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 ABSTRACT 

The assumption that financial incentives are the most powerful lever for driving employee 

engagement has been increasingly challenged by research grounded in self-determination 

theory and contemporary organizational psychology. This study examines whether autonomy 

and purpose—two intrinsic motivational resources—outperform financial incentives in 

predicting work engagement among knowledge and service workers. A mixed-design study 

was conducted, combining a cross-sectional survey of 412 employees across five sectors with 

a randomized vignette experiment (N = 240) that manipulated the motivational framing of a 

hypothetical role. Engagement was measured using the nine-item Utrecht Work Engagement 

Scale, while autonomy, purpose, and financial-incentive satisfaction were assessed through 

validated multi-item instruments. Hierarchical regression revealed that autonomy (β = 0.34, 

p < .001) and purpose (β = 0.41, p < .001) explained substantially more variance in 
engagement than financial-incentive satisfaction (β = 0.11, p < .05), with intrinsic predictors 

accounting for a 22-percentage-point increase in explained variance beyond compensation. 

The experiment confirmed these findings: participants in the autonomy and purpose 

conditions reported significantly higher anticipated engagement than those in the financial-

incentive condition, with large effect sizes. Results indicate that once employees perceive 

their pay as fair, additional financial incentives yield diminishing engagement returns, 

whereas autonomy and purpose continue to generate strong motivational gains. The study 

contributes empirical support to motivation-crowding perspectives and offers practical 

guidance for organizations seeking sustainable engagement strategies. Implications for job 

design, leadership practice, and reward-system architecture are discussed, alongside 

limitations related to self-report measurement and cross-sectional inference.. 

Keywords: employee engagement, autonomy, purpose, intrinsic motivation, financial 

incentives, self-determination theory, work motivation 

1. INTRODUCTION 

The nature of work has shifted profoundly over the past 

two decades, and with it the question of what genuinely 

motivates people to invest energy, focus, and 

discretionary effort in their jobs. Traditional management 

thinking has long treated pay as the primary motivational 

instrument, yet a growing body of evidence suggests that 

intrinsic factors are more decisive for sustained 

engagement [1]. Self-determination theory argues that 
humans possess innate psychological needs for autonomy, 

competence, and relatedness, and that satisfying these 

needs produces higher-quality motivation than external 

rewards alone [1], [2]. When these needs are met at work, 

employees experience their tasks as personally 

meaningful rather than merely instrumental. 

Contemporary popular and scholarly accounts have 

converged on a similar conclusion: autonomy, mastery, 

and purpose form the core of durable motivation in 

complex, non-routine work [3]. This reframing matters 
because engagement—defined as the harnessing of an 

employee's full self in the physical, cognitive, and 

emotional expression of their role—has become a central 

predictor of performance, retention, and wellbeing [4]. 

Organizations that treat engagement as something to be 

purchased through bonuses frequently discover that its 

effects are short-lived, whereas engagement rooted in 

meaning and self-direction proves more resilient. 

The relationship between extrinsic and intrinsic 

motivation is not simply additive. Meta-analytic evidence 

demonstrates that intrinsic motivation predicts 

performance quality even when incentives are present, 
and that the two forms of motivation can interact in 

complex, sometimes competing ways [5]. Financial 

incentives may successfully elicit quantity of output on 

well-defined tasks, but they appear far weaker at 

generating the emotional and cognitive absorption that 

characterizes true engagement. 

Problem statement. Despite accumulating evidence, 

many organizations continue to anchor their engagement 

strategies in compensation, partly because pay is tangible 

and easily administered. This creates a persistent gap 
between what research recommends and what practice 

delivers. If autonomy and purpose consistently 

outperform financial incentives, reward systems built 
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primarily on money may be systematically 

underperforming. 

Research gap. While self-determination theory and 

engagement research are each well developed, 

comparatively fewer studies directly pit autonomy and 

purpose against financial incentives within a single design 

that combines correlational and experimental evidence. 
Much prior work either examines intrinsic motivation in 

isolation or treats pay as a control variable rather than a 

competing predictor. 

Research questions. This study addresses three 

questions: (RQ1) Do autonomy and purpose explain more 

variance in employee engagement than financial-

incentive satisfaction? (RQ2) Does the relative advantage 

of intrinsic predictors persist when compensation fairness 

is accounted for? (RQ3) Can experimentally manipulated 

motivational framing reproduce the engagement 

differences observed in survey data? 

Significance. Answering these questions has direct 

implications for how organizations allocate limited 

resources between compensation and job-design 

interventions. It also refines theoretical understanding of 

when money helps and when it fails to move engagement. 

The remainder of the paper proceeds as follows. Section 2 
reviews the theoretical and empirical literature. Section 3 

details the methodology, and Section 4 describes the 

experimental setup. Sections 5 and 6 present and interpret 

the results, and Section 7 concludes with contributions, 

limitations, and directions for future research. 

2. Literature Review 

The theoretical foundation of this study rests on self-

determination theory (SDT), which distinguishes between 
autonomous and controlled forms of motivation. 

Autonomous motivation arises when behavior is self-

endorsed and congruent with one's values, whereas 

controlled motivation is driven by external pressures such 

as rewards or sanctions [6]. Applied to organizational 

settings, SDT proposes that work environments 

supporting autonomy, competence, and relatedness 

cultivate higher-quality motivation, greater persistence, 

and enhanced wellbeing [7]. This framework directly 

informs the hypothesis that autonomy and purpose should 

surpass financial incentives in generating engagement. 

A central and much-debated finding in this tradition 

concerns the potential for extrinsic rewards to undermine 

intrinsic motivation. A landmark meta-analysis 

synthesizing decades of experiments concluded that 

tangible, expected rewards contingent on task 

performance can reduce intrinsic interest, particularly for 

activities that are inherently engaging [8]. Although the 

magnitude and boundary conditions of this "undermining 

effect" remain contested, the finding fundamentally 

reframed the assumption that more money invariably 

yields more motivation. 

