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ABSTRAK

Semakin banyak organisasi yang menyedari bahawa mereka perlu mewujudkan
keseimbangan antara caruman pekerja kepada organisasi dan sumbangan organisasi kepada
pekerja. Mewujudkan keseimbangan ini adalah salah satu sebab utama untuk memberi ganjaran
kepada pekerja. Organisasi yang mengikuti pendekatan strategik untuk mewujudkan
keseimbangan ini memberi tumpuan kepada tiga komponen utama sistem ganjaran yang termasuk
, pampasan , faedah dan pengiktirafan. Kajian ini meneliti persepsi pekerja pada sistem ganjaran
organisasi di Air Kelantan Sdn Bhd dan Jati Beringin Sdn. Bhd .Kajian ini dijalankan untuk
tempoh 6 bulan , mengenal pasti komponen yang paling wajar dalam jumlah pakej ganjaran bagi
kedua-dua entiti untuk membantu mereka merangka dan membangunkan strategi pampasan yang
paling sesuai. Kaedah kuantitatif digunakan dalam kajian ini . 100 soal selidik telah diedarkan
dengan 100 peratus kadar kembali dan data yang boleh digunakan ; kepada pekerja-pekerja yang
terdiri daripada pentadbiran, teknikal , pengeluaran dan kewangan. Walaupun ganjaran kewangan
terdiri daripada gaji dan faedah, ganjaran bukan kewangan termasuk program perlindungan,
penglibatan pekerja dalam membuat keputusan, penyeliaan , peluang latihan pengiktirafan serta
menyokong, memupuk budaya syarikat . Hasil kajian ini mendapati bahawa para pekerja di
kedua-dua firma lebih suka ganjaran kewangan dalam bentuk gaji premium di atas bahawa orang
bukan kewangan untuk meningkatkan prestasi. Selain itu jumlah ganjaran sepatutnya setimpal

dengan sumbangan pekerja kepada syarikat.
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ABSTRACT

Increasingly, organizations are realizing that they have to establish an equitable balance
between the employee’s contribution to the organization and the organization’s contribution to
the employee. Establishing this balance is one of the main reasons to reward employees.
Organizations that follow a strategic approach to creating this balance focus on the three main
components of a reward system, which includes, compensation, benefits and recognition. This
research examined employees’ perceptions on organizational rewards system at Air Kelantan Sdn
Bhd and Jati Beringin Sdn. Bhd. The study was conducted for a period of 6 months, identifying
the most desirable components in the total reward packages of both entities to assist them
formulate and develop the most appropriate compensation strategy. Quantitative method was
used in this study. 100 questionaires were distributed with 100 percent returned rate and usable
data; to employees ranging from administrative, technical, production and finance. While
financial rewards comprise of salaries and benefits, non-financial rewards include protection
programs, employee involvement in decision making, effective supervision, recognition training
opportunities as well as supportive, nurturing company culture. The findings of this study found
that employees in both the firms preferred the financial rewards in the form of premium pay
above that of the non —financial to improve performance. Additionally total rewards should

commensurate with employees’ contribution to the company.
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CHAPTER 1

INTRODUCTION

1.0 Background of the Study

Reward systems are a critical part of any organization’s design. How well they
fit with the rest of the systems in an organization has an important impact on how
effective the organization is and on the quality of life that people experience in the
organization. Over the past decade, some new reward system practices have become
popular in order to align the reward system with the important changes that are
occurring in the way organization are designed and managed. (Lawler, 1990, Schuster

and Zingheim, 1992).

Expectancy theory was proposed by Vroom in the 60s. He states that an
employee will be motivated to work hard when he/she believes their efforts will produce
a performance which, when recognized, will lead them to having rewards that have
value to them. (Vroom & Kenneth, 1968). Expectancy theory says that an employee will
be motivated to make a high level of effort when he/she believes that the effort will lead
to a good performance evaluation; that a good evaluation of performance will lead to
organizational rewards, such as a bonus, a salary increase or a promotion; and that the
rewards will satisfy the employee’s personal goals. (Robbins, 1999). The reward is

appropriate when the employee contributes an extraordinary way to the profits of the



organization. To qualify for a reward, the goal must be clear, meaningful and consistent
with other rewards for similar goals. For a reward system to be effective and to be able
to encourage motivation it needs to satisfy any individual need of an employee, in
particular, besides keeping track of the changes in their needs. Otherwise, it is unlikely
to achieve the performance desired. (Humphrey, 1987). The rewards may result in better
performance if workers have the skills to enhance it, in fact, to desire the rewards being

offered and if there are few physical and psychological restrictions. (Spector, 2002).

The reward system is an important ingredient in managing innovation in a
company. It is essential for the firm’s success to reward innovators for their contribution
to reward people who collaborate as well as individual performs. The rewards can be
given in many different recognition programs both intrinsic and extrinsic than can be
used. Different features of the reward system can stimulate different aspects of

innovation within a firm. (Harden, Kruse and Blasi, 2008).

Various methods and means shave been taken by the organization to improve
efficiency and productivity. The organizations implement a reward system for
employees in the form of financial and non-financial. This reward system can motivate

and thus able to attract workers to do the work.

Total reward consists of all the tools available to the employer that may be used
to attract, motivate and retain employees. It includes everything the employee perceives

to be of value resulting from the employment relationship.

This research examined employees’ perceptions of the total rewards system
provided by the organization and the type of reward systems implemented by employers

in a private organization.



1.1 Problem Statement

The rewards are very crucial for shaping the behavior of an employee to be more
motivated and work hard. Employees are often de-motivated because the total rewards
packages offered by employers do not commensurate with their knowledge, skill and
abilities (KSAs) that they possess and the work that they perform. Rewards constitute a
quantitative measure of an employee’s relative worth. For most employees, pay has a
direct bearing not only on their standard of living, but also on the status and recognition
they may be able to achieve both on and off the job. Because pay represents a reward
received in exchange for an employee’s contribution, it is essential also that an
employee’s pay be equitable in the organization, thus a motivating factor to drive

performance.

1.2 Research Questions

The research questions for this study are as follows:

e What reward packages should employers offer to reinforce employees’
performance?
e What the employees’ perceptions about the rewards packages?

e Why are rewards crucial in motivating employees to perform?



1.3 Research Objectives

The research objectives that can be extracted from this paper are:

e To identify the reward packages offered by employers to reinforce employees’
performance.

e To examine the employee perceptions of the total rewards extended by the
organizations.

e To investigate the important of rewards in motivating employees to perform.

1.4 Scope of Study

The scope of this study covers employees in Air Kelantan Sdn.Bhd and Jati
Beringin Sdn.Bhd company. Each employee has their own perceptions of rewards from
of employers. Every organization has its own way and different from other organizations
in formulating reward strategy system. Employees who are involved in this research
regardless of subordinates and superiors workers because each worker will be rewarded
not based on position. By doing this research, the researcher is able to employee
determine total reward strategy given by employer. The research also to investigate
about impact total reward strategy implemented by company to increase employee's
performance and results. As well as the importance rewards in motivating employees to

perform.



1.5 Limitation of Study

The research only involved at employees in Air Kelantan Sdn Bhd and Jati
Beringin Sdn. Bhd. The company place at Kelantan and Melaka. This research to get the
employees’ perceptions about the total rewards strategy they get in work Company.
Respondent may not provide their honest responses in answering the questions. The
questionnaire only to get 100 respondents in company employees. Worker difficult to

provide good cooperation.

1.6 Importance of the Study

Nowadays there is causing a lot of problems for employees and reduced
productivity. This study is very important to identify the most desirable component of
organizations’ total rewards strategy. The rewards strategy is financial and non financial.
Employees will not be given work without wages because they also most need to
accommodate the higher cost of living. Workers would prefer to work with
organizations that can provide rewards that commensurate with what has been done by
them. Rewards offered by the organization are not necessarily in the form of money but
also in the form of appreciation and so on. Companies need to implement pay equity to
employees. | flow pay equity the result in potential increase absenteeism, dissatisfaction

and decreased work performance.

This study is also important to assist organization formulate and develop the

most appropriate rewards strategy in order to motivate employees’ perform. Still there





