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CHAPTER ONE
1.0 	INTRODUCTION
Motivation plays a crucial role in enhancing employee performance and achieving organizational goals. In the hospitality industry, particularly in medium-sized hotels, where customer satisfaction and service delivery are key determinants of success, employee performance directly impacts organizational outcomes. Among various motivational tools, monetary incentives have traditionally been considered one of the most powerful motivators (Taylor, 2017). 
In today's competitive business environment, organizations constantly seek strategies to enhance employee performance, as it directly influences overall organizational success. One of the most significant motivational factors that have been widely studied in various industries is money. The relationship between financial incentives and employee performance has been debated extensively, with some arguing that money serves as a powerful motivator, while others suggest that non-financial factors are equally important. However, in the context of medium-sized hotels, where financial resources may be more limited compared to larger enterprises, the role of money as an effective motivational tool remains a crucial area of inquiry. Armstrong, M. (2014).
Hotels, particularly those in the medium size category, face unique challenges in maintaining high service standards and satisfying customer expectations, which require optimal employee performance. Employees, particularly those in customer-facing roles such as receptionists, housekeeping staff, and service personnel, play a pivotal role in ensuring that customers receive quality service. This, in turn, directly affects the hotel's reputation, customer satisfaction, and overall business success. Consequently, understanding the factors that influence employee motivation and performance within the hospitality industry is critical for improving operational effectiveness and enhancing service delivery (Herzberg et al., 2019).
Money, as an extrinsic motivator, is often seen as a straightforward method to incentivize employees to meet performance goals. However, its effectiveness may vary based on the nature of the work, organizational culture, and individual employee needs. While financial rewards can provide immediate gratification and tangible results, it is essential to explore whether they foster long-term motivation or if other factors, such as job satisfaction, career growth, and recognition, may contribute more to sustained employee performance. (Gohari et al., 2013).
In medium-sized hotels, where resources are typically more constrained than in larger hotel chains, understanding how financial rewards impact job performance is particularly relevant. These organizations may rely on more cost-effective strategies, including salary increments, bonuses, or other monetary incentives, to retain talent and boost employee morale. This research aims to examine the influence of money as a motivational factor on employee job performance in medium-sized hotels, identifying both the advantages and limitations of financial incentives in improving hotel staff productivity and customer service. (Ryan, 2020).
By exploring this relationship, this study will provide valuable insights that hotel managers and industry stakeholders can use to develop more effective motivational strategies that align financial rewards with enhanced job performance, ultimately benefiting both employees and the organizations they serve. (Ryan, 2020).
1.1 	BACKGROUND OF THE STUDY
The hospitality industry, particularly medium-sized hotels, is a dynamic sector that relies heavily on employee performance to maintain high service standards, customer satisfaction, and profitability. In this competitive environment, hotel management must constantly explore ways to motivate and enhance the performance of their staff. Employee motivation is a complex and multifaceted phenomenon that involves both intrinsic and extrinsic factors. Among these, money has traditionally been regarded as one of the most powerful extrinsic motivators in the workplace, capable of influencing employee behavior and performance. Armstrong (2014).
Money, in the form of salaries, bonuses, commissions, and other financial incentives, has long been used as a tool to attract, retain, and reward employees. It is often assumed that offering competitive pay and financial rewards can drive employees to work harder, be more productive, and demonstrate higher levels of commitment to their roles. In the context of medium-sized hotels, where resources are typically more limited than in larger hotel chains, the allocation of financial incentives may be particularly crucial. The need to maintain a competitive edge in service delivery and customer satisfaction makes it imperative for hotel managers to identify the most effective ways to motivate employees, ensuring that staff performance meets organizational goals. Armstrong (2014).
Over the years, studies have shown that financial rewards can serve as a short-term motivator, boosting employee morale and productivity when implemented appropriately. However, the long-term impact of money as a motivator has been questioned. Some research suggests that while financial incentives may lead to an immediate boost in performance, they may not be as effective in sustaining motivation over time. In contrast, non-monetary rewards such as job recognition, career advancement opportunities, and a positive work environment are often cited as significant factors in long-term employee satisfaction and performance. Thus, the relationship between money and job performance is not always straightforward and may depend on various contextual factors, such as the nature of the work, individual employee preferences, and organizational culture. (Ryan & Deci, 2018).
In medium-sized hotels, where the workforce may be smaller, and the relationship between employees and management may be more personal, money could play a particularly influential role. Employees in these hotels, particularly those working in direct customer service roles such as front desk staff, housekeeping, and food and beverage personnel, may perceive financial incentives as a sign of appreciation for their hard work, motivating them to provide exceptional service. However, these employees may also face challenges such as high job demands, long working hours, and the potential for burnout, which could influence how financial rewards impact their performance and job satisfaction. (Gohari et al., 2018).
Despite the potential benefits, there is limited research specifically addressing the role of money as a motivational factor in medium-sized hotels. Much of the existing literature focuses on larger hotel chains or industries outside of hospitality, making it essential to examine the unique dynamics of medium-sized hotels and the effectiveness of financial incentives in this context. This study seeks to fill this gap by exploring how money influences employee motivation and job performance in medium-sized hotels, considering both the positive and negative implications of financial incentives. (Vroom, 2019).  
In addition to understanding the direct effects of money, this study will also explore the potential interplay between monetary and non-monetary motivators. It will examine how financial incentives can be balanced with other forms of recognition and career development opportunities to create a holistic approach to employee motivation. Understanding these dynamics is crucial for hotel management, as it enables them to develop targeted strategies that foster a motivated, high-performing workforce while maintaining cost-effectiveness. (Gohari et al., 2018).
Through this research, the study aims to contribute to a deeper understanding of the role money plays in motivating employees in the hospitality industry, specifically within medium-sized hotels. The findings will provide valuable insights for hotel managers and human resources professionals seeking to optimize employee performance through effective compensation strategies. (Gohari et al., 2013).


