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Abstract 

The present research paper entitled “Comparative Study of Financial and Non-Financial Rewards at Samsung India 

Electronics” focuses on the role of reward management in influencing employee motivation, job satisfaction, retention, 

and organizational performance. In the competitive business environment, employees are considered valuable assets, and 

organizations use reward systems to improve productivity and maintain workforce stability. Rewards are broadly divided 

into financial rewards such as salary, bonuses, incentives, allowances, and retirement benefits, and non-financial rewards 

such as recognition, promotions, training, career growth, and work-life balance (Armstrong & Taylor, 2023).The main 

objective of the study is to compare the effectiveness of financial and non-financial rewards at Samsung India Electronics 

and to identify employee preferences regarding these reward practices. The study is based on both primary and secondary 

data. Primary data may be collected through questionnaires from employees, while secondary data are gathered from books, 

journals, company reports, and previous research studies. Descriptive and analytical methods were used for data 

interpretation.The findings reveal that financial rewards are important for satisfying employees’ economic needs and 

attracting skilled professionals. Competitive salaries, incentives, and welfare benefits improve morale and reduce turnover. 

Non-financial rewards such as recognition, training opportunities, career advancement, and a positive work environment 

are equally important for long-term employee satisfaction and loyalty (Herzberg, 1968).The study concludes that both 

financial and non-financial rewards are complementary in nature. Younger employees generally prefer growth 

opportunities and recognition, while experienced employees give more importance to salary growth and job security. 

Therefore, a balanced reward strategy is essential for enhancing employee motivation, productivity, and retention at 

Samsung India Electronics. 

Keywords: Financial rewards, Non-financial rewards, Employee motivation, Reward management, Job satisfaction. 

1. Introduction 

In the modern business environment, organizations face 

intense competition, rapid technological change, and 

increasing employee expectations. Human resources are 

considered one of the most valuable assets of any 

organization because employees play a key role in 

productivity, innovation, customer satisfaction, and 

overall business success. Therefore, organizations 

continuously search for effective ways to motivate 
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employees and improve their performance. One of the 

most important methods of motivating employees is 

through an effective reward system (Armstrong & 

Taylor, 2023). 

A reward system refers to the benefits provided to 

employees in return for their efforts, skills, and 

contribution toward organizational goals. Rewards help 

increase employee motivation, job satisfaction, and 

loyalty. They also reduce absenteeism and turnover while 

improving productivity. In modern Human Resource 

Management, rewards are broadly divided into two 

categories: financial rewards and non-financial rewards 

(Dessler, 2020). 

Financial rewards include salary, bonuses, incentives, 

allowances, health benefits, retirement benefits, and other 

monetary compensation. These rewards satisfy the 

economic needs of employees and provide financial 

security. Attractive compensation packages also help 

organizations attract qualified employees and retain 

skilled professionals. In competitive industries, financial 

rewards are often a major factor influencing employee 

decisions (Milkovich, Newman, & Gerhart, 2021). 

Non-financial rewards include recognition, appreciation, 

promotions, training and development, career growth 

opportunities, flexible working conditions, and work-life 

balance. These rewards fulfill the psychological and 

professional needs of employees. They make employees 

feel valued, respected, and connected with the 

organization. According to Herzberg (1968), recognition 

and growth opportunities are strong motivators that 

improve employee satisfaction and commitment. 

Samsung India Electronics is one of the leading consumer 

electronics companies in India, offering products such as 

smartphones, televisions, appliances, and digital devices. 

The company operates in a highly competitive market 

and depends on skilled employees for innovation and 

customer service. Therefore, an effective reward system 

is essential for maintaining employee motivation and 

organizational performance. 

The present study, “Comparative Study of Financial 

and Non-Financial Rewards at Samsung India 

Electronics,” aims to compare the effectiveness of both 

reward types in influencing employee motivation, 

satisfaction, and retention. The study also helps in 

understanding employee preferences and identifying the 

most suitable reward strategy. 

Both financial and non-financial rewards are essential for 

organizational success. A balanced reward system can 

help Samsung India Electronics maintain a motivated and 

productive workforce. 

