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ABSTRACT

Temporary workers play a vital role in various industries, yet their productivity and satisfaction are often
influenced by factors such as work hours, age, and financial incentives. This study aimed to analyze the
distribution and impact of these variables on temporary employees to identify trends and provide actionable
insights for workforce management. Using a descriptive research design, data were collected from 80 workers
categorized by work hours (30-50 hours/week), age groups (25-45 years), and bonus ranges (IDR 150,000
450 000). The analysis revealed that most workers preferred standard work hours (30-35 hours/week),
younger workers aged 25-30 years dominated the workforce (32%), and the majority received bonuses in the
lower range (IDR 150,000-200,000). The findings highlight the importance of moderate work hours, fair
incentive systems, and age-specific strategies to enhance the productivity and satisfaction of temporary
workers. This study concludes that tailored employment policies and transparent bonus structures are
essential for fostering a motivated and effective temporary workforce.
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1. INTRODUCTION

Employee motivation plays a crucial role in enhancing productivity and overall organizational performance.
Among various motivational strategies, financial incentives have been widely recognized as a powerful tool
to influence employee behavior. Bonuses, as a form of financial incentive, have been extensively studied in
organizational behavior literature, showing a consistent positive impact on performance (Smith et al., 2022).
While most of these studies focus on permanent employees, temporary workers—whose roles are
increasingly vital in flexible workforce models—remain underrepresented in this area of research.

Temporary employment has grown significantly over the past decade, driven by globalization, economic
uncertainties, and the need for operational agility. According to Johnson and Williams (2020), temporary
workers now account for approximately 15% of the global workforce. These employees are often hired to
meet short-term organizational needs, providing flexibility and cost-efficiency. However, the transient nature
of their employment often leads to decreased job security and lower commitment levels, posing challenges
for employers.

Bonuses have been identified as a potential solution to addre ss motivational challenges in temporary workers.
Empirical studies suggest that bonuses can not only increase performance but also foster a sense of
recognition and organizational fairness (Jones & Lee, 2021). Despite this, the effectiveness of bonuses as a
motivational tool for temporary workers remains less understood, warranting further investigation into their
specific impacts in this context.

Research on the psychological aspects of motivation highlights the role of extrinsic rewards, such as bonuses,
mn shaping employee attitudes and behaviors. The expectancy fgfeory of motivation, introduced by Vroom
(1964), posits that enfelloyees are motivated when they perceive a clear link between effort, performance, and
rewards. This theory provides a useful framework for understanding how bonuses might influence temporary
employees, who often prioritize immediate financial benefits due to the uncertain nature of their employment.

In the context of temporary employment, the relationship between financial incentives and performance is
influenced by unique factors. For instance, temporary employees may view bonuses not only as a reward for
theirefforts but also as a signal of their value to the organization (Carter & Miller, 2021). This dual perception
can enhance both their productivity and their sense of belonging, even in short-term roles. However, the
variability in how bonuses are structured and communicated across industries could lead to differing
outcomes.

The growing reliance on temporary workers across diverse sectors underscores the need for tailored
motivational strategies. In the retail industry, for example, bonuses linked to sales performance have been
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shown to significantly boost output and customer satisfaction (Anderson et al., 2020). Similarly, in
manufacturing, performance-based bonuses have been associated with reduced absenteeism and higher
quality standards (Brown et al., 2019). These findings suggest that bonuses can serve as an effective
motivational tool, but their implementation requires careful consideration of the employment context.

While bonuses are widely regarded as effective, they are not without limitations. Some studies have raised
concems about the potential for financial incentives to overshadow intrinsic motivation, leading to a narrow
focus on short-term gains (Deci et al., 1999). This risk may be particularly pronounced in temporary workers,
whose employment is already characterized by a short-term orientation. As such, it is important to strike a
balance between extrinsic rewards and other forms of motivation, such as opportunities for skill development
or career advancement.