1.2 	STATEMENT OF THE PROBLEM
Despite the recognized importance of employee motivation, many medium-sized hotels experience high turnover rates, low employee engagement, and inconsistent service delivery. This raises concerns about the adequacy of existing motivational strategies. While financial incentives are often provided, there is limited empirical evidence on whether these monetary rewards significantly impact employee performance in medium-sized hotels. Therefore, the problem this study seeks to address is the unclear influence of money as a motivational factor on the job performance of employees in medium-sized hotels.
1.3 	OBJECTIVES OF THE STUDY
The main objective of this study is to assess the influence of money as a motivational factor on employee job performance in medium-sized hotels. The specific objectives include:
1. To determine the types of monetary incentives commonly used in medium-sized hotels.
2. To examine the relationship between monetary rewards and employee job performance.
3. To assess employee perceptions of money as a motivator compared to non-monetary factors.
1.4 	RESEARCH QUESTIONS
The study seeks to answer the following research questions:
1. What types of monetary incentives are offered in medium-sized hotels?
2. What is the relationship between monetary incentives and employee job performance?
3. How do employees perceive the importance of money in relation to other motivational factors?
1.5 	RESEARCH HYPOTHESES
To guide this study, the following hypotheses are proposed:
· H₀₁: There is no significant relationship between monetary incentives and employee job performance in medium-sized hotels.
· H₁₁: There is a significant relationship between monetary incentives and employee job performance in medium-sized hotels.
1.6 	SIGNIFICANCE OF THE STUDY
This study is significant to hotel managers, human resource practitioners, and policymakers in the hospitality sector. It provides insights into the effectiveness of monetary incentives in motivating employees and improving performance. The findings will help medium-sized hotels make informed decisions about compensation strategies and improve employee retention and service delivery. Additionally, this study contributes to academic literature by shedding light on motivational dynamics within medium-sized hospitality establishments.
1.7 	SCOPE OF THE STUDY
The study focuses on medium-sized hotels within a defined geographical area (to be specified depending on the researcher's context, e.g., a city or region). It targets employees across various departments, including front desk, housekeeping, food and beverage, and management. The study emphasizes monetary motivation and its effect on job performance, while acknowledging other motivational factors as background considerations.
1.8 	LIMITATIONS OF THE STUDY
Some limitations of the study may include:
· Limited access to financial records or detailed incentive data due to confidentiality.
· Potential bias in employee responses due to fear of employer retaliation or expectation of reward.
· The study may not be generalizable to large-scale or small hotels due to contextual differences.
1.9 	DEFINITION OF TERMS
· Motivation: The internal or external factors that stimulate desire and energy in people to be continually interested and committed to a job or subject.
· Monetary Incentives: Financial rewards given to employees such as salaries, bonuses, allowances, and commissions.
· Employee Job Performance: The efficiency and effectiveness with which job duties are carried out by an employee.
· Medium-Sized Hotels: Hospitality establishments with a moderate number of rooms and employees, typically larger than small or boutique hotels but not as large as major chains or resorts.

CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
This chapter provides a review of existing literature relevant to the study. It explores the theoretical and empirical frameworks that underpin the relationship between monetary motivation and employee performance, particularly within the hospitality industry. The chapter covers motivation theories, the role of financial incentives, employee job performance indicators, and the specific context of medium-sized hotels. 
2.1 CONCEPTUAL FRAMEWORK
2.1.1  CONCEPT OF MOTIVATION
Motivation is defined as the internal drive that pushes individuals to take specific actions to achieve desired goals. According to Robbins and Judge (2019), motivation is the process that accounts for an individual’s intensity, direction, and persistence of effort toward attaining a goal. In the workplace, motivation significantly impacts how employees perform, how committed they are, and their willingness to go beyond routine duties. Motivation refers to the psychological processes that arouse, direct, and sustain goal-directed behavior. It is a central concept in organizational behavior and a key determinant of employee productivity. 
Motivation in simple terms may be understood as the set of forces that cause people to behave in certain ways. Many people know motivation as the driving force behind an action. This may be the simplest definition of motivation. Motivation can be considered the state of having encouragement to do something. In any organization a motivated employee generally is more quality oriented. Highly motivated employees are more productive. Motivated employees are needed in our rapidly changing workplaces. Motivated employees help organizations to survive. To be effective, management need to understand what motivates employees within the context of the roles they perform. For the hotel industry, employee motivation is a major issue. It is a challenge for the management of the hotel industry to motivate employees, to stay on the job and to offer the efficient, good service which customers expect (Cheng, 2015).
In this chapter a broader definition of staff motivation will be considered. Various theories of motivation will be highlighted with Maslow’s and Herzberg’s theories discussed in details as they constitute the main focus in our study. Criticism of Maslow’s theory, factors affecting employee’s motivation and the impact of motivation on employee’s satisfaction will also be discussed.
2.1.2 The concept of employee motivation in an organization 
Employee motivation is one of the human resource management component practiced in most organizations. This practice is not only advantageous to the employees but also the employers as it keeps employees satisfied and aroused towards goal attainment (Antwi, Opoku, Seth & Margaret, 2016). Motivation is derived from the word “motivate” which means to move, push or influence to proceed to fulfilling a want. In other words to motivate means to provide with a motive. Having explained the adjectives that describe motivation, we will look at various perspectives of motivation as defined by some authors. Motivation is an individual’s active participation and commitment to attain the prescribed goals (Halepota, 2005). 
It is a power that strengthens or gives route to behaviour and triggers the tendency to continue. This explanation indicates that individuals must be satisfactorily energetic and clear about their destinations in order to attain assured targets. In same line Jibowo (1977) posits that motivation is an internal drive to satisfy an unsatisfied need and the will to accomplish. 
According to Greenberg & Baron, (2003:190), motivation is “the set of processes that arouse, direct, and maintain human behaviour towards attaining some goal”. Aworemi, Abdual-Azeez & Durowoju, (2011) argue that there are numerous definitions on motivation as well as kinds of motivation due to differences in culture and the environment. However, for the purpose of this study, we are adopting the definition by Greenberg & Baron (2003) since they see motivation in an organization as a set of processes meaning several factors are included in causing the arousal in an employee. Also it shows that the influence of these factors on the employee will determine the direction he or she will take as the next course of action. Thus this definition best explain our research objective and framework. In any organization, employee motivation is initiated through a psychological or physiological want that triggers performance intended at an objective. It is the springboard to employees acquiring job satisfaction especially when organizations use pay, benefits and recognition schemes properly. The word “Properly” is used because the challenge most organization have finding the right way to motivate staffs due to diversity at the workplace. For one employee free time maybe his source of motivation while to another it is a challenging task. 
Motivation leads to job satisfaction, reduces employee turnover and creates a good interaction between employee and customers, which eventually attracts repeat business (Chilembwe & Baluti, 2014). Every employee has special needs and wants which needs to be addressed by his or her employer likewise employers have goals, which must be acquired at the end of the day by the employees. Thus employee motivation stands as one of the policy of managers to enhance effectual job management amongst employees in organizations. A motivated employee is responsive to definite goals and objectives he/she must achieve, therefore focusing his or her efforts in that direction. Motivation makes an organization more successful this is because provoked employees are constantly looking for improved practices to work with, so it is essential for managers of organizations to find what motivate their workers best and give to them, which encourage them in bringing out their best (Ajila & Abiola, 2004). Getting staffs to give their best shot at work even in strenuous circumstances is one of the most stable and greasy challenges in most organizations. This challenge can be made feasible by motivating employees.
2.2 	MOTIVATIONAL THEORIES 
Several theories have been propounded in the area of motivation. According to Brooks et al. (2009:81), most models on motivation theories can be categorized into two. They are either content theories or process theories. Content theories try to identify and explain factors that energize or motivate people while process theories lay emphasis on how a variety of personal factors interact and influence human behaviour. These two categories of theories are quite often compatible and when combined, provide substantial insight into motivation in the workplace.
2.2.1 Alders ERG Theory 
Alderfer (1969) proposed that there are three categories of needs. These are: the Existence, Relatedness and Growth needs, which make up his ERG theory. Alderfer categorized Maslow’s lower order needs (Physiological and Safety) into the Existence category, he fitted Maslow's interpersonal love and esteem needs into the Relatedness category and the Growth category contained the self-actualization and self-esteem needs. Alderfer also proposed a regression theory to go along with the ERG theory. He said that when needs in a higher category are not met then individuals redouble the efforts invested in a lower category need. 
2.2.2 Vroom’s expectancy motivation theory 
One of the most widely accepted theories of employee motivation was developed by Victor Vroom in 1964. Expectancy theory assumes that behaviour results from conscious choices among alternatives whose purpose is to maximize pleasure and to minimize pain. For many employees, the prospect of a promotion is a reward that is highly valuable and worth all of the effort that one would need to make in order to earn it. He realized that an employee's performance is based on individual factors such as personality, skills, knowledge, experience and abilities. He stated that effort, performance and motivation are linked in a person's motivation. He uses the variables Expectancy, Instrumentality and Valence to account for this. Thus, Vroom's expectancy theory of motivation is not about self-interest in rewards but about the associations people make towards expected outcomes and the contribution they feel they can make towards those outcomes. Vroom realized that an employee's performance is based on individual factors such as personality, skills, knowledge, experience and abilities. However, it could equally apply to any situation where someone does something because they expect a certain outcome (Barbuto Jr & Scholl, 1998).
2.2.3 Mac Gregory Theory X and Y 
Theory X and Y were created and developed by Douglas McGregor at the MIT Sloan School of management in the 1960s. McGregor’s “Theory X” stresses the importance of strict supervision and external rewards and penalties. It considers that on the whole, workers dislike their work, and have little inherent motivation to perform well. Therefore, if organizational goals are to be met, 'Theory X' managers must rely heavily on detailed rules and instructions, close monitoring and the threat of punishment to gain employee compliance.
“Theory Y” highlights the motivating role of job satisfaction and allows scope for workers to approach tasks creatively. It is based on the belief that, given appropriate working conditions, most people perform well. The worker is considered as the most important asset of the company. It is perceived that workers can derive satisfaction from their physical and mental work, viewing it as a game or as something to be enjoyed. Workers can take responsibility and can solve problems in a creative way, so that they do not need to be shadowed constantly. Workers will commit to objectives in proportion to the satisfaction they get from achieving them. Thus, Theory Y managers consider that to achieve the objectives of the company, they must treat each worker as a mature and responsible individual, and adopt a style of participatory, democratic leadership, based on self-directory, self-control and requiring little external control (Kayode, 1973).
2.2.4 Self Determination Theory 
Self-determination theory (SDT) developed by Deci & Ryan (2015) is another theory of motivation, which is concerned with the motivation behind choices people make without external influence and interference. Its propositions also focus on how social and cultural factors facilitate or undermine people’s sense of volition and initiative, in addition to their well-being and the quality of their performance. Conditions supporting the individual’s experience of autonomy, competence, and relatedness are argued to foster the most volitional and high quality forms of motivation and engagement for activities, including enhanced performance, persistence, and creativity. In addition, SDT proposes that the degree to which any of these three psychological needs is unsupported or thwarted within a social context will have a robust detrimental impact on wellness in that setting. According to Deci & Ryan (2000), who proposed three main intrinsic needs involved in self-determination argue that the three psychological needs motivate the self to initiate behaviour and specify nutriments that are essential for psychological health and well-being of an individual.
2.2.5 Adam’s Equity Theory 
Adams’ (1965) equity theory explain why pay and conditions alone do not determine motivation. This is because people turn to compare themselves with those they consider are in a similar situation, which is the pivotal part of the theory. People need to feel that there is a fair balance between inputs (hard work, efforts, loyalty, adaptability, skill, flexibility, enthusiasm) and outputs (recognition, salary, bonus, responsibility, pay, reputation, promotion, praise). This theory suggest that when people feel fairly treated, they are more likely to be motivated whereas they are highly prone to feelings of disaffection and demotivation when they feel unfairly treated. 
2.3 	MASLOW’S NEED THEORY OF MOTIVATION 
Maslow (1943) propounded five motivational needs often portrayed as hierarchical level within a pyramid. People will try to satisfy their most pressing need first before going to the next important need which emerges after the previous must have been satisfied (Maslow 1943:375). He believed that people that come out of an environment which does not meet their basic needs tend to experience psychological complaints later in life. Based on the application of this theory to organizational settings; it can be argued that people who do not meet their needs at work will not function efficiently. Maslow’s theory is based on two assumptions; a) people always want more and b) people arranged their needs in order of importance. Maslow explained that one has to know where a person is on the hierarchical pyramid in order to motivate him/her. Thus you need to focus on meeting that person’s needs at that level.