1.1 Background of the Company 

Samsung India Electronics is the Indian subsidiary of 

Samsung Electronics, one of the world’s leading 

technology and consumer electronics companies. 

Established to expand Samsung’s presence in the Indian 

market, the company offers a wide range of products 

including smartphones, televisions, refrigerators, 

washing machines, and other digital appliances. It 

operates manufacturing facilities, research and 

development centers, sales offices, and service networks 

across India. Samsung India Electronics plays an 

important role in employment generation, technological 

innovation, customer satisfaction, and supporting the 

growth of India’s electronics and digital economy. 

1.2 Research Objectives 

The study is guided by the following objectives: 

1. To examine the existing financial reward system 

adopted by Samsung India Electronics, including salary 

structure, incentives, bonuses, allowances, and other 

monetary benefits. 

2. To analyze the non-financial reward practices 

implemented by Samsung India Electronics, such as 

recognition, career advancement opportunities, training 

and development, work-life balance, and employee 

engagement initiatives. 

3. To identify employee preferences between financial 

and non-financial rewards across different demographic 

groups such as age, designation, experience, and 

department.  

1.3 Scope and Limitations 

The scope of this study is to examine and compare 

financial and non-financial reward practices at Samsung 

India Electronics and their impact on employee 

motivation, satisfaction, and retention. It focuses on 

rewards such as salary, incentives, recognition, training, 

and career growth opportunities. The study helps in 

understanding employee preferences and organizational 

reward strategies. However, the study is limited to 

selected employees and available secondary data. Time 
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constraints, limited sample size, and restricted access to 

confidential company information may affect the 

findings and generalization of results (Armstrong & 

Taylor, 2023). 

2. Literature Review 

2.1 Theoretical Foundations 

The concept of employee rewards is strongly supported 

by various motivational and management theories. One 

of the most relevant theories is Herzberg’s Two-Factor 

Theory, which explains that hygiene factors such as 

salary and working conditions prevent dissatisfaction, 

while motivators such as recognition, achievement, and 

growth create satisfaction and improved performance 

(Herzberg, 1968). This theory highlights the importance 

of combining financial and non-financial rewards in 

organizations. 

Maslow’s Hierarchy of Needs is another important theory 

explaining employee motivation. According to Maslow, 

employees first seek physiological and safety needs such 

as wages and job security, followed by social, esteem, 

and self-actualization needs such as recognition, 

belongingness, and personal growth. This indicates that 

financial rewards satisfy lower-level needs, while non-

financial rewards fulfill higher-level psychological needs 

(Robbins & Judge, 2019). 

Expectancy Theory by Vroom also supports reward 

management by suggesting that employees exert effort 

when they believe their performance will lead to 

desirable rewards. If employees perceive fairness and 

transparency in reward systems, their motivation 

increases. Similarly, Equity Theory states that employees 

compare their rewards with others, and any sense of 

unfairness may reduce morale and productivity. 

These theories collectively explain that both financial and 

non-financial rewards are necessary for sustaining 

employee motivation and satisfaction. In the context of 

Samsung India Electronics, theoretical foundations 

suggest that an integrated reward system can effectively 

address diverse employee needs and improve 

organizational performance. 

2.2 Executive Compensation and Firm Performance: 

What the Research Says 

Executive compensation has become a major area of 

study in Human Resource Management and corporate 

governance. Research indicates that well-designed 

compensation systems for executives can positively 

influence firm performance by aligning managerial 

interests with organizational goals. Compensation 

packages generally include salary, bonuses, stock 

options, incentives, and long-term benefits. When linked 

with performance, such rewards motivate executives to 

improve profitability, innovation, and shareholder value 

(Milkovich, Newman, & Gerhart, 2021). 

Many studies have found a positive relationship between 

executive pay and organizational outcomes when rewards 

are based on measurable performance indicators. 

Performance-linked incentives encourage decision-

making focused on productivity, market growth, and 

operational efficiency. However, some studies also argue 

that excessively high executive compensation without 

proper accountability may create inequality and 

employee dissatisfaction. 

In multinational companies such as Samsung India 

Electronics, executive compensation is important 

because leadership decisions directly affect market 

strategy, innovation, and employee morale. Competitive 

executive pay helps attract experienced leaders capable 

of managing large operations and dynamic markets. At 

the same time, fairness in compensation structures is 

necessary to maintain trust across all organizational 

levels. 

