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Abstract 

 
The main purpose of this empirical research was to investigate the relationship between the 

extrinsic and intrinsic rewarding system on employee motivation on a leading apparel company 

in Sri Lanka. The research design includes mono method quantitative methodology. Data were 

gathered through 400 employees in the selected apparel company in Sri Lanka through a self- 

administrated questionnaire. The major findings of this study indicated that there was a strong 

positive influence from the job promotion variable on employee motivation which is a major 

extrinsic reward. The study contributed to identify the employee motivational factors in the 

selected company and to reduce current labor turnover ratio by identifying the factors which 

motivate the current workforce. The conceptual framework of the study is developed by the 

author based on the previous literature. 
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1. Introduction 
 

“Human Resource Management (HRM)” is the key contributor to any organization than the other 

resources. The future of companies is in the hands of individuals acting on behalf of the company 

as workers, suppliers, customers, and the prominence of human resources have been brought to 

center stage than past (Bhattecharya & Mukherjee, 2009). Employee motivation is a vital part of 

HRM, and it affects to the organizational performance significantly. With the dawn of 21st century, 

managers demand more efficiency and productivity than any other times in history. So according 

to the emerging management styles and theories it is evident that nowadays organizations are 

conscious more on the productivity and motivational strategies rather than in the conventional era 

where the managers were more authoritarian with production targets. 
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Businesses in apparel industry are striving to increase their performance (Haigh & Hoffman, 

2012). Therefore, apparel sector in Sri Lanka, irrespective of size and market strive to retain the 

best employees, acknowledge their important role and influence on organizational effectiveness. 

If it is the role of managers to guide employees toward accomplishing organizational objectives, 

it is imperative that they understand these psychological processes (Haigh & Hoffman, 2012).The 

theories of motivation emphasize the reasons for motivated behavior and what causes it (Hirschi, 

2017). These theories specify the correlations of motivated behavior that is states, feelings or 

attitudes associated with motivated behavior, and help to represent physiological or psychological 

deficiencies that an individual feels some compulsion to eliminate. Establishing this balance and 

meeting this need is one of the first reasons, to reward and recognize employees (Pratheepkanth, 

2011). 

The main purpose of this study is to understand the main factors which will motivate the current 

workforce in the selected apparel company in Sri Lanka with special reference towards the 

existing rewarding system. This study was conducted to analyze the impact of current rewarding 

system towards the organisational performance by motivating the existing employees of the 

leading apparel company in Sri Lanka. Apparel sector is the largest gross export in Sri Lanka, 

contributing largest net foreign exchange earner from 1992 (Dheerasinghe, 2009).This is an era 

of economic instability and high inflation in Sri Lanka. In the year 2002, the apparel industry in 

Sri Lanka contributed almost 6% of the GDP resulting primary foreign exchange earner 

accounting to 40% of the major exports and 52% under industrial products exports (Embuldeniya, 

2015). 

As a leading apparel brand, the selected company is continuously facing a high employee turnover 

of 40% each year according to the annual reports of the company. Therefore, it is important to 

utilize the existing human resource. This research investigates the impact of the extrinsic and 

intrinsic rewarding system which was implemented in the year 2016 by the company to reduce the 

employee turnover. Furthermore, the research is investigating using the empirical evidence on the 

impact of the current rewarding system towards the employee motivation. This study uses a sample 

of 400 employees out of the 750 total workforces including the employees of the operational level 

activities, senior management, and middle management. All the other employees were taken into  

 

 

 



consideration as they involve in the operational level and managerial level activities of this 

company representing 53% as the sample from the total population. The simple random sampling 

method was used, because all employees attached to operational level activities at this company 

will get equivalent chances to catch specific on the selected sample. Furthermore, this study will 

reflect whether there is a direct relationship among the employee motivation and extrinsic and 

intrinsic rewarding system. This research mainly focuses on the impact of current rewarding 

system towards employee motivation. Furthermore, this research evolves over a company 

description, the problem statement, a comprehensive literature review, a detailed manner 

conceptual framework, and also it contains a detailed data analysis with regard to selected variables 

including financial and non-financial rewards as the independent variable and employee 

motivation as the dependent variable. This study involves intrinsic and extrinsic rewards as 

independent variables. In independent variable extrinsic reward includes three dimensions as basic 

salary, bonus scheme and job promotions. As for the intrinsic reward, it includes recognition, 

learning opportunity, and achievements. 

