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Abstract 
Bangladesh is a developing country. Too many developments have already occurred. From the all 
developments, an important issue is women’s development. Our government patronizes much on the 
development of women. Our women are developing day by day and have already started work at 
different workplace. Our study mainly focuses on the non-financial factors that motivate them in 
workplace. Our study is all about making a marketing research proposal on non-financial factors 
motivate woman in workplace. Our study is based on Unilever Bangladesh Ltd. The marketing 
research plan for this proposal includes the company’s workplace of woman, working condition, 
motivation, motivational factors. It also includes problem definition; approaches to the problem, 
research design, data collection & analysis, reporting, time analysis etc. 
Keywords: Motive, Motivation, Motivating factors, women workers, financial factors & non-
financial factors 

1. INTRODUCTION 

A research proposal is the initial plan for conducting a research. Research is an analytical study where 
the relation between two or more variables has been analyzed and the impact or influence on one 
variable by the other variables is found out. Before starting a research, a suitable topic needs to be 
selected for the study [1]. Generally, any recent issue or any alarming issue is selected as the research 
topic whose findings will help a wide range of users. A research is a needs lot of time. So, before 
starting the final research an initial plan is made which is a research proposal. This research proposal 
is based on “Non-financial factors motivate women in work place, a case study based on 
Unilever”. 