The literature also points to the role of organizational culture in shaping the effectiveness of bonuses. In
organizations with a strong culture of recognition and support, bonuses are more likely to be perceived as
fair and meaningful, enhancing their motivational impact (Garcia & Lopez, 2022). Conversely, in
environments where bonuses are viewed as arbitrary or inequitable, their effectiveness may be diminished,
potentially leading to dissatisfaction and disengagement.

Despite the growing body of research on employee motivation, significant gaps remain in understanding the
specific needs and responses of temporary workers. Most existing studies focus on permanent employees,
whose long-term relationship with their employers often leads to different motivational dynamics. Temporary
employees, by contrast, operate within a distinct set of expectations and constraints, making it essential to
examine how traditional motivational tools, such as bonuses, can be adapted to meet their needs effectively
(Nguyen et al., 2021).

Addressing these gaps in the literature is crucial for both theoretical and practical reasons. Theoretically, it
contributes to a more nuanced understanding of motivation across different employment types. Practically, it
provides organizations with evidence-based strategies to optimize the performance of their temporary
workforce. By investigating the role of bonuses in motivating temporary employees, this study aims to bridge
an important gap in the literature and offer actionable insights for employers.

Research Problem and General Solution

Temporary employees often exhibit lower levels of engagement and commitment compared to permanent
staff, largely due to the absence of job security and long-term benefits. This disengagement can negatively
affect organizational productivity and employee retention rates. Incentive structures, particularly bonuses,
are proposed as a solution to mitigate these challenges. Bonuses not only serve as a direct motivator but also
create a perception of organizational fairness and recognition.

While existing studies predominantly focus on permanent employees, the effects of bonus systems on
temporary employees remain underexplored. Addressing this gap could provide actionable insights for
companies aiming to enhance the performance and satisfaction of their temporary workforce.

2. RESEARCH METHOD

Materials

The study targeted temporary employees across various industries, including retail, manufacturing, and
information technology. Surveys and performance metrics were used to collect data on employee
performance, satisfaction, and perceptions of the bonus system.

ample Preparation

Participants were selected using stratified sampling to ensure representation from diverse sectors. Employees
withat least three months of temporary employment experience were included to account for familiarity with
organizational practices.

Pkperimental Set-up

The research employed a mixed-methods approach, combining quantitative surveys and qualitative
interviews. Key performance indicators (KPIs) were identified for each sector to measure the impact of
bonuses. The survey included Likert-scale questions to quantify employee satisfaction and open-ended
questions to capture nuanced perspectives.

147




1JIVIE

= 1 ¥\ |
rnational Journal Management and Economic
IJME JOURNAL Vol. 3 No. 2 May 2024 — pISSN: 2829-0399, eISSN: 2829-0526, Page 146-156

Parameters

Performance was measured in terms of productivity (output per hour), attendance records, and employee-
reported engagement levels. Satisfaction was gauged using established scales, including the Job Satisfaction

Survey (JSS).

Statistical Analysis

Data were analyzed using regression analysis to determine the relationship between bonuses and
performance. Correlation coefficients were calculated to assess the strength of the association, while thematic

analysis was applied to qualitative responses.

Expanded Table: Data of Temporary Workers (80 Records)

Worker  Age Work Productivit Bonus .JOb .
No 'Name (Yoars) Gender JobSector O b (UnitsWeek) (IDR) (Ssaz'jﬂaf"l‘;;;
1  Ahmad 29 Male Manufacturing 40 120 300,000 8
2 Siti 34 Female Retail 36 90 200,000 7
3 Budi 41 Male Construction 45 140 400,000 9
4 Lina 25 Female Retail 30 85 150,000 6
5 Dedi 38  Male Manufacturing 50 135 350,000 8
6 Rani 28 Female Services 32 100 250,000 7
7 Agus 33 Male  Construction 48 145 450,000 9
8 Dina 30 Female Retail 35 95 200,000 7
9 Rahmat 40 Male Manufacturing 42 125 300,000 8
10 Fitri 27 Female Services 30 90 200,000 6
11 Yanto 35 Male Retail 38 100 250,000 7
12 Maria 32 Female Construction 46 135 300,000 8
13 Irfan 29 Male Manufacturing 45 130 350,000 8
14 Tia 28 Female Services 32 85 200,000 6
15 Jamal 36 Male Construction 50 150 450,000 9
16 Maya 31 Female Retail 30 15 150,000 6
17 Adi 39 Male Manufacturing 42 120 300.000 7
18 Eka 26 Female Retail 34 80 200,000 7
19 Salman 37 Male  Construction 44 135 350,000 8
20 Lem 29 Female Services 31 90 200,000 7
80 Zulfikar 41 Male Manufacturing 45 140 400,000 9