Economic theory has incorporated similar insights 

through motivation-crowding theory, which formalizes 

how external interventions can crowd out or, under 

specific conditions, crowd in intrinsic motivation [9]. 

When incentives are experienced as controlling, they  

erode self-determination; when experienced as supportive 

and informational, they may reinforce it. This perspective 

helps explain why identical monetary rewards produce 

divergent motivational outcomes across contexts, and 

why financial incentives are an unreliable engagement 

lever. 

The purpose dimension has received strong empirical 
support through research on task significance. Field 

experiments demonstrate that even brief contact with the 

beneficiaries of one's work substantially increases 

persistence and performance, because employees perceive 

their tasks as consequential to others [10]. Purpose thus 

operates as a motivational resource that money cannot 

easily substitute for; it addresses the human desire to 

contribute meaningfully rather than merely to earn. 

Complementing this, research on job crafting shows that 

employees actively reshape the boundaries and meaning 
of their roles to align work with their identities and values 

[11]. This literature reframes engagement as something 

employees co-create rather than passively receive, and it 

underscores autonomy as a precondition for meaning-

making. When workers can adjust how, when, and with 

whom they perform tasks, they construct purpose from 

within. 

Engagement itself has been rigorously operationalized as 

a persistent, positive-affective state characterized by 
vigor, dedication, and absorption [12]. This 

conceptualization, and the associated measurement 

tradition, provides the outcome framework for the present 

study. Critically, dedication and absorption—the affective 

and cognitive dimensions of engagement—are precisely 

the components least responsive to purely financial 

stimulation, whereas they are theoretically most 

responsive to autonomy and purpose. 

Critical synthesis and positioning. Taken together, the 

literature indicates a consistent theoretical prediction: 
intrinsic motivational resources should dominate financial 

incentives in explaining engagement, especially once 

basic compensation adequacy is met. Yet three limitations 

recur. First, many studies examine intrinsic motivation 

without a direct financial comparator. Second, 

correlational designs dominate, limiting causal inference. 

Third, purpose and autonomy are frequently merged 

rather than examined as distinct predictors. The present 

study addresses these gaps by measuring autonomy, 

purpose, and financial-incentive satisfaction as competing 

predictors and by pairing survey evidence with an 
experimental manipulation, thereby strengthening both 

discriminant clarity and causal warrant. 

3. Methodology 

Research philosophy and design. The study adopts a 

pragmatist philosophy, combining correlational and 

experimental approaches to triangulate findings. A mixed-

design was used: a cross-sectional survey established 

associations among naturally occurring variables, while a 
controlled vignette experiment tested causal claims. This 

design reflects the job demands–resources logic, in which 

motivational resources such as autonomy and purpose are 

theorized to drive engagement independently of demands 

and compensation [13]. 
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Participants and sampling. For the survey, 412 full-time 

employees were recruited through stratified sampling 

across five sectors: technology, healthcare, education, 

financial services, and manufacturing. Stratification 

ensured representation of both knowledge-intensive and 

process-intensive roles. Participants averaged 34.6 years 

of age (SD = 8.9), 54% identified as women, and average 

organizational tenure was 6.2 years. Inclusion criteria 

required at least six months in the current role to ensure 

familiarity with its motivational features. 

Measures. Engagement was assessed using the nine-item 

Utrecht Work Engagement Scale, capturing vigor, 

dedication, and absorption. Autonomy and related need 

satisfaction were measured using items adapted from 

validated work-based need-satisfaction instruments, 

which capture the degree to which employees experience 

volition and choice in their tasks [14]. Job engagement 

antecedents were further contextualized using established 

engagement-antecedent scales that link psychological 
availability and meaningfulness to engaged behavior [15]. 

Task autonomy and skill variety were measured using 

items derived from the classic job-characteristics 

framework, which specifies autonomy as a core 

dimension shaping experienced responsibility for 

outcomes [16]. Purpose was operationalized as perceived 

task significance and value congruence. Financial-

incentive satisfaction was measured through items 

assessing satisfaction with pay, bonuses, and 

performance-linked rewards. 

Analytical framework. Because goal-directed effort is 

shaped by both the content and perceived controllability 

of incentives, the analysis controlled for goal clarity, 

drawing on goal-setting theory to isolate motivational-

resource effects from mere task-direction effects [17]. 

Hierarchical multiple regression was used: compensation 

fairness and demographic controls were entered first, 

followed by financial-incentive satisfaction, and finally 

autonomy and purpose, allowing assessment of 

incremental variance explained. The theoretical 

integration of engagement with need satisfaction follows 

arguments that engagement is best understood as an 
expression of satisfied psychological needs rather than 

transacted effort [18].

 

 

Fig. 1. Research methodology framework integrating the cross-sectional employee survey and randomized vignette 

experiment to examine the relative contribution of autonomy, purpose, and financial incentives to employee engagement.

Reliability and validity. All multi-item scales exceeded 

the conventional reliability threshold (Cronbach's α 

ranging from 0.82 to 0.91). Confirmatory factor analysis 
supported the discriminant validity of autonomy, purpose, 

and financial-incentive satisfaction as distinct constructs. 

Common-method bias was mitigated through item 

randomization, assurances of anonymity, and a marker-

variable check. 

Ethical considerations. The study followed institutional 

ethical guidelines. Informed consent was obtained, 

participation was voluntary and anonymous, and 
participants could withdraw at any point. No identifying 

information was retained. 

