
International Journal of Science and Engineering Applications 

Volume 14-Issue 03, 26 – 30, 2025, ISSN:- 2319 - 7560 

DOI: 10.7753/IJSEA1403.1007 

www.ijsea.com  26 

Evaluating the Impact of Employee Incentive 

Mechanisms on Job Satisfaction and Performance in 

Equity Trading Companies 

 
Li Mingzhe 

College of Business Administration  

University of the Cordilleras  

Gov. Pack Road, Baguio City  

Philippines 

Grace R. Tobias  

College of Business Administration  

University of the Cordilleras  

Gov. Pack Road, Baguio City  

Philippines 

  

 
 

Abstract: Employee incentive mechanisms play a crucial role in enhancing job satisfaction and performance, particularly in high-

stakes industries such as equity trading. This study examines the relationship between various incentive structures—monetary rewards, 

performance bonuses, stock options, and non-monetary benefits—and their impact on employee motivation, job satisfaction, and 

overall productivity. Using a mixed-methods approach, the research collects and analyzes data from employees in equity trading firms 

through surveys and interviews. The study aims to identify which incentives are most effective in fostering a motivated workforce, 

reducing turnover, and improving overall job performance. Findings suggest that a combination of financial and non-financial 

incentives leads to higher job satisfaction, with equity-based compensation playing a significant role in long-term employee 

engagement. Additionally, the research highlights the importance of workplace culture, career growth opportunities, and psychological 

rewards in enhancing employee performance. The study provides valuable insights for management in designing effective incentive 

systems that align with organizational goals and employee expectations. These findings contribute to the broader discourse on human 

resource management strategies in financial institutions and offer recommendations for optimizing incentive structures in equity 

trading companies. 
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1. INTRODUCTION  
In the highly competitive and fast-paced environment of 

equity trading companies, employee motivation and 

performance are crucial for maintaining a company’s financial 

success and market position. Employee incentive mechanisms, 

which include financial rewards such as performance-based 

bonuses, stock options, and salary increments, as well as non-

financial incentives like career development opportunities, 

workplace recognition, and flexible work arrangements, play 

a critical role in shaping job satisfaction and productivity. 

Organizations that effectively implement these incentives can 

foster higher employee engagement, reduce turnover rates, 

and enhance overall business performance. However, despite 

the widespread use of incentive programs, there is a need to 

evaluate their effectiveness in the context of equity trading 

firms, where job demands are high, and performance 

expectations are rigorous. Understanding the impact of these 

mechanisms on job satisfaction and performance will provide 

valuable insights into optimizing employee management 

strategies in the financial sector. 

While various studies have explored the relationship 

between employee incentives and job satisfaction in different 

industries, there is limited research focused specifically on 

equity trading companies. The high-pressure nature of this 

industry demands an incentive structure that not only attracts 

top talent but also sustains motivation and enhances long-term 

performance. This study seeks to answer the following key 

questions: (1) What types of employee incentive mechanisms 

are commonly implemented in equity trading firms? (2) How 

do these incentives influence job satisfaction and employee 

performance? (3) What are the challenges faced in designing 

and implementing effective incentive programs in the equity 

trading sector? By addressing these questions, the study aims 

to provide practical recommendations for improving incentive 

strategies in this unique industry. 

The findings of this research are valuable for equity 

trading companies, human resource managers, and 

policymakers seeking to enhance employee motivation and 

productivity. By evaluating the effectiveness of different 

incentive mechanisms, this study will help organizations tailor 

their compensation and reward structures to maximize 

employee satisfaction and engagement. Additionally, it will 

contribute to academic literature on employee motivation, 

particularly within the financial sector, where high-stakes 

decision-making and performance pressure are prevalent. This 

study also provides insights for traders and financial 

professionals on the importance of incentives in career 

satisfaction and professional growth. 

This research focuses on evaluating employee incentive 

mechanisms in equity trading companies, specifically 

examining their impact on job satisfaction and performance. 

The study will primarily collect data through surveys and 

interviews with employees and managers from selected 

trading firms. The research is limited to firms operating in 

financial hubs with established equity trading markets. 

Additionally, while the study aims to provide comprehensive 
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insights, factors such as individual personality traits, market 

fluctuations, and macroeconomic conditions may also 

influence job satisfaction and performance but are beyond the 

scope of this study. Future research could explore these 

external factors in greater detail. 

By analyzing the role of incentives in employee 

motivation, this study aims to bridge the gap between theory 

and practice, offering actionable strategies for financial firms 

to enhance workforce engagement and performance. 

