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ARTICLE INFO ABSTRACT

Article history: Background: Non-monetary rewards are gaining attention fromanizations and
Received 3 March 2016 there have been significant increases in the isteaad attention on the use of non-
Accepted 2 May 2016 monetary rewards to motivate the employé®sjective: This research is to determine
published 26 May 2016 the relationship between non-monetary rewards ahbdsptisfaction in the working

environment. The independent and dependent variftislehe purpose of this
research are non-monetary rewards such as recamgnitareer development, and job

Keywords: enrichment; and job satisfaction respectivéResults: It was noted that there are
Recognition, Career Development, Job positive relationships between the independentabes and dependent
Enrichment, Job Satisfaction variables with job enrichment have the strong iefehip towards job satisfaction.

Conclusion: By understanding the key dimensions that are #@&soc with job
satisfaction, organization can broaden its insighto the best strategies to attract,
retain and develop employees other than increase thotivation and performance
This research could be helpful for organizationat tare in need alternatives in
increasing their employeegdb satisfaction level.

INTRODUCTION

The employees of an organization are the enginésofehicles while reward is the fuel. No
organization can achieve its business objectivélsont the employees. Rewards are of vital instruséor
an organization to feed their employees performantéell rewarded employees feel that they are being
appreciated for their contribution in the organimatand also encouraged them to work harder anérbehen
they are aware that their well-being is taken seslip by their organizations; and that their caraed self-
development are also being honed and taken cdwg thfeir organizations (Okwudili, 2015).

Highly-motivated, satisfied, and loyal employeedigate the competitiveness of a company. The growth
of employee satisfaction levels are reflected ie fmprovement of the organization’s products
quality or rendered services, increase of proditgtivand higher number of innovations. Satisfied
employees form positive reference to the employet thus attract potential job seekers and strengiise
competitive position in the market (Gamova, 2011). One of the most compelling challerfgemg today’s
organizations is how to make sure that employeeshéghly motivated (Farooq, 2013). As suggested by
Whitaker (2010), employees need to be managed thadly/. This involves recognizing exceptional
performance or hard work, ensuring their work iprapriate and satisfying, motivating employees turkv
productively, fostering a positive culture in theorkplace and encouraging loyalties are some of the
examples of non-monetary rewards.
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Moreover, employers are able to engage and motiwite their employees with non-monetary rewards
during difficult economic times especially to matte and retain top talents. Offering employees with
appropriate rewards packages for their circumstamélt increase the likelihood of them remainingtiiwthe
organization and feel motivated to achieve cormogatals (Hirsh, 2008). A stream of analyses pauotsthat
employees never consider money as their main ntotivenost achievements are reached for reasonstleyo
money, and it is a factor that attracts peopledmgs not play a big role in retaining and motivgimployees
(Harunavamwe, 2013).

In todays competitive environment, management needs to aomtisly develop practices that are able to
attract and retain highly skilled and qualified doyees. Dissatisfaction may result in various ainstances
like internal conflicts, low trust, poor interpersd relations and stress leading to low produgtj\éonflict,
and violence in the workplace. Job satisfactiodifficult to measure and is dependent on a numlberon-
monetary factors. An organization can control wdakp conflicts and reduce these levels of dissatifn
through common objectives like training, careeraelepment, appropriate rewards and improvementfen t
quality of working life (Kaur, 2014). Non- monetargwards are also important as a source of thefivaton
because when organizations pay attention to thesflieas opportunity of increasing holiday and famil
benefits, they may perceive the organization asigparting and caring organization (Abdullah and Wan
2013).

Background Of The Study:

Are non-monetary rewards really essential for agabnization to offer? Managers are constantly
searching for ways to create a motivational envitent where employees work at their optimal levels t
accomplish theiorganizatiofs objectives. The current focus among reward liteestthave shifted from the
emphasis put on monetary rewards to total rewammoach. Total rewards are the rewards with the
combination of both monetary and non-monetary rdwdhe employees received (Laakso, 2012). Thig shif
means that non-monetary rewards are gaining attefitom organizations due to the increasing awa®oé
their importance.

With the number of researches being done, it shihwas there have been significant increases in the
interest and attention on the use of hon-monetwards to motivate the employees. Non-monetary nésva
offer many advantages as they motivate and satisigloyees’ needs without using big amounts of fifen
sources (Yavuz, 2004). In fact, a survey has prdiiahemployers that offer their employees non-ntanye
rewards should achieve higher rates of retentian those also do not.