Structure of the Full Dataset

The dataset follows the same structure, with variables for worker details, work
environment, performance, and satisfaction. For brevity, only the first 20 and the last row

(80th) are displayed here. The complete dataset includes:

¢ Balanced distribution of gender (40 males, 40 females).

+ Job sectors: Manufacturing, retail, services, construction, evenly distributed.
¢ Agerange: 2545 years.

s Work hours: 30-50 hours per week.

+  Bonuses: IDR 150,000 to IDR 450.,000.

o Job satisfaction: Rated on a scale of 1-10.
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This dataset is designed for statistical analysis, such as correlation and regression, to
determine the influence of bonuses on productivity and job satisfaction.

1. Grouping by Work Hours/Week

Work Number of Average Productivity Average Bonus Average
Hours/Week Workers (Units/Week) (IDR) Satisfaction
3035 24 85 200,000 7
3640 20 105 250,000 15
4145 22 125 300,000 8
46-50 14 140 400,000 8.5

WORK HOURS DISTRIBUTION

46-50
hours/week
18% 30-35
hours/week
30%

41-4
hours/we
27%

36-40
hours/week
25%

The pie chart provides a clear representation of the distribution of workers based on their
weekly work hours. The largest segment, accounting for 30% of the workforce, consists of
those who work between 30 and 35 hours per week. This group likely includes part-time
employees or individuals with flexible work schedules, reflecting a significant portion of
workers balancing shorter hours. Close behind is the category of workers clocking 41 to 45
hours per week, making up 27% of the total. These employees might be working slightly
extended full-time hours, possibly due to additional responsibilities or overtime demands.

Another significant segment is the 36 to 40 hours per week group, which encompasses 25%
of the workforce. This category aligns closely with standard full-time work hours observed
in many organizations, highlighting a substantial portion of employees adhering to
conventional schedules. Finally, the smallest group, at 18%, includes workers who put in
46 to 50 hours weekly. This segment likely comprises those employed in industries that
often require longer hours, such as construction, manufacturing, or roles with high
demands.
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Overall, the chart illustrates a balanced distribution of workers across different work-hour
categories, with the majority clustered around standard or slightly extended full-time hours.
The smaller percentage of workers in the highest work-hour range indicates that extended
hours are less prevalent within this workforce. This distribution may reflect variations in
industry demands, job types, or contractual arrangements among employees.

2. Grouping by Age (Years)

Age Range Number of Average Productivity Average Bonus Average
(Years) Workers (Units/Week) (IDR) Satisfaction
2530 26 95 200,000 7
3135 22 110 250,000 15
3640 18 130 300,000 8
4145 14 145 400,000 85
AGE DISTRIBUTION
41-45 years

18%

25-30years
32%

36-40 y
23%

31-35 years
27%

The pie chart illustrates the distribution of workers based on their age, segmented into four
categories. The largest portion of the workforce, comprising 32%, falls within the 25-30
years age group. This indicates that younger workers make up a significant proportion of
the employee demographic, possibly due to their adaptability and willingness to take on
temporary or flexible roles. The next largest group, accounting for 27% of workers,
includes those aged 31-35 years. These individuals likely represent a more experienced
cohort who may have transitioned from early-career roles into more stable employment.

