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ABSTRACT: Employee satisfaction has emerged as a vital component of organizational effectiveness, influencing key 

outcomes such as productivity, engagement, retention, and overall workplace morale. While traditional compensation 

methods such as salaries and financial bonuses have long been considered the primary drivers of employee motivation, 

recent research and workplace trends reveal a growing preference for non- monetary benefits. These include initiatives 

such as employee recognition programs, career advancement and learning opportunities, flexible working arrangements 

, job security and efforts to build inclusive and positive workplace cultures. This study aims to investigate the impact of 

non- monetary benefits on employee satisfaction, with a focus on identifying which specific benefits are most valued 

by employees across diverse industries and organizational roles. The research also examines how well their benefits are 

implemented and communicated as part of broader human resource management strategies. Specifically the research 

highlights how investing in non-monetary benefits can create a more committed, satisfied and productive workforce 

without necessarily increasing financial expenditures. Furthermore the study offers guidance for developing sustainable 

and employee centric HR policies that not only boost internal performance but also enhance organizational reputation 

and competitiveness in the long run. 

 

KEYWORDS: Non-monetary benefits, Employee Satisfaction, Non-monetary incentives, Benefits valued by 
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I. INTRODUCTION 

 

Employee satisfaction is the eminent factor that drives the organization to achieve its goal. In today’s fast passing and 

highly competitive business world, organizations are starting to realize that their greatest strength lies in their people. 

Keeping employees satisfied is no longer just a nice to have factor but it is a strategic necessity and more likely to stay 

with the company. While competitive salaries and bonuses still matter, there is growing awareness that money alone is 

not enough to keep employees engaged and motivated. Increasingly, it is the non-monetary benefits that make a lasting 

impression. Things like being recognized for one’s efforts, having opportunities to grow professionally, maintaining a 

healthy work-life balance, feeling secure in one’s job and working in a positive and inclusive environment all play a 

huge role in how employees feel about their work. These elements contribute to a deeper sense of purpose and 

belonging qualities that often outweigh even the most generous paychecks when it comes to long term job satisfaction 

and commitment. This study takes a closer look at how non-monetary benefits shape employee satisfaction. It aims to 

find out which of these perks employees value most and how well organizations are doing in offering and promoting 

them. By combining insights for existing research with real world data collected through surveys or interviews, the 

study will explore how non-monetary financial rewards influence motivation, engagement and retention. Ultimately the 

goal is to help HR professionals and business leaders design better, more people focused strategies that go beyond just 

compensation strategies that build trust, loyalty and a truly satisfied workforce.  

 

II. REVIEW OF LITERATURE 

 

Lee,J.,&Hwang,Y.(2019): The study investigated the role of workplace trust in enhancing employee satisfaction, 

particularly in the context of non-monetary benefits. The study, involving 500 employees from the public sector, found 

that employees who trusted their leadership and received non-financial rewards, such as autonomy and respect, reported 

higher levels of job satisfaction and engagement. 
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Spector,P.E.,etal.(2019): This research examined the impact of job autonomy and feedback on employee satisfaction 

in call centers. Data from 300 employees revealed that non-monetary factors like autonomy, opportunities for feedback, 

and recognition from supervisors were more predictive of job satisfaction than monetary incentives.  

 

Wright,P.M.,&Nishii,L.H.(2020): This research analyzed how inclusive leadership practices and organizational 

culture influence employee satisfaction. The study, which surveyed 350 employees from diverse industries, found that a 

supportive and inclusive work culture, along with leadership that prioritized employee well-being and recognition, led 

to higher satisfaction and commitment.  

 

Sangeeta,S.,&Sharma,D.(2021): This study investigated the effects of non-monetary benefits such as workplace 

recognition and career growth on employee job satisfaction in Indian educational institutions. Surveying 150 

employees, the study revealed that non-monetary rewards like recognition and career development opportunities led to 

higher employee satisfaction compared to salary-based incentives. 

 

GuestD.E.,&Conway,N.(2021): The study explored the impact of employee motivation, including non-monetary 

benefits such as work-life balance and development opportunities, on job satisfaction in the UK healthcare sector. Data 

from 500 employees showed that work-life balance initiatives and opportunities for career growth were critical in 

improving satisfaction and reducing turnover in healthcare settings. 

 

NEED  FOR THE  STUDY 

Employee happiness has a significant impact on retention, organizational engagement and productivity in the fast-paced 

workplace of  today. Non-monetary incentives including job autonomy, career development, Work-life balance, 

Recognition and wellness programs have become important factors in determining employee performance and morale 

as businesses compete more for talent as well as customers. The result will be useful not only for the participating 

companies but also HR practitioners, Policymakers and researchers who want to comprehend and apply non-monetary 

tactics that improve organizational performance and employee satisfaction in a workplace that is changing quickly. 

 

OBJECTIVE OF THE STUDY 

PRIMARY OBJECTIVES 

● To examine the impact of various non-monetary benefits such as recognition, Career development, job security, 

work-life balance and employee retention on overall employee satisfaction in selected organizations. 

 

SECONDARY OBJECTIVES 

● To identify which non-monetary benefits are most valued by employees across different job levels and sectors. 

● To evaluate employee perceptions of the effectiveness of current non-monetary benefits policies offered by the 

employers. 