The data was collected by using the primary data and it was analyzed through charts and graphs. 

Through the analysis a significant and positive relationship was found between employee 

motivation and organizational performance. So, this report is going to explain how to motivate 

employees an avoid demotivation in the selected apparel company in Sri Lanka. As per the 

findings of the study individual expectations will always change and the top management should 

utilize their skills and other strategies to enhance the organizational performance through 

motivating the employees. Moreover, there is a direct relationship between employee motivation 

and organizational rewarding system. 

 

1.1 Problem Statement 
 

Apparel sector in Sri Lanka is also a highly competitive field in terms of commercialization. So, 

it is a must to improve the organizational productivity and the efficiency in terms of its resources. 

The topic which the author has selected for this research is “impact of company rewarding system 

on employee motivation.” This further elaborates what is the impact of rewarding system in 

the selected company towards existing motivational levels of employees? as the main 

research question. 

 

 



The main reason for this study is the higher labor turnover rate in the past 5 years. Here the labor 

turnover rate of the selected company is much higher than the other competitive companies in the 

same industry (Central Bank, 2015).According to Central Bank annual reports it is explicit that 

there is a 23% ratio regarding the labor turnover rate and the company lacks employees which is 

a future threat as well to the industry. This can be mainly due to lack of motivational levels of the 

employees and here it is trying to assess the impact towards it using the rewarding system. The 

focus of this study to enhance the organization performance through motivation at the selected 

company and its efficiency with comparison to the company performance, determine whether there 

is a direct relationship and find out how the level of impact towards the company performance. 

 

1.2  The main purpose of the study 

Main objective 

• To identify to impact of the current rewarding system on employee motivational levels in the 

selected company. 

Secondary objectives 

• To identify the ideal HR practices that the company is currently engaged with as well the 

future policies for the company to enhance and motivate the existing employee performance. 

• To identify the reasons for high labor turnover rate as it is an explicit issue with special 

reference to selected company. 

• To identify most important reward practice on employee motivation 
 

1.3 Significance of the study 

It is important to identify the relationship among current rewarding system and the employee 

motivation as employees are considered as an asset for any organization. If the employees are 

leaving the organization with higher labor turnover rate it will be a huge problem for long term 

survival of the organization. By conducting this research, it helps to identify the relationship 

between rewarding systems on employee motivational levels. 

First, the organization can identify the reasons for high employee turnover rate. Second, to 

categorize the weaknesses of the current HR practices and policies of the organization. This will 

help to reduce the employee turnover rate at even to a certain extent. 

 



 

2. Literature Review 

In the following section the paper presents the conceptual framework variables and the 

associated theories using various scholarly articles. 

2.1 Human Resource Practices 
 

Nowadays, the firms have the human resource as a major competitive advantage (Wright, 

Gardner, & Moynihan, 2003). Therefore, creating a better competitive advantage with the workers 

associated in a firm requires more knowledge in handling the human resource and the best 

leverage of the assets (Wright et al., 2003).The research studies on HRM practices and firm’s 

performance levels has grown rapidly over the last few years. There is a relationship between the 

human resource practices and the corporate turnover. Profitability and the market value provide a 

foundation for much of the research which is conducting today (Pirzada, Hayat, Ikram, Ayub, & 

Waheed, 2013). There are many research studies focusing the relationship between many human 

resource practices and employee motivation. Therefore, this research will contribute to solve a 

major problem of labor turnover in the selected organization using the similar structure of the 

existing literature sources. Similarly, Pirzada et al. (2013) stated that there is a direct relationship 

among the HRM practices within a firm and firm’s financial performance. It is vital to get some 

knowledge on the existing literature sources to in identifying the reasons for the current labor 

turnover ratios. 

 
 

2.2 Employee turnover 

Accordingly, the HRM practices have a direct relationship with the employee turnover (Pirzada 

et al., 2013). Moreover Lazear, Shaw, and Stanton (2015) added that HRM practices also relates 

with the firm’s productivity levels. This research area can be considered as the strategic human 

resource management (SHRM) which emphasizes the strategic role of human resources 

management in a firm (Delery & Roumpi, 2017). 

A study conducted by Igbaria and Siegel (1992) mentioned that age, status, occupation, job type, 

and experience in the computer field do affects the labor turnover than the qualifications and the 

educational levels. Huselid stated that the part of the monetary returns gained by the organisation 



is due to high performing employees. This also shows a simple linear relationship among 

turnover rations and the financial performance (Huselid, 1995; Pirzada et al., 2013). 