The 3640 years age group constitutes 23% of the workforce, reflecting a smaller but still
substantial segment of workers who bring a combination of experience and expertise to
their roles. Lastly, the smallest category, representing 18% of the workforce, is comprised
of workers aged 4145 years. This group may include those nearing the later stages of their
careers or those who prefer temporary roles for greater flexibility.
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Overall, the chart demonstrates a workforce that is predominantly younger, with the
majority of workers under 35 years of age. This distribution suggests that temporary or
flexible work arrangements may appeal more to younger individuals, while older workers
make up a smaller portion of this demographic, possibly due to differing career priorities
or preferences.

3. Grouping by Bonus (IDR)

Bonus Range  Number of Average Work Average Productivity Average
(IDR) Workers Hours/Week (Units/Week) Satisfaction

150.000-

200000 30 32 85 6.5

250000-

300000 26 40 110 75

350000~

400,000 14 44 130 8

400,000-

450000 10 48 145 85

BONUS DISTRIBUTION
IDR 400,000-
450,000

IDR 150,000~

IDR 350,000- 200,000

400,000

IDR 250,000~
300,000

The pie chart displays the distribution of workers based on the range of bonuses they
receive. The largest segment, comprising 37.5%, falls within the bonus range of IDR
150,000-200,000. This suggests that a significant portion of workers receive lower-tier
bonuses, likely due to entry-level roles or part-time work arrangements. Following this,
32.5% of workers fall into the bonus range of IDR 250,000-300,000, representing a
substantial portion who receive moderate financial incentives.

The next category, which includes bonuses ranging from IDR 350,000-400,000, accounts
for 17.5% of the workforce. These individuals likely occupy roles with higher productivity
demands or longer work hours, warranting increased incentives. Finally, the smallest
group, comprising 12.5% of workers, receives bonuses in the range of IDR 400,000—
450,000. This category likely reflects employees in roles with exceptional performance or
specialized tasks that merit higher compensation.
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Overall, the chart indicates that the majority of workers (70%) receive bonuses within the
lower and moderate ranges (IDR 150.,000-300,000), while a smaller fraction benefits from
higher financial rewards. This distribution highlights the varying levels of incentives
provided, potentially linked to job responsibilities, productivity levels, and organizational
policies.

3. RESULT AND DISCUSSION
Work Hours Distribution

The distribution of work hours among the temporary workers provides significant insights into their work
patterns. Based on the data, the largest group of workers, comprising 30% of the total sample, falls within
the 30-35 hours per week category. This group is likely made up of part-time workers or individuals with
flexible schedules who balance their professional and personal responsibilities. The second-largest category
mcludes workers clocking 4145 hours per week, representing 27% of the workforce. These employees may
take on slightly extended full-time hours to meet higher productivity demands or fulfill specific
organizational requirements.

Another substantial portion, 25% of the workforce, works 36—40 hours per week . This category aligns closely
with conventional full-time schedules, reflecting a significant number of workers adhering to standard
employment hours. Finally, the smallest group, comprising 18% of the workforce, works 46-50 hours
weekly. This group may include employees in industries such as manufacturing and construction, where
extended work hours are more common due to high output requirements or overtime demands.

The overall distribution highlights a balance between part-time and extended work hours among the
workforce. While the majority of workers fall within standard or slightly extended work-hour categories, the
smaller proportion of employees in the highest work-hour range indicates that extended hours are less
prevalent. These trends suggest that temporary workers predominantly prefer manageable work schedules,
which might be linked to the nature of their roles or their personal preferences for work-life balance.

Age Distribution

The analysis of age distribution reveals a workforce predominantly composed of younger individuals. The
largest segment, accounting for 32% of the total workforce, includes workers aged 25-30 years. This finding
suggests that temporary jobs are particularly appealing to younger individuals, likely due to the flexibility
these roles offer and their alignment with early-career goals. The next largest group comprises workers aged
31-35 years, representing 27% of the workforce. These individuals are likely transitioning from early-career
roles into more stable employment, reflecting an important demographic for temporary work arrangements.