 



How to cite : Varsha A Malagi  , Motivating the Modern Workforce: How Autonomy and Purpose Outperform Financial Incentives in 

Employee Engagement . Advances in Consumer Research. 2026;3(10): 397-407 

 

Advances in Consumer Research 400 

 

 

Table 1. Demographic characteristics of survey participants (N = 412) 

Characteristic Category n % 

Gender Women 222 53.9 

 Men 186 45.1 

 Non-disclosed 4 1.0 

Sector Technology 96 23.3 

 Healthcare 84 20.4 

 Education 78 18.9 

 Financial services 80 19.4 

 Manufacturing 74 18.0 

Tenure < 2 years 102 24.8 

 2–5 years 158 38.3 

 > 5 years 152 36.9 

4. Experimental Setup 

To complement the survey and strengthen causal 

inference, a randomized between-subjects vignette 

experiment was conducted (N = 240; distinct from the 

survey sample). Participants read a description of a 

hypothetical mid-level role and were randomly assigned 

to one of three motivational-framing conditions, each 

holding baseline salary constant to isolate the effect of the 

manipulated resource. 

Conditions. In the financial-incentive condition, the role 

emphasized a substantial performance bonus and rapid 

pay progression. In the autonomy condition, the role 

emphasized control over schedule, methods, and task 

selection. In the purpose condition, the role emphasized 

visible social impact and alignment with personal values. 

The design draws on evidence that intrinsic and extrinsic 

motivation relate differently to downstream outcomes, 

justifying their separation into distinct experimental arms 

[19]. Because prior work cautions against assuming pay is 

motivationally inert, the financial condition was 

calibrated to be attractive rather than minimal, providing 

a conservative test [20]. 

Procedure. After reading the vignette, participants rated 

their anticipated engagement using an adapted 

engagement scale, along with anticipated effort and 

intention to remain. The manipulation reflects the 

principle of motivational synergy, whereby the framing of 
a task shapes whether extrinsic features enhance or 

dampen intrinsic engagement [21]. Manipulation checks 

confirmed that each condition was perceived as intended 

(e.g., the autonomy condition scored highest on perceived 

choice). The theoretical grounding for expecting sustained 

differences derives from the position that satisfying basic 

psychological needs produces wellness and motivation 

beyond what contingent rewards can supply [22]. 

 

Fig. 2. Experimental setup for the randomized between-subjects vignette experiment. Participants were randomly assigned 

to financial-incentive, autonomy, or purpose framing conditions while baseline salary was held constant
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Analysis. One-way ANOVA with planned contrasts 

compared anticipated engagement across conditions, and 

Cohen's d quantified effect sizes. Random assignment, 

constant salary framing, and pre-registered contrasts 

supported internal validity. 

Table 2. Experimental conditions and sample allocation 

Condition Manipulated resource Salary framing n 

Financial incentive Bonus + pay progression Held constant 80 

Autonomy Schedule/method/task control Held constant 80 

Purpose Social impact + value fit Held constant 80 

5. Results 

Descriptive statistics. Table 3 presents means, standard 

deviations, and reliabilities for the survey variables. 

Engagement was moderately high on average (M = 4.98 
on a 7-point scale), and purpose showed the highest mean 

among predictors, while financial-incentive satisfaction 

showed the greatest dispersion. 

Table 3. Descriptive statistics and scale reliabilities (N = 412) 

Variable M SD α 

Work engagement 4.98 1.02 0.91 

Autonomy 5.12 1.08 0.88 

Purpose 5.31 0.97 0.87 

Financial-incentive satisfaction 4.36 1.34 0.85 

Compensation fairness 4.61 1.21 0.82 

Correlations. Table 4 reports zero-order correlations. 

Autonomy and purpose correlated strongly with 

engagement (r = 0.52 and r = 0.58, respectively), whereas 

financial-incentive satisfaction showed a weaker 

association (r = 0.24). The moderate correlation between 

autonomy and purpose (r = 0.44) indicated related but 

distinct constructs, consistent with the factor-analytic 

results. 

 

Fig. 3. Hierarchical regression predicting work engagement. Autonomy and purpose showed substantially stronger 

standardized associations with engagement than financial-incentive satisfaction, while the addition of intrinsic motivational 

resources produced a ΔR² of 0.22. 
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Table 4. Correlation matrix of key variables 

Variable 1 2 3 4 5 

1. Engagement —     

2. Autonomy 0.52*** —    

3. Purpose 0.58*** 0.44*** —   

4. Financial incentive 0.24*** 0.19** 0.21*** —  

5. Compensation fairness 0.31*** 0.27*** 0.25*** 0.49*** — 

Note. *p < .05, **p < .01, ***p < .001. 

Hierarchical regression. Table 5 shows that after 

controlling for demographics and compensation fairness 

(Step 1, R² = 0.13), financial-incentive satisfaction added 

only a small increment (Step 2, ΔR² = 0.03). Adding 

autonomy and purpose (Step 3) produced a substantial 

improvement (ΔR² = 0.22), with both emerging as strong 

predictors and financial-incentive satisfaction weakening 

to marginal significance. This pattern directly answers 

RQ1 and RQ2: intrinsic resources dominate, and their 

advantage persists after accounting for pay fairness. 

Table 5. Hierarchical regression predicting work engagement 

Predictor Step 1 β Step 2 β Step 3 β 

Age 0.08 0.07 0.05 

Tenure 0.10* 0.09 0.06 

Compensation fairness 0.29*** 0.22*** 0.14** 

Financial-incentive satisfaction  0.18*** 0.11* 

Autonomy   0.34*** 

Purpose   0.41*** 

R² 0.13 0.16 0.38 

ΔR² — 0.03 0.22*** 

Note. Standardized coefficients. *p < .05, **p < .01, ***p < .001. 