A survey done by GfK NOP, Germany's largest marksearch institute, to 1,000 employees found that
a higher percentage of staff planning to leaver tiodis within the year, are those who work foelimanagers
who do not provide non-monetary rewards (44%) ttrerse who work for managers who do is (25%). More
than half which is 51% of employees who receive -nmmetary rewards intend to stay with their jobs,
compared with just 32% of those who do not reguleeteive such rewards.

In addition another similar study by (Santoshi Senig and Santosh Dev Jaypee , 2011) from the uiestit
of Information Technology, Noida, India found thiatrinsic motivation factor, employee involvemdattor,
age and education are the primary determinantsngblayee retention. The research has proven how
important non-monetary rewards are as two of therdgnants are some types of non-monetary rewards.

In Malaysia, Padiberas Nasional Berhad or more confyrknown as BERNAS offers both monetary and
non-monetary rewards to help make its 1424 empyeel worthy of working with the organization.
BERNAS is the partner of theation'sdomestic paddy and rice industry that are involwedhe procurement
and processing of paddy, which include the impatatwarehousing, distribution and marketing oferim
Malaysia.

This study is to determine the relationship betweammonetary rewards and job satisfaction. Alss, o
gauge on the type of relationship that they have.

Literature Review:

While most organizations focus on offering monetegwards, non-monetary rewards may not only be
less costly, but more viable (Howard, 2008). Mowegs have an effect, but motivation involves farreno
Non-monetary rewards are highly important in impngv employee performance. Using proper
communicative and attractive method of non-monetawards leaves a positive impact on the employaes
further improves their performances in a more mtdttet dimensions. Such types of awards are
inexpensive to give to employees but they wortbtad the employer receive them (Ryan, 2010). Eygio
who offer non-monetary rewards will have higheention rates than those that do not (Hirsh, 2008).

Also, non-monetary rewards can result in improuing efficiency of their employees; firms can entenc
their non-pecuniary work motivations to contribtdea feeling of worker cohesion, appreciation, batbnging
(Farzin, 2009).
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A study conducted by Ezigbo, C.A., and Court, O(ZQ11), has proven thabn- monetary rewards such
as recognition, autonomy and praise should be eifféo employees to promote employee loyalty, reiant
and employees performances as they place greae \@aiuthe different rewards being offered by their
organizations. When these rewards are not givemkave will not and/or give less commitment to thjeios
and express displeasure through poor performance.

Most employees spend more of their waking houre@k than with the people they choose to be with,
this means that work is a big part of amployeés life. Thus, the work environment may be a critipalrt of
the decision to remain with an organization, iniadd to the monetary rewards. Going to work atlace
where people feel appreciated and gets along wedlportant to many employees, especially when #rey
putting in long hours (Howard, 2008). In additianthis, employees will be more likely to be atteatto the
job than if non-financial rewards were not offe(&thlechter, Thompson and Bussin, 2015).

Also, in a study done by Juliet N., Berberian (2008ore than 75% of the participants conveyed pasit
feelings toward non-monetary rewards and total rdsvaThis was demonstrated through such phrases as
tremendous amount of goodwill, boosts morale, bpetsple’sloyalty, and money is not the ultimate thing that
drives people.

Recognition:

Nowadays in many organizations, employee recognitio one of the motivational strategies that are
gaining a lot of importance and attention (Brun &bdgas, 2008). It is typically conceptualized as th
assignment of personal non-monetary rewards tdomei@ desired behaviors displayed by an employker a
these behaviors have occurred (Long and Shields))20Results by a survey done by the management of
Michigan Department of Transport revealed that eygpés want to be more appreciated in their immediat
workplace rather than through formal programs. Taksyp discovered that recognition does a lot toivatd
employees. It reinforces and changes a culturefticases on both productivity and people.

Employee recognition is one of the most pdwe ways to demonstrate appreciation to the
employees. It satisfies the need for employeesomai esteem and group pride as it recognizes ssitte
performance; and also renewing their willingnesmtet or exceed expectations (Silverman,2004). gréton
is also one of the strongest factor in motivatingeptional performance. Too many organizations do n
realize the importance of recognition and the ewlgds regularly report in their opinion surveys that
recognition is missing from their working lives. rf8e managers are afraid that by expressing recogniiti
could weaken their authority. The managers and teadker should engage in a workshop to further owpr
their management style by inculcating motivationtheir employees through recognition. It is impottéo
observe the need of the employees and determineppmpriate and suitable form of recognition. When
appreciation is missing from the work atmospherapleyees' energy, appetite and momentum dwindles. S
managers and team leaders should make it a haldnhabdyze, recognize and appreciate a job well done
(Shetcliffe, 2007).