Hancock, Allen, Bosco, McDaniel, and Pierce (2013) mentioned that each organization has an 

optimal level of employee turnover given its unique situation. The turnover rates below or above 

the optimal rate affects the organizations level of financial performance (Hancock et al., 2013). 

Analyzing the turnover intentions of the workers are important as majority of the research focuses 

this issue on the psychology field rather than in the HRM field (Cohen, 2000). In this area most 

of the Psychologists argue that intentional labor turnover results in incurring potential costs to the 

firms as it loses the valuable human resources with the disruption of firm’s workflow (Cascio, 

1991). 

2.3 Employee motivation 

According to Reinke (2003) motivation means an internal drive to satisfy an unsatisfied need and 

to achieve a certain goal. It is also a procedure that begins through a physiological or psychological 

need that stimulates a performance set by an objective (Reinke, 2003). The Motivation, in 

psychology, describes the goal-directed behavior of an individual (Boekaerts, de Koning, & 

Vedder, 2006). Some human activity seems to be best explained by postulating an inner directing 

drive. However, the learned motives are sometimes linked with drives, e.g., the motivation to 

achieve social status is often viewed as a derivative of the sex drive. Motives are sometimes classed 

as deficiency motives, such as the need to remove the physiological deficiency of hunger or thirst, 

or abundance motives, i.e., motives to attain greater satisfaction and stimulation (Abraham H 

Maslow, 1970). 

Many contemporary authors have been defined the concept of motivation. Motivation has been 

defined as: the psychological process that gives behavior purpose and direction (Omolayo, 2007). 

Although it is not possible directly to motivate others, it is nonetheless important to know how to 

influence what others are motivated to do, with the overall aim of having employees identify their 

own welfare with that of the organization (Blakiston, 2011). In general terms reward management 

generates as an overall concept of compensation strategies which are defined as the “deliberate 

utilization of the pay system as an essential integrating mechanism through which the efforts of 

various sub-units or individuals are directed towards the achievement of an organization’s 

strategic objectives” (Kivistö, 2008). 



2.4 Motivational theories 

“Motivation is the art of getting people to do what you want them to do because they want to do 

it” (Achim, Dragolea, & Balan, 2013). There are many theories which introduced by different 

authors about motivation and among those theories there are five main theories which motivation 

have been explained using different approaches. Those are Maslow’s hierarchy theory, Vroom’s 

expectancy theory, Herzberg’s two factor theory, Adams’ equity theory and finally Skinner’s 

reinforcement theory (Hauser, 2014; Abraham Harold Maslow, 2013). As explained by Martin et 

al. in 2004 the study of motivation has created two major theories applicable to employee 

motivation programs: Content theories and process theories. Content theories focus on WHAT, 

while process theories focus on HOW human behavior is motivated.  
 
 

2.4.1 Maslow’s Hierarchy of Needs Theory 
 

The Maslow’s hierarchy of needs theory is one of the best known and most influential theories for 

employee motivation. This theory provides deep understating of what motivates employees at a 

workplace.  Maslow  suggested  that  people  possess  a  set  of  motivation  systems  unrelated to 

rewards or unconscious desires. Basically, employees are motivated to achieve certain needs, and 

that some needs take priority over others. When one need is fulfilled, a person seeks to fulfil the 

next one, and so on. The most widespread version of Maslow’s hierarchy of needs includes five 

motivational needs, often depicted in a triangle (Abraham Harold Maslow, 2013). This shows how 

basic needs must be met before one can go up the hierarchy, to address more complex needs. This 

five-stage model can be divided into basic needs as physiological, safety, growth social, and 

esteem needs which relates in fulfilling the human potential (self-actualization). The deficiency or 

basic needs are said to motivate people when they are unmet (Hauser, 2014; Abraham Harold 

Maslow, 2013). 

 
 



2.4.2 ERG theory 

ERG is a motivational construct concerned with understanding the factors that contribute to 

individual human behavior (Abraham Harold Maslow, 2013). It is one of four content approaches 

that consider the intrinsic factors that cause a person to take specific actions. Such understanding 

is useful to employers seeking to understand and improve performance in the workplace. 

According to Ivancevich (2008), “ERG has not stimulated a great deal of research,” so there is not 

a lot of empirical information as a model of human need, however, ERG theory has been validated 

by human experience. The construct has been discussed in philosophical and empirical studies and 

is often included with other content approaches to motivation (Ivancevich, 2008). 