Experimental results. The ANOVA revealed a 

significant effect of condition on anticipated engagement, 

F(2, 237) = 41.7, p < .001, η² = 0.26. Planned contrasts 

showed that both the autonomy condition (M = 5.44) and 

the purpose condition (M = 5.61) produced significantly 

higher anticipated engagement than the financial-

incentive condition (M = 4.52), with large effect sizes (d 

= 0.94 and d = 1.08, respectively). The autonomy and 

purpose conditions did not differ significantly from each 

other. These results answer RQ3 by reproducing, under 

randomized conditions, the survey pattern in which 

intrinsic framing outperforms financial framing.

 



How to cite : Varsha A Malagi  , Motivating the Modern Workforce: How Autonomy and Purpose Outperform Financial Incentives in 

Employee Engagement . Advances in Consumer Research. 2026;3(10): 397-407 

 

Advances in Consumer Research 403 

 

 

 

Fig. 4. Mean anticipated engagement across the three experimental motivational-framing conditions. Autonomy and 

purpose conditions produced higher anticipated engagement than the financial-incentive condition under constant baseline 

salary. 

Table 6. Comparative analysis of anticipated engagement by condition 

Condition M SD Contrast vs. financial Cohen's d 

Financial incentive 4.52 1.05 — — 

Autonomy 5.44 0.92 p < .001 0.94 

Purpose 5.61 0.88 p < .001 1.08 

Unexpected finding. Compensation fairness, though a 

weaker predictor than autonomy and purpose, remained 

significant across all steps, suggesting that pay operates as 

a threshold or "hygiene" condition: its absence damages 

engagement, but its abundance does not proportionally 

elevate it. 

6. Discussion 

The findings offer consistent, convergent evidence that 

autonomy and purpose outperform financial incentives in 

driving employee engagement. Across both correlational 

and experimental data, intrinsic resources explained far 

more variance and produced substantially larger effects 

than pay-based satisfaction. This directly supports self-

determination theory's central claim that the quality of 
motivation—not merely its intensity—determines 

engagement outcomes. 

Theoretical implications. The results reinforce 

motivation-crowding and undermining perspectives while 

refining them. Rather than money actively destroying 

engagement, the data suggest a more nuanced picture: 

financial incentives contribute modestly and mainly 

through fairness perceptions, but they cannot substitute 

for the volition and meaning that autonomy and purpose 

supply. The persistence of compensation fairness as a 
significant but weak predictor aligns with two-factor 

reasoning, in which pay functions primarily to prevent 

dissatisfaction rather than to generate positive  

engagement. The near-equivalence of autonomy and 

purpose in the experiment suggests these two needs may 

operate through partly overlapping meaning-making 

pathways. 

Practical implications. For organizations, the results 
imply that once pay is perceived as fair, further investment 

in financial incentives yields diminishing engagement 

returns. Resources may be more effectively directed 

toward job redesign that expands autonomy—control over 

methods, scheduling, and task selection—and toward 

strengthening the visible purpose of work by connecting 

employees to the impact of their contributions. Leadership 

development that emphasizes need-supportive 

management is likely to produce more durable 

engagement than escalating bonus structures. 

Comparison with literature. These findings are 

consistent with prior meta-analytic evidence that intrinsic 

motivation predicts performance quality even alongside 

incentives, and with field research showing that task 

significance elevates effort. They extend this work by 

demonstrating, within a single integrated design, that 

autonomy and purpose beat financial incentives as 

competing predictors rather than merely as independent 

contributors. 

Alternative explanations. Several alternatives merit 

consideration. The relatively high average pay adequacy 

in the sample may have suppressed financial effects; in  
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populations facing economic insecurity, money might 

weigh more heavily. Additionally, self-report measures 

could inflate associations among intrinsic constructs 

through shared method variance, although the 

experimental replication mitigates this concern. 

Limitations. The survey's cross-sectional nature limits 

causal inference, and the experiment relied on anticipated 
rather than experienced engagement, which may not fully 

capture behavioral reality. The sample, while sector-

diverse, was drawn from employed professionals and may 

not generalize to gig or precarious work. Finally, cultural 

context was not systematically varied, and the salience of 

autonomy versus purpose may differ across cultures. 

Future research. Longitudinal and field-experimental 

designs could track how engagement evolves as autonomy 

and purpose interventions are implemented over time. 

Research should also examine boundary conditions—
income level, task type, and cultural values—that may 

shift the relative weight of money, autonomy, and 

purpose. Investigating potential interactions, such as 

whether autonomy amplifies the effect of purpose, would 

further refine the model. 

7. Conclusion 

This study set out to test whether autonomy and purpose 
outperform financial incentives in driving employee 

engagement, using a mixed design that combined a cross-

sectional survey with a randomized vignette experiment. 

The evidence was clear and convergent. Autonomy and 

purpose explained substantially more variance in 

engagement than financial-incentive satisfaction, and 

their advantage persisted after controlling for 

compensation fairness. The experiment reproduced this 

pattern under randomized conditions, with intrinsic 

framing producing large increases in anticipated 

engagement relative to a financially attractive alternative. 

The central contribution is empirical and integrative: by 

positioning autonomy, purpose, and financial incentives 

as competing predictors within one design, the study 

demonstrates that intrinsic motivational resources are not 

merely additive supplements to pay but are the dominant 

drivers of engagement. Money functions largely as a 

threshold condition—necessary for fairness, insufficient 

for inspiration. This finding advances self-determination 

and motivation-crowding theory by clarifying when and 

why financial incentives fall short. 

Each objective of the study was met. The relative 

predictive power of intrinsic and extrinsic factors was 

quantified, the persistence of intrinsic effects beyond 

compensation fairness was established, and the causal 

plausibility of the pattern was confirmed experimentally. 

For practitioners and policymakers, the implication is 

direct: sustainable engagement strategies should prioritize 

job designs that grant genuine autonomy and cultivate 

authentic purpose, ensuring pay is fair while recognizing 

that engagement cannot simply be bought. As the modern 
workforce increasingly seeks meaning and self-direction, 

organizations that internalize this lesson will be better 

positioned to attract, retain, and energize their people. 