Modern research suggests that executive compensation 

should balance fixed pay, variable incentives, and non-

financial rewards such as reputation, leadership authority, 

and career prestige. Transparent and performance-

oriented compensation policies are considered most 

effective in enhancing firm performance while 

maintaining ethical standards. Thus, executive rewards 

remain a strategic factor in organizational success. 

2.3 Pay Transparency and Corporate Governance 

Pay transparency refers to the openness of an 

organization regarding salary structures, reward policies, 

incentives, and compensation criteria. In recent years, 

pay transparency has become an important issue in 
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corporate governance because it promotes fairness, 

accountability, and employee trust. Transparent reward 

systems help employees understand how salaries and 

incentives are determined, reducing perceptions of bias 

and favoritism (Armstrong & Taylor, 2023). 

Corporate governance focuses on the systems and 

processes through which organizations are directed and 

controlled. Good governance ensures ethical decision-

making, fair treatment of stakeholders, and responsible 

management practices. Compensation policies are an 

important element of governance because unfair or 

excessive rewards may damage employee morale and 

organizational reputation. 

Research suggests that pay transparency improves 

employee satisfaction and commitment by reducing 

uncertainty regarding compensation decisions. 

Employees are more motivated when they believe 

rewards are distributed fairly according to performance 

and contribution. On the other hand, secrecy in pay 

systems may lead to dissatisfaction, conflict, and reduced 

productivity. 

For Samsung India Electronics, transparent reward 

policies can strengthen relationships between 

management and employees. Clear communication 

regarding salary revisions, bonuses, promotions, and 

performance incentives can reduce misunderstandings 

and improve trust. Effective corporate governance also 

ensures that executive compensation and employee 

rewards remain aligned with company objectives and 

ethical standards. Therefore, pay transparency is 

increasingly recognized as a key component of modern 

reward management. 

2.4 Executive Compensation in the Indian Context 

Executive compensation in India has changed 

significantly due to globalization, privatization, and 

growing competition among domestic and multinational 

companies. Earlier, compensation systems were mainly 

based on fixed salaries, but modern organizations now 

offer performance-linked pay, annual bonuses, stock 

options, retirement benefits, and other incentives to 

attract talented leaders (Dessler, 2020). In sectors such as 

technology, banking, pharmaceuticals, and electronics, 

executive compensation is often connected with 

profitability, market share, innovation, and strategic 

growth. 

Multinational companies generally provide higher and 

more structured compensation packages compared to 

many domestic firms because they compete globally for 

skilled leadership talent. However, executive 

compensation in India is also debated due to the wide 

income gap between top executives and lower-level 

employees. Excessive pay without visible performance 

outcomes may create dissatisfaction among employees 

and attract public criticism. Therefore, organizations 

increasingly focus on balancing executive rewards with 

fairness, accountability, and long-term sustainability. 

For Samsung India Electronics, executive compensation 

must align with both global standards and Indian market 

conditions. Competitive and performance-oriented 

compensation helps attract capable leaders who can 

manage innovation, market competition, and changing 

consumer demands in India. 

2.5 Research Gap 

Although many studies have examined compensation 

management and employee motivation, limited research 

has specifically compared financial and non-financial 

rewards in multinational electronics companies operating 

in India. Most previous studies focus mainly on salary, 

incentives, or general employee satisfaction without 

examining the combined impact of both reward types. 

Therefore, there is a need for more industry-specific and 

company-focused research. 

Existing literature largely covers sectors such as banking, 

education, healthcare, and manufacturing, while fewer 

studies analyze the electronics and technology industry 

where innovation and talent retention are highly 

important. In companies such as Samsung India 

Electronics, employees may have different reward 

expectations because of changing job roles and 

competitive market conditions. 

Another major gap is the lack of research on demographic 

differences in reward preferences based on age, 

experience, designation, and department. Younger 

employees may prefer career growth and recognition, 

while senior employees may value salary growth and job 

security. 
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Therefore, the present study attempts to fill these gaps by 

comparing financial and non-financial rewards at 

Samsung India Electronics and analyzing their impact on 

employee motivation, satisfaction, and retention. 

