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Abstract
The aim of this research project is to identify and evaluate the reward system and employee job satisfaction in a Chinese SME. The research was aimed to achieve three objectives, first, to critically review key literature in relation to the Rewards practice and employee job satisfaction; second, to explore the satisfaction level from general employees of the current rewards practice in the selected organization; third, to examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories. Finally, provide recommendations to the organisation in order to enhance its reward system in the future. The research strategy is survey and research method is quantitative method. And the data collection method is questionnaire. And probability sampling technique is employed.
The Chinese SMEs are facing challenges with satisfy and motivate employees to achieve company performance, and a good reward system can be a good way to encounter the challenge. Hence this research discuss and evaluate the rewards and its importance to employee job satisfaction by applying motivational theories such as Hygiene factor theory, Maslow’s hierarchy theory and job characteristic theory. And after analysis the data, the researcher had interesting findings, for example the co worker relationship links to employee job satisfaction most in the Chinese SMEs. Finally, the recommendations are given based on the analyzed data from employees.
Chapter 1 introduction
1.0 chapter overview

In this chapter, the researcher will include five sections including research background, the organization overview, the research importance, the research rationale, the research aim and objectives and finally the dissertation structure.
1.1research background

In the modern economy, it became more and more important for the human capital to play in the central role Unger et al., (2011), since it is the human captial that dictates an organisation’s performance, reputation and healthy running. Therefore, if a company want to maintain or achieve certain organisational objectives, it must take the job satisfaction from its employees as a very key importance in order to ensure the output from employees meet the organisational desire (Vestal, 2012). This should be managed like the other functions and profit indicators to keep the run of the organisation. Eskildsen (2004) indicated that balanced employee compensation and good working environment are some of the aspects bring job satisfaction to emplyees. Other aspects includes, for example flexibility in job, recognition, suppotive colleagues and appreciation. It is argued that employee motivation and commitment which desired from organisations directly result from employee satisfaction and can be achieved by effective reward system (Tella et al., 2007). Danish and Usman (2010) argued that employees are less motivated when they are less satisfied with the rewards provided by the organization, while employees are highly motivated when they feel satisfied with rewards (Steel and MacDonnell2012). In return, satisfied employees will psychologically voluntarily show more commitment and work hard to achieve the set goal by the organization and the situation will be adversely if employees feel dissatisfied.
Here comes the question, what can motivate and satisfy employees, there are many ways, however, in this research, the researcher focus on the rewards elements that can motivate and satisfy employee to bring better return to the organization. In the business context, reward serves many purposes, for instance, building a good employment relation, enhance talent attraction, reduce employee turnover, increase work engagement and performance (Fischer et al., 2003; Gkorezis and Petridou, 2008). The correlation between rewards and many purposes require employers to explore what motivate employees in order to bring better performance to the organisation.
1.2 organisation overview

The chosen SME is a company in energy industry majoring developing nature resource: coal and aim at ecological exploition and development. In the current Chinese SME energy industry, the work environment in energy development is hard, labor intensity, resulting in difficulties in the attraction and maintain of talent, the loss of young technical staff has been in some enterprises in the phenomenon of talent failure, especially graduates with professional knowledge are very difficult to recruit (Han and Yang, 2012). And this situation is getting worse, leading to talent competition at a disadvantage of energy industry (Yu, 2012). If the company want to be bigger and stronger, this requires not only a variety of professional and technical personnel in particular need to understand what and how needs need to be satisfied in the employee end in the firm, therefore, stucture a better reward system will contribute to a better human resource management which could finally in turn contribute to company competitive advantage.Thus, a company has to pay attention to things that satisfies the employees such as effective rewards system as well as take care of other aspects such as recruiting and selecting, talent management and so on to ensure its economic and social responsibilities. So this dissertation picks one of the factors, namely the rewards system to study the employees feeling about whether they are satisfied or motivated by the rewards received and what they expect to receive of the different rewards to make them feel satisfaction and finally bring company competitive advantage and better performance to study at.

1.3 Research Rationale

This research focuses on both theory and practice rationale. 