McGregor’s X and Y theory is relate to Maslow's hierarchy of needs, which may be applied to show that human behaviour and motivation should be the main priorities in the workplace in order to maximize outputs. In adopting theory Y, the organization is trying to create a symbiotic relationship between the managers and workers, and fulfilling Maslow's needs for self-actualization and esteem. Maslow’s original five stage hierarchical model is divided into two i) basic or deficiency needs (physiological, safety, love, and esteem) and ii) growth needs (selfactualization). These needs are summarized as follows:
Psychological needs: These are basic needs found at the bottom of the pyramid often referred to as biological needs. These needs include: water, food, air, rest exercise, sex and warmth. Once these needs are met they no longer influence behaviour. An example of this would be trade unions ensuring that their member’s basic needs are met because they negotiate for better wages for their members.  
Safety needs: Once the first need is satisfied, the security needs assume precedence. These include the need for being safe at job site, insurance, medical aid, stability and the need to feel protected against physical and emotional harm.  
Social needs: This third level of needs is activated once the second level of needs has been adequately met. People have a need for love, friendship, acceptance and understanding from other people. Employees have a tendency to join groups that fulfil their social needs. Managers can play an important part by encouraging staffs to interact with one another and make sure that the social needs of subordinate are met.
Esteem needs: This is the fourth level of needs and it characterized by the need for self-respect, recognition by others, confidence and achievement.
Supervisor can play an active role in satisfying the needs of their employees by recognizing and rewarding high achievers for good performance.  
Self-actualization needs: This is the highest level of Maslow’s hierarchy of needs which refers to the full development of a person’s potential. It is a need where individuals seek personal growth and peak experiences to reach full potential
IMPORTANCE OF MOTIVATION
Motivation is required for the organizations, because:
· Motivated employees are always looking for better ways to do a job.
· A motivated employee generally is more quality oriented. This is true whether we are talking about a manager spending extra time in handling a restaurant or hotel or an associate taking extra care when arranging a function.
· Highly motivated worker are more productive than apathetic worker.
· Main purpose of motivation is to attract employees not only to join the organizations but also to remain in it.
· Motivated employees perform the tasks in a dependable manner.
SOME OF THE MOTIVATIONAL FACTORS FOR HOTEL EMPLOYEES
There are many motivational factors which can be used or are using to motivate the employees:
1. Communication
Within a hotel organization, communication is utmost important for passing information from one individual or group to another. It can be in different ways such as verbal, nonverbal, upward, and downward. Lack of good communication causes low productivity, poor service, and increased costs (Drummond, 2010).
Communication is one of many factors to motivate employees into a cohesive working module which results in objectives being achieved (Morgan, 2011).
2. Training
Powers and Barrows (2009) noted how training becomes an important activity for any hotel organization. Training provides on-the-job experiences and information that help employees become more proficient or qualified at a task at their current jobs. A well trained employee results in a reduction of costs, stress, turnover, and absenteeism and a corresponding increase in efficiency and customer satisfaction (Mill, 2018). Steven Hickey, senior vice president of T.G.I Friday’s, noted “training is probably the most important aspect of reduced turnover because it minimizes mistakes and that minimizes a lot of reasons for turnover” (Powers and Barrows, 2019).
3. Wages and Salaries
Salaries are the most obvious motivational factor when it comes to our jobs. Employees constantly compete for positions that offer the quickest, most easily accessible reward. Sometimes, many other motivational factors may sacrificed by employees to attain job satisfaction. That is why whenever any associate got good pay in another hotel or another service sector he moves.
Pay, is a major consideration in human resource management because it provides employees with a tangible reward for  their  services (Bohlander, Snell, and Sherman, 2011). Stone (2012) indicated that people are motivated by money for many different reasons. The need to fulfill the basic necessities of life motivates most people. Some people think of money as instrumental motivational factor, to satisfying non economic needs such as power, status and affiliations with desired groups. Money is often viewed as a symbol of personal success and achievement.
4. Fringe Benefits
Fringe benefits are additional to wages of workplace compensation. The fringe benefits for the workers in hotel organizations help the operation by having a positive, motivating work climate, increases in productivity, sales, profitability, excellent quality and cost control.
Money is an important factor to motivate employees but today, fringe benefits become equal to money as an important role to motivate employees. Following are the different fringe benefits given in hotel organization to its employees:
i. Health insurance: Health insurance is the most common benefit in the hotel industry.
ii. Leave Travel Allowances: Mostly Hotel organization provide LTA (Leave Travel Allowances) to its employees, in which they are given vacations with pay and some extra amount in the form of travel allowance. It is generally agreed that vacations are essential to the well being of an employee. This benefit also favors employees who need extra time to care for their aging parents or those simply wishing to spend their time with their family.
iii. Meals: In many hospitality operations, employees receive one free meal per daily shift and an unlimited amount of coffee and soft drinks. At Subway, for example, employees can eat for free in the company’s cafeteria; most hotels also serve meals in the employees’ cafeteria and do not permit employees to use food and beverage outlets at their place of employment (Jerris, 2019).
iv.  Uniform: Every hotel organization provides two set of uniform, which are laundered in hotel itself and provide to employees on rotation basis, i.e. washed against soiled uniform.
5. Good Working Environment
Wheelhouse (2019) noted that the working environment can often be a cause of low productivity. Employees need adequate equipment, space, heating, lighting and ventilation. Color also has a significant impact on the work environment. Restrooms and lockers need to be clean, secure, and well maintained. The food provided should be the same for line employees as for the managers. Managers, including top executives, should be expected to eat at the cafeteria except when entertaining. If it’s not good enough for managers, it should be consider not good enough for line employees. Therefore, Cheng (2015) noted that a good working environment means employees want the same conditions in their work as similar to the management. They need challenge, support from superiors, a quality workplace, friendly co-workers and respect. To have a good working environment, management has to trust and value to its employees.
MONEY AND MOTIVATION
Money is the most obvious extrinsic reward. Money acquires significant motivating power because it comes to symbolize so many intangible goals. It acts as a symbol in different ways for different people and for the same persons at different times. Money can provide positive motivation in the right circumstance, not only because people need and want money but also because it serves as a highly tangible means of recognition. Money can be considered as "scorecard" through which employees can evaluate how much an organization values them. Kochan (2020) argued that money works as a short-term motivation factor and it does not transform employee attitude and behavior in the long term. He pointed out that money only motivates employees to seek further rewards.
Another researcher in this area was Jaques (2011), who emphasized the need for reward systems to be fair and equitable. As per him, the reward should be clearly related to effort or level of responsibility and people should not receive less money than they deserve compared with their fellow workers. Jaques called this the ‘Felt-Fair’ principle. It is necessary to examine the motivational power of money in order to be able to assess the value and importance of other motivators. Money is the means by which employees are directly rewarded for their contributions towards the achievements of organizational goals.
As per the Maslow's hierarchy of needs theory, money is associated with the lower level needs, such as physical and security needs. Maslow (1954) stated that once the lower-order needs are met, higher-order needs will become most important. Thus, additional salary increases do not motivate employees any further. To improve job satisfaction and performance level of employees, management must work on motivational factors by providing opportunities for career advancement and development, as employees value motivators more than hygiene factors (Ramlall, 2004).
According to Chester Barnard, money is the weakest motivator an organization could offer its members. Herzberg totally rejects money as a motivator. Money however can be measured while other motivational factors cannot.
“Money does not motivate employees”, this is often a very controversial statement with employees. Employees want to believe that they are motivated by money, and want their boss and employer to believe that they are indeed motivated by money (for fear that salaries and / or bonuses will be reduced). Most employees, of course would never openly admit that money does not motivate them. But when asked few hotel employees that if any organization offers them the higher position but at the same salary, most of the hotel employees accept to join it for the sake of their social status. It shows that money does not work as a motivator always.
Some people, in select industries such as commission-based sales, might be highly motivated by money. And in some tip dependent occupations (wait staff, door men, etc.), where the connection to behavior and reward is almost immediate, pay can also be a motivator. However, these are the exceptions and not the norm.
Opsah and Dunnettee (1966) list five theories of explanations of the role of money in employee motivation and performance.
· It is generally believed that money acts a generalized conditioned reinforcer since it is repeatedly paired with primary reinforces.
· Some suggest that money is conditioned incentive, that is, the repeated pairing of money with primary incentives helps to establish a new learned drive for money.
· It is suggested that people learn to become anxious in the presence of a variety of cues that signify an absence of money. Such cues include being told, “That costs too much money” or “We can’t afford that” Such cues lead to feeling of anxiety (and perhaps feeling of insecurity) which money can satisfy.
 Money is seen as “hygiene” factor as in Herzberg’s two-factor theory. In this model, it is suggested that the absence of money causes dissatisfaction, although the presence of money does not satisfy. It merely eliminates the source of dissatisfaction and brings someone to a neutral state of satisfaction.
 Money can serve, as an instrument for gaining other desired outcomes such as building or buying a new house, car or vacation. These accords with the expectancy/valence theory. Here money acquires value for an individual to the extent that it can help to fulfill these other desires and needs.
Money, for example, could therefore be an instrumental reward for someone wanting a new car but may not be either an instrumental reward or a motivator for someone seeking escape from the pressures of a routine, dead- end job. For such a person only job enrichment can motivate.
Money could be a motivating factor but within some limited situation. However, we argue that employees take money for granted as a reward for their labour and it is not seen as a motivator as such. Its absence breed’s dissatisfaction, its presence however does not add to performance over and above the normal. (Kovach, 2017).