2. LITERATURE REVIEW 
2.1 A brief overview on Unilever 
Unilever is a multinational manufacturing company. Unilever was established in 1929 through a 
merger. In that year, a British Firm Lever Brothers and a Dutch firm Margarine Unite merged and 
formed Unilever. It’s headquarter is situated in London United Kingdom. But the company has 
research and development offices in China, United States, Netherlands and India. The company has 
more than 400 brands selling all over the world [2]. But its main brands are: Lux, Dove, Ponds, Sun 
silk, Omo, Flora, Rama, Lipton, Surf etc. All these products are divided into four major divisions: 
Personal care, home care, refreshment and foods or beverage. On the basis of revenue of 2012, 
Unilever is the third largest company in the world. At present, around 174,000 people are working in 
this firm. The firm has three subsidiaries. Those are Hindustan Unilever, Unilever Pakistan and 
Unilever Australasia [3]. The products of Unilever are available in almost 190 countries of the world. 
2.2 Women in the workplace 
In past two or three decades what happened in the global economy is that, half of the contributor of 
such economic growth is women. Up to the middle of the twenty century, women did not go outside 
their home to work [4]. With the passage of time, women proved that they can work outside and 
contribute well. Even they have proved also that they can not only compete with men but also they 
can compete with men. In the last fifty years, the participation of women in the workforce of United 
Kingdom is remarkable, same as for Unilever. Unilever is one of those organizations in the whole 
world which ensures a fifty percent participation of male and fifty percent participation of female 
workers in its total workforce [5]. So, organizations have to think and consider how this half of the 
workforce should be motivated to work. Which actions by the firm will make them satisfy and 
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influence to work hard and which actions by the organization will dissatisfy these female workers and 
force them to leave their job. 
2.3 Motivation 
Motivation is the process of inspiring and influencing workers to work on a regular basis. People 
works by their own up to a certain level. Beyond that level, motivation is required to motivate them to 
influence to work more [6]. Motivation covers a huge range of activities. Whatever influence 
employees to work is a part of motivation. Motivation is one kind of reward. It’s like when people are 
rewarded then finds new energy and inspiration to work more. Or when people know if they work 
properly and hardly, they will be rewarded; at that time, they will work more. 
2.4 Motivating factors 
Previously what the common mistake managers did is understanding motivation properly. They 
though motivation is giving higher money or salary to the employees [7]. And employees will do their 
task in fear of getting punished. But both this belief has been proved wrong. Rather, modern 
researchers have found out that motivation can increase the performance of the workers than giving 
punishment to them. 
Researchers and academicians have also identified different motivational factors for employees. These 
are divided into two groups: financial factors and non-financial factors. Financial factors include 
salary, bonuses, and other fringe benefits [3]. Non-financial factors cover working environment, status 
or position in the managerial hierarchy, job security, group, appreciation and recognition etc. [8] 
Organizations have to apply both these approaches to satisfy every employee. It is obvious that money 
inspires workers to work more. But non-financial factors of motivation play also a vital role in 
motivating employees. For example, safe and beautiful working environment motivates employees to 
work more. 
2.5 Financial factors 
We know that, financial factors include salary, bonuses, and other fringe benefits. These are the main 
motivating factors that can influence the employees and can increase their performance in the 
workplace. Some of the financial factors are illustrate in the following. 
Salary 
A salary is a form of periodic payment from an employer to an employee, which may be specified in 
an employment contract. From the view point of business, salary can also be viewed as the cost of 
acquiring and retaining human resource for running operations, and the termed personnel expense or 
salary expense. In other words, salary is a fixed amount of money paid in return for work performed. 
Bonuses 
A bonus payment usually made to employees in addition to their base salary as part of their wages or 
salary. Thus bonus payment act as incentives for managers attracting their attention and their personal 
attention towards what is seen as gainful for their company’s economic success. 
Provident fund 
Provident fund is a term for pension fund. It provides employee with lump sum payment at the time of 
exit from the organization. So it differs from pension fund which have both elements of lump sum as 
well as monthly pension payment. 
Profit sharing 
Profit sharing refers to various incentive plans introduced by business that provide direct or indirect 
payments to employees that depends on company’s profitability in addition to employee’s regular 
salary and bonuses. 
Gratuity 
A gratuity also named as a tip is a sum of money customarily given by a client or customer to service 
worker, in addition to the basic price. Tapping is commonly given to certain service sector worker for 
a service performed or anticipated. 
Allowance 
An allowance is an amount of money given or allotted usually at regular intervals for a specified 
purpose. Allowance in business is an amount specified in the successful completion of a work or 
project. 
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2.6 Non-Financial factors 
Recognition 
A recognition is something given to a person, a group of people, like a sports team or a recognition. It 
is achievements virtues and service etc. in the field of psychology, it is understood that a person who 
seeks excessive recognition could themselves be exhibiting traits of a personality disorder. 
Working environment 
Working environment or workplace is the physical location where someone works for his or her 
living, a place of employment. A workplace is one of the most important social spaces other than the 
home. The developments of new technologies have led to the development of the virtual workplace, a 
workplace that is not located in any one physical space. 
Leadership 
Leadership is both a research area and a practical skill, regarding the ability of an individual or 
organization to lead or guide other individuals, teams or entire organizations. In other words, 
leadership is a process of social influence in which a person can enlist the aid and support of others in 
the accomplishment of a common task. 
Job satisfaction 
Job satisfaction is simply how content an individual is with his or her job, in other words, whether or 
not they like the job or individual aspects or facets of jobs, such as nature of work or supervision. 
Researchers also noted that job satisfaction measures vary in the content to which they measure 
feelings about the job. 
Status 
Social status is the rank or position of a person or group. Status can be determined in two ways. One 
can earn their social status by their own achievements, which is known as achieved status. 
Alternatively, one can be placed in the stratification system by their inherited position, which is called 
ascribed status. 
Appreciation 
Appreciation means feeling or attitudes in acknowledgement of a benefit that one has received or will 
receive. The experience of appreciation has historically been a focus of several world religions. 

3. OBJECTIVE OF THE STUDY 
3.1 Research objective 
Without setting a proper aim nothing can be achieved [9]. Without having certain aim and purpose 
this research cannot be conducted too. The aim and purposes of this study are the followings: 
 Identifying all the non-financial motivating factors for women 
 Determining non-financial motivating factors influence women to work more and increase 

their performance. 
 Finding out non-financial motivating factors are applied by Unilever for its female workers 

3.2 Research question 
To achieve the desired aims and purposes the researcher has to find out the answer of the following 
research questions: 
 What are the motivating factors? 
 What do non-financial motivating factors actually mean? 
 How these factors motivate women in the work place? 
 Which non-financial motivating factors are applied by Unilever? 