1.3.1 Theory rationale

In the rewards theory, researchers different rewards into different categories, such as tangible and intangible, financial and non financial, intrinsic and extrinsic (Schlechter et al., 2014, Fischer et al., 2003, Medco and Rumpel, 2007 ). For the extrinsic rewards, they are something tangible that people can see with eyes such as money, for example salary, incentives, bonus, or benefits, work environment and so on. For the intrinsic rewards, it is something that people can feel for example the praise, the co worker relationship, the sense of achievement and so on.  And other researchers conclude rewards as Total Rewards which is a holistic view to see the reward system considering both monetary and non-monetary elements that employees consider valuable  (Unger et al., 2011, Hewitt, 2012).
For the job satisfaction, many theories can found around it, such as Maslows hierarchy theory and Herzberg’s two factors theory, namely hygiene factors theory. Maslow theory is considered as one of the most famous theories in the field of human motivation and one of the first theories that attempt to describe the human behavior towards satisfying the different human needs. Maslow theorizes a five level hierarchy of needs in an effort to explain motivators. When Fredrick Herzberg and his associates developed motivation theory based on two main factors which are motivational factors and hygiene factors in the late 1950s. Maslow’s theory deals with the psychological aspects of motivation, while Herzberg’s theory is concerned with the actual instruments that can be used as incentives for employees. 
1.3.2 practical rationale
As for the Chinese SME, the establishment of scientific reward system is very important to the competitive advantage of companies (Chiu, 2002). The current retention of the employees in Chinese SMEs especially the energy company, which has seriously restricted the development, the enthusiasm of employees, the enhancement of economic efficiency and the enhancement of sustainable development ability. Hence the research of use what ways to keep talent in the SMEs to make them feel satisfied with their stay in the company need to be research to give company more advantage to keep business. Many studies regarding this issued have studied rewards and job satisfaction in order to bring better performance to the company, hence there is a practical need to research on this (Han and Yang, 2012). This research will therefore go further to evaluate and discuss the Rewards elements practice in the selected organization as an example which might be the possible solution for Chinese SMEs fully mobilize the enthusiasm of all employees at all levels of SMEs, to stimulate the potential of employees, thereby enhancing the competitiveness of enterprises.

1.4 research importance
An effective reward system considering both extrinsic and intrinsic elements that employees valuable to individuals (Mark, 2006). In the enterprise management system reform, the rewards can be used as a measure of people's contribution to the scale, to a certain extent, it can be the best way to reflect people value in the enterprise. Reasonable reward management mechanism can not only trigger employee enthusiastic, but also cost savings. Moreover, reward system, when it is good, can give reason to employees to stay in the company and worker harder to get more rewards both in pay and in psychological form and during the process increase their happieness, give the employee satisfaction. And at the same time, enthusiastic and hard working employee create more value to the company. It is a win-win situation

Companies are facing challenges by retention problem issues of their employees. A strong reward system can enhance employee feel satisfied and don’t leave the company. Employee job satisfaction is a kind of subjective value judgment of employees, which is a kind of psychological perceptual activity of employees, the result of employee's actual perception and its expectation (Armstrong and Taylor, 2014). Salary is part of extrinsic rewards to employees and the career development such as training and promotion is non financial reward from companies. High employee satisfaction will enhance the cohesion of enterprises and reduce the turnover rate of enterprises, the key is to retain the core staff, thereby enhancing the core competitiveness of enterprises. It is tough for the organizations to attain competitive advantage with less effective reward system (Kwenin, et al, 2013).
Moreover, the rewards system and employee job satisfaction are broadly discussed in the literature, however applying a motivation theory to test how employees in Chinese SME feel about whether they are motivated by different rewards is barely discussed. Consequently, there is a great interest in exploring this area in a real case to test what motivates the Chinese SME by applying relevant theories. 
1.5 Research Aim and Objectives 

The aim of this research project is to identify and evaluate the reward system and employee job satisfaction in a Chinese SME. 

The research was aimed to achieve three objectives

· To critically review key literature in relation to the Rewards practice and employee job satisfaction;

· To explore the satisfaction level from general employees of the current rewards practice in the selected organisation 

· To examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories

Finally, provide recommendations to the organisation in order to enhance its reward system in the future.

1.6 Dissertation Structure 

There are six chapters in this research paper. The first chapter is the introduction which introduced the research background, the selected organization, research rationale from theory and practice aspect and research aim and objectives. The chapter two is literature review which critically discuss the existing studies regarding the topic Rewards and job satisfaction including definition, theories, model, different case studies regarding job satisfaction, and how employee feel about the link between rewards and job satisfaction.  . The chapter three is the research methodology which includes research strategy and methods. Then data collection and analysis methods, sampling and reliability and validity are discussed. The chapter four is finding and analysis, which demonstrates the primary information gathered by methodology adopted to explore the satisfaction level from general employees of the current rewards practice in the selected organisation and also examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories and refer back to literature and make comparisons. Finally, provide recommendations to the organisation in order to enhance its reward system in the future. The chapter five is the conclusion and recommendations which outline the key findings and the possible implications as well as the future research suggestions. 