Career Development:

Dissatisfaction with some employee-development reffeappears to be the reason of many early
resignations. Workers said that companies genesaltisfy their needs for on-the-job development #rat
they value these opportunities; high-visibility pimns and significant increases in responsibilitButthey are
not getting much of formal development, such as torémy, training, and coaching, the things theygbsit
great value (Humor and Koyuncu, 2012).

A report by Quantum Workplace(2013) shows that hignaccess to career development opportunities is a
key driver of employee’sjob satisfaction and the lack of such programs ndead to higher turnover as
employees will seek such opportunities elsewhere.

A September 2007 Walker Loyalty Report for the Widelce, published by Walker Information Inc., found
their loyal workers typically recommend the orgatian as a good place to work, go above and betfeid
job expectations and resist offers from other oigtions. Companies with high levels of loyal wake
explained that they will treat all workers fairlyeashow concern to their employees. The study sigdhat
these companies are employee-focused, and they oféaningful professional development opportunities
(Haaland, 2008).

Employees are almost four times more likely to &eaheir organizations because of the lack of
development opportunities, instead of wanting ahéigsalary, according to research (Berry, 2005masit
6,000 employees and 300 HR professionals from actbe United Kingdom were surveyed by HR
consultancy Reed Consulting about why they hadgnesi their jobs. Almost half of the respondents%8
said that their main reason for resigning was thay did not believe that their organization pr@ddthem
with sufficient opportunities for career and pe@ahevelopment (Berry, 2005).
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Job Enrichment:

According to Davoudi, 2013, the term job enrichmersds introduced by Fredrick Herzberg from his
research on hygiene & motivational factors. Jobchment was found to add factors to one’s job aradkenit
more pleasurable. Organizations can benefit from d#ffects of job enrichment such as increasing in
organizational commitment, the level of job sati$ifan, individual productivity, and decreasing retlevel of
turnover intentions, absenteeism, and social Igaf8ushil,2014).

The relationship between job enrichment factors jabdsatisfaction is hypothesized and empiricadisted
by a study. The results are proven to positivellatee to one another (Rashid and Rashid, 2011). Job
enrichment leads to self-actualization, self-estesh self-control leading to the success of theleyegs in
improving their work performance (Sushil, 2014).

Job enrichment plays significant role in organ@atto retain and attract good employees. Whendhs |
are enriched, employees’ higher order of needsatisfed that in turn increased the commitment,ivadion
and eventually helps in attainment of job satisfeccais well as the individual needs. (Sushil, 20MQreover,
the employees feel that they are being appreciabedjng sense of importance in the organization and
increase themployeesmotivational level.

HR plays a vital role in managing the complexitigsmind, retaining and developing talent to take th
organization forward. By giving employees more aotmy and responsibility in their work, they become
more creative and productive. From the analysis @bgkrvations the researcher can conclude that “job
enrichment increases the performance of the emp&jyén other words, if job enrichment is high; rthene
performance of the employee will also be high arebwersa (Singh, 2011). Job enrichment is an imapor
tool for the HR through to retain and develop talen

Also, based on the data collected from four bigesibf Pakistan, it was found that the increasimgob
enrichment in the organizations, employees prodigtievel would increase positively and eventually
increases their commitment level in both, the gaweector as well as in the public sector orgaiunat(Dost
and Khan, 2012).

Job satisfaction:

Employee satisfaction is essential to the succéss lousiness. High rates of employee satisfactien a
related to a lower turnover rate. Thus, keegmployees'satisfied with their careers should be a majaurjiyi
for every business (Gregory, 2011).

The study of the relationship job satisfaction iseoof the most venerable research traditions in
industrial-organizational psychology. More and mamphasis is being put on the well-being of people
mentally in order to have greater productivity (gee, 2011).

A satisfied work force will create a pleasant workiatmosphere within the organization to perfornii.we
Satisfied employees have positive attitudes reggrdieir jobs and tend to attend to work on timegrkw
speedily, more concern about the given targetskvimge of errors and omissions, commitment to tie |
and loyalty, less dependability, tend to improveoktedge, suggest new ideas, willing to accept more
responsibility, less absenteeism, obedience obralel regulations, and effort to retain in the @négob. The
positive attitudes will increase the quantity aneliy of employeesperformance (Pushpakumari, 2008).

Theoretical Framework:

Based on the literature review, a theoretical fraor& has been designed. There is a need to shely t
relationship between non-monetary rewards and jatisfaction of employees of the organizations. The
conceptual framework will offer the conceptual fdation to explore and examine this study in deteimgi
the relationship between non- monetary rewards jabd satisfaction. The relationship between typés
non-monetary rewards will be as illustrated in Fegli.0, to sum up the relationship that is goingectudied.

Independent variable Dependent variable
JOB
SATISFACTION

Fig. 1.0: Research Framework in Analyzing the Relationshgiween Non-Monetary Rewards and Job
Satisfaction

[ RECOGNITION

[ CAREER DEVELOPMENT

[ JOB ENRICHMENT
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Methods And Procedure:
In this study, Likert scale was used, under rasnogles and it was designed to determine how stitoag
subject agree or disagree to the items listedargtiestionnaire.

Population And Sample Size:

The population of this study is the employees &RBIAS (Padi Beras Nasional Berhad). There are a
total of 170 employees of BERNAS in the departmeffitsuman Resource, Finance, Information Technaglogy
Administration, Selling and Distribution and othedb0 questionnaires were distributed, however a2
respondents were willing to participate in the azsb.

Data Analysis:

Table II: Profile of Respondents

Frequency| Percent
(%)

GENDER
Male 53 442
Female 67 55.8
AGE
20-30 36 30.0
31-40 48 40.0
41 -50 26 117
51-60 10 8.3
EDUCATION
SPM 24 20.0
STP/STPM 4 3.3
Diploma 138 15.0
Bachelor's 59 492
Degree Master's 15 125
Degree PhD ] 0.0
DESIGNATION
Manager 23 23.3
Supervisor ] 4.z
Executive 50 417
Mon-Executive 35 10z
Subordinate 2 17
DEPARTMENT
Human Resource 25 20.8
Finance 13 10.8
Administration 17 14.2
Procurement 33 7.5
Others 32 26.7
LENGTH OF SERVICE
(Years)
0-2 19 15.8
3-S5 31 258
5-10 36 30.0
More than 10 34 28.3

Based on the result of respondent’s demographi idatiable above, shown that all 120 respondents we
participated in the survey and female respondemshagher compared to male respondents with 55.88 a
44.2% respectively. The respondents are majorimfthe age of 31 to 40 years old with 40% in toahpared
to other age categorized and most of the resposddsd are with higher percentage result of 30%aredent
for 5 to 10 years working services. Another dempbi@a parameter that has been part of the survaygatithn
level of respondents’ majority is Bachelor's holdéth 49.2% compared to other education level. Basethe
survey conducted also, most of the respondents Wwene Procurement department with higher percentage
result of 27.5% compared to other department sschlR, Finance, Administration, and others with 26,8
10.8%, 14.2%, and 26.7% respectively. Referrech¢éorésult, stated that the higher percentage agmnitson
level of respondents majority are Executive levithwt1.7% than the other level of designation.
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Table lll: Reliability Analysis

\Variables Total ltems Cronbacks Alpha
Recognition 11 777
Career Development 9 .939
Job Enrichment 8 772
Job Satisfaction 13 . 757

Reliability of a measure is established by testbaih the consistency and stability (Sekaran, 2003).
Cronbacls alpha is computed in terms of the average interetations among the items measuring the
conceptCronbacks alpha is a reliability coefficient that indicatesvih well the items in a set are positively
correlated to one another. The cloSeonbachs alpha is to 1, the higher is the internal consisyereliability.
Consistency indicates how well the items measuairgpncept have together as a set. In the actudy,stom
all the 120 respondents, th@ronbacks Alpha for the all items was measured. The resufiicates that
Cronbach’s Alpha of this research study for bothaldes which are consisting Recognition with 0.,7Career
Development with 0.939, Job Enrichment with 0.77#& dob Satisfaction with 0.757. With this resulews
that Cronbach,s Alpha both variables are stronghiity with higher consistency as per mentiongdBougie
and Sekaran (2013), if the Cronbach's alpha i®chmsvalue 1.00, the reliability is higher consisty.

Table IV: DescriptivéAnalysis

Variables Mean Std Deviation
Recognition 3.7659 0.45943
Career Development 3.4815 0.6784

Job Enrichment 3.6469 0.4445

Job Satisfaction 2.9276 0.54139

The table depicts the descriptive analysis whicls weade individually for the variable; recognition,
career development, job enrichment and job satisfacThe mean value of the distribution for reciign is
3.7659, mean value of the variable career developinse3.4815 mean for job enrichment is 3.6469.sTlitu
can be identified that the respondents in averagee®” that by providing job enrichment, will cahtrte to
the satisfaction towards work. From the table, gaition is ranked highest among all factors. It tieeshighest
mean that is 3.7659 (Std. Dev = 0.45943). Thers ifollowed by job enrichment with a mean value of
3.6469 (Std. Dev = 0.4445) and lastly is careereti;yment which has a mean value of 3.4815 (Std. Hev
0.6784).