 
 

2.4.3 McClelland’s theory of needs. 
 

McClelland described three human motivators that humans acquire, learn their motivators over the 

time. This is a one main reason why this theory is sometimes called as the ‘Learned Needs Theory’. 

According to this theory humans have three motivating drivers, and it does not depend on their 

gender or age. One of these drives or needs will be dominant in human behavior. Those three 

motivators are: achievement: a need to accomplish and demonstrate competence or mastery, 

affiliation: a need for love, belonging and relatedness. Finally, the power: a need for control over 

one’s own work or the work of others(Ivancevich, 2008). 

 
2.4.4 Hertzberg’s two factor theory 

 
This is often called the two-factor theory and focuses on motivational factors which are essential 

to achieve the given goals of the workplace (Rumelhart, Hinton, & Williams, 1986).Herzberg 

concluded that job satisfaction and dissatisfaction were the products of two separate factors which 

are motivating factors as achievement, recognition, work itself, responsibility and advancement. 

Moreover, hygiene factors as company policy and administration, supervision, salary, 

interpersonal relationships and working conditions. 



2.4.5 Vroom’s Expectancy Theory 
 

It defines motivation as a process that governs employee choices among alternative forms of 

voluntary behavior. According to Vroom expectancy theory it has four hypotheses. One 

assumption is that people join organizations with expectations about their needs, motivations, and 

past experiences. These influence how individuals react to the organization. Secondly, an 

individual’s behavior is a result of conscious choice. That is, people are free to choose those 

behaviors suggested by their own expectancy calculations. The next assumption is that people want 

different things from the organization (ex: good salary, job security, advancement, and challenge). 

The last assumption is that people will choose among alternatives to optimize outcomes for them 

personally. Expectancy theory based on three key elements as depicted in figure 3 expectancy, 

instrumentality, and valence. An employee is motivated to the degree that, effort will lead to 

acceptable performance (expectancy); secondly, performance will be rewarded (instrumentality), 

and finally, the value of the rewards is highly positive (valence). 

 
2.4.6 Adam’s Equity Theory 

 
The Adam’s Equity Theory explains that employees are motivated if they are treated equitably and 

receive what they consider fair for their effort and costs. This theory is very efficient in predicting 

employee behavior. According to Greenberg basically equity theory focuses on two sides: the input 

and the outcome. An employee compares his or her job’s inputs with an outcomes ratio as depicted 

below. If the employee perceives inequality, employee will act accordingly. The employee may 

lower productivity or reduce the quality of their job. Many times, inequities can lead to an increase 

in absenteeism and higher labor turnover rate(Greenberg & Baron, 2003). 

 

2.4.7 Locke’s Goal Setting Theory 
 

This theory states that goal setting is essentially linked to task performance. Therefore, specific, 

and challenging goals along with appropriate feedback contribute to higher and better task 

performance. These goals should include clarity, challenge, commitment, feedback, and 

complexity. Employees should feel like part of the goal-setting process to be committed to a clearly 

relevant goal. It is a must to have a program that involves feedback, recognition, and progress 

reports. 



2.5 Rewards and employee motivation 

Rewards are the most important element to motivate employees for contributing their best efforts 

to generate innovation ideas that lead to better business functionality and further development of 

the performance of the company. According to Dewhurst et al. (2010), there are other means to 

reward employees that do not just focus on financial compensation. Some of these includes 

praising from their managers, the opportunity to take on important projects or tasks, and even 

leadership attention (Dewhirst et al., 2010). Much research on leader power have found that 

supervisor reward power would be positively associated with employee task performance, 

productivity, satisfaction, turnover, and organizational citizenship behaviors (Ibrar & Khan, 2015). 

Avey et al. also noted how companies are so hardly trying to distinguish themselves at the markets 

by their products, service and price but neglecting the possibility to stand out from others with 

their original employees (Avey, Luthans, & Jensen, 2009). Markova et al. mentioned that the real 

success of the companies originates from the employees’ willingness to use their creativity, 

abilities, and know-how in favor of the company, and it is the organization’s task to encourage and 

nourish these positive employee inputs by putting effective reward practices in place (Marková, 

2003). Therefore, the aim of rewarding system is to motivate, commit, develop employees, and 

attract new employees. Rewarding practices are not out of context; those are linked to the internal 

organizational culture, wider culture outside of the organization referring to the pay levels and 

benefits offered by the other companies, and the emphasis management is putting on reward 

practices (Armstrong & Baron, 2002). 