THE CONTRIBUTION OF EMPLOYEE MOTIVATION TO THE FINANCIAL PERFORMANCE OF MEDIUM SIZE HOTELS 
Good working environment: By improving the relationship with other employees, it is possible to improve overall performance and achieve the organizational goal collaboratively. To build relationships within the organizations, the managers need to arrange counseling and assistance where the employees can share their views. Thus, the relationship motivates the employees to work cooperatively in a team and improve overall performance. Generally, climate factors, the interaction between employees, relationships between employer and employees and individual perception towards employee job description will influence the degree to of employee perform their jobs. It is because employees will have more confidence if they have adequate information to support the tasks.
Improve employee efficiency: The level of a subordinate or an employee does not only depend upon his qualifications and abilities. For getting the best of his work performance, the gap between ability and willingness has to be filled which helps in improving the level of performance of subordinates. This will increase productivity, reducing cost of operations and improving overall efficiency 
Greater employee satisfaction: Worker satisfaction is important for every company, as this one factor can lead towards progress or regress. In the absence of an incentive plan, employees will not fill ready to fulfill their objectives. Thus, managers should seek to empower them through promotion opportunities, monetary and non monetary rewards, or disincentives in case of inefficient employees 
Increasing employee performance: Factors that motivate hotel employees to perform at high standard levels are discussed in the literature in this section. From this viewpoint, an individual can be affected by many different drivers such as a desire for an object, or basic needs such as food and water. Motivation also refers to the intrinsic and extrinsic elements that influence an individual to act in certain ways or take certain actions. This can help the organization minimize its operational cost and its labour cost and in turn, increase its profitability. The third reason is that the level of staff turnover may to some extent be reduced if the staff is motivated to perform their tasks. Another reason why the organization puts more efforts into motivating employees is that an organization with a motivated workforce introduces change earlier than an organization where its employees are demotivated. From a general perspective, each individual can be motivated. However, each individual is not motivated or influenced by the same things, at the same time, for the same reasons, or with the same intensity.
The challenges facing employee motivation in the hotels industry
Keeping employees motivated and engaged can help boost morale, reduce turnover and create a more dynamic and profitable operations. While different things motivate different people, there are several demotivating practices can negatively impact your business. Recognizing and correcting these issues can help improve your organization on numerous fronts.
Poor leadership structure: When no one appears to be in charge, or worse, everyone thinks they're in charge, it can be hard to perform at peak levels. A lack of hierarchy or direct reporting structure leads to confusion, resentment and an overall lack of direction. Employees are demotivated because their objectives are unclear and therefore, difficult to work toward. The employee motivation problem can be solved by writing detailed job descriptions, creating an internal organizational chart and setting clear organizational goals, both individually and by the department.
Lack of challenging work: Bored employee are typically unmotivated. They may not take an interest in tasks they consider mundane or may perform poorly at the work they do attempt. This issue can be addressed on several fronts, including the interviewing stage, when you should strive to ensure the person you hire is a good match for the job. Once someone is in their position, provide proper training and the tools the individual needs to do their job impassively. If they appear to master tasks quickly or don't show an interest, consider cross training, mentoring, job shadowing or even a different position that better utilizes their talents.
Workplace conflict: When employees are at odds with one another, or with management, it's not only demotivating, but it's also unproductive and could lead to a toxic work environment. Resolve workplace conflict by setting clear directives about the types of behavior that will not be tolerated and taking action accordingly. Address conflict as it arises and set in place a mediation approach to ensure employees can work out their differences in a professional setting.
Lack of confidence in the company: If employees don't feel the company is going anywhere, or perceive the business is mismanaged to the point of potential job loss, this feeling of insecurity can manifest as poor motivation. This issue can be addressed by sharing corporate objectives with staffers. Develop a strategic long term business plan and solicit employee feedback. Demonstrate how their roles will be augmented with teamwork and growth to get buy in about the company's future. If gossip develops about closure, mergers or other altering factors, communicate sooner rather than later so staffers feel you are being upfront about the company's future.
No one-on-one attention: Regardless of the company's size, employees need regular feedback to be motivated to do their jobs properly and well. Resolve this potential motivation issue by regularly scheduling brief private appointments with staffers to touch base on both work and professional development issues. Hold regular employee performance reviews, annually or bi annually and in these discussions, set specific goals and objectives. Employee motivation is directly tied to productivity and operational success. If you are concerned about whether your staffers are motivated, invite them to share their feelings on the subject via a focus group, employee committee or survey. You will generate a lot of feedback you can use to your advantage, as well as reassure employees their input is valued.
2.4 	THEORETICAL FRAMEWORK
1. Maslow’s Hierarchy of Needs
Maslow (1943) proposed a five-level hierarchy of human needs: physiological, safety, love/belonging, esteem, and self-actualization. Monetary rewards are directly linked to the first two levels (physiological and safety), as they help employees meet basic needs such as food, shelter, and security. According to this theory, once these needs are met, employees seek satisfaction from higher-level needs, which may not be fulfilled through money alone.
2. Herzberg’s Two-Factor Theory
Herzberg (1959) distinguished between hygiene factors and motivators. Salary is considered a hygiene factor—its absence causes dissatisfaction, but its presence alone does not guarantee motivation. This suggests that while money is important, it must be complemented by other factors such as recognition, growth opportunities, and meaningful work.
3. Vroom’s Expectancy Theory
Vroom (1964) posits that individuals are motivated when they believe that effort leads to performance, and performance leads to desirable rewards. Money is seen as a reward that can reinforce employee belief in the value of their performance, particularly when rewards are performance-based.
2.5 	EMPIRICAL REVIEW
Research in developed countries has shown mixed results regarding money as a motivator. A study by Deci et al. (1999) found that financial incentives can enhance performance in routine tasks but may undermine intrinsic motivation in creative roles. In contrast, Locke and Latham (2002) argued that monetary incentives, when tied to clear goals, can significantly boost productivity.
In the hospitality sector, monetary rewards have been linked to reduced turnover and improved service delivery. For instance, a study by Chiang & Birtch (2010) on hotel employees in Asia found that bonuses and financial recognition increased employee engagement. However, the impact was dependent on how fairly and transparently the rewards were administered.
In developing economies, where economic insecurity is prevalent, monetary rewards play a critical role in employee satisfaction. Olagunju (2015) found that hotel employees in Lagos ranked salary as the most important factor in job satisfaction. Similarly, a study by Nwachukwu (2016) reported that financial incentives had a more immediate impact on performance than non-monetary factors in medium-scale hotels.