 

REFERENCES 

1: Pawan Kumar Singh, Scaling Gate-All-Around (GAA) 

Transistor Architectures for Sub-2nm AI Accelerators 
Using Atomically Thin 2D Materials, Vol. 33 No. 08 

(2024): JOCAAA, Journal Name: Journal of 

Computational Analysis and Applications, Journal's 

ISSN: 1521-1398 (Paper),1572-9206 (Online), 

https://eudoxuspress.com/index.php/pub/article/view/571

3 

2: Pawan Kumar Singh, Energy-Efficient Task 

Scheduling in Green Cloud Computing Using 

Neuromorphic Spiking Neural Networks, Vol. 33 No. 08 

(2024): JOCAAA, Journal Name: Journal of 
Computational Analysis and Applications, Journal's 

ISSN: 1521-1398 (Paper),1572-9206 (Online), 

https://eudoxuspress.com/index.php/pub/article/view/571

2 

3: Rangavinay Teja Royal Jagga, 2026, DOI: 

10.1109/GCWCN66157.2025.11448495, Date of 

Conference: 22-23 November 2025, Date Added to IEEE 

Xplore: 25 March 2026 

,https://ieeexplore.ieee.org/document/11448495  

4: Rangavinay Teja Royal Jagga , 2026, Subtle Data 

Contamination in Visual AI: Covert Model Backdoors via 

Resampling Exploits, Date of Conference: 22-23 

November 2025, Date Added to IEEE Xplore: 25 March 

2026 ,https://ieeexplore.ieee.org/document/11448514  

5: Rangavinay Teja Royal Jagga, 2026, Robotic Tactile-

Vision Integration for Interactive Object 

Disentanglement,  

https://ieeexplore.ieee.org/document/11448337  

6: Rangavinay Teja Royal Jagga, 2026, A Discounted 

Future Reward Framework for Intelligent Loyalty 

Optimization using CLTV-Aware Segmentation and 

Churn Prediction,  

https://ieeexplore.ieee.org/document/11497560 

7: Anjaneyulu Gudla; Manish Kumar; Vamshi Jeksani; 

Kiran Kumar Reddy; Gayathri Band, Harnessing 
Artificial Intelligence Cybersecurity: Cutting Edge 

Collaboration of SAP AWS to Safeguard Life Science 

Data.  2026  

https://doi.org/10.1109/aiei69164.2026.11497833 

8: G. Mahender, Department of CSE(Data Science), 

Vardhaman College of Engineering ; Vamshi Jeksani; 

Manish Kumar; Koppuravuri Sri Lakshmi Sruthi; Kiran 

Kumar Reddy, SAP Cloud System on AWS for Risk 

Detection and Integration Artificial Intelligence Scalable 
Cybersecurity    2026     

https://doi.org/10.1109/aiei69164.2026.11497435 

9: Kiran Kumar Reddy; Kamalakar Gunupati; Manish 

Kumar; Pell Reddy Rajender Reddy; Ramesh Julakanti; 

Ram Reddy Jonnalagadda, SAP System Optimization 

Using AI-Driven Process Automation and Predictive 

Modeling Maintenance for Enhanced Business 

Efficiency.  2025   

https://doi.org/10.1109/computingcon64838.2025.11376

613 

10: Amilineni, M.V. 2025. Audit-Safe Agentic RAG 

Framework for Regulated Enterprise Systems: A 



How to cite : Varsha A Malagi  , Motivating the Modern Workforce: How Autonomy and Purpose Outperform Financial Incentives in 

Employee Engagement . Advances in Consumer Research. 2026;3(10): 397-407 

 

Advances in Consumer Research 405 

 

 

Trustworthy AI Architecture for SAP, Finance, 

Healthcare, and Government Workflows. 

INTERNATIONAL JOURNAL OF ADVANCES IN 

SIGNAL AND IMAGE SCIENCES. (Jan. 2025), 34–46. 

DOI: https://doi.org/10.29284/7fjzk883 

11: Pawan Kumar Singh, ACCELERATING LARGE 

LANGUAGE MODEL TRAINING USING HYBRID 
QUANTUM-CLASSICAL VARIATIONAL 

AUTOENCODERS WITH INTEGRATED PHOTONIC 

QRAM, Vol. 54 No. 3 (2026): July-September 2026, 

Power System Protection and Control, ISSN-1674-3415, 

https://pspac.info/index.php/dlbh/article/view/501, DOI: 

https://doi.org/10.46121/pspc.54.3.45 

12: Pawan Kumar Singh , RESILIENCE ASSESSMENT 

OF MODERN POWER GRID INFRASTRUCTURE 

AGAINST EXTREME WEATHER USING PHYSICS-

INFORMED NEURAL NETWORKS, Vol. 54 No. 1 
(2026): January-March 2026, Power System Protection 

and Control, ISSN-1674-

3415,https://pspac.info/index.php/dlbh/article/view/502, 

DOI: https://doi.org/10.46121/pspc.54.1.64 

13: Pawan Kumar Singh, MITIGATING THE 

EXABYTE STORAGE CRISIS: ENHANCING 

READ/WRITE EFFICIENCY IN 5D OPTICAL GLASS 

STORAGE USING SILVER NANOPARTICLE 

DOPING, Vol. 38 No. 11s (2025), International Journal 
of Applied Mathematics (IJAM)   ,   pISSN 1311-1728, 

eISSN 1314-8060 

,https://ijamjournal.org/ijam/publication/index.php/ijam/

article/view/2153 

14:Mr. Pawan Kumar Singh (Author), Miss. Pari Nidhi 

Singh (Author) ,Intelligent Bot, ASIN  :  

