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ABSTRACT 

 
Purpose: 
The aim of this paper is to determine which incentives motivate each of 
construction and consultant team members to achieve a successful project 
delivery. 

 
Design: 
This is study designed based on a deductive approach whereby the 
problem (hypothesis) under investigation is developed from established 
theories; and in this instance, motivational incentives. A theoretical 
framework of the study was outlined to guide the focus of the literature. The 
literature on types of incentives, goals of incentives in organisations, and 
incentives to team members has been reviewed. 

 
Findings: 
The literature suggested that both monetary and non-monetary incentives 
can be used to stimulate people to work. Therefore, incentives can be 
designed to achieve specific goals aligned with project requirements. 
However, it was argued that an incentive mechanism that motivates a 
contractor may not necessarily be applicable to a designer. It was 
suggested that knowing what motivates each team member may provide 
the project manager with the ability to connect with team members to 
environments, assignments, and responsibilities that foster personal 
motivation. 
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Research limitations: 
While desktop study findings reported here do not represent any specific 
professional entity, it is anticipated that the analysis of field data will reveal 
some motivational incentive patterns specific to each of the construction 
and consultant team members. 

 
Practical implications: 
By understanding incentives as activation tool for a successful infrastructure 
delivery, this will compel project managers to design incentive driven 
contracts streamlined to stimulate project participants’ commitment to 
higher performance as a team. 

 
Value: 
Given the delivery challenges faced with the South African construction 
industry, the consideration of incentives that motivate each construction and 
consultant team member would create conducive project environment to 
achieve a successful project delivery. 

 
Keywords: construction and consultant team, monetary incentive, 
successful project delivery 

 
 

1. INTRODUCTION 

 
Traditionally, it has been believed that project success can be measured in 
terms of cost, quality and time. However, Saqib, Farooqui and Lodi (2008) 
argue that the success criteria often change from project to project, 
depending on the participants, the scope of the services offered, the project 
size, the sophistication of the client in relation to the design of the facilities 
and the technological implications. A project’s success depends on the 
performance of the participants entrusted to execute the project (Oyedele, 
2010) and motivation in meeting project goals (Peterson, 2007). Previous 
studies have revealed that reward or incentives can motivate construction 
project participants to put extra effort to perform better (Bower, Ashby, 
Gerald, Smyk & 2002:37; Rose &  Manley, 2011:765; Rose &  Manley, 
2010:253). Yavuz (2004:9) indicates that the concepts of ‘incentive’, 
‘reward’, and recognition are quite interrelated and complementary in the 
context of employee motivation. 

Barbour (2005) asserts that the economic rationale for  incentives 
seeks to correct, for example, market failures including, information 
asymmetries, the public good nature of investment in research and 
development,   and   infant   industry   protection.   In   the   South   African 
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construction industry context, incentives may be used as an activation agent 
to compel various professional participants in construction project to 
achieve project objectives. 

While there are many types of activation agents that compel 
construction and consultant team members towards achieving project 
objective, this paper will discuss monetary and non-monetary incentives 
offered towards a successful project delivery. The objective of the study is 
to identify the most important motivational incentive construction and 
consultant team members are willing to adopt in  procurement  of 
construction projects. In other words, the gap in knowledge or problem area 
to be addressed is that “the most important motivational incentive that 
motivates construction and consultant team members in project success is 
not evident”. 

 
 

2. RESEARCH METHODOLOGY 

 
This research follows a deductive approach as depicted in Figure 2. In fact, 
Walliman (2005) advises that depending on the subject and position in the 
debate about the research, the main argument may be based on inductive 
or deductive reasoning. Deductive reasoning is a theory testing process 
which commences with an established theory or generalisation, and seeks 
to see if the theory applies to specific instances (Hyde, 2000). 

 

 

 
Figure 2 Distinction between deductive and inductive approach 

Adapted from Burney (2008:6) 
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Mouton (2001) indicates that the most common forms of deductive 
reasoning in science are the following: 

 Deriving the hypothesis from theories and models; and 

 Conceptual explications: when the meaning of a concept is clarified 
through the deductive derivation of its constructive meaning. 

In fact, given the deductive reasoning approach adopted for this study, 
the theoretical concepts on motivation which have been limited to individual 
employees will be replicated to the construction and the consultant team 
members rendering services to the clients. However, the study is confined 
to the literature review. 