Chapter 2 Literature Review

2.1 Chapter overview
There are mainly three parts in literature review. The first part is about the rewards system, including the definition of rewards system, intrinsic rewards, extrinsic rewards, total rewards. The second part is about job satisfaction. Including the definition of job satisfaction, Maslows hierarchy theory, Herzberg’s two factor theory, namely Hygiene Factors theory. The last part is about the discuss the importance between rewards system (intrinsic rewards and extrinsic rewards) and job satisfaction.

2.2 Reward system

Reward is one of the biggest investment of the organization offer to employees in order to show they value and appreciate their effort for contributing to the company development (Bussin and Rooy, 2014). A satisfied workforce can be very important to a company. When employees are satisfied they can have more motivation to provide more productivity, the organization as a whole can run more efficiently and more effective to reach its goals. This is in contrast to an unsatisfied workforce, who can negative disruption organization and distract employees. For this reason it is important for managers to understand reward system and how can they use to influence employee behavior. Reward is what is given to people or what people receive by successful complete something (Bowen et al., 2002). In other words, reward is a kind appreciation for certain accomplishment of what people did in different forms incentives. Rewards can categories into different types, for example intrinsic and extrinsic, or intangible and tangible or financial and non financial, or put everything into the integrate basket, the total rewards.  Studies did by psychologist prefer to emphasis the importance effect of intrinsic reward on employees, while economists tend to believe more importance of extrinsic rewards to employees (Clark and Kristensen, 2006; Gao and Smyth 2009). Reward is used as motivation technique to trigger better employee performance and also make staff feel more committed and satisfied to the organization (Zeb et al., 2014). On the other hand, companies have the responsibility to take care of its employees if the company want to maintain the business and develop and grow.
2.2.1Intrinsic rewards

Intrinsic reward is rewards without physical form. This kind of rewards cannot be seen or touch but have emotional connection with employees. In other word, intrinsic rewards means the feeling of one employee receive when he/she complete a task. Intrinsic rewards include sense of achievement from employee perspective, words of praise from superiors, recognition, taking pride from the job, work freedom, job security, co workers relationship, chance to learn new things and develop skills. 
One line in literature argued that intrinsic reward is more powerful for organizational engagement and commitment with the organization than extrinsic reward (Eby et al. 1999).
The praise from superior show that employees’s job are approve by the supervisor, and the supervisors are responsible for direct and evaluate their own job, hence employees grown the sense of achievement and satisfaction and feel emotionally attached to the organization (Newman and Sheikh, 2012). Hence a positive connection between intrinsic rewards and employee satisfaction and commitment can see. This is in line with the historical research from scholars such as the study from (Mottaz 1988) which reach to the same conclusion. This may because for employees, supervisors are seen as the voice of the organization, hence staff feel satisfied about their jobs when their superiors give them praise. 
For work freedom, Malhotra et al. (2007) has found that there is a positive relationship between the freedom of work in employees and their job satisfaction. Because giving freedom is to some extended shows respect and trust and make employee feel comfortable, and taking responsibility in return increase employees feeling of satisfaction. However, in the literature also how different when the culture from collective and more power distance countries such as China, for employees from those culture are less tent to responsibility than employees from lower power distance cultures (Kirkman and Shapiro 1997). Also Chen et al (1999) found that employees may not like intrinsic rewards because of it is hard to measure and the uncertainty of the additional responsibility it can bring. But in more later research, researchers found that in large Chinese companies, there is a positive relationship between work freedom and employee satisfaction (Chen and Aryee 2007). 
Training can give employees chance to develop their ability hence make them feel more confident and good about themselves. So when employee feel satisfied with the training can lead to employee commitment. Even though Malhotra et al. (2007) found that training have very limited positive relationship with employee commitment and satisfaction, but Zheng, et al (2009) found that in Chinese SMEs, employers those provide training and development have a positive relationship with commitment.