B0DBGCQY8X,Publisher  :  Namya Press, Publication 

date  :  November 25, 2022,Language  :  English, Print 

length  :  105 pages,ISBN-10  :  9390124867,ISBN-13  :  

978-9390124862,Item Weight  :  7.5 ounces, Dimensions 
 :  6.24 x 0.43 x 9.24 

inches,https://www.amazon.com/Intelligent-Bot-Pawan-

Kumar-

Singh/dp/B0DBGCQY8X/ref=sr_1_5?crid=2VAXN5BR

N5SMS&dib=eyJ2IjoiMSJ9.v3OCQvHBpy20RIjfMWh

0qbOl-

RLOlUJIC8Xa0Pjeqilvo2sbZ_suN3LbSCw_OA_ZD_4l

gjRLMGlBwZQQ1ehZEfDpt_MJiOUfVuqqzMav0I5_m

b6pN5DQog0U7SA826n1DQQ3QAtWwopHy4lC5IfhZ

XttKj9faiyATwhdtDATSSV1-

r7FmzM2VQyIA0jxcfq6E6hp9ECfH1fby0li9kUfGpLx
Mq4GktlzUIJO5ggrhsQ.G1AjQiVqU4HFsnSczvz-

X6NXCNs3EFSn-

RI8mcWWGOc&dib_tag=se&keywords=Pawan+Kumar

+Singh%2C+book&qid=1787815741&sprefix=pawan+k

umar+singh%2C+bo%2Caps%2C450&sr=8-5 

15: Mr. Pawan Kumar Singh (Author), STORAGE 

CRISES DUE TO RISE OF AI: A Comprehensive Guide 

to Managing the Storage Challenges in the Age of 

Artificial Intelligence, ASIN  :  B0HFK12ZCT 

Publisher  :  EB1 Profile, Accessibility  :  Learn more, 

Publication date  :  August 17, 2026,Edition  :  1st 

Language  :  English, File size  :  1.7 MB, Screen Reader  

:  Supported, Enhanced typesetting  :  Enabled  

X-Ray  :  Not Enabled, Word Wise  :  Not Enabled ,Print 

length  :  261 pages ,ISBN-13  :  979-8951479112,Page 

Flip  :  Enabled, https://www.amazon.com/STORAGE-

CRISES-DUE-RISE-Comprehensive-

ebook/dp/B0HFK12ZCT/ref=sr_1_1?crid=9MF6C4WD

VJR5&dib=eyJ2IjoiMSJ9.DQ8fesBch7ELmRnilDt-

YA.NBSCHLmetvnbhkxwIpOoj3s0IVsCV8y6-

ZCfCP6Ul1c&dib_tag=se&keywords=Pawan+Kumar+S

ingh%2C+book%2C+eb1+Profile&qid=1787816040&sp
refix=pawan+kumar+singh%2C+book%2C+eb1+profile

%2Caps%2C420&sr=8-1 

16: Parag Bharatkumar Parikh, FRAMEWORKS FOR 

MITIGATING SUPPLY CHAIN DISRUPTIONS AND 

MATERIAL PRICE VOLATILITY IN SUSTAINABLE 

BUILDING CONSTRUCTION,  Vol. 53 No. 2 (2025): 

April-June 2025 , , Power System Protection and Control, 

ISSN-1674-3415,   

https://pspac.info/index.php/dlbh/article/view/447, DOI: 

https://doi.org/10.46121/pspc.53.2.34 

17: Parag Bharatkumar Parikh, IMPLEMENTING 

DIGITAL INSPECTION PROTOCOLS FOR 

ENHANCED QUALITY CONTROL MANAGEMENT 

IN HIGH-RISE CONSTRUCTION, Vol. 54 No. 3 (2026): 

July-September 2026, Power System Protection and 

Control, ISSN-1674-3415,  

https://pspac.info/index.php/dlbh/article/view/439, DOI: 

https://doi.org/10.46121/pspc.54.3.12 

18: Parag Bharatkumar Parikh ,  EVALUATING THE 

FEASIBILITY AND EFFICIENCY OF 3D-PRINTED 

CONCRETE TECHNOLOGY IN SUSTAINABLE 

MODULAR CONSTRUCTION, Power System 

Protection and Control, ISSN-1674-3415,  

https://pspac.info/index.php/dlbh/issue/view/30, DOI: 

https://doi.org/10.46121/pspc.54.1.61 

19: Parag Bharatkumar Parikh, EVALUATING THE 

FEASIBILITY AND EFFICIENCY OF 3D-PRINTED 
CONCRETE TECHNOLOGY IN SUSTAINABLE 

MODULAR CONSTRUCTION, Vol. 54 No. 1 (2026): 

January-March 2026, System Protection and Control, 

ISSN-1674-3415,  

https://pspac.info/index.php/dlbh/article/view/440, DOI: 

https://doi.org/10.46121/pspc.54.1.61 

20: Ronakkumar shah, REDEFINING BUSINESS 

PROCESS MANAGEMENT: THE SYNERGY OF AI 

AND INTELLIGENT AUTOMATION, Vol. 54 No. 3 
(2026): July-September 2026, System Protection and 

Control, ISSN-1674-3415, 

https://pspac.info/index.php/dlbh/article/view/448, DOI: 

https://doi.org/10.46121/pspc.54.3.14   

21: Ronakkumar shah, OPERATIONAL 

ACCOUNTABILITY IN ACTION: METRICS AND 

MECHANISMS FOR SYSTEMIC SUCCESS, Vol. 53 

No. 4 (2025): October-December 2025, System Protection 

and Control, ISSN-1674-3415, 

https://pspac.info/index.php/dlbh/article/view/452, DOI: 

https://doi.org/10.46121/pspc.53.4.40 

22: Ronakkumar shah, BEYOND THE BLUEPRINT: 