CHAPTER THREE
RESEARCH METHODOLOGY
3.0 	INTRODUCTION
This chapter outlines the methodology used to carry out the study. It details the research design, population, sampling techniques, data collection instruments, procedures for data analysis, and the reliability and validity of the instruments used. The aim is to ensure the study is methodologically sound and that the findings are credible and replicable.
3.1 	RESEARCH DESIGN
This study adopts a descriptive survey design. This design is appropriate because it allows for the collection of data from a sample of individuals to describe and interpret existing conditions, attitudes, and behaviors related to monetary motivation and employee job performance in medium-sized hotels. It enables the researcher to explore relationships between variables without manipulating them.
3.2 	POPULATION OF THE STUDY
The population of the study consists of employees and management staff of selected medium-sized hotels in Kwara state. This includes employees from departments such as front office, housekeeping, food and beverage, maintenance, and administration.
3.3 	SAMPLE SIZE AND SAMPLING TECHNIQUE
A sample size of 100 respondents will be selected from 5 medium-sized hotels using a stratified random sampling technique. This technique ensures fair representation across various departments and job levels.
· Strata: Staff will be grouped into categories such as management, supervisors, and operational staff.
· Random Selection: Within each stratum, participants will be randomly selected to avoid bias.
The sample size is considered adequate for the purposes of statistical analysis and generalizability within the target hotel category.
3.4 SOURCES AND METHODS OF DATA COLLECTION
3.4.1 Primary Data
Primary data will be obtained through the use of a structured questionnaire, designed to capture:
· Demographics
· Types of monetary incentives received
· Employee perceptions of monetary motivation
· Measures of job performance
The questionnaire will include both closed-ended questions (e.g., Likert scale) and a few open-ended questions for qualitative insight.
3.4.2 Secondary Data
Secondary data will be obtained from:
· Company records (on salary structures, performance appraisals)
· Previous research and literature
· HR policy documents
3.5 INSTRUMENTATION
The main instrument for this study is the questionnaire. It will be divided into sections as follows:
· Section A: Demographic data (age, gender, job role, years of experience)
· Section B: Types and frequency of monetary incentives
· Section C: Perceptions of motivational impact
· Section D: Self-reported and observed job performance indicators
All questions will be framed in simple, clear language to ensure comprehension and accurate responses.
3.6 VALIDITY AND RELIABILITY OF INSTRUMENTS
3.6.1 Validity
To ensure content validity, the questionnaire will be reviewed by experts in human resource management and research methodology. Feedback will be used to refine the items to ensure they measure the intended variables.
3.6.2 Reliability
To ensure reliability, a pilot test will be conducted with 10–15 employees from a hotel not included in the main sample. The Cronbach’s alpha coefficient will be calculated to measure internal consistency. A value of 0.7 or higher will be considered acceptable.
3.7 METHOD OF DATA ANALYSIS
Data collected will be analyzed using descriptive and inferential statistics with the help of Statistical Package for Social Sciences (SPSS).
· Descriptive statistics: Mean, frequency, percentage, and standard deviation will summarize the data.
· Inferential statistics: Correlation and regression analysis will test the relationship between monetary incentives and employee performance.
· Hypothesis testing: The null and alternative hypotheses will be tested at a 0.05 significance level.
3.8 ETHICAL CONSIDERATIONS
The following ethical principles will guide the research:
· Informed consent: Participants will be informed of the study’s purpose and assured of confidentiality.
· Voluntary participation: Respondents will be free to withdraw at any time.
· Anonymity and confidentiality: Responses will not be linked to individual identities.
· Permission: Approvals will be obtained from hotel management and relevant authorities where necessary.






CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0 	INTRODUCTION
This chapter presents, analyzes, and interprets the data collected from respondents on the influence of monetary incentives as a motivational factor on employee job performance in medium-sized hotels. The data is analyzed using descriptive and inferential statistical methods. Results are organized in relation to the research questions and hypotheses set in previous chapters.
4.1 	RESPONSE RATE
A total of 100 questionnaires were distributed across selected medium-sized hotels. Out of these, 92 were returned and found valid for analysis, representing a 92% response rate. This is considered adequate for meaningful statistical analysis.
Here is a structured data analysis based on a survey of 92 respondents, with 100% response rate to the following demographic questions:
4.2	DEMOGRAPHIC DATA ANALYSIS
Table 1: Age Distribution
	Age Group
	Number of Respondents
	Percentage (%)

	Under 20
	8
	8.7%

	21–30
	28
	30.4%

	31–40
	26
	28.3%

	41–50
	20
	21.7%

	51 and above
	10
	10.9%

	Total
	92
	100%


Source: Research fieldwork, 2025
The largest age group is 21–30 (30.4%), followed closely by 31–40 (28.3%), showing a young to mid-career workforce. Only a small percentage (10.9%) are 51 and above, indicating limited senior-aged staff.
Table 2: Gender Distribution
	Gender
	Number of Respondents
	Percentage (%)

	Male
	48
	52.2%

	Female
	44
	47.8%

	Total
	92
	100%


Source: Research fieldwork, 2025
The gender split is fairly balanced, with a slight male majority. This reflects a diverse and inclusive workforce in terms of gender representation.
Table 3: Departmental Distribution
	Department
	Number of Respondents
	Percentage (%)

	Front Desk
	18
	19.6%

	Housekeeping
	20
	21.7%

	Food & Beverage
	22
	23.9%

	Maintenance
	10
	10.9%

	Administration
	12
	13.0%

	Other
	10
	10.9%

	Total
	92
	100%


Source: Research fieldwork, 2025
The largest department is Food & Beverage (23.9%), followed by Housekeeping (21.7%). This shows a strong representation of operational roles, with fewer staff in administrative and maintenance positions.
Table 4: Position Level
	Position Level
	Number of Respondents
	Percentage (%)

	Entry-level
	40
	43.5%

	Supervisor
	20
	21.7%

	Middle Management
	18
	19.6%

	Senior Management
	10
	10.9%

	Others
	4
	4.3%

	Total
	92
	100%


Source: Research fieldwork, 2025
The majority of staff are at the entry-level (43.5%), with only 10.9% in senior management, indicating a hierarchical workforce structure with a strong base of operational employees.
Table 5: Years of Service
	Years of Service
	Number of Respondents
	Percentage (%)

	Less than 1 year
	12
	13.0%

	1–3 years
	25
	27.2%

	4–6 years
	20
	21.7%

	7–10 years
	18
	19.6%

	More than 10 years
	17
	18.5%

	Total
	92
	100%


Source: Research fieldwork, 2025
The largest group has 1–3 years of service, suggesting many staff are in early stages of their tenure. However, the presence of employees with 7–10 years and over 10 years (total 38.1%) indicates a stable core of experienced personnel.
Table 6: "I am motivated to perform better at work when I receive financial incentives."
	Response Option
	Number of Respondents
	Percentage

	Strongly Agree
	68
	73.91%

	Agree
	24
	26.09%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
All 92 respondents either agreed or strongly agreed that financial incentives motivate them to perform better at work. This represents a unanimous positive sentiment, with no negative responses.
Table 7: A good salary is the most important factor that motivates me in my job.
	Response Option
	Frequency
	Percentage

	Strongly Agree
	55
	59.8%

	Agree
	37
	40.2%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
A strong majority (59.8%) firmly believe that a good salary is their primary motivator. The rest (40.2%) also agree, though with slightly less intensity. This confirms that salary is the top motivational factor for employees in this hotel setting.
Table 8: Monetary rewards increase my commitment to the hotel."
	Response Option
	Frequency
	Percentage

	Strongly Agree
	50
	54.3%

	Agree
	42
	45.7%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
Over half of the employees strongly feel that financial rewards directly impact their organizational commitment, showing a clear link between reward systems and loyalty or retention.
Table 9: I work harder when there are opportunities for bonuses.
	Response Option
	Frequency
	Percentage

	Strongly Agree
	58
	63.0%

	Agree
	34
	37.0%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
A large majority of respondents are highly motivated by bonus opportunities, indicating that performance-linked rewards can be an effective way to boost productivity.
Table 10: The current salary structure in my hotel motivates me to perform well.
	Response Option
	Frequency
	Percentage

	Strongly Agree
	40
	43.5%

	Agree
	52
	56.5%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
While fewer respondents strongly agreed here compared to other questions, the fact that all 92 respondents still expressed agreement suggests that the current salary structure is at least adequately motivating, though there may still be room for enhancement.
Table 11: Without financial rewards, I feel less inclined to exceed my job expectations.
	Response Option
	Frequency
	Percentage

	Strongly Agree
	47
	51.1%

	Agree
	45
	48.9%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
This reflects a dependency on financial incentives for extra effort. The almost even split shows that most employees may not be internally motivated to go beyond their duties without tangible rewards.
Table 12: Financial incentives are more motivating than recognition or praise.
	Response Option
	Frequency
	Percentage

	Strongly Agree
	53
	57.6%

	Agree
	39
	42.4%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%

	Total 
	92
	100%


Source: Research fieldwork, 2025
A majority of respondents prefer monetary rewards over non-monetary recognition, indicating that while praise and acknowledgment are appreciated, financial rewards carry more weight in driving motivation.
4.3	DISCUSSION OF FINDINGS 
The workforce is predominantly young (21–40 years) and balanced in gender. Most employees work in front-line departments such as Food & Beverage and Housekeeping. The organization has a pyramid-like staffing structure, with many in entry-level positions and fewer in senior roles. There is a healthy mix of new hires and long-tenured staff, supporting both innovation and continuity.
100% of employees agreed (either strongly or generally) with all six statements, showing a uniform belief in the power of financial incentives. On average, 57–60% of respondents strongly agreed, signaling a high level of confidence in financial motivation across all questions. There were no negative responses, underscoring the universal value of monetary rewards in this hotel work environment
4.4 	TEST OF HYPOTHESES
Hypothesis 1:
· H₀: There is no significant relationship between monetary incentives and employee job performance.
· H₁: There is a significant relationship between monetary incentives and employee job performance.
Using linear regression analysis:
	Model Summary
	R
	R²
	Adjusted R²
	Sig. (p-value)

	Monetary Incentives → Job Performance
	0.63
	0.40
	0.39
	0.000


The p-value is less than 0.05, indicating statistical significance. Hence, we reject the null hypothesis and accept the alternative: monetary incentives significantly influence employee job performance.