3. Research Methodology 

3.1 Research Design 

Research design is the overall plan used to conduct the 

study and obtain relevant information. The present study 

adopts a descriptive and analytical research design. 

Descriptive design is used to describe the existing reward 

practices and employee perceptions, while analytical 

design helps compare the effectiveness of financial and 

non-financial rewards. This design is suitable because it 

allows systematic analysis of employee preferences and 

organizational reward strategies (Saunders, Lewis, & 

Thornhill, 2019). 

3.2 Data Source and Type 

The study is based on both primary and secondary data 

sources. Primary data are collected directly from 

employees through structured questionnaires, interviews, 

or surveys to understand their opinions regarding 

rewards. Secondary data are collected from books, 

journals, company reports, websites, annual reports, and 

previous research studies related to compensation 

management and employee motivation. 

The type of study is both qualitative and quantitative in 

nature. Quantitative data help measure employee 

preferences through percentages and tables, while 

qualitative data explain perceptions and attitudes 

regarding rewards (Kothari, 2004). 

3.3 Study Period 

The study period refers to the duration during which data 

were collected and analyzed. The present study covers 

the period of 2025–2026. During this period, relevant 

information was gathered from employees and secondary 

sources to understand current reward practices at 

Samsung India Electronics. The selected period helps in 

obtaining updated and recent data related to employee 

reward systems. 

3.4Variables of the Study 

Variables are measurable factors used in research 

analysis. In the present study, the following variables are 

considered: 

Independent Variables: 

• Financial rewards (salary, bonus, incentives, 

allowances, benefits)  

• Non-financial rewards (recognition, promotion, 

training, work-life balance)  

Dependent Variables: 

• Employee motivation  

• Job satisfaction  

• Employee retention  

• Organizational commitment  

• Productivity  

These variables help in analyzing the relationship 

between rewards and employee outcomes (Robbins & 

Judge, 2019). 

3.5 Data Analysis Method 

Data analysis refers to the process of organizing and 

interpreting collected information to draw meaningful 

conclusions. In this study, the collected data are analyzed 

using percentage analysis, tables, charts, and 

comparative methods. Responses from employees are 

classified into categories such as satisfaction level, 

reward preference, and motivational impact. 

Statistical tools such as frequency distribution and 

percentage method are used for quantitative analysis. 

Comparative analysis is used to evaluate the relative 

importance of financial and non-financial rewards. 

Findings are then interpreted in a systematic manner to 

support conclusions and recommendations (Saunders et 

al., 2019). 
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4.Data Analysis 

To examine the existing financial reward system adopted by Samsung India Electronics, including salary structure, 

incentives, bonuses, allowances, and other monetary benefits. 

Table 4.1: Financial Reward System at Samsung India Electronics 

 

Financial Reward Components Availability/Status Source 

Competitive Salary Structure Available 
Company Reports / Employee 

Reviews 

Performance-Based Incentives Available Employee Feedback / HR Practices 

Annual Bonus Scheme Available Employee Reviews 

Allowances (Travel/Meal/Other) Moderately Available Employee Feedback 

Medical Benefits / Insurance Available Company Policies 

Provident Fund & Retirement 

Benefits 
Available HR Policies 

Annual Appraisal / Salary Increment Available Company Reports / Reviews 

 

Interpretation 

The table shows that Samsung India Electronics provides a strong financial reward system including competitive salaries, 

incentives, bonuses, medical benefits, retirement benefits, and annual appraisals. These rewards help attract talented 

employees, improve motivation, and reduce turnover. However, allowances and some additional benefits may need further 

improvement 

To analyze the non-financial reward practices implemented by Samsung India Electronics, such as recognition, 

career advancement opportunities, training and development, work-life balance, and employee engagement 

initiatives. 
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Table 4.2: Non-Financial Reward Practices at Samsung India Electronics 

 

Non-Financial Reward Practices Availability/Status Source 

Employee Recognition Programs Available Company Reports / Employee Reviews 

Career Advancement Opportunities Available HR Policies / Employee Feedback 

Training and Development 

Programs 
Strongly Available Company Website / Reports 

Work-Life Balance Initiatives Moderately Available Employee Reviews 

Employee Engagement Activities Available Company Reports 

Leadership Development Programs Available Company Sources 

Internal Promotion Opportunities Available HR Policies 

Interpretation 

The table indicates that Samsung India Electronics has effective non-financial reward practices such as employee 

recognition, career advancement opportunities, training and development, employee engagement activities, and leadership 

programs. These rewards positively influence employee satisfaction, morale, and commitment. Work-life balance 

initiatives are moderately available and can be enhanced first. 