Regarding coworker relationship, human beings are naturally social creatures, people want to have positive interactions with others. So it makes sense that the better co worker relationships are at work, the happier and more productive employee going to be. What's more, good co-worker relationships give employee mental healthy: instead of spending time and energy deal with the problems associated with negative relationships, instead, employees can be stress less focus on jobs. Study found that strengthening coworker relationship improves morale, incr ease work engagement and lead to better job satisfaction at work (Hui, et al 2004). 
Regarding recognition, employees respond to appreciation through recognition of their good work because it confirms their work valued by others. When employees and their work valued, their satisfaction and productivity rises, and they are motivated to maintain or improve their good work. Praise and recognition are essential to an outstanding workplace. People want to be respected and valued by others for their contribution. Everyone feels the need to be recognized as an individual or member of a group and to feel a sense of achievement for work well be done. Danish and Usman (2010) found in their study that employees feel less motivation when the company lack the aspects of recognition and when there is good growth opportunity and recognition, the employees are more motivated. Since appreciation is a fundamental human need. 

2.2.2Extrinsic rewards

Extrinsic reward usually means the physical rewards that from external source usually employers. However, extrinsic reward can be emotional connected to employees as employees consider importance of such rewards. Extrinsic rewards include pay, commission, fringe benefits, improved working condition, promotion and profit sharing. 

Sell and Cleal (2011) did a research and found that private company employees are more motivated by high pay and place a higher value for the extrinsic rewards than the public sector employees. 

One line in literature argued that extrinsic reward is more powerful reason for employees to commit with the organization than intrinsic reward (Angle and Perry 1983). Williamson et al. (2009) indicates that extrinsic rewards have more influence in create employee commitment in China than in the west companies, This may because China is still a developing country and people concern more financial benefits to better living standard. Kochan (2002) state extrinsic reward such as pay can be only short term make people feel good or happy and it cannot transform into long term change in employee attitude and behavior. It is assumpted that higher pay can increase job satisfaction, since for ordinary people, pay better is actually make people feel happier for do the job (Sell and Cleal, 2017).

The study from Pavan and Reddy (2016) did a study with Bangalore IT company and found that the extrinsic reward such as pay and benefit package has positive but not significant influence on job satisfaction which means when the pay package increase has significant influence on job satisfaction in IT firms, while intrinsic rewards, for example training, team work and praise from superior has significant impact on employee job satisfaction. 
2.2.3Total Rewards

Armstrong and Taylor (2014) indicate that Total Rewards means a comprehensive reward include both tangible and intangible rewards offer to employees. Total Rewards include a lot of practices, for example base pay, bonus, incentives, shares, training, development, work life balance, recognition (Schlechter et al., 2014). Armstrong and Murlis, (2007) Total rewards pay attention to consider the rewards as a package to reward and satisfy what employee has contributed to the organization. More importantly, one characteristic of Total Rewards is the flexibility of the reward package to allow the reward to customize to employees to meet the desire from employee end hence enhance the employee satisfaction. Aon Hewitt (2012) did a survey involving 750 organization regard Total rewards, and found that one most important difference among high performance company and the rest company is the rewards practice they conduct to motivate and engage and retain talents.
One of the most popular Total rewards model is from Towers Perrin, who made a matrix of four quadrants as below
[image: image1.png]Transactional

(tangible)
3
Pay Benefits
* base pay « pensions
+ contingent pay * holidays
« cash bonuses * health care
+ long-term incentives « other perks
+ shares « flexibility
S |* profitsharing
2 >
Learning and development Work environment
£ |« training « organizational culture
+ on-the-job learning * leadership
* performance management (¢ communications
« career development « involvement
* succession planning « work-life balance
« non-financial recognition
M
Relational

(intangible)

|eunwwod




Source: Armstrong and Taylor (2014: 366) 