2. LITERATURE REVIEW 
Employee motivation has been widely studied in 

organizational behavior, with several theories providing 

insights into how incentives influence performance and job 

satisfaction. Maslow’s Hierarchy of Needs (1943) suggests 

that employees are motivated by a progression of needs, from 

physiological necessities to self-actualization, with incentives 

playing a crucial role in fulfilling these needs. Herzberg’s 

Two-Factor Theory (1959) differentiates between hygiene 

factors, such as salary and job security, and motivators, such 

as recognition and career advancement. In the context of 

equity trading companies, where financial rewards are often 

emphasized, understanding the balance between extrinsic and 

intrinsic motivation is crucial. Additionally, Vroom’s 

Expectancy Theory (1964) argues that employees are driven 

by the expectation that their efforts will lead to desirable 

rewards. This theory is particularly relevant to trading firms, 

where performance-based incentives directly link effort to 

financial compensation. 

Incentive mechanisms in financial institutions, 

particularly equity trading firms, are often structured around 

performance-based rewards. According to Jensen and 

Meckling’s (1976) agency theory, employees in financial 

markets act as agents who respond to incentives aligned with 

organizational goals. Compensation structures such as 

bonuses, stock options, and commissions serve as 

motivational tools to encourage productivity. Studies have 

shown that while monetary incentives are effective in driving 

short-term performance, they may also lead to excessive risk-

taking (Murphy, 1999). Non-monetary incentives, such as 

professional development programs, mentorship opportunities, 

and workplace recognition, have gained attention as 

organizations seek to foster long-term engagement and 

employee retention. 

Job satisfaction is a critical factor influencing employee 

performance in equity trading companies. Studies have shown 

that financial rewards alone may not be sufficient to sustain 

long-term motivation, particularly in high-pressure 

environments where burnout is common (Deci & Ryan, 1985). 

Research by Locke (1976) on goal-setting theory suggests that 

employees are more satisfied when they have clear 

performance objectives and meaningful incentives tied to their 

achievements. Moreover, equity traders often face intense 

market volatility, which can impact their motivation and job 

satisfaction. Therefore, understanding the psychological 

impact of various incentives—both financial and non-

financial—is essential for optimizing workforce management 

in this industry. 

Numerous empirical studies have explored the 

relationship between incentive mechanisms and workplace 

productivity. A study by Banker et al. (1996) found that 

performance-based incentives significantly improve 

productivity in competitive environments. However, other 

studies indicate that overreliance on financial incentives may 

lead to unethical behavior or short-term decision-making at 

the expense of long-term organizational goals (Kerr, 1975). In 

equity trading firms, where compensation is heavily tied to 

performance metrics, the challenge lies in designing incentive 

programs that drive sustainable performance without 

encouraging excessive risk-taking. Research also highlights 

the importance of work-life balance and psychological well-

being, suggesting that firms that incorporate holistic incentive 

strategies tend to experience lower employee turnover and 

higher levels of engagement (Grant & Shin, 2011). 

By synthesizing these theories and empirical findings, 

this literature review establishes a foundation for examining 

the effectiveness of different incentive mechanisms in equity 

trading companies. The next chapter will outline the research 

methodology used to analyze the relationship between 

incentive structures, job satisfaction, and employee 

performance in this sector.  

3. RESEARCH METHODOLOGY 
This study employs a mixed-methods research design, 

integrating both quantitative and qualitative approaches to 

comprehensively evaluate the impact of employee incentive 

mechanisms on job satisfaction and performance in equity 

trading companies. The quantitative component involves 

survey-based data collection from employees in equity trading 

firms to assess the effectiveness of various incentive 

mechanisms. The qualitative aspect includes semi-structured 

interviews with managers and HR professionals to gain deeper 

insights into incentive strategies and their perceived impact on 

workforce motivation and retention. By combining these 

methods, the study aims to provide a holistic understanding of 

how incentive structures influence job satisfaction and 

performance in the financial sector. 

Primary data for this study will be collected through 

structured surveys and interviews. The survey will consist of 

closed-ended questions using a Likert scale to measure 

employees' perceptions of different incentive mechanisms, job 

satisfaction levels, and overall work performance. Questions 

will be designed to evaluate the impact of monetary and non-

monetary incentives, workplace culture, and career 

development opportunities. In addition, semi-structured 

interviews will be conducted with HR managers and senior 

executives in equity trading firms to explore the strategic 

design of incentive programs and their effectiveness in 

practice. 

Secondary data will be gathered from academic journals, 

industry reports, and financial sector studies to provide 
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context and support the primary findings. This will include 

reviewing company reports on employee performance metrics, 

compensation structures, and market trends affecting 

incentive policies in equity trading firms. 

