 

informed executives, for example, choosing the best artist of the week or month, 

showing their name in ads, gaining weight very quickly and giving them the better 

performance. Secondly plot climate as the environment of the organization 

proposes standard bits of interest that are observed by its agents in relation to 

affiliation. Environmental Impact Association Lead a membership of an expert. 

The structure of the association, the personal responsibility, the rewards, the risk 

support, the fight are the parts that affect the atmosphere of connection. Just when 

the connection environment is good, the workers participate more in a trick. Job 

security comes as a surprise update for the representatives. They provide security 

for the future to those who are usually around integrated experts with informed 

convenience, that the experts do not worry about the future and thus work with 

more energy. Job enlargement proposes to organize the business so that it has a 

higher level of information and meaning, a combination of job content, increased 

job and delegated responsibility, a job important to achieve it and greater 

prospects for progress. can be combined with. Exactly when the profession is 

lucrative, it fills in as a source of inspiration. It is important for a relationship to 

organize an information and power enhancement program and a strong growth 

framework for its representatives, which acts as a motivation for them to show 
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themselves well in the connection. The employee who creates a means of access 

and authority to subordinate .Clarify and support the representatives to make 

them feel that they are completely influential in this regard. Employee support 

means looking for knowledgeable, dynamic colleagues to beat them and instil a 

sense of belonging. The most dazzling level of pioneers' human wealth is the 

attainment of essays that work at compliance with their positions of experts. 

Experts expect monetary and non-monetary divisions to account for their 

affiliations and efforts. Without an overview, without proper compensation, 

organization and the place of correction of key forms and verification, 

representatives are paralyzed and do not meet standards. The hesitation in 

considering monetary and non-cash rewards unit in general leads to high turnover 

and surprising presence of experts. The benefits that the specialist expects from 

them and their families, convinces the specialist to provide a solid place for some. 

The rewards are proposed in two parts: monetary and non-monetary rewards. 

Extraordinarily distant are the so-called external rewards and prizes that are not 

related to money are called brand rewards. The monetary portions are colossal 

rewards, rewards, rewards, protection, powers, progress types and master 

energy, while non-money rewards coordinate the boss's helpful mindset, praising 

and patronizing move in the face of new difficulties. Good working conditions with 

an expert manager-worker relationship, coordinated meeting of workers with 

educated executives and meeting upgradation needs, and ensuring that business 

mental strength drives informed power. Clearly, when compensation exceeds a 

specific level, the part of the brand becomes the most persuasive. Focuses on a 

variety of non-monetary and cash-related endpoints. Unrestricted profit is the 

profit that is made by executing a brain payment irrelevant to the payment. The 

coordinated enable is redeemed. Simplicity of unrestricted benefits spreads the 

atmosphere of combination and leads to improvement in functions, plans and 

benefits. The rewards are offered to experts when they get a clear and tireless 

supervision of everything. Salary is the remuneration paid to experts which is 

surprisingly proportionate in terms of their knowledge and their speculations. 

Money is created above all as it adorns itself with the vital necessities of life. 

Meanwhile, wealth is considered an indicator of victory and achievement, as it 

allows man to satisfy the needs of belonging. It is an accomplice of man to display 

status, position and authority. A part of the affiliation apart from the expressed 

clinical impact and wear and tear of the lives of the representatives. Clinical 

thought is the most insane advantage given to educated power. Part of the benefits 

of the affiliation offer is the accumulated lost payments during the useful life and 

is returned to the specialist after retirement. 

 

LITERATURE REVIEW 

The literature suggest the employees at a start-up stage of any business needs be 

self motivated as the firm is in its infancy stage. The workers level of motivation 

to undertake risk and work in challenging and dynamic environment determines 
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the success rate of a start-up. Agbenyegah (2019) studied the impact of non-

monetary and cash-related capabilities in a stunning master execution at a 

guaranteed cash-related establishment in Ghana. In this study, the exploratory 

method was used together with the giant scheme. This is what the scientist 

discovered, monetary and non-monetary rewards affect the performance of 

experts. They suggest that associations should increase salaries, rewards, 

retirement benefits, vacation benefits, and appropriate housing plans will create 

specialized capacity. They also affirm that the Association must condition the 

various requests of the workers to be rectified and be aware of their reasonable, 

human and express limits. Kushwaha (2018), Good judgment is expected to limit 

the impact of various monetary and non-cash motivations. This is an important 

report. They found that there is a positive correlation between key incentives and 

adequacy. He observed that money-related powers (salaries, perks, benefits, etc.) 

and non-monetary motivations (affirmations, status, worker support, etc.) 

influence representative rationality and mix alliance specialists. They argue that 

membership must, meanwhile, accumulate monetary and non-cash motivations to 

obtain additional comforts and benefits. Urubio (2017) limited the control of the 

motivational program to foster specialized execution in a few select loops from 

Bahrain. They used the surprise design approach as a framework and information 

was collected through a survey and interview process. He noted that both 

monetary and non-cash updates equally affect the introduction of workers. The 

producer considered that not only the focal purpose related to money or cash 

empowers the representative to work. This is what the study proposes, if possible, 

to link a non-monetary incentive program with a cash-related incentive program. 

Heshmati et al (2016) inspected the effect of non-monetary and cash-related 

measures on representative motivation to participate in goal setting of a coalition 

of telecommunications infrastructure (ICT) companies. This is an implemented 

model and uses the sample revision plan. The test size was 334 experts by drawing 

the test structure. The evaluation and speculation part of the information was 

performed by the AMOS programming using the evaluation of the confirmation 

part. They noted that since monetary and non-cash measures affect representative 

support in goal setting. It further revealed that cash and non-cash related 

elevation checks affect the general and extrinsic motivation of educated officers. 