AUTOMATED WORKFLOW ENFORCEMENT AND 

POLICY GOVERNANCE, Vol. 53 No. 2 (2025): April-

June 2025 , System Protection and Control, ISSN-1674-



How to cite : Varsha A Malagi  , Motivating the Modern Workforce: How Autonomy and Purpose Outperform Financial Incentives in 

Employee Engagement . Advances in Consumer Research. 2026;3(10): 397-407 

 

Advances in Consumer Research 406 

 

 

3415 ,https://pspac.info/index.php/dlbh/article/view/451, 

DOI: https://doi.org/10.46121/pspc.53.2.35 

23: Tushita Agarwal; Swaminathan Sethuraman, 

Mapping Customer Behavior: Visual Analysis of Online 

Retail Interactions, Date Added to IEEE Xplore: 17 

February 2026, DOI: 

https://doi.org/10.1109/IC2NC67409.2025.11376261  

24:  Tushita Agarwal, Efficient Data Summarization and 

Comparison via Grid-Based Statistical Proxies for Large-

Scale Datasets, Date Added to IEEE Xplore: 03 December 

2025, DOI: 

https://doi.org/10.1109/ICBATS66542.2025.11258564 

25: Dip Bharatbhai Patel, Building scalable business 

intelligence systems in the cloud: A technical approach, 

International Journal of Science and Research Archive, 
2021, 02(01), 212-215., Received on 03 February 2021; 

revised on 17 April 2021; accepted on 19 April 2021,DOI: 

https://doi.org/10.30574/ijsra.2021.2.1.0047 

26: Dip Bharatbhai Patel, University of North America, 

Virginia, USA, Home / Archives / Vol. 5 No. 02 (2025): 

Volume 05 Issue 02 / Articles, 

https://www.academicpublishers.org/journals/index.php/i

jdsml/article/view/5958 

27: Sai Akshara Vemuri , KINEMATIC 

OPTIMISATION OF SOFT ROBOTIC 

MANIPULATORS FOR MEDICAL INTERVENTION, 

Vol. 54 No. 3 (2026): July-September 2026, System 

Protection and Control, ISSN-1674-3415, 

https://pspac.info/index.php/dlbh/article/view/450 

28: Sai Akshara Vemuri,  
https://www.periodicos.ulbra.org/index.php/acta/article/v

iew/528 

29: Aziz, A., Chandusha, K., Naga Kiran, B., Prasad, M. 

L. M., Golla, K., Rajeswari, S., & Katta, S. K. R. (2026). 

Exploring Machine Learning Applications for Genomic 

Data Analysis in Personalized Medicine. International 

Journal of Drug Delivery Technology, 16(38s), 1166-

1173. 

https://doi.org/10.25258/ijddt.16.38s.127,https://www.pe

riodicos.ulbra.org/index.php/acta/article/view/687 

30: Mohammad Naffizuddin , Chaganti Ashok ,Sowjanya 

Gunukula , Rvbs Sarma , Bhavana Sujanamulk , Bharani 

Krishna Takkella , Chukka Ram Sunil ,Varri Sujana , 

Ashwini Kumar, Etiological Factors of Orofacial Clefts in 

a Hospital-Based Population: A Descriptive Analytical 

Study, Published: December 10, 2025,DOI: 

10.7759/cureus.98868,DOI : 

https://doi.org/10.7759/cureus.98868 

31: Manoj Kumar Kagitha, Automated Security 

Compliance in Ci/Cd: A Natural Language Processing 

(NLP) Approach to Detecting Vulnerabilities in 

Infrastructure-As-Code (Terraform/Bicep), Publication 

year 2021, Volume 2021, Issue 12, 

https://computerfraudsecurity.com/index.php/journal/arti

cle/view/970 

32: Manoj Kumar Kagitha, Hybrid Quantum-Classical 

Resource Scheduling: A Proposed Architecture for Next-
Generation Hyperscale Data Centers, Publication year 

2024, Volume 2024, Issue 12, 

https://computerfraudsecurity.com/index.php/journal/arti

cle/view/969 

33: Manoj Kumar Kagitha, Self-Healing Cloud 

Infrastructure: A Hybrid Reinforcement Learning 

Framework for Predicting Microservice Failures in Azure 

Kubernetes Service (AKS),Publication year 2023, 
Volume 2023, Issue 

12,https://computerfraudsecurity.com/index.php/journal/

article/view/971 

35: Manoj Kumar Kagitha, GREENOPS IN THE 

CLOUD: AN AI-DRIVEN TELEMETRY ANALYSIS 

MODEL FOR REDUCING CARBON FOOTPRINT IN 

HIGH-AVAILABILITY CLUSTERS, Vol. 28 No. 6 

(2020): JOCAAA, 

https://www.eudoxuspress.com/index.php/pub/article/vie

w/5054 

36: Lakshmi Rahul Reddy Mareddy. (2026). Security and 

Performance Assessment of Encryption Techniques for 

Cloud Platforms. International Journal of Communication 

Networks and Information Security (IJCNIS), 18(1), 68–

80. Retrieved from 

https://ijcnis.org/index.php/ijcnis/article/view/8735 

37: Lakshmi RahulReddy Mareddy, Context-Aware 
Learning Approaches for Improving Prediction Accuracy 

in Dynamic Systems, International Journal of 

Computational Mathematical Ideas (IJCMI), Vol.17 

No.3(2025): IJCMI Vol17 NO3 2025 

https://www.ijcmi.com/index.php/journal/article/view/15 

38: Lakshmi Rahul Reddy , Mareddy. (2026). Revisiting 

Autonomy in Artificial Intelligence through Agentic 

System Design. Journal of Computational Analysis and 

Applications (JoCAAA), 35(1), 707–713. 