This model divides rewards into tangible ones, intangible ones, individual ones and communal ones. From a strategic point of view, tangible rewards practice are easy to be imitate by competing companies hence cannot be a long lasting strong competitive advantage. In contrarily, intangible rewards are more intrinsic so the uniqueness can be create to win the competitiveness for an organization who desire for talents to create more revenue for them. Guest and Conway (2004) study find that although employees care very much about the tangible rewards such as pay, performance related pay, benefits, but in fact, the behavior and the performance from employees are more driven by intangible rewards for instance recognition, support from leadership, training and so on. Thus company owners should take consideration of intangible rewards practice to maintain and satisfy talents. 
However, there are criticisms regarding Total Rewards. Wright (2009) argue that there are little systematic researches research the drivers, benefits and risks of Total Rewards. Torre and Sarti (2013) argues whether Total Rewards are about majorly intangible rewards or individual preference of rewards in a complicated labor force or it is create a employment brand and consider everything availability in the workplace as rewards in order to create a better employment relationship (O’Neal, 1998). Zingheim and Schuster, (2012) notice that the disadvantage of Total Rewards are there cannot see a direct relationship between Total Rewards and organizational and individual performance but only result of increased expenditure of the company. In the same line, Torre and Sarti (2013) also argued that implementing Total Rewards will only raise the cost for the organization without effectively influence the individual and organisational performance. Wright (2009) argue that the high expense will only restrict the development of the concept of Total Rewards.
2.3 Job satisfaction
Paulsen et al. (2005) state that the workplace is becoming more and more demanding, which cause higher anxiety, feel of uncertainty and low level of job satisfaction, high level of intention of leaving the company.  Organizations who do not notice and take action to respond to those issues will end up with high level and costly turnover and the high turnover may cause disaster to the company in every level, for example operationally, high turnover may cause the company not able to service the customer consistently and destroy the customer relationship which may lead to low performance in business. And from finance aspect, high turnover is very cost. Fight for the talents and retain them is one of the big topic for human resource management, hence it is important for organizations to take action to find ways to make its employees feel satisfied to stay with the company, give better performance to the comapnay and contribute the development of the company (Callan and Lawrence, 2008; Bryant & Allen, 2013). 
Locke (1976) define Job satisfaction mean a positive emotion which come from the appraisal of employees job. Armstrong and Taylor (2014) define job satisfaction as the employee emotions and attitude about his/her job. It is a measure of how happy employees with their work and work environment. Moreover, employee job satisfaction relates to different facets of employee behaviors such as productivity, absence and turnover (Koustelios and Bagiatis 1997). Kumar and Bakhshi (2010) also support this argument and state that employee satisfaction strongly relate to commitment, turnover, performance, effectiveness and employee motivation. This is also in line with other literature from Griffeth, et al., 2000 Tan and Waheed, 2011, and Sim et al., 2011). Gupta and Joshi (2008) did a study and found that job satisfaction has positive relationship to motivate employee to hard work. Gupta and Joshi (2008) also come to the similar conclusion, that job satisfaction is significant to employees because people spend a big part of their lives at work, if employees feel more satisfied with their work will deliver a better service for the company, and for themselves will be happy with their life which is a win-win situation.
Studies have found a lot of elements can affect the employee job satisfaction level. For example the pay (He et al., 2015), happiness (Fisher, 2010), work values (Bozeman & Gaughan, 2011), social concern, working conditions, working hours (Warsi, et al, 2009), and performance (Oh, Rutherford, & Park, 2014). Robbins(2013) argue there are six important factors have great connection with employee job satisfaction, they are equitable rewards, mentally challenging work, work-life balance, supportive job environment and supportive colleagues. One of important element contribute to job satisfaction in the literature focus on rewards system (Linz and Semykina, 2012). Besides, Sell and Cleal, (2011) found that gender different plays a roll in job satisfaction level, namely, woman have higher level of satisfaction than man. 
2.3.1 Hygiene Factors theory and job satisfaction
Herzberg (2005) developed the Hygiene factors to reflect on job satisfaction. The research team conducted a research in 9 different organizations and 200 respondents including accountants and engineers were targeted respondents. The research used a structured interview with those respondents and the purpose was to found the various factors to motivate people and the factors that make the motivation level not fall down from existing level. They found that some factors such as compensation, job security, organizational politics, working conditions, quality of leadership and relationship, they are not motivators for better output from employees or make employees feel satisfied, but when the organization lack of those elements can cause dissatisfaction. Hence when management looks ways to get rid of the factors that cause the dissatisfaction may make employee feel peace but not actually motivate them. This is to say, when hygiene factors cannot content, employees tend to become dissatisfied with their job. However, when hygiene factors are improved, it cannot necessary bring the employee satisfaction. Moreoever, Herzberg and his team found that if company what to motivate people, they need to link the work itself or the factors that directly come from it and those factors can promote long term positive emotion to job which is called satisfier or motivator, such as responsibility, recognition, achievement and opportunities for growth (Sell and Cleal, 2010). Those factors are more intrinsic in nature and have positive effect on productivity and job satisfaction and the overall performance of the company (Kotni and Karumuri, 2018). As show in below diagram.