 

 

 

 

 

 

 

 

 



3. Methodology 

The conceptual framework consists extrinsic and intrinsic rewards as the independent variable 

and the employee motivation as the dependent variable. Relationship of the variable for this 

study is referred as below. 

Figure 3- Conceptual framework 

 

 

 

 
 

 
 
 

3.1 Sample 
 

The study comprises a total population of 750 employees in the selected apparel company of Sri 

Lanka. Therefore, out of the total 750 employees 400 employees including operational level, senior 

management and middle management is selected for the research. This represents 53% from the 

total population. The simple random sampling method was used, because all employees attached 

to the selected company will get equivalent chances to catch specific on the selected sample. 

3.2 Data collection 
 

The data was gathered using a self-administrated questionnaire. Data was collected based on the 

conceptual framework defined in the research. The data collection instrument was a self- 

administrated questionnaire due to the flexibility and could be used to gather information 

concerning about the topic. Secondary data was gathered from the annual reports of the company. 

Latest 2016 & the 2015 annual reports were compared according to the study concerning about 

the labor turnover and its effect to the company performance. 
 

Extrinsic Rewards 

-Basic salary 

-Bonus scheme 

-Job promotions 

Intrinsic rewards 

-Recognition 

-Learning opportunity 

-Achievements 

 
 
 
 
 

Employee motivation 

Independent variable Dependent variable 



 

4. Data Analysis 

The data was collected through the descriptive study, and then it was tabulated in SPSS Software 

for statistical analysis Descriptive statistics were used to understand the characteristics of the 

dependent variable and the independent variables in this research .Correlations of coefficient and 

multiple regression analysis were used to understand the relationship between the dependent and 

the independent variable (Fisher, 2006). 

4.1 Reliability analysis of the questionnaire 
 

Multiple choice questions related to each factor were asked. Responses were rated in Likert sale 

of (5-1). Cronbach's alpha is a measure of internal consistency ("reliability") of data. It is most 

used when multiple Likert questions in a survey/questionnaire that form a scale and to determine 

if the scale is reliable. 

Standardized Cronbach's alpha is defined as, 
 
 

𝛼𝛼 = 
𝑁𝑁. 𝑐𝑐 

 
 

𝑣𝑣 + (𝑁𝑁 − 1). 𝑐𝑐 
 

Where, N = Number of items, c = Average inter-item covariance among the items and v = Average 

variance. Higher alpha value indicates good internal consistency among questions while lower 

alpha values suggest inconsistency among questions. In here the Alpha values greater than 0.7 

considered as good. The below Table 1 is the summary of the reliability test. 
Table 1: Summary of Reliability Tests 

 
Dimension Items Cronbach's alpha 

Basic salary Q1,2,3,4,5 0.767 

Bonus scheme Q6,7,8,9,10 0.800 

Job promotions Q11,12,13,14,15 0.904 

Recognition Q16,17,18,19,20 0.721 

Learning opportunity Q21,22,23,24,25 0.921 

Achievements Q26,27,28,29,30 0.940 

Employee motivation Q31,32,33,34,35 0.816 



As shown in Table 1, Cronbach alpha value for all the dimensions are greater than 0.7. Hence the 

reliability of the scale is conventional. 

4.1.1 Pearson correlation coefficient analysis between basic salary and employee motivation 

Pearson correlation coefficient analysis is used to analyze the relationship between each dependent 

and independent variable in the given conceptual framework. Below Table 2 shows the correlation 

between basic salary and employee motivation. 

Table 2: Correlation between basic salary and employee motivation 
 
 

Correlations 

 Basic Salary Employee motivation 

 
 
Basic salary 

Pearson Correlation 1 .198** 

Sig. (2-tailed)  .000 

N 400 400 

 
 
Employee motivation 

Pearson Correlation .198** 1 

Sig. (2-tailed) .000  

N 400 400 

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

 

Accordingly, there is a positive correlation coefficient value which is 0.198. This stand as an 

evidence which indicates a positive relationship between basic salary and employee motivation. 

The correlation is significant at the 0.01 level. 