4.5	 SUMMARY OF FINDINGS
· Monetary incentives (especially salary, bonuses, and overtime) are widely used in medium-sized hotels.
· A strong positive relationship exists between monetary motivation and job performance.
· Employees prioritize financial rewards over non-financial motivators.
· Suggestions for enhancing motivation include both financial and non-financial strategies.













CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 	SUMMARY OF THE STUDY
The primary aim of this study was to examine the influence of money as an effective motivational factor on employee job performance in medium-sized hotels. The study was guided by four research questions and one hypothesis.
A descriptive survey design was adopted, and data were collected from 92 respondents across selected medium-sized hotels. Data were analyzed using descriptive statistics and inferential methods, particularly Pearson correlation and regression analysis.
The main findings include:
· Monetary incentives such as salaries, bonuses, and overtime pay are widely used across medium-sized hotels.
· There is a strong and significant positive relationship between monetary rewards and employee job performance.
· Employees ranked monetary rewards higher than non-financial motivators such as recognition or training.
· Suggestions to enhance motivation included both financial strategies (e.g., regular bonuses) and non-financial strategies (e.g., staff recognition, promotion opportunities).


5.2 	CONCLUSION
Based on the findings of this study, it can be concluded that:
1. Monetary incentives play a crucial role in motivating employees and enhancing job performance in medium-sized hotels.
2. While money is not the only motivator, it remains the most valued by employees, particularly in environments where wages are modest and living costs are high.
3. There is a clear need for structured, transparent, and performance-linked financial reward systems in these hotels to foster employee satisfaction and reduce turnover.
4. Effective motivation requires a balanced approach, combining financial incentives with non-monetary factors such as recognition, career development, and supportive management practices.
5.3 	RECOMMENDATIONS
Based on the conclusions drawn, the following recommendations are made:
1. Enhance and diversify monetary reward systems:
· Introduce or strengthen performance bonuses, profit-sharing schemes, and service-related allowances.
· Ensure consistency and transparency in salary increments and reward distribution.
2. Link monetary incentives directly to measurable performance metrics:
· Develop clear key performance indicators (KPIs) and align incentives accordingly.


3. Improve employee communication and involvement:
· Engage employees in discussions about reward systems to ensure relevance and fairness.
· Provide regular feedback on performance.
4. Integrate non-monetary incentives:
· Recognize staff achievements publicly.
· Offer training, career progression paths, and opportunities for internal promotion.
5. Review compensation structures regularly:
· Adjust salaries in response to inflation and labor market trends to retain key talent.












REFERENCES
Chiang, F. F. T., & Birtch, T. A. (2010). Pay for performance and work attitudes: The mediating role of employee–organization service value congruence. International Journal of Hospitality Management, 29(4), 632–640. https://doi.org/10.1016/j.ijhm.2009.11.005
Deci, E. L., Koestner, R., & Ryan, R. M. (1999). A meta-analytic review of experiments examining the effects of extrinsic rewards on intrinsic motivation. Psychological Bulletin, 125(6), 627–668.
Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The Motivation to Work (2nd ed.). New York: John Wiley & Sons.
Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting and task motivation. American Psychologist, 57(9), 705–717.
Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370–396.
Nwachukwu, C. C. (2016). Human resource management in hospitality: An African perspective. Journal of Management and Strategy, 7(2), 21–34.
Olagunju, Y. A. (2015). Reward system and employee performance in Nigerian hotels. Journal of Business and Management, 17(3), 44–52.
Vroom, V. H. (1964). Work and Motivation. New York: Wiley.


QUESTIONNAIRE
Department of Hospitality Management 
Institute of Applied Science
Kwara State Polytechnic, 
Ilorin.
Dear Respondent, 
I am a final year student of the above named Institution carrying out a research on The Influence of Money as an Effective Motivational Factor on Employee Job Performance in Medium-Sized Hotels
I am very happy to inform you that you are one of the respondents selected for the study. Kindly fill the attached questionnaire accurately and being rest assured that information supplied will be treated confidentially. 
SECTION A: Demographic Information
(Please tick or fill in the appropriate response.)
1. Age:
☐ Under 20     ☐ 21–30     ☐ 31–40     ☐ 41–50   ☐ 51 and above
2. Gender:   ☐ Male    ☐ Female
3. Department: ☐ Front Desk   ☐ Housekeeping    ☐ Food & Beverage
☐ Maintenance  ☐ Administration   ☐ Other: ____________
4. Position Level: ☐ Entry-level  ☐ Supervisor  ☐ Middle Management
☐ Senior Management   ☐ Others 
5. Years of Service:
☐ Less than 1 year   ☐ 1–3 years  ☐ 4–6 years   ☐ 7–10 years
☐ More than 10 years
SECTION B
Instructions:
Please indicate your level of agreement with the following statements by ticking (✓) the option that best reflects your opinion.
	No.
	Statement
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	6
	I am motivated to perform better at work when I receive financial incentives.
	☐
	☐
	☐
	☐

	7
	A good salary is the most important factor that motivates me in my job.
	☐
	☐
	☐
	☐

	8
	Monetary rewards increase my commitment to the hotel.
	☐
	☐
	☐
	☐

	9
	I work harder when there are opportunities for bonuses.
	☐
	☐
	☐
	☐

	10
	The current salary structure in my hotel motivates me to perform well.
	☐
	☐
	☐
	☐

	11
	Without financial rewards, I feel less inclined to exceed my job expectations.
	☐
	☐
	☐
	☐

	12
	Financial incentives are more motivating than recognition or praise.
	☐
	☐
	☐
	☐

	13
	I would consider leaving my job if better pay were offered elsewhere.
	☐
	☐
	☐
	☐

	14
	Pay raises positively affect my attitude towards my work.
	☐
	☐
	☐
	☐

	15
	I feel appreciated when financial incentives are provided for good performance.
	☐
	☐
	☐
	☐

	16
	Monetary incentives are a fair way to reward employee performance.
	☐
	☐
	☐
	☐

	17
	My productivity is directly linked to the financial rewards I receive.
	☐
	☐
	☐
	☐

	18
	I believe employees generally perform better when they are financially motivated.
	☐
	☐
	☐
	☐

	19
	Overtime pay encourages me to accept additional work shifts.
	☐
	☐
	☐
	☐

	20
	If I were paid more, I would be willing to take on more responsibilities.
	☐
	☐
	☐
	☐
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