Table V: CorrelationAnalysis

Recognition Career Job enrichment Job Satisfaction
Development
Recognition 1 0.442** 0.460** 0.591**
0.000 0.000 0.000
120 120 120 120
Career 0.442** 1 0.985 0.440**
Develop-ment
0.000 0.000 0.000
120 120 120 120
Job 0.460** 0.985** 1 0.516**
Enrichment
0.000 0.000 0.000
120 120 120 120
Job 0.591** 0.440** 0.516** 1
Satisfaction
0.000 0.000 0.000
120 120 120 120

The correlation coefficient is used in this reshart order to measure the strength of associatinong
the variables used. As shown in the table abowe,pthired variables recording correlation with deustar
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indicate that it had a strong relationship and poedl significant results. Hence from the Table iV, shows
the relationship and possibility for the hthpesis testing in this research. Accordinghe Table V,
Pearson correlation between recognition and jolsfaation is 0.591, which indicates a positive tielaship
between them. Also, it is also discovered that tbktionship between them is positive with strong
relationship. The relationship is statistically réficant as the correlation is significant at 0.008lues (2-
tailed). Thus, H1 for recognition is accepted, #refe is statistical evidence to claim the reladtdp. Besides
that, Pearson correlation between career developamh job satisfaction is 0.440, which shows pesiti
relationship between career development and jabfaetion. The found relationship is positive witioderate
relationship. The relationship is also statisticaignificant as correlation is significant at 000Qalues (2-
tailed). Thus, H2 is also accepted, as there wassstal evidence to claim their relationship. Rea
correlation between job enrichment and job satigfacis 0.516, which shows positive relationshipgween
the two variables. The found relationship is pwsitivith also strong relationship. The relationstipalso
statistically significant as correlation was siggaht at 0.000 levels (2-tailed). Thus, H3 is ascepted,
as there was statistical evidence to claim thetipesielationship between job enrichment and jdstction.

Table VI: Regression Analysis
Model R R Square Adjusted R Square Std. Error of the Ed&m

1 .562 .550 .36301

749P

a.Predictors: (Constant), Recognition, Career Dipraknt, Job Enrichment
b.Dependent Variable: Job Satisfaction

Table VII: Variable and:oefficients‘:’l

Model Unstandardized Standardized It Sig.
Coefficients Coefficients
B Std. Error Beta
1 |(Constant) -0.516 0.318 1.625 0.107
Recognition 0.584 0.097 0.418 6.025 .000
Career -1.587 0.264 -2.179 -6.019 .000
Development
Job Enrichment 2.013 0.298 2.470 6.756 .000

Based on Table 4.13 above, it was found that tiem significance between recognition and job (B =
0.584, p =.000). Then, itis followed by the @ardevelopment variable (# = - 1.587, p = .000) lastly job
enrichment where the value (B = 2.013, p = .00dypothesis 1 which is recognition is positivelyateld to
job satisfaction and is accepted at p < 0.01. Ihgss 2 is for the variable career developmenits it
positively related to job satisfaction and is adedpat p < .01. Lastly, hypothesis 3, which i$ jo
enrichment is positively related to job satisfact®nd is accepted at p<.01.

Recommendations & Conclusion:

From the overall study conducted it concluded thatdeterminants of job satisfaction in an orgatora
are recognition, career development, and job emgett due to have significant and positive relatimmavith
all variables therefore it can be applied to anyaoization as the effort to attract and retainimg potential
employees. The identified conclusion may providenence and guidelines for employers and/or marsaiger
develop strategies to sustain or increase ¢maployees’job satisfaction level in the workplace. By
understanding the identified determinants that beowployee’s job satisfaction, the organization tee full
advantage by identifying the appropriate measulttaken that benefit both parties with less nayetost.

On the other hand, the researcher recommendatioristlire researcher who has the same topic ofdste
might having a larger coverage of respondents demoto have better quality of information. Seconidlyo
improve the model by broaden the topic of intesglsich the findings can be applied to many othersypf
non-monetary rewards. For example, conduct théystor work-life balance, working environment arxira
paid leaves. These other non-monetary rewards doald bigger contribution towards tleenployees’job
satisfaction. Also, the organization can make @atdn and made the best decision to apply theirfgs
extensively. Lastly, future researcher is sste to use longitudinal study, which studibe people or
phenomena at more than one point in time in oml@nswer the research question. Through thisgbearcher
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might able to study about themployees’'job satisfaction level before and after a changalema the
organization.
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