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Stephen and Timothy (2013) define motivation “the processes that account for an individual‘s intensity, direction, and persistence of effort toward attaining a goal.” An employee efficiency rely on the performance of the employee. Performance can be calculated as performance=ability * motivation (Kondalkar, 2007). Based on Herzberg, satisfiers and motivators are intrinsic motivation factors while dissatisfaction and hygiene factors are extrinsic motivation factors (Zeb  et al., 2014). In Herzberg theory, he indicated that only the satisfiers can cause long term satisfaction and intrinsic motivation while the hygiene factors can only meet extrinsic motivation. One of the most important finding from Herzberg is that, the opposite of “satisfaction” is not “dissatisfaction” but “not satisfaction” and the opposite of “dissatisfaction” is not “satisfaction” but “not dissatisfaction”. This means when the dissatisfaction factors are solved, it doesn’t not lead to the satisfaction of the satisfiers. Similarly, when give more emphasis of the satisfier factors, it doesn’t lead to the satisfaction of the dissatisfiers. 
The two factors theory has a big influence on organisational psychology, Schultz and Schultz (1998) point out that two factor theory lead to company consider redesign of many occupations to obtain more participation of employees for the job enrichment. Spector (2003) state that the two factor theory is very success in keep the importance of provide the meaning of their work. Moreover, Barber (1986) found from his study that job dissatisfaction is links with higher absence and higher turnover rates. However, the higher level of stronger organizational commitment and retention is links with high job satisfaction.
There are many studies conducted in different industries try to find out what satisfied and motivate employees to do better job. For example, Kotni and Karumuri, (2018) conducted an empirical study which involve 150 salespeople in 15 leading retail stores in Visakhapatnam in India, each store pick 10 salesperson and they study divide into two parts, one is focus on hygiene factors and the other is focus on motivation factors, and the result found that the salary, company policies and procedures, incentives, welfare social security is a motivation factor for salesperson rather than Hygiene factor as Herzberg concluded in their study. They are not at all motivated by hygiene factors such as job security and coworker relationship. As for the motivation factors, the salesman in Viakhapatnam value highest for work life balance, then come the autonomy and then the recognition. Besides, the organization CSR and the opportunity to use their abilities are other motivational factors. However, the salesman are not at all motivated by motivation factors that in Herzberg’s theory such as the achievement, career growth, communication with management or training programs. The other case is the study from Hyun and Oh,(2011) is study of Herzberg two factor theory of motivation in the Korean army foodservice involving 671 soldiers and 131 officers with questionnaire survey. And found out the hygiene factors are more important than the motivators for soldier group workers, however, for the officer level employees motivator factors has more importance than hygiene factors for the job satisfaction. This is in line with study from Mathieu et al (1993) who found that the demographic information, such as education level, position level have a significant effect on what factors can give employee more job satisfaction. That is to say, when lower position workers feel low job satisfaction, can become serious problem to the organization due to the relative large number of employees in those position. Hence the suggestion from this study mentioned that when giving rewards to employees, should take consideration of position level and consider the need from the employees about the elements which motivate them rather than based on Herzberg’s theory about the motivator and hygiene factor.
Moreover, Simons & Enz, (1995) found that in the hospitality industry extrinsic rewards such as salary, job security are more important elements to meet employee job satisfaction. They conducted a survey with 145 hotel employees in Florida and found that the feedbacks and coworker relationship gave the highest level of job satisfaction. 
According to Ramlall (2004), no matter what size the company is, the challenge of keep employee in the team is always a big challenge company face. The researched company is a typical resource energy SME in china, which need big amount of workers and technicians. And poor satisfaction of employees will result in high absence and turnover rates. Moreover, the contribution and performance of employees is one key importance of company competitive advantage and business success.
However, after Herzberg, a number of other scholars conducted study but got very different results. Baron et al, (2002) point out in their study that the motivators and hygiene factors has some controversy and the theory has little empirical support. Also Brockman (1971) said that the empirical validity of hygiene factor theory has encourage more research in this problem but very few empirical support Criticisms raised argue that, two factor theory doesn’t concern the individual different and culture difference which also have effect on employees perception on motivators and hygiene factors(Tso, et al  2015). Moreover, some existing factors cannot clearly be defined into hygiene factors or motivators. For example, Winer and Schiff (1980) conducted study in retail sector, they found that achievement rate highest as the motivator, but the hygiene factor “pay” is the second highest rank as the motivator then followed by advancement and recognition. Lucas (1985) found that the hygiene factor superior and employee relationship in US retail sector play a significant roll in contribute employee job satisfaction. Christopher (2005) found that Herzberg’s finding only can prove the accuracy under his methodology the connection among job satisfaction, motivation and performance, but he argued that the clarification of satisfaction and motivation need to been addressed, since they are different. Moreover, Tan and Waheed, 2011 found that working condition is the most important motivator for sales person in Malaysia. Hence even though Herzberg and his team argue that motivation factors are closely links to job satisfaction, it is still vague to define between motivation factors and hygiene factors which one has more significant association with job satisfaction. Moreover, the study from Chitiris (1988) found that if the company did not give employees opportunity to satisfy most of their needs, hygiene factors will become much powerful of motivation than motivational factors. Different research have used different variables set to test Herzberg’s Hygiene factor theory and come up with different results. Hence it can’t come to conclusion that tow factor theory is applicable to all kinds of organizations.
2.3.2 Other motivation theories

Maslows hierarchy theory and job satisfaction

Maslow’s Hierarchy theory indicate that there are five level of human needs

from Lower level of needs, physiologcal needs, safety needs to belonging,

esteem needs to self actualization showing as the diagram as below

.
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Maslow’s hierarchy theory support that when different level of needs met, can lead to employee satisfaction( Zeb et al., 2014). To be more specific, the needs in different hierarchy reflect different rewards. For instance, physiological needs represent extrinsic rewards in form of salary and so to provide employee necessary material to survive and belongingness is intrinsic rewards that come from relationship by encouragement, appreciation. Graham and Messner (2000) conducted a study and found that Maslow’s theory is about satisfaction rather than motivation theory. When employees feel satisfied with the relationship between superior and subordinates, it means they feel they can get support and help from supervisors or they feel they are alike in values, mindset or philosophies or subordinates feel both. This kind of feel meet the need for belongingness and love which response to the Maslows level of Psychological needs. In the same way, the pay, job security, appreciation and recognition from workplace and also find its place in Maslow’s diagram. Maslow’s theory can help the organization leader to better understand its employee need and satisfy the need to obtain a better employee performance (McLeod, 2007). 

However, there are also many criticisms regarding Maslow’s theory. Kaur (2013) argue that this model is too inflexible to cope the dynamic and not stabilized characteristic of employee need. To be more specific, the model made assumption that all employees, their situations are alike and there is only one best way to meet their needs. Moreover Maslow also argued that an individual has to lower need to be satisfied before to the higher level needs (Leblanc, 2013). But researcher found from study that the satisfaction of one level of need may not lead to the next level of need and also if employee doesn’t satisfied with the higher level of need, the individual may revert to the lower level of need to compensate the need which haven’t be met (Kaur, 2013) moreover, Hierarchy theory was based on the study in American which is typical individualistic society, which is quite different from collective society such as China, when collective culture value belongingness and safety more than self actualization, hence the order of the hierarchy may be different from society to society
The Job Characteristics Model and Job Satisfaction 
Hackman and Oldham develop the job characteristics theory in 1974 and they develop further in 1980. This theory is root from Hertzberg’s Hygiene factors theory. The Job Characteristic model focus on what job conditions motivate individual. They do not believe it is possible to create motivation if the job is boring for employee. As showing below in the graho, Hackman and Oldham (1974) introduced five core job characteristic, three critical psychological states and four outcomes. The theory is based on that the motivation can only on how the job structure for individual. The theory tell a cause-effect chain from job characteristics through the psychological states to effects on employee attitudes and behavior. In short the theory shows that by creating the right job for the employees the management achieves highly motivated employees. changing an existing job in a positive direction is called job enrichment. 

However, Hackman and Oldham also noticed that this model apply not all people. Although many employees desire additional challenge and responsibility associated with performing enriched jobs and others may not. Later Hackman and Oldham recognized that not everybody wants the job contain high levels of the five core job characteristics, hence they include this finding into the model. They identified three moderators that affect how employees respond to job enrichment. The first moderator is knowledge and skill (capabilities). Employees whose capabilities fit the demands of enriched jobs are predicted to feel good about the job and perform well. Those are not enough or feel not enough in this regard are likely to experience frustration stress and job dissatisfaction. The second is employee growth need strength. It is the level of how individual desires the opportunity for self direction learning and personnal accomplishment at work. This is in line with Herzberg’s motivation factors and Maslow’s esteem and self actualization needs. Context satisfaction is the third moderator. It is the level how employees satisfy with different aspects of their job such as salary, quality of supervision, relationship with co-workers and working conditions. Context satisfaction is similar to Herzberg’s Hygiene factors. 
Some criticism take into account in the moderator. The model recognizes that employees have different needs and not all employees want to realize their needs at work. It is very difficult to know exactly what motivates the individual. It require an individual treatment of employees which is a very time consuming process. It is difficult to transfer the model to a team or group of employees. Finally, the model provide a overview of motivation of employees through job enrichment (Anbari et al., 2014)
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2.4 Reward system and Job satisfaction
2.4.1Extrinsic rewards and job satisfaction

Linz and Semykina, (2012) conducted a study involving 9400 employees across Armenian, Serbia, Russia, Kazakhstan, Kyrgyzstan from different industries and sectors and found that in the whole sample, “good pay” is want by most people and the second come to “job security”, however, the intrinsic reward “praise from superior” was least valued by participants for them to feel happy about their jobs .
Artz (2008) argued that owing to pay especially performance based pay, employees in private owned companies have higher job satisfaction than staff in state owned organization. 