Workers aged 3640 years make up 23% of the sample, forming a smaller but still significant group. These
individuals bring a combination of experience and expertise to their roles, potentially contributing to their
higher productivity and stability in temporary positions. Finally, the smallest category includes workers aged
41-45 years, comprising 18% of the workforce. This group likely represents older individuals nearing the
later stages of their careers, who may seek temporary roles for flexibility or as a supplemental source of
income.

The predominance of younger workers in the dataset is consistent with trends reported in the literature.
Younger individuals are often more adaptable and willing to take on temporary positions compared to older
workers, who may prioritize job stability and long-term career development. This finding emphasizes the
importance of tailoring temporary job structures to meet the needs of this younger demographic. while also
exploring ways to attract and retain older, more experienced workers.

Bonus Distribution

The distribution of bonuses highlights significant variations in financial incentives provided to temporary
workers. The largest segment, representing 37.5% of the workforce, receives bonuses in the range of IDR
150 000-200,000. These workers likely include those in entry-level roles or part-time positions with lower
productivity demands. The second-largest category includes workers receiving bonuses in the range of IDR

152




=1 JIMIIE

rnational Journal Management and Economic
IJME JOURNAL Vol. 3 No. 2 May 2024 — pISSN: 2829-0399, eISSN: 2829-0526, Page 146-156

250,000-300,000, accounting for 32.5% of the workforce. This group represents employees who meet
moderate productivity standards or occupy positions with slightly higher responsibilities.

The next segment, comprising 17.5% of the workforce, includes workers receiving bonuses between IDR
350000 and 400,000. These individuals likely work in roles with higher productivity demands or extended
work hours, making them eligible for increased financial incentives. Finally, the smallest group, accounting
for 12.5% of the workforce, receives bonuses in the range of IDR 400,000-450,000. This category likely
represents top-performing workers or those in specialized roles with exceptional contributions.

The distribution indicates that most workers receive bonuses in the lower to moderate ranges, reflecting
organizational policies aimed at providing broad-based incentives. The smaller percentage of workers
receiving higher bonuses underscores the importance of merit-based reward systems that recognize and
encourage exceptional performance. This approach can enhance motivation and productivity while ensuring
fairness in incentive allocation.

Comparison and Implications

The results align with existing literature that highlights the importance of work-hour management, age-
specific approaches, and tailored incentive systems. For work hours, studies have shown that extended hours
beyond 45 per week often lead to burnout, negatively affecting job satisfaction and productivity (Carter &
Miller, 2021). The preference for standard or slightly extended hours among temporary workers indicates a
need for employers to strike a balance between productivity and employee well-being.

The age distribution further supports findings that younger individuals dominate the temporary workforce
due to their preference for flexible work arrangements (Nguyen et al., 2021). Organizations should consider
this demographic's unique needs, such as opportunities for skill development and career progression, to attract
and retain talent. Additionally, the bonus distribution reflects a strong correlation between financial
incentives and employee performance. Similar studies have shown that bonuses are an effective motivator
when linked to clear performance metrics and fairness in allocation (Jones & Lee, 2021).

These findings highlight the importance of integrating tailored work-hour policies, age-specific strategies,
and well-structured bonus systems to maximize productivity and satisfaction among temporary workers.
Employers should prioritize fair and transparent policies to ensure that incentives align with individual
contributions and organizational goals.

4. CONCLUSION

This study demonstrates significant patterns in the distribution of work hours, age, and bonuses among
temporary workers. The majority of workers prefer standard work hours, with younger individuals forming
the largest demographic in this workforce. Bonus allocations are predominantly in the lower to moderate
ranges, reflecting a balance between broad-based and merit-based incentives.

The results emphasize the need for organizations to develop flexible work structures and equitable incentive
systems to enhance worker satisfaction and productivity. By addressing the unique characteristics and
preferences of temporary workers, employers can create a motivated and efficient workforce. These insights
provide a foundation for future research to explore long-term impacts and variations across industries,
ensuring that temporary employment strategies remain effective and inclusive.
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