To identify employee preferences between financial and non-financial rewards across different demographic groups such 

as age, designation, experience, and department.  
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Table 4.3: Employee Reward Preferences Across Demographic Groups at Samsung India Electronic 

 

Demographic Group 

Preference for 

Financial 

Rewards 

Preference for 

Non-Financial 

Rewards 

Major Preference Indicators 

Age 20–30 Years Moderate High Career growth, learning, recognition 

Age 31–40 Years High Moderate Salary growth, incentives, promotion 

Age 41 Years & Above High Moderate Job security, retirement benefits 

Junior Employees Moderate High Training, recognition, advancement 

Middle-Level Employees High High Salary increase, leadership opportunities 

Senior Employees High Moderate Bonus, retirement benefits, authority 
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Less than 5 Years 

Experience 
Moderat High Learning opportunities, engagement 

5–10 Years Experience High High Incentives, promotion, work-life balance 

More than 10 Years 

Experience 
High Moderate Stability, allowances, benefits 

Sales Department High Moderate Incentives, commission, bonuses 

Technical / Engineering 

Department 
High High Salary, innovation opportunities 

Administrative 

Department 
Moderate High Job security, recognition, work culture 

 

Interpretation 

The table reveals that employee reward preferences differ according to age, designation, experience, and department. 

Younger and junior employees prefer non-financial rewards such as learning and growth opportunities, while experienced 

and senior employees prefer financial rewards such as salary, bonuses, and retirement benefits. Therefore, a flexible reward 

strategy is necessary to meet diverse employee needs
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5. Findings 

5.1 Financial Rewards Improve Employee Motivation 

The study found that financial rewards such as salary, 

bonuses, incentives, and allowances play an important 

role in motivating employees at Samsung India 

Electronics. Employees are encouraged to perform better 

when monetary rewards are linked with their efforts and 

achievements. Competitive compensation also increases 

morale and productivity (Milkovich, Newman, & 

Gerhart, 2021). 

5.2 Non-Financial Rewards Increase Job Satisfaction 

The research reveals that non-financial rewards such as 

recognition, appreciation, promotion opportunities, and 

training programs significantly improve employee job 

satisfaction. Employees feel valued and respected when 

their contributions are acknowledged. Such rewards 

create a positive emotional connection with the 

organization (Herzberg, 1968). 

5.3 Balanced Reward System Enhances Retention 

The study found that a combination of financial and non-

financial rewards is more effective than relying on only 

one type of reward. Employees are more likely to remain 

loyal to the organization when both economic and 

psychological needs are fulfilled. A balanced reward 

system helps reduce employee turnover (Armstrong & 

Taylor, 2023). 

5.4 Reward Preferences Differ Among Employees 

The findings indicate that employee preferences vary 

according to age, experience, designation, and 

department. Younger employees generally prefer career 

growth and learning opportunities, while experienced 

employees value salary growth, benefits, and job 

security. Therefore, customized reward strategies are 

more effective than a common policy for all employees 

(Robbins & Judge, 2019). 

5.5 Effective Rewards Improve Organizational 

Performance 

The study concludes that effective reward management 

positively influences productivity, teamwork, and 

organizational commitment. Motivated employees 

contribute more efficiently toward business goals and 

innovation. Thus, reward systems act as a strategic 

Human Resource tool for organizational success at 

Samsung India Electronics (Dessler, 2020). 

5.6 Career Growth Opportunities 

The study found that Samsung India Electronics provides 

career advancement opportunities through promotions 

and internal growth. Employees prefer organizations 

where they can build long-term careers. Promotion 

opportunities increase motivation and commitment. They 

also reduce employee turnover caused by career 

stagnation. Thus, growth opportunities are an important 

non-financial reward (Dessler, 2020). 