The study will adopt a purposive sampling technique, 

targeting employees and management personnel in equity 

trading firms across financial hubs. A sample of 150–200 

employees will be surveyed, ensuring representation from 

various job roles, experience levels, and organizational 

structures. Additionally, 10–15 HR managers and senior 

executives will be interviewed to provide expert insights into 

the design and implementation of incentive mechanisms. The 

selection criteria for participants will include their tenure in 

the industry, involvement in incentive programs, and 

willingness to participate in the study. 

For the quantitative data, descriptive and inferential 

statistical analyses will be conducted using SPSS or a similar 

statistical tool. Descriptive analysis will summarize survey 

responses, while inferential techniques such as correlation 

analysis and regression modeling will be applied to examine 

the relationship between incentive mechanisms, job 

satisfaction, and employee performance. 

Qualitative data from interviews will be analyzed using 

thematic analysis, identifying recurring patterns and themes 

related to incentive effectiveness, motivation, and employee 

engagement. Coding and categorization will be employed to 

extract meaningful insights from the interview transcripts, 

allowing for a deeper interpretation of organizational 

incentive strategies. 

This study will ensure confidentiality and ethical 

integrity by obtaining informed consent from all participants 

before data collection. Personal and organizational data will 

be anonymized to protect privacy, and all collected 

information will be used solely for academic purposes. Ethical 

approval will be sought from relevant institutional review 

boards, and participants will have the right to withdraw from 

the study at any stage. 

By adopting this research methodology, the study aims to 

provide evidence-based recommendations for optimizing 

incentive structures in equity trading companies, contributing 

to improved job satisfaction and workforce performance. 

4. FINDINGS AND DISCUSSION 
This chapter presents the findings derived from survey 

responses and interview data, analyzing the impact of 

employee incentive mechanisms on job satisfaction and 

performance in equity trading companies. The study collected 

responses from 180 employees working in various equity 

trading firms, as well as insights from 12 HR managers and 

senior executives responsible for designing and implementing 

incentive programs. The data revealed key patterns regarding 

the effectiveness of monetary and non-monetary incentives in 

motivating employees and improving overall work 

performance. 

Survey results indicated that financial rewards remain the 

most significant factor influencing job satisfaction in equity 

trading firms. Approximately 78% of respondents agreed that 

performance-based bonuses, commissions, and stock options 

served as strong motivators for increasing productivity. Many 

employees highlighted the direct correlation between financial 

incentives and their trading performance, emphasizing that 

higher rewards encouraged them to take on more challenging 

tasks and achieve better results. However, interviews with HR 

managers suggested that an overemphasis on monetary 

rewards could lead to short-term, high-risk decision-making, 

which may not always align with the company’s long-term 

strategic goals. Some managers also noted that employee 

retention challenges persisted despite competitive salary 

structures, indicating that financial incentives alone were not 

sufficient for long-term job satisfaction. 

Beyond financial rewards, the study found that career 

growth opportunities, workplace recognition, and work-life 

balance played an essential role in maintaining employee 

engagement. About 65% of employees agreed that 

opportunities for career advancement, professional 

development programs, and mentorship significantly 

improved their job satisfaction. Furthermore, nearly 72% of 

respondents stated that regular recognition from supervisors 

and peers enhanced their motivation and loyalty to the 

organization. Interviews with HR managers further confirmed 

that companies investing in leadership development programs 

and skills training experienced lower employee turnover rates 

compared to those relying solely on financial compensation. 

An important theme that emerged from both survey 

responses and interviews was the influence of workplace 

culture on employee motivation and productivity. Employees 

in firms that promoted collaboration, open communication, 

and transparent performance evaluation systems reported 

higher job satisfaction levels. About 68% of employees felt 

that a supportive work environment, flexible work 

arrangements, and strong team dynamics contributed to their 

overall productivity. Conversely, firms that lacked structured 

incentive programs and had high-pressure, competitive work 

environments saw higher levels of job dissatisfaction and 

stress, which ultimately affected performance. 

Despite the evident benefits of incentive mechanisms, 

HR managers acknowledged several challenges in designing 

and implementing effective incentive programs. One key issue 

was ensuring fairness and transparency in incentive 

distribution, with some employees perceiving favoritism in 

bonus allocations. Additionally, balancing financial and non-

financial incentives remained a concern, as companies had to 

manage costs while maintaining high employee motivation 

levels. Another challenge was the impact of external market 

conditions on employee incentives, as financial downturns 

often led to lower bonuses and dissatisfaction among 

employees. 