4.1.2 Pearson correlation coefficient analysis between bonus scheme and employee 

motivation 

There is a strong positive correlation coefficient value which is 0.816 between bonus scheme and 

employee motivation. This strongly stand as an evidence which indicates a strong positive 

relationship between bonus scheme and employee motivation. The correlation is significant at the 

0.01 level. Below Table 3 shows the correlation between bonus scheme and employee motivation. 

Table 3: Correlation between bonus scheme and employee motivation 
 

Correlations 

 Bonus scheme Employee motivation 

 
 
Bonus scheme 

Pearson Correlation 1 .816** 

Sig. (2-tailed)  .000 

N 400 400 

 
 
Employee motivation 

Pearson Correlation .816** 1 

Sig. (2-tailed) .000  

N 400 400 

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



4.1.3 Pearson correlation coefficient analysis between job promotions and employee 

motivation 

There is a strong positive correlation coefficient value which is 0.926. This strongly stand as an 

evidence which indicates a strong positive relationship between job promotions and employee 

motivation. The correlation is significant at the 0.01 level. This is the highest significant variable 

affecting the employee motivation levels. Below Table 4 shows the correlation between job 

promotion and employee motivation. 

Table 4: Correlation between job promotion and employee motivation 
 

Correlations 

 Job promotion Employee motivation 

 
 
Job promotion 

Pearson Correlation 1 .926** 

Sig. (2-tailed)  .000 

N 400 400 

 
 
Employee motivation 

Pearson Correlation .926** 1 

Sig. (2-tailed) .000  

N 400 400 

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

 
 

4.1.4 Pearson correlation coefficient analysis between recognition and employee motivation 
 

Accordingly, there is a strong positive correlation coefficient value which is 0.847.This strongly 

stand as an evidence which indicates a strong positive relationship between recognition and 

employee motivation. This is the second highest significant variable affecting the employee. 

motivation levels. The correlation is significant at the 0.01 level. Below Table 5 shows the 

correlation between recognition and employee motivation. 



Table 5: Correlation between recognition and employee motivation 
 
 

Correlations 

 Recognition Employee motivation 

 
 
Recognition 

Pearson Correlation 1 .847** 

Sig. (2-tailed)  .000 

N 400 400 

 
 
Employee motivation 

Pearson Correlation .847** 1 

Sig. (2-tailed) .000  

N 400 400 

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

 

4.1.5 Pearson correlation coefficient analysis between learning opportunity and employee 

motivation 

There is a very low positive correlation coefficient value which is 0.126. This stand as an evidence 

which indicates as the lowest significant relationship between learning opportunity and employee 

motivation. The correlation is significant at the 0.01 level. Below Table 6 shows the correlation 

between learning opportunity and employee motivation. 

Table 6: Correlation between learning opportunity and employee motivation 
 

Correlations 

 Learning 
opportunity 

Employee motivation 

 
 
Learning opportunity 

Pearson Correlation 1 .126** 

Sig. (2-tailed)  .000 

N 400 400 

 
 
Employee motivation 

Pearson Correlation .126** 1 

Sig. (2-tailed) .000  

N 400 400 

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



4.1.6 Pearson correlation coefficient analysis between achievements and employee 

motivation 

Accordingly, there is a positive correlation coefficient value which is 0.206. This strongly stand 

as an evidence which indicates a strong positive relationship between achievements and 

employee motivation. The correlation is significant at the 0.01 level. Below Table 7 shows the 

correlation between achievement and employee motivation. 

Table 7: Correlation between achievements and employee motivation 
 

Correlations 

 Achievements Employee motivation 

 
 
 
Achievements 

Pearson 
 
Correlation 

 
1 

 
.206** 

Sig. (2-tailed)  .000 

N 400 400 

 
 

Employee motivation 

Pearson 
 
Correlation 

 
.206** 

 
1 

Sig. (2-tailed) .000  

N 400 400 

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

 
 

5. Findings and discussion 

When doing this research study, initially the researcher was searched the actual figures of 

recruitment and resignations for last few years and motivational strategies/ packages used by the 

company. The researcher identified that the labor turnover ratio is higher in this company when 

compared with the other competitive companies in the same industry. The main objective of the 

research study is about the investigation of the factors affecting employee motivation at the 

selected company. The major finding was that there is a strong positive influence from the job 

promotions variable towards employee motivation which is a major extrinsic reward. Therefore, 

by giving the possible job promotions will lead in increasing the motivational levels of the 



company. The second highest co-efficient value is the recognition. By giving a proper recognition 

for the employees the company can decrease the labor turnover rations. The major aspect of these 

variables is that these two variables intrinsic are extrinsic rewarding systems which will lead to 

increase the employee motivation levels by incurring a comparatively low cost to the company. 