 

3. LITERATURE REVIEW 
 

 
3.1 Types of incentives 

3.1.1 Monetary incentives 
It should be noted that incentives are provided following two categories: 
monetary incentives and non-monetary incentives (MSG, 2012: online). 
Monetary incentives involve granting reward in terms of money such as 
commissions, bonus (Yavuz, 2004:9). MSG (2012: online) refers to 
monetary incentives as those incentives which satisfy the subordinates by 
providing them rewards in terms of money. Money has been recognized as 
a chief source of satisfying the needs of people. Money is also helpful to 
satisfy the social needs by possessing various material items. Therefore, 
money not only satisfies psychological needs but also the security and 
social needs. Therefore, in many factories, various wage plans and bonus 
schemes are introduced to motivate and stimulate the people to work. 

 
3.1.2 Non-monetary incentives 
Non-monetary incentives do not involve direct cash payment (Yavuz, 
2004:9). Management Study Guide (2012: online) indicates that besides the 
monetary incentives, there are certain non-financial incentives which can 
satisfy the ego and self-actualization needs of employees. The incentives 
which cannot be measured in terms of money are under the category of 
“non-monetary incentives”. Whenever a manager has to satisfy the 
psychological needs of the subordinates, he makes use of non-financial 
incentives. Some examples of non-monetary incentives are: encouraging 
employees by providing them with autonomy in their job and participation in 
decision making, assigning challenging duties, improving working 
conditions, recognising good work through small gifts, letters of 
appreciation. 
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Management Study Guide (2012: online) adds that non-monetary incentives 
can be of the following types: 

 

o Security of service - Job security is an incentive which provides 
great motivation to employees. If his job is secured, he will put 
maximum efforts to achieve the objectives of the enterprise. This also 
helps since he is very far off from mental tension and he can give his 
best to the enterprise. 

 

o Praise or recognition - The praise or recognition is another non-
financial incentive which satisfies the ego needs of the employees. 
Sometimes praise becomes more effective than any other incentive. 
The employees will respond more to praise and try to give the best of 
their abilities to a concern. 

 

o Suggestion scheme - The organization should look forward to taking 
suggestions and inviting suggestion schemes from the subordinates. 
This inculcates a spirit of participation in the employees. This can be 
done by publishing various articles written by employees to improve the 
work environment which can be published in various magazines of the 
company. This also is helpful to motivate the employees to feel 
important and they can also be in search for innovative methods 
which can be applied for better work methods. This ultimately helps in 
growing a concern and adapting new methods of operations. 

 

o Job enrichment - Job enrichment is another non-monetary incentive in 
which the job of a worker can be enriched. This can be done by 
increasing his responsibilities, giving him an important designation, 
increasing the content and nature of the work. This way efficient 
worker can get challenging jobs in which they can prove their worth. 
This also helps in the greatest motivation of the efficient employees. 

 

o Promotion opportunities - Promotion is an effective tool to increase 
the spirit to work in a concern. If the employees are provided 
opportunities for the advancement and growth, they feel satisfied and 
contented and they become more committed to the organization. 

 
3.1 Goal of incentives in organisations 

 

Content theories of motivation go back as the turn of the 20
th 

century, when 
pioneering scientific managers such as Frederick W. Taylor, Frank Gilbreth, 
and Henry L. Gannt proposed sophisticated wage incentive models to 
motivate workers (Luthans, 2005:239). According to Management Study 
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Guide (2012: online) incentives are referred to as something which is given 
in addition to wage; which means additional remuneration or benefit to an 
employee in recognition of achievement or better work. Incentives provide a 
spur or zeal in the employees for better performance. It is a natural thing 
that nobody acts without a purpose behind. Therefore, a hope for a reward 
is a powerful incentive to motivate employees. Besides monetary incentive, 
there are some other stimuli which can drive a person to better; this will 
include job satisfaction, job security, job promotion, and pride for 
accomplishment (Management Study Guide, 2012: online). Management 
Study Guide (2012: online) establishes that incentives can work to 
accomplish following goals: 

 

o To increase productivity, 
 

o To drive or arouse a stimulus work, 
 

o To enhance commitment in work performance, 
 

o To psychologically satisfy a person which leads to job satisfaction, 
 

o To shape the behavior or outlook of subordinate towards work, 
 

o To inculcate zeal and enthusiasm towards work, and 
 

o To get the maximum of their capabilities so that they are exploited and 
utilised maximally. 

 

It is evident that organisations have benefit of exploiting benefits derived 
from incentive provisions. 

3.3 Incentives to team members 
Incentives can be used in a construction project context so as stimulate 
construction and consultant team members achieve a successful project 
delivery. According to Rose and Manley (2011:765), the use of incentives is 
seen as a key means of improving built environment outcomes. Rose and 
Manley (2011:765) indicate that financial incentives are necessary not only 
to enhance motivation at personal and organisation levels; but also, to 
promote unified motivation across highly interdependent and contractually 
fragmented project teams. Tang, Qiang, Duffield, Young and Lu (2010:465) 
stipulate that there is a consensus among all parties involved in any 
construction project that the use of incentives is effective in providing 
motivation for participants to perform better. 

Obviously, incentive packages are designed to achieve specific 
goals aligned with the project requirements. The spirit in which the 
incentives are designed is to attempt to align the interests of the contractor 
with those of the client by basing compensation, to some degree, on the 
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results that are important to the client (Howard, 1996:112). In other words, 
the more the rewards from the client, the more the contribution of the 
consultant team member to a successful project delivery. Incentives are 
used to increase the effort of construction and design teams in voluntary 
performance goals beyond the contractual specifications (Rose & Manley, 
2010:253). This can potentially be achieved by having the construction and 
consultant team members share in the client’s success by means of a wide 
range of performance areas, such as cost containment, schedule 
performance and quality of workmanship (Rose & Manley, 2010:253). 

However, an incentive mechanism that motivates a contractor to 
achieve a successful project delivery may not necessarily be applicable or 
desirable to a designer. For example, a contractor’s driving factor in project 
delivery may be early project completion to avoid penalties for delays while 
designers’ driving factor may be to show-off their ability to produce state-of- 
the-art designs. Oyedele (2010:181) indicates that motivation is a multi- 
faceted concept and has no single answer of what best motivates people at 
work. Peterson (2007:65) suggests that knowing what motivates each team 
member may provide the project manager with the ability to connect team 
members to environments, assignments and responsibilities that foster 
personal motivation. In a case study, Rose (2008:232) revealed that all 
consultant representatives involved in the project were suspicious of the 
monetary incentive intention and they felt the monetary incentive implied 
they would not perform better without it. However, this was in contrast with 
the managing contractor and subcontractors’ views; they valued the 
opportunities inherent in the financial incentives (Rose, 2008:232). It is 
evident that one contracting party may be motivated by monetary incentives 
while the other may be motivated by non-monetary incentives. Given such 
an example, there is no  agreement between the  construction  and the 
consultant teams on whether either monetary or non-monetary incentives 
would necessarily motivate them to achieve a successful project delivery. 

 
 

4. CONCLUSION AND FURTHER RESEARCH 

 
The study postulated that both monetary and non-monetary incentives 
constitute a tool for compelling employees for a better performance. In the 
construction context, incentives were anticipated as useful to improve built 
environment outcomes. However, it was contended that an incentive 
mechanism that motivates a contractor to achieve a successful project 
delivery may not necessarily be applicable or desirable to a designer. For 
example, a contractor’s driving factor in project delivery may be early project 
completion to avoid penalties for delays while designers’ driving factor may 
be to show-off their ability to produce state-of-the-art designs. Oyedele 
(2010:181) indicates that motivation is a multi-faceted concept and has no 
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single answer of what best motivates people at work. Peterson (2007:65) 
suggests that knowing what motivates each team member may provide the 
project manager with the ability to connect team members to environments, 
assignments and responsibilities that foster personal motivation. In a case 
study, Rose (2008:232) revealed that all consultant representatives involved 
in the project were suspicious of the financial incentive intention and they 
felt the financial incentive implied they would not perform better without it. 
However, this was in contrast with the managing contractor and 
subcontractors’ views; they valued the opportunities inherent in the financial 
incentives (Rose, 2008:232). Given such an example, there is no 
agreement between the construction and the consultant teams on whether 
either monetary incentives or non-monetary incentives would necessarily 
motivate them to achieve a successful project delivery. Therefore, an 
empirical study is deemed necessary to find what kind of incentive would be 
suitable for each of the construction and consultant team members. Given 
the delivery challenges faced with the South African construction industry, a 
further study on incentives would create conducive project environment to 
achieve a  successful project  delivery. By understanding incentives as 
activation tool for a successful project delivery, this will compel construction 
industry stakeholders to design incentive driven contracts streamlined to 
stimulate project participants’ commitment to higher performance as  a 
team. 
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