6. Suggestions 

6.1 Maintain a Balanced Reward System 

Samsung India Electronics should maintain a balanced 

combination of financial and non-financial rewards. 

Monetary benefits satisfy economic needs, while 

recognition and growth opportunities improve long-term 

commitment. An integrated reward system can increase 

employee motivation and retention (Armstrong & Taylor, 

2023). 

6.2 Strengthen Performance-Based Incentives 

The company should enhance performance-linked 

incentives based on clear and measurable targets. 

Transparent incentive plans encourage employees to 

improve productivity and efficiency. Fair incentive 

systems also reduce dissatisfaction among employees 

(Milkovich, Newman, & Gerhart, 2021). 

6.3 Improve Training and Career Development 

Samsung India Electronics should provide regular 

training programs, leadership development, and 

promotion opportunities. Employees remain committed 

when organizations invest in their growth and future 

career prospects. Development programs also improve 

skills and organizational performance (Dessler, 2020). 
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6.4 Enhance Recognition and Appreciation Programs 

The company should strengthen employee recognition 

programs such as awards, certificates, and public 

appreciation. Recognition improves morale, confidence, 

and job satisfaction. Employees who feel valued are more 

productive and loyal to the organization (Herzberg, 

1968). 

6.5 Adopt Flexible Reward Strategies 

The company should design reward systems according to 

employee age, experience, and department. Younger 

employees may prefer learning opportunities, while 

senior employees may value salary growth and security 

benefits. Customized reward strategies can better satisfy 

diverse employee needs (Robbins & Judge, 2019). 

6.6 Expand Training and Development Programs 

The company should continue expanding technical, 

managerial, and leadership training programs. 

Continuous learning helps employees upgrade their skills 

according to changing technology trends. Training also 

improves confidence and readiness for higher 

responsibilities. Employees feel motivated when the 

company invests in their personal development. Thus, 

strong training systems are necessary for long-term 

success (Armstrong & Taylor, 2023). 

7. Conclusion 

The present study on “Comparative Study of Financial 

and Non-Financial Rewards at Samsung India 

Electronics” concludes that reward management plays a 

significant role in improving employee motivation, job 

satisfaction, retention, and organizational performance. 

In today’s competitive business environment, employees 

are considered the most valuable resource of any 

organization, and their contribution directly affects 

productivity, innovation, and long-term growth. 

Therefore, organizations must design effective reward 

systems that satisfy both the economic and psychological 

needs of employees. The study found that financial 

rewards such as salary, bonuses, incentives, allowances, 

medical benefits, and retirement plans are highly 

important in attracting qualified employees and retaining 

skilled professionals. These rewards provide financial 

security and encourage employees to improve their 

performance and achieve organizational goals 

(Milkovich, Newman, & Gerhart, 2021). 

The study also reveals that non-financial rewards are 

equally important in creating long-term employee 

commitment and satisfaction. Recognition, appreciation, 

promotion opportunities, training and development, 

career growth, and a positive work environment make 

employees feel valued and respected. Such rewards 

increase morale, loyalty, and engagement, which 

ultimately contribute to better organizational 

performance. According to Herzberg (1968), recognition 

and growth opportunities are powerful motivators that 

increase job satisfaction. 

The comparative analysis indicates that both financial 

and non-financial rewards are complementary in nature. 

Financial rewards satisfy immediate economic needs, 

while non-financial rewards fulfill emotional and career-

related expectations. Employee preferences differ 

according to age, experience, and job role; therefore, a 

uniform reward policy may not be effective for all 

employees. Younger employees may prefer growth 

opportunities, whereas experienced employees may 

value financial stability and job security (Armstrong & 

Taylor, 2023). 

In conclusion, Samsung India Electronics has established 

an effective reward system, but continuous improvement 

and customization are necessary to meet changing 

employee expectations. A balanced reward strategy 

combining monetary and non-monetary benefits is the 

most effective approach for sustaining employee 

motivation, productivity, and loyalty. Thus, reward 

management remains a strategic tool for organizational 

success and competitive advantage. 
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