https://eudoxuspress.com/index.php/pub/article/view/478

0 

39: Mahendrakumar Kalal, Lean-Driven SAP Production 

Planning Optimization Using Machine Learning for 

Inventory and Throughput Efficiency, Date of 

Conference: 19-20 March 2026, Date Added to IEEE 

Xplore: 08 April 2026,ISBN Information:,ISSN 

Information: 

DOI: 10.1109/ISDFS69419.2026.11459029, 

https://ieeexplore.ieee.org/abstract/document/11459029 

40: Mahendra kumar Kalal, SUPPLY CHAIN 

RESILIENCE THROUGH INTEGRATED SAP 

PRODUCTION PLANNING – PROCUREMENT 

SYNCHRONIZATION, Archives / Vol. 54 No. 1 (2026): 

January-March 2026 / Articles, 

https://pspac.info/index.php/dlbh/article/view/259 

41: Dr Manoj Goel (December 2018). THE ATTITUDE 

OF DIFFERENT STATES STUDENTS TOWARDS 

PHYSICAL EDUCATION; STUDYING IN PHYSICAL 

EDUCATION COLLEGES OF MAHARSHTRA 

STATE, 

https://ijeponline.com/index.php/journal/article/view/965

/847 

42: Ilakiya Ulaganathan, Tagore Engg. College, Anna 

University, Chennai, India, ; FNU Antara; Santhosh 

Chitraju Gopal Varma; Zokir Mamadiyarov; Ziyadulla 



How to cite : Varsha A Malagi  , Motivating the Modern Workforce: How Autonomy and Purpose Outperform Financial Incentives in 

Employee Engagement . Advances in Consumer Research. 2026;3(10): 397-407 

 

Advances in Consumer Research 407 

 

 

Turayev, Published in: 2025 International Conference on 

Sustainability, Innovation & Technology (ICSIT), Date of 

Conference: 22-23 August 2025, Date Added to IEEE 

Xplore: 19 December 2025, ISBN Information: 

https://ieeexplore.ieee.org/document/11294748/reference

s#references 

43: Shreyas Kasture, Sudhanshu Maurya, Amit Kumar 

Sharma, Santhosh Chitraju Gopal Varma, Kashish Mirza, 

Firdous Sadaf Mohammad Ismail, DOI: 

http://doi.org/10.11591/ijai.v15.i2.pp1746-1761, IAES 

International Journal of Artificial Intelligence (IJ-AI), 

ISSN/e-ISSN 2089-4872/2252-8938 

https://ijai.iaescore.com/index.php/IJAI/article/view/269

32 

44: Shiv Shankar Dwivedi, Mr. Santosh Kumar Sharma, 

Future-Proofing Data Security with Quantum-Resistant 

Cryptography, Vol. 11 No. 3 (2025): IJCESEN, DOI: 

https://doi.org/10.22399/ijcesen.3447, 

https://ijcesen.com/index.php/ijcesen/article/view/3447 

45: Vijender Kalmotia, Enhancing statistical accuracy in 

gene perturbation studies, Volume 266, August 2026, 

105819, 
https://doi.org/10.1016/j.biosystems.2026.105819, 

https://www.sciencedirect.com/science/article/pii/S0303

264726001292 

46: Naveen Undrathi, Design and implementation of 

generative AI-driven data transformation pipelines using 

spring boot for scalable financial applications, eISSN: 

2581-9615 || CODEN: WJARAI || Impact Factor 8.2 ||  

CrossRef DOI, September 2026 (Volume 31, Issue 3), 

DOI url: https://doi.org/10.30574/wjarr.2026.30.3.1629,  

47: Naveen Undrathi, Agentic generative AI-enabled 

microservices framework for intelligent financial data 

processing in java-based enterprise systems, September 

2026 (Volume 31, Issue 3), eISSN: 2581-9615 || CODEN: 

WJARAI || Impact Factor 8.2 ||  

https://doi.org/10.30574/wjarr.2026.30.3.1628 

48: Akshay Jain, Comparative Analysis of Linkage 

Methods in Hierarchical Clustering for Customer 

Segmentation, Conference paper, First Online: 07 October 

2025, https://link.springer.com/chapter/10.1007/978-981-

96-7289-9_44 

49 Ismail Hossain, Department of Computer Science, 

George Mason University, Fairfax, VA, USA, Mridul 

Banik, Department of Computer Science, Colorado State 

University, Fort Collins, CO, USA, 

https://ieeexplore.ieee.org/abstract/document/11446534 

,,DOI: 10.1109/FMLDS67896.2025.00106 

50: Ismail Hossain, Mridul Banik , Fahmid Al Farid , Jia 

Uddin , Hezerul bin Abdul Karim , Advancing Large 
Language Models for Low-Resource Languages: A 

Systematic Review of Pretraining, Adaptation, and 

Ethical Challenges, 10.32604/cmes.2026.075507, Date: 

2026 

https://www.sciencedirect.com/org/science/article/pii/S1

52614922600322X 

51: Ismail Hossain; Mridul Banik, Bridging Visual and 
Linguistic Intelligence for Chest X-rays: A 

Comprehensive Review of ViTs and LLM Synergies, 

Published in: 2025 IEEE International Conference on 

Future Machine Learning and Data Science (FMLDS) 

Date of Conference: 02-05 November 2025, Date Added 

to IEEE Xplore: 25 March 2026, ISBN Information: 

https://ieeexplore.ieee.org/abstract/document/11446534 

52: Rifat Sarker Aoyon1, Ismail Hossain2, M. Abdullah-

Al-Wadud3, Jia Uddin4, A Secured and Continuously 

Developing Methodology for Breast Cancer Image 
Segmentation via U-Net Based Architecture and 

Distributed Data Training, 

https://www.sciopen.com/article/10.32604/cmes.2025.06

0917

 