 

SCOPE OF THE STUDY  

The study focuses on evaluating the impact of non-monetary benefits on employee satisfaction across various 

industries. It encompasses factors such as appreciation, work-life balance, career development and psychological well-

being. The research will explore the extent to which non-monetary benefits influence job performance, motivation and 

employee loyalty. While monetary compensation remains essential, this study investigates how non-financial rewards 

contribute to an employee’s overall work experience. By analysing workplace dynamics the study aims to provide 

recommendations for companies looking to enhance their employee engagement strategies. The study is relevant to HR 

professionals, business leaders and policymakers seeking to develop sustainable workforce management approaches. 

 

III. RESEARCH METHODOLOGY 

 

Research methodology is a methodical approach to issues solving. It is a science that studies the best way to do 

research. In essence, research technique refers to the processes that researches use to describe, explain and forecast 

events. Another identification of it is the study of how information is acquired. Its goal is to provide a research work 

plan. 

 

 

 



© 2025 IJMRSET | Volume 8, Issue 7, July 2025|                                          DOI:10.15680/IJMRSET.2025.0807036 

 

IJMRSET © 2025                                                   |    An ISO 9001:2008 Certified Journal     |                                                11335 

RESEARCH DESIGN 

This study adopts a descriptive research design to systematically investigate the relationship between non-monetary 

benefits and employee satisfaction. The descriptive approach is appropriate as it aims to present an accurate profile of 

employees’ attitude, perceptions and satisfaction levels with regard to non-financial rewards in their organizations. 

 

IV. DATA COLLECTION METHOD 

 

Primary Data Collection  

Primary data will be collected directly from employees working in various organizations to gather first hand 

information about their views, experience and satisfaction with non-monetary benefits through a structured 

questionnaire based on the research objective of the study include.t. 

 

Questionnaire 

The primary data was collected using a structured questionnaire. The structured questionnaire that was framed and 

designed consists of: Likert 5-point scale, Multiple choice questions, Ranking question, Open ended question. 

 

SAMPLE SIZE 

Sample size refers to the number of items to be selected from the population to constitute a sample. An optimum 

sample size fulfills the requirement of efficiency representatives, reliability and flexibility. By using simple random 

sampling techniques respondents are selected for the purpose of the study. 

 

STATISTICAL ANALYSIS 

CORRELATION 

To examine the relationship between Satisfaction in non-monetary benefits and motivation to stay longer. 

 

HYPOTHESIS 

Null Hypothesis (H₀): There is no significant correlation between Satisfaction in non-monetary benefits and motivation 

to stay longer with the organization. 

Alternative Hypothesis (H₁): There is a significant correlation between Satisfaction in non-monetary benefits and 

motivation to stay longer with the organization. 

 

TABLE SHOWING CORRELATION BETWEEN SATISFACTION IN NON-MONETARY BENEFITS AND 

RETENTION MOTIVATION 

 

INTERPRETATION 

The Pearson correlation (r = -0.27) is not significant at the 5% level (p = 0.054). From the above table it is  shown that 

Satisfaction of non-monetary benefits and retention motivation  are  negatively correlated. The significance level at 2 

tailed tests was 0.054. 

 

CHI SQUARE TEST 

To identify relation between satisfaction with non-monetary benefit is associated with  number of years spent in the 

organization 

 

 

KARL PEARSON CORRELATIONCOEFFICIENT  PERFORMANCE 

Satisfaction                               Pearson Correlation 

                                                   Sign.(2-tailed) 

                                                     N 

-0.27 

0.054 

50 



© 2025 IJMRSET | Volume 8, Issue 7, July 2025|                                          DOI:10.15680/IJMRSET.2025.0807036 

 

IJMRSET © 2025                                                   |    An ISO 9001:2008 Certified Journal     |                                                11336 

HYPOTHESIS 

Null Hypothesis (H₀):  There is no significant difference between the number of years spent with the organization and 

their satisfaction with the non-monetary benefits provided. 

 

Alternative Hypothesis (H₁):  There is a significant difference between the number of years spent with the organization 

and their satisfaction with the non-monetary benefits provided. 

 

TABLE CHI-SQUARE ANALYSIS BETWEEN TENURE AND SATISFACTION WITH NON-MONETARY 

BENEFITS 

 

Chi-square test Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 15.286 12 0.226 

Likelihood Ratio (G-test) 23.464 12 0.000 

Linear-by-Linear Association (Spearman's ρ) -0.093 1 0.522 

N of Valid Cases 50   

 

INTERPRETATION 

Since the p-value (0.226) is greater than the significance level (0.05), we fail to reject the null hypothesis. This 

indicates that there is no significant difference between the number of years employees have spent with the 

organization and their satisfaction with the non-monetary benefits provided. 

 

V. CONCLUSION 

 

This study explores the evolving relationship between non-monetary and employee satisfaction, focusing on how 

factors such as recognition, career growth, work-life balance, autonomy, and wellness initiatives impact employee 

motivation, retention, and organizational performance. The results indicate that while financial compensation remains 

important, non-monetary benefits significantly influence employee attitudes by satisfying intrinsic needs such as 

appreciation, purpose, and personal development. The study shows that recognition programs and growth opportunities 

can foster a sense of belonging and purpose, leading to higher levels of engagement and commitment. However, the 

lack of awareness or inconsistent implementation of these benefits may reduce their effectiveness. To address this, the 

study highlights the need for clear communication, regular feedback, and customization of benefits based on employee 

demographics and roles. Furthermore, the role of leadership and organizational culture emerges as a vital non-monetary 

factor in determining job satisfaction.  
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