The bonus scheme is having a co-efficient value of 0.816 and is having a significant impact towards 

the motivational levels of the workers. Achievements such as award nights and other appraisal 

methods also have a significantly low impact towards the motivational levels. Basic salary levels 

are also having a very low impact towards the motivational levels as the employees are not 

interested or satisfied with the given basic salary levels by the company including the hourly rates 

and the overtime payments. Finally, there is a very low impact through learning opportunities given 

towards the employees as the excising workforce is no longer interested in doing so. 

 

6. Conclusion 

The study concluded by identifying the main rewarding practices which motivates the existing 

employees of the selected company. This will help the company to reduce the future labor 

turnover as it is a major concern and an issue for the company. Time limits are highly exerting 

pressure against completing the research in time. The misuse of sampling and weighting, which 

can completely undermine the accuracy, validity, and feasibility of this research. Information of 

the HR department can only be revealed up to a certain extent due to the rules & regulation of the 

selected apparel company. The HRM system that minimizes turnover, for instance, may not 

maximize productivity. Much greater attention to these issues is needed over the next decade. 



 
Appendices – Questionnaire 
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Basic salary      

I am not thinking of leaving, from XYZ company as I am satisfied with my 
present basic salary 

     

The company has a rating system based on each employees qualifications 
and work experience in deciding the basic salary levels 

     

The company existing salary rating system is fair and adequate      

I do not think that the competitive firms in the same field has a competitive 
compensation scale as XYZ company. 

     

I feel that if I have more working years with XYZ company, the company will 
give special consideration while adjusting the basic salary levels. 

     

Bonus scheme      

I am not thinking of leaving XYZ company because I am satisfied with the 
performance appraisal system. 

     

I am going to stay in the XYZ company because of I am happy with the 
seasonal bonus commission payment 

     

I am not thinking of leaving from the XYZ company because of I am happy 
with the way the company policy of “Conversion to full Incentive Scheme 
after 12 months” 

     

I strongly believe that this company is the only company in Sri Lanka with a 
fair bonus scheme system (While comparing with competitors based on my 
work experience) 

     

I am happy with the existing insurance, medical and other fringe benefits 
provide by the company. 

     

Job promotions      

I am going to stay in the XYZ company because of I am satisfied with the 
career path created by the company and it’s helpful for my future (I can 
climb up to CEO level or at least senior management level). 

     

I am not thinking of leaving because of company has arranged many types 
of get-togethers to develop employer and employee leading to job promotions 

     



I think that the last year job promotions are fair      

When it comes to a promotion the company only consider the qualification 
levels and the work experience 

     

Company gives more priority to old employees rather than the highly 
qualified new employees 

     

Recognition      

The new employees should respect the old employees      

The criteria for the recognition programs has been clearly explained to me 
in the orientation program 

     

I am not thinking of leaving this company because I am happy with how I 
am rewarded for my achievements at the annual award ceremony 

     

Even though some employees are loyal and old the company disregard them 
with regard to recognition. Therefore it is not fair. 

     

For each extra performance this company treat fairly to each employee      

Learning opportunity      

I am very keen on the training and development programs rendered by the 
company 

     

The learning opportunities helps each employee to develop their skills, 
therefore it is highly useful 

     

There is a chance to participation for every worker towards the foreign 
training programs allocated, once in two years 

     

Company supports those employees who are working while studying for 
some exams 

     

I think the working experience I gained through XYZ is almost better 
learning opportunity than any other competitive company (with regard to 
new technology, machinery and other resources) 

     

Achievements      

It doesn't take much time and effort to nominate employees for an award      

Have you ever received an award from this organization?      



The existing performance appraisal system leads to high achievements      

I am not thinking of leaving because I am happy with the displaying system 
of the Top achiever’s e photographs and their names on the newspaper and 
in front of the head office. 

     

The company already consist of an environment which encourages the 
achievements 

     

Employee motivation      

I feel that my work is valued and appreciated by the company      

Independence and freedom to influence work content and methods as well 
as to raise voice against the unfair practices 

     

I am completely satisfied with the overall rewarding systems in the company      

I think I will work for the lifetime or at least will spend half of my lifetime 
here 

     

Participation in decision-making makes me feel more motivated      
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