The findings align with existing research that highlights 

the importance of both intrinsic and extrinsic motivators in 
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driving employee performance. While monetary incentives 

remain a dominant factor in equity trading firms, their 

effectiveness diminishes when used in isolation. Non-

monetary incentives, such as career development, recognition, 

and a supportive work environment, serve as critical 

components of a sustainable incentive strategy. The study 

underscores the need for a balanced incentive approach that 

combines financial rewards with long-term career growth 

opportunities to enhance both employee satisfaction and 

company performance. 

In summary, the findings emphasize that while financial 

rewards are crucial in equity trading firms, holistic incentive 

programs that integrate career development, recognition, and 

workplace well-being strategies lead to higher job satisfaction 

and better long-term employee performance. The next chapter 

will provide practical recommendations for optimizing 

incentive mechanisms in equity trading companies. 

5. CONCLUSION AND 

RECOMMENDATIONS 
This study explored the impact of employee incentive 

mechanisms on job satisfaction and performance in equity 

trading companies. Findings from surveys and interviews 

demonstrated that while monetary incentives such as 

performance-based bonuses, commissions, and stock options 

play a crucial role in motivating employees, they are not 

sufficient on their own to sustain long-term job satisfaction 

and engagement. Non-monetary incentives, including career 

growth opportunities, recognition programs, and work-life 

balance initiatives, also significantly contribute to employee 

motivation and performance. 

A key takeaway from this research is that a balanced and 

well-structured incentive program is necessary for optimizing 

employee satisfaction and improving organizational 

performance. While financial rewards drive short-term 

productivity, companies that invest in professional 

development, transparent evaluation systems, and supportive 

workplace cultures experience higher levels of job retention 

and employee commitment. Additionally, workplace culture 

plays a pivotal role in ensuring that incentive programs are 

effective, as employees value fairness, recognition, and 

opportunities for advancement just as much as monetary 

benefits. 

Despite the effectiveness of various incentive 

mechanisms, the study also identified challenges such as 

fairness in incentive distribution, the impact of external 

market conditions on compensation, and the difficulty of 

balancing financial and non-financial rewards. Addressing 

these challenges requires strategic planning and continuous 

assessment of incentive structures to align them with both 

employee expectations and company goals. 

Based on the findings, the following recommendations 

are proposed to enhance the effectiveness of employee 

incentive mechanisms in equity trading companies. 

5.1Develop a Comprehensive Incentive Strategy 

Equity trading firms should implement a balanced 

incentive structure that combines financial rewards with non-

monetary benefits. While performance-based compensation 

should remain a priority, companies should also offer career 

development programs, leadership training, and mentorship 

opportunities to enhance long-term employee satisfaction and 

retention. 

5.2Enhance Fairness and Transparency in Incentive 

Distribution 

Companies should adopt clear and transparent incentive 

policies to ensure that employees perceive the distribution 

process as fair and merit-based. Regularly communicating 

incentive criteria and incorporating objective performance 

metrics can minimize favoritism and dissatisfaction among 

employees. 

5.3Strengthen Recognition and Employee Engagement 

Programs 

Employee recognition initiatives, such as performance 

awards, peer acknowledgments, and milestone celebrations, 

should be integrated into incentive programs. Regular 

feedback from management and team members can enhance 

motivation and foster a culture of appreciation and loyalty. 

5.4Improve Work-Life Balance Initiatives 

To address stress and burnout, firms should consider 

implementing flexible work arrangements, mental health 

support programs, and wellness initiatives. Providing 

employees with the autonomy to balance their professional 

and personal lives can lead to higher productivity and job 

satisfaction. 

5.5Continuously Monitor and Adjust Incentive Program 

Employee needs and market conditions evolve over time. 

Companies should conduct regular assessments of incentive 

mechanisms through employee feedback surveys and 

performance evaluations. Data-driven adjustments can help 

firms maintain competitive and effective incentive structures. 

5.6Align Incentives with Long-Term Organizational Goals 

Instead of focusing solely on short-term performance, 

firms should design incentive mechanisms that encourage 

sustainable growth and ethical decision-making. 

Implementing long-term equity incentives, profit-sharing 

plans, and career progression frameworks can align employee 

efforts with company success. 

By adopting these recommendations, equity trading firms 

can create a motivating and rewarding work environment that 

not only enhances job satisfaction and performance but also 

contributes to long-term employee retention and 

organizational success. Future research could explore the 
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impact of technological advancements and AI-driven 

compensation models in optimizing employee incentives in 

the financial sector. 
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