3. RESEARCH METHODOLOGY 
Research methodology is the process of the research. It discusses about how the research will be 
conducted. Research is a systematic study where a formal and sequential process is followed. So, the 
researcher needs to have an effective plan for conducting the study. Without proper planning and 
without having a proper understanding, the researcher will face many problems and difficulties in 
conducting the study. Some key aspects of research methodology have been discussed below: 
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3.1 Research Approach 
Research approach is the way the study will be conducted. There are different ways of conducting a 
research study such as quantitative approach, qualitative approach, mixed method approach etc. The 
research approach is generally set by the researcher [10]. In case of selecting research approach, the 
type of the study and the nature of the data are considered. Qualitative study is suitable where the 
researcher deals with qualitative data like features, impact, importance, correlation etc. [11]. On the 
other hand, quantitative research produces the best outcome where the researcher deals with 
quantitative data like salary, cost, profit, revenue, production etc. Moreover, mixed method approach 
is a mix of both qualitative and quantitative data. This study has focused on identifying the non-
financial factors which motivate the women at workplace. So the name of the non-financial factors is 
actually qualitative data. That is why this study will follow a qualitative research approach. 
3.2 Data collection 
To identify which non-financial factors motivate women in the workplace, the researcher has to 
collect data from the working women. Data collection is the most vital part in a research because the 
findings will be based on that collected data [1]. Data can be collected from different sources which 
are mainly divided into two groups:  
Primary source and secondary source of data collection: 
 Primary source: Primary source is the source where the researcher collects data directly from 

the participants or the focused group based whom the research is conducted. This process 
needs a long period of time as the researcher has to communicate with every person [12]. The 
cost of conducting this process is also high. But the researcher can collect the most authentic 
data from this source. 

 Secondary source: Secondary source does not need the direct involvement of the researcher 
and the participants or respondents. Here the researcher collects data from previous working 
and studies conducted by other researchers. Secondary data can also be collected from 
television, internet, newspaper, journals, radio, articles, and different publications [2]. In this 
study the researcher will collect data from the female workers of Unilever. The researcher has 
will collect data from them by a questionnaire. 

3.3 Sampling strategy 
Unilever has its operation in more than fifty countries. More than ten thousand female worker work in 
Unilever all over the world. So, the researcher will find huge difficulty to collect information from all 
these workers [12]. So, the researcher has decided to work on a sample basis. For simplicity in 
analysis process, data has been arranged on a tabular format. Each group of response is multiplied by 
their weight of response and averaged to come to a single conclusion. Absolute figures have also been 
converted into relative figures for easy understanding by the users. 
After analyzing each question individually, the following findings have been found out for this study: 
Q – 1: Unilever applies non-financial motivating factors for its employees: 
In response of the whether Unilever applies non-financial motivating factors or not… 

Option Value in Likert 
scale (A) 

Frequency 
(B) 

Cumulative 
value (C= A*B) Percentage 

Strongly agree 5 15 75 38% 
Agree 4 19 76 48% 
Neutral 3 4 12 10% 
Disagree 2 2 4 5% 
Strongly disagree 1 0 0 0% 
Total 167 100% 
Average / Mean 4.18   

Table – 1: Employees’ response of Unilever applying no-financial motivating factors 
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Graphical Presentation:
 

 
Figure 1: Employees’ response of Unilever applying no-financial motivating factors 

Interpretation: 
48% employees agreed and 38% employees strongly agreed. The mean response is 4.18 out of 5. So, 
the mean is close above the scale of agreed option because only 5% employees disagreed here. 
Q – 2: Which non-financial factor you prefer most: 
In case of responding most preferred non-financial motivating factor, almost a mixed response is 
received.  

Option Value in Likert 
scale (A) 

Frequency 
(B) 

Cumulative 
value (C=A*B) Percentage 

Job Status 5 12 60 30% 
Better working environment 4 15 60 38% 
Recognition 3 6 18 15% 
Leadership 2 5 10 13% 
Others 1 2 2 5% 
Total 150 100% 
Average / Mean 3.75   

Table – 2: Participants’ response of mostly preferred non-financial motivating factor 
Graphical presentation: 

 
Figure 2: Participants’ response of mostly preferred non-financial motivating factor 
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Interpretation: 
Most of the employees (38%) go for better working environment, 30% chose job status, 15% 
preferred recognition and 13% selected leadership. The mean response is close to the scale of better 
working environment which must be the first priority. 
Q – 3: Better working environment encourages you to work more: 
Here the researcher questioned the participants by mentioning specific non-financial motivating 
factors.  