They suggest that increased suspicion evaluation and extrinsic motivation 

reshape specialist task performance and that aligned goals are achieved more 

rapidly through teacher effort than originally intended. Raksha and Ghafoor 

(2014) investigate the effect of non-monetary and cash-related motivation on 

teacher performance at Orient Lanka Confectionery Pvt Ltd, Kandy. used detection 

the size of the test was 100 and the free survey plan and analyzed the relationship 

between two factors that are the judgment and the performance of the experts, 

the evaluation of the information was carried out using In any affiliation, HR 

anticipated that a fundamental part must meet the objectives of the association. 

Regardless, the key to motivation is how fit and capable human possessions are 



3405 |  Riya Sharma       Financial And Non-Financial Incentives: Enhancing 

Employee Performance In Start-Ups 

(Zeb, Rahman, Saeed & Ullah, 2014). The pay perspective has given rise to a much 

more undeniable quality in the instigation of delegates. By attracting and keeping 

the most skilled and coordinated performers, rewards are used as a tool to 

influence their technique to control performance and guide them toward amazing 

performance (Bustam et al., 2014; Hoffman, Gator, & Pepperman, 2012). . The 

need for talented representatives is critical as it will create an essential locus of 

engagement (Yusuf, Latif, Aslam & Saddiqui, 2012). This is agreed by Kun, Akhtar 

and Nazir (2015), the potential for reward in the form of a vast artifact between 

representatives and the relationships in which they operate. The proportional 

reward for producing risky work and expert execution (Bustamm et al., 2014) is 

completed in the form of a commercial gimmick. 

As Khan, Shahid, Nawab and Wali (2013) show, experts will generally feel that 

they are specifically audited and expect how much they are compensated for the 

work they do. It turns out that, in addition to meeting the certified needs of 

specialists, the discount also positions them to influence the membership screen 

(Terrera and Ngirande, 2014). Most experts who experience burnout in the 

workplace usually don't feel encouraged. Lack of remuneration structure can lead 

to an unpleasant environment, thus demoralizing representatives and increasing 

job turnover (Bustam et al., 2014). Similarly, competence will also be the engine 

in achieving enrollment targets and compounding issues of low rotation of 

specialists (de Gator & Hoffman, 2015). There are two admin honor upgrades that 

can be resolved; Monetary and non-monetary rewards. Payment predetermined 

has been found to be one of the missing pieces of experts by influencing the 

motivation of linking monetary base position to affiliation passed by experts (Ali 

and Akram, 2012). In celebrating the most heavenly and accomplished 

representatives, money-related cheers were expected to play an important role, 

similarly compensating them for the importance that business could create to 

them under its rule (Olubusayo, Stephen, & Maxwell, 2014). ; Zutkua, 2012; Terera 

and Ngirande, 2014). ) In addition, Khan et al. (2013) agreed that the cash prize 

would manage its particular satisfaction of the experts. Cash-related honor 

payments can be seen in the form of reward, transportation office, clinical office, 

and clinical and life support (Joseph et al., 2012). Olubusao et al. (2014) stated that 

the distribution of benefits other than retirement plans, specialist work and cash 

rewards that workers may have in affiliation. 

 

OBJECTIVES OF THE STUDY 

• To identify the degree of utilization of the financial and non-financial 

incentives start-ups based on the perceptions of employees 

• To study which type of non-financial incentive do the start-up employees 

value most 

 

RESEARCH METHODOLOGY 
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This research is conducted to know how Organizations are using monetary and 

non-monetary rewards to motivate their employees in order to improve their 

performance and to determine up to what extent non-monetary rewards impacts 

on employee attitude and performance. Qualitative research methodology has 

been adopted. The survey was conducted to identify the impact of financial and 

non financial rewards on the motivation of employees in an organization. This is 

an exploratory research which is supported by a survey strategy.  

 

Sampling design  

Research Approach Survey 

Research Instrument Questionnaire 

Method of Contact Personal 

Sample Size 100 Respondents 

Sampling method Simple sampling technique 

 

DISCUSSION AND CONCLUSION 

 

The aim of this research paper was to explore factors affecting motivation of 

employees in startups.The study revealed that fifty percent of the employees 

working in startups are satisfied with the working environment offered by 

startups and the financial incentives offered to them. Majority of the employees 

were working from a span of 2 to 5 years in the respective start-up.  The study 

brings a new perception of employees to the table that they prefer non financial 

incentives over financial incentives as compensation. This includes medical, 

insurance, travel allowances, parental leaves, remote working, working hours 

flexibility and many more. Sixty three percent of employees prefer working alone 

as it increases their thinking and analytical mindset. Seventy eight percent of 

employees find working in a start-up develops an individual in a holistic manner. 

As in a building stage each employee along with his or her expertise has to do other 

domain as the workforce team is small. There is no much of difference between 

the founder and the employees. On contrary to this some employees feel working 

in multiple domain hinders their growth as an expert. A fear of turning into jack of 

all and master of none is surrounded in the heads.  Mostly those employees prefer 

working in start-up who themselves have desire to start their own ventures in 

future. To develop entrepreneurial mindset it is best to dwell with all stages of 

business and that’s what startups provide with.  The target population of the study 

was employees working in last ten years. It has been found during survey that 

financial factors include financial rewards like pay, salary, bonuses, fringe 

benefits, health and life insurance are significant factors that affect motivation of 

employees working in organizations. The importance of a motivated workforce 

cannot be underestimated in boosting the organizational performance. Besides 

the financial rewards, the employee expects recognition and appreciation for his 

efforts and contribution. The study provided a direction for future research as the 
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future research can be conducted to examine areas such as effect of performance 

incentives on employee efficiency in a non-service sector startups. Future study 

can identify non financial incentives to be incorporated in the culture of startups 

to enhance the performance.   
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