Since salary plays a very important role in motivate sales person, Tan and Waheed (2011) conducted a survey among sales person in Malaysia in order to find out the relationship between pay and employee job satisfaction, and find that a mediator “love of money” have major influence on why employee feel job satisfaction when receive raised pay. Besides, Hyun and Oh (2011) propose an interesting argument that salary can be viewed as hygiene factor or motivator depends on how people view it, which is to say when pay not having any other meaning than “buying power”, it should be hygiene factor, however, if salary viewed as a symbol of achievement then it should be viewed as motivator factor. Tang et al(2004) found that those value money very much will feel satisfied with pay raise and pay satisfaction can lead to higher employee productivity.  Rynes et al. (2004) note that motivation initiative show that pay is the most effective motivation hence strongly connected to employee satisfaction. Moreover, the study from Shikdar and Das (2003) found that job satisfaction is positively link with salary, company policy, the relationship with others and the overall working environment. However, Tooksoon’s (2011) survey showed that pay is not as important as to other elements for example “more challenging job” or “career development”. The funding indicates that pay is not necessarily the most important reason to satisfy employees. 
Empirical studies show that Chinese employees are motivation greater by extrinsic rewards for example pay and fringe benefits, especially for a SME, because limited finance (Chiu, Luk and Tang 2002). From empirical studies, it reveal that Chinese employees rate pay and other extrinsic rewards higher than intrinsic rewards (Chiu et al. 2002; Yu et al., 2003). Newman and Sheikh, (2012) found that in Chinese SMEs, when employees satisfied with extrinsic rewards is positively relate to employee commitment.
However, other scholars argue that extrinsic rewards has no direct relation to employee job satisfaction (Malhotra et al. 2007). The connection between extrinsic rewards and job satisfaction is for people who want those rewards, since extrinsic reward, not like intrinsic rewards such as praise from superiors and respect from co-workers which for employees relatively easy to measure how good they are, but for extrinsic rewards, such measure is hard to quantify, hence the link between extrinsic rewards and job satisfaction is weak (Linz and Semykina, 2012). Brown et al(2007) conducted a study involve more than 16000 employees across 900 companies and found that pay cannot be solely valued without consider variables such as working condition as the most important contribution to job satisfaction. This study found that ordinal rank has significant influence on employee job satisfaction. Jones and Sloans (2007) argue that raised pay see higher satisfaction among low income staff but less effect on high income employees and the study found that in some situations raised pay may have negative effect on employee job satisfaction, hence the study conclude that extrinsic rewards, especially pay have no direct link with employee job satisfaction.
However give employee higher pay at the same time mean that the total cost of the company will increase. Moreover, study argued that only when compare with other employees who do the same type of job but get better pay can give those employees job satisfaction (Sell and Cleal, 2017). 
2.4.2Intrinsic rewards and job satisfaction
In long term, intrinsic rewards can lead to higher employee job satisfaction and and higher employee performance (Danish and Usman, 2010). Wright and Cropanzano, (1997) found that the empowerment, achievement, personal growth can increase the job satisfaction that in return increase in employee productivity
Linz and Semykina, (2012) conducted a study involving 9400 employees in east europe try to find out what makes employee happy. And the result showed that both extrinsic and intrinsic rewards are positive link to job satisfaction in the whole. However some certain elements in the reward have no positive relation to job satisfaction. For example one of the extrinsic reward, the promotion found to have negative relationship with job satisfaction. This may because when people get promoted, means people have more responsibility and cause more stress. This is in line with the study from (Linz and Semykina, 2012) which found that promotion is not positively related to job satisfaction. Because the promotion may bring more stress and more responsibility but not necessary to equal tangible or/ and intangible rewards they get from the promotion, this maybe way  to the work. Also there are intrinsic rewards that participants in this research found no significant connection with job satisfaction, which are “chance to learn new thing and develop skills”. This may because different employees desire for different rewards type and for those who don’t want this kind of rewards may found they have no significant on influence their job satisfaction. 
Callan and Lawrence (2005) study found that the support and praise from supervisors is very important to employees, when their line managers are reliable, employees are reported to have higher job satisfaction and psychological satisfