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Abstract

Area of the Study
As a significant determinant of employee motivation of an employee, this study is to

discuss the impact of organizational rewards of employee motivation of operational level
employees in the Sri Lankan large scale apparel sector in Colombo district.

Problem of the Study
This research study attempts to explore the impact of organizational rewards to employee

motivation of operational level employees in the Sri Lankan large scale apparel sector. Thus
the research problem of this study was; “Do the organizational rewards have an impact on
employee motivation of operational level employees in the Sri Lankan large scale apparel
sector in Colombo district.

Method of the study
The data were collected from a convenience sample of 200 operational level employees in

the large-scale apparel industry with a questionnaire consisted 39 questions with five point
Likert Scales. Univariate analysis as well as bivariate analysis applied to analyze the data
with the SPSS 16.0 (Version).

Findings of the Study
The result of the study emphasizes that there is a positive impact of organizational rewards
on Employee motivation of operational level employees. Also, it was proved that there is a
significant strong positive impact of intrinsic, extrinsic rewards on operational level
employee motivation. In addition, pay and praise from supervisors have a great impact on
reward.

Conclusion of the Study
It is concluded that both intrinsic and extrinsic rewards are significant predictors of

employee motivation and both can be used to enhance the level of employee motivation of
operational level employees in the Sri Lankan large scale apparel sector in Colombo
district.

Keywords: Extrinsic Rewards, Intrinsic Rewards, Employee Motivation, Apparel industry,
Operational Level Employees.

Introduction
Rewards can be defined as all types of benefits from cash payments to working conditions
(Eric 1994). Organizations offer intrinsic and extrinsic rewards to members for the purpose of
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improving human resources outcomes (Mahaney & Lederer 2006). The reward system should
be aligned to motivate employee performance that is consistent with the firm’s strategy,
attract and retain people with the knowledge, skills and abilities required to realize the firm’s
strategic goal, and create a supportive culture and structure (Allen & Killman 2001).
Furthermore, the literature argues that alignment of the reward system with organizational
strategy helps to determine organizational effectiveness (Richard & Ralph 2001). Nowadays,
human asset is considered to be the most important asset of any organization (UKEssay
2013). In order to get the efficient and effective result from human resource, employee
motivation is necessary. Employee will give their maximum when they have a feeling or trust
that their efforts will be rewarded by the management (Baron 1983). Reward systems are
strategically designed when rewards are linked to activities, attributes and work outcomes
that support the organization’s strategic direction and that foster the achievement of strategic
goals (Heneman 2007). Such linkages can lead to increased employee knowledge or skill
development, flexibility, commitment, retention and productivity (Howard & Dougherty
2004). As a whole, rewards play significant role in the context of managing employees.
Therefore, this study is aimed to discuss the impact of rewards on the employee motivation.

Problem Background and Problem of the Study

Rewards that an individual receives are very much a part of the understanding of motivation
(Trivedi 2015). Carraher et al. (2006) advocated that there should be an effective reward
system to retain the high performers in the organization and reward should be related to their
productivity. A lot of work has been done on evaluating the relationship between rewards and
employee motivation (Hewett 2014) and there exist a large number of studies in the literature
describing impact of reward on employee motivation. In order to maximize the performance
of the employee’s organization must make such policies and procedures and formulate such
reward system under those policies and procedures which increase employee satisfaction and
motivation.

According to different researches conducted, there are both positive (Pratheepkanth 2011;
Gohari et al. 2013) and negative (Deci, Koestner & Ryan 1999) relationships between
rewards and employee motivation. But there are fewer researches conducted in the Sri
Lankan context. This research aims to determine the real relationship between rewards and
employee motivation of the operating workers in the Sri Lankan large scale apparel industry
in Colombo district.

Literature Review

Motivated employees are needed for rapidly changing workplaces (Sidikora 2011).
Employees are the sole strategic assets that make organizations alive. To be effective,
managers need to understand what motivates employees within the context of the roles they
perform. Managers have to play different functions but motivating employees is arguably the
most complex (Lindner 1998). This is due, in part, to the fact that what motivates employees
changes constantly (Bowen & Radhakrishna 1991).
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Rewards were defined to include all types of benefits, from cash payments to working
conditions (Eric 1994). Organizations offer intrinsic and extrinsic rewards to members for the
purpose of improving human resources outcomes (Mahaney & Lederer 2006). The reward
system should be aligned to motivate employee performance that is consistent with the firm’s
strategy, attract and retain people with the knowledge, skills and abilities required to realize
the firm’s strategic goal, and create a supportive culture and structure (Allen & Killman
2001). Furthermore, the literature argues that alignment of the reward system with
organizational strategy helps to determine organizational effectiveness.

Types of Rewards

It is seen in the literature that reward practices of businesses are mostly analyzed under the
classification of intrinsic and extrinsic rewards (Mottaz 1985, Mahaney & Lederer 2006).
Intrinsic rewards are those that exist in the job itself. Examples are achievement, variety,
challenge, autonomy, responsibility, and personal and professional growth. They also include
status, recognition, praise from superiors and co-workers, personal satisfaction, and feelings
of self-esteem (Mahaney & Lederer 2006). Intrinsic rewards increase feelings of self-esteem
and accomplishment (Honig, Haftel & Martin 1993).

Intrinsic rewards are derived from the content of the task itself and include such factors as
interesting and challenging work, self-direction and responsibility, variety, creativity,
opportunities to use one’s skills and abilities, and sufficient feedback regarding the
effectiveness of one’s efforts (Mottaz 1985). Employees are thought to be motivated to work
hard to produce quality results when they have pride in their work, they believe their efforts
are important to the success of the team, and their jobs are fun, challenging, and rewarding
(Mahaney & Lederer 2006).

Extrinsic rewards, on the other hand, are external to the job itself. They comprise such
elements as pay, fringe benefits, job security, promotions, private office space, and the social
climate. Other examples include competitive salaries, pay raises, merit bonuses, and such
indirect forms of payment as compensatory time off (Mottaz 1985, Mahaney & Lederer
2006). Extrinsic rewards are used to show that the company is serious about valuing team
contributions to quality. The monetary rewards consist of a cash bonus allocated to each team
member. The team bonus would be given separately from the salary.

On the other hand, team rewards must be used in ways that avoid destroying employees’
intrinsic motivation to do their job. The need for continuous improvement requires employees
to be innovators; devising novel solutions that improve a work process or that delight the
customer. The use of extrinsic rewards that are tightly linked to team performance may teach
team members to become money hungry and undermine their intrinsic interest in the work
itself (Balkin & Dolan 1997).
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Research Framework
Figure 1 — conceptual model framework
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Rewards that an individual receives are very much a part of the understanding of motivation.
Carraher et al. (2006) advocates that there should be an effective reward system to retain the
high performers in the organization and reward should be related to their productivity. A lot
of work has been done on evaluating the relationship between rewards and employee
motivation and there exist a large number of studies in the literature describing impact of
reward on employee motivation.

As recorded by Deckers (2010), Lawlwr (2003), Ryan and Deci (2000), Silvera (2013),

Amabile (1993), George and Jones (2012), Digman in 1990 (cited in George & Jones 2012),

Safiullah (2014), Seniwoliba and Nchorbono (2013) and Gohari, Ahmadloo and Boroujeni

(2013), there is a positive relationship between extrinsic rewards and employee motivation.

Therefore, the first hypothesis of the study was developed as:

H1: There is a positive relationship between extrinsic rewards and employee motivation
among the operational employees in the large scale apparel industry in Colombo
district.

Deckers (2010), Lawler (2003), Ryan and Deci (2000), Silvera (2013), Digman in 1990 (cited

in George & Jones 2012), Safiullah (2014), Ajils in 1997 (cited in Munir et al. 2016) and

Jensen, et al. in 2007 (cited in Munir et al. 2007) pointed out that there is a relationship

between intrinsic rewards with employee motivation. Therefore the second hypothesis of the

study is developed as:

H2: There is a positive relationship between intrinsic rewards and employee motivation
among the operational employees in the large scale apparel industry in Colombo
district.

Considering above two hypotheses, the third hypothesis was developed as:
H3: There is a positive relationship between rewards and employee motivation among the
operational employees in the large scale apparel industry in Colombo district.

Method

Study Design

The objective of the study was to identify the impact of rewards on employee motivation of
the operating employees in the apparel industry. Reward is the independent variable while
employee motivation being the dependent variable. Four dimensions which are considered to
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be important in both extrinsic rewards and intrinsic rewards and dimensions under employee
motivation have been identified as possible contributing factors. The objective is to identify
the impact of these independent variables to the dependent variable. Therefore, the type of
investigation of this study was experimental because the characteristics of an experimental
investigation match with this study.

Sampling

The population of the study was all operational level employees in the large scale apparel
organizations in Colombo district. Using simple random sampling method, 200 employees
were selected as the sample of the study.

Measures

Questionnaire was the main method of data collection and it was structured with questions for
Extrinsic Rewards (Pay, Fringe Benefits, Allowances and Merit Bonuses), questions for
Intrinsic Rewards (Autonomy, Responsibility and Personal, Professional growth and Praise
from superiors and co-workers). Employee motivation also measured using structured
questions with 05 points scales.

Reliability and Validity of Instruments

The inter item consistency reliability was examined with Cronbach’s Alpha test. This test was
carried out using 20 operational level employees from the apparel industry in Sri Lanka with
two weeks’ time interval. The results of Cronbach’s Alpha test are given in Table 01, which
suggest that the internal reliability of each instrument is satisfactory.

Table 1 -Cronbach’s alpha coefficients

Instrument Cronbach’s Alpha
1 Extrinsic Rewards 0.7652
2 Intrinsic Rewards 0.7912
3 Motivation 0.8812

The content validity of the instruments was ensured by the conceptualization and
operationalization of the variables on literature, and indirectly by the high internal
consistency reliability of the instruments as denoted by Alpha’s

Techniques of Data Analysis
Collected data are analyzed using the computer based statistical data analysis package, SPSS
(16.0 Version) for validity, reliability and hypotheses testing.

Results

The frequency distribution analysis was made individually for the variables of organizational
rewards as intrinsic rewards and extrinsic rewards. Summary of the variables is shown in
Table 02.



HRM Scintilla | 34

Human Resource Management Journal, 2017, Vol. 5, No. 2
ISSN: 2012-7227

Table 02: Frequency distribution analysis of variables

Statistics Extrinsic rewards | Intrinsic rewards Rewards
Mean 3.76 3.57 3.66
Median 3.84 3.54 3.65
Mode 3.85 3.73 3.53
Std. Deviation 0.26 0.34 0.21
Variance 0.07 0.12 0.47
Skewness -0.36 7.14 3.04
Std. Error of Skewness 0.35 0.18 0.35
Kurtosis 0.73 0.67 0.18
Std. Error of Krtosis 0.35 0.35 0.35
Minimum 2.92 3.09 3.05
Maximm 4.69 4.39 4.69

The mean value of reward is 3.66. On a Five point likert scale mean value should be 3
(1+2+3+4+5= 15/5). Resulted mean value is higher than the standard mean value. It indicates
that most of the respondents have quiet true answers. 95% confidence level mean value close
to 4. As indicated by Table 02, the mean value is 3.66. The response for the reward is
“Good”. The skewness and the kurtosis of the distribution are 3.04 and 0.18 respectively.

The Correlation analysis and simple regression analysis were used to investigate the
relationship between independent variables of extrinsic and intrinsic rewards and the
dependent variable of Employee Motivation. Using Pearson’s correlation with one tailed test,
find the correlation between two continuous variables. Results of Pearson’s correlation are
shown in Table 03.

Table 03: Correlation Analysis

Extrinsic Reward Intrinsic Reward Reward
Employee Motivation 0.725 0.656 0.691
Sig. (2 —tailed)
** Correlation is significant at the 0.01 level (1- tailed)

Person correlation between two variables is 0.691. This shows there is a positive relationship
between reward and employee motivation. The fond relationship is statistically significant as
correlation is significant at 0.01 levels (2- tailed). Thus, there is a statistical evidence to claim
that reward and employee motivation are positively related. When the organizational reward
increases, it increases operational level employee’s motivation. Extrinsic rewards, intrinsic
rewards and total organizational rewards have a highly positive relationship individually.
These person correlations are 0.725 and 0.656 respectively. The entire variables are
correlated positively. This means that when one of the variable increases, it causes to increase
employee motivation.
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Table 40: Regression Analysis

B Constant Beta Value R square F Sig
Extrinsic Reward 0.746 0.725 0.525 380.9 0.000
Intrinsic Reward 0.623 0.656 0.430 320.4 0.000
Reward 0.22 0.691 0.477 343.1 0.000

The regression analysis results are presented in above summary and it explains that
operational level employee motivation increases by 0.725 for each additional increase in
extrinsic rewards, which is significant at 1% (p =0.000). An operational level employee in the
apparel sectors employee motivation increases by 0.656 for each additional increase in
intrinsic rewards, which is significant at 1% (p =0.000). For each additional increase in
rewards employee motivation increases by 0.691, which is significant a 1% (p =0.000).
According to the results of the test, the hypothesis is accepted since p<0.01. Hence the data
support the hypothesis that there is an impact of extrinsic, intrinsic and reward on operational
level employees in the Sri Lankan large scale apparel sector in Colombo district.

Discussion and Conclusion

It was fond that there is a positive relationship between rewards and employee motivation of
operational level employees in the large scale apparel industry in Sri Lanka. The correlation
between these two variables was 0.691, which are significant at 0.000 levels. This correlation
was fond to be strong as it is more than the lower bound of strong correlation (0.5).
According to the results of simple regression analysis, rewards was found to have a positive
impact on employee motivation with strength of a b value 0.691. Hence, reward was found to
be a predictor of an employee motivation.

Discussing the level of rewards in the sample, it was fond that they have a favorable level of
reward with the mean value of 3.6660 and standard deviation of 0.2158. Accordingly it was
found that operational level employees in the large scale apparel industry in Colombo district
were fairly rewarded in their jobs.

Pay has higher impact of 0.8146 on extrinsic rewards; this impact directly relates to the
rewards, so the organizations in the large scale apparel industry in Sri Lanka should focus
their attention on basic the operational employees get, the organizations should ensure the
employees are satisfied with the payment to motivate them.Merit bonuses has a lower effect
of 0.4146 on extrinsic rewards, which indirectly says that the operational level employees
have less concerns on the merit bonuses,

In the other hand intrinsic factors, it has an impact on rewards; especially praise from
supervisors and coworkers has an impact of 0.7132. The organizations in the large scale
apparel sector organizations in Colombo district should value their employees. The
operational level employees reluctant to take responsibilities, it says responsibility has lower
impact on rewards, it is 0.3124. This says the operational level employees are reluctant to
take the responsibility and they like to do what they are to do.
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And also, findings say that extrinsic reward (0.725) has more effect than intrinsic reward
(0.656) on reward. In order to motivate operational level employee’s extrinsic reward has to
be improved and it also says pay component has an effect of 0.8146 on extrinsic reward, so to
increase extrinsic reward pay has to be increased. The management should pay more attention
to maintain fair pay to motivate operational level employees. Operational employees have
less concern on merit bonuses. Extrinsic rewards could be increased by focusing more on pay
and less on merit bonuses. Higher concern on pay means it indirectly says that the
organization has focused their concerns on reward.

Another major finding was that in order to increase the intrinsic rewards employees should be
appreciated and recognized during their achievements. And operational employees are
reluctant of taking the responsibilities. If the organizations in the Sri Lankan large scale
apparel industry could focus more on the pay the operational level employees get and the
system of recognition for their achievements, the operational employees could be Motivate

Recommendations

It was possible for the independent variable to account for 81% of the variation in employee
motivation while the 19% of the variation was unexplained by these variables. In fact other
variables, which were not considered in this study, should be the variables that may account
for the expected variables in employee motivation of operational level employees in the
apparel industry

The paper recommends that in order to increase the employees’ motivation by redesigning
the reward system.
e The basic pay of operational employees should be increased with the cost of living
and other market conditions
e A system should be designed to recognize employees such as awarding ceremonies,
public announcements etc.
e Employees should be educated about the salary and other allowances.
e Employees should be trained according to the present context of the environment.
¢ Internal work environment of factory must be pleasant. In order to satisfy the staff and
e Work with efficiency.
e Different facilities to be provided to all employees in order to enhance the employees’
motivation and job satisfaction.

The research also recommends testing the impact of rewards on employee motivation for
executives and above in the Sri Lankan apparel sector. The study also recommends to a
research on factors other than rewards on employee motivation for operational level
employees and also has to consider the different levels of employees such as executives and
Non-Executives.
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