Option Value in Likert 
scale (A) 

Frequency 
(B) 

Cumulative 
value (C=A*B) Percentage 

Strongly agree 5 15 75 38% 
Agree 4 13 52 33% 
Neutral 3 7 21 18% 
Disagree 2 4 8 10% 
Strongly disagree 1 1 1 3% 
Total 157 100% 
Average / Mean 3.93   

Table – 3: Employees’ response of motivation through better working environment 
Graphical Presentation: 

 
Figure 3: Employees’ response of motivation through better working environment 

Interpretation: 
38% employees of Unilever strongly agreed and 33% agreed that better working environment 
encourages them to perform better. Ensuring better working environment will improve their 
performance too. Mean response suggest an agreement too. 
Q – 4: When your works are recognized you feel motivated to work more: 

Option Value in Likert 
scale (A) Frequency (B) Cumulative 

value (C=A*B) Percentage 

Strongly agree 5 17 85 43% 
Agree 4 19 76 48% 
Neutral 3 4 12 10% 
Disagree 2 0 0 0% 
Strongly disagree 1 0 0 0% 
Total 173 100% 
Average / Mean 4.33   

Table – 4: Employees’ response of motivation through recognition 
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Graphical Presentation: 

 
Figure 4: Employees’ response of motivation through recognition 

Interpretation: 
48% employees agreed that, when they are recognized for their work they feel motivated. Future such 
recognition will motivate them to improve their performance. 43% employees also strongly agreed 
with them. No employees disagreed or strongly disagreed here. Thus, the mean response is very high 
which is 4.33 and indicates more than agreement 
Q – 5: If there is no non-financial motivating factor in Unilever, you may switch you job: 

Option Value in Likert 
scale (A) Frequency (B) Cumulative value 

(C=A*B) Percentage 

Strongly agree 5 8 40 20% 
Agree 4 14 56 35% 
Neutral 3 3 9 8% 
Disagree 2 11 22 28% 
Strongly disagree 1 4 4 10% 
Total 131 100% 
Average / Mean 3.28   

Table – 5: Employees’ response of switching job due to lack of non-financial motivation 
Graphical Presentation: 

 
Figure 5: Employees’ response of switching job due to lack of non-financial motivation 
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Interpretation: 
35% employees agreed that, if there is no non-financial motivating factor in Unilever, they might 
switch the organization and their job. 20% employees strongly agreed with them. But 28% employees 
have disagreed with this statement. Mean is 3.28 which is over neutral point and this is an area of 
concern of Unilever. 

4. DATA ANALYSIS AND FINDING 
When data collection will be completed, data analysis phase will be started. Collected data will be 
arranged first using the tally marks. Then these data will be grouped according to the nature of the 
data or on the basis of each question [12]. All these will be done using Microsoft Excel. Using the 
same grouped data different bar diagram, pie charts etc. will be drawn for presentation purpose though 
Microsoft Excel. If the above findings are summarized, then the following outcomes are found out: 
 86% employees believe Unilever applies non-financial motivating factors for its employees. 
 Employees mostly prefer a better working environment which will be friendly, cooperative, 

fresh, neat and clean and supportive to them. Second most preferable option is job status. 
 71% employees agreed to improve their performance if they get a better working 

environment. 
 91% employees agreed that, proper recognition for their performance will motivate them and 

help them to perform better in future. 
 83% employees agreed that lack of non-financial motivating factors dissatisfies them. 
 55% employees may switch their job from Unilever due to lack of non-financial motivation. 

5. CONCLUSION 
Research has a great role to play in the social and economic development of a country. Different 
findings of the research studies are taken seriously by the organizations and they try to implement 
those findings. This particular study focused on a very crucial issue related with women. Both 
financial and non-financial factors motivate women in workplace, but here researcher mainly focused 
on the non-financial factors. All women aren’t working for financial benefit; some are working for 
recognition, better working environment and social status. These factors encourage women to work 
outsiders and to contribute in family and in economy. Though it is said that women and men are equal 
and they are getting equal benefits in the workplace, but practically this is not happening around the 
world. So, a special focus and concentration is needed for women especially what motivates them in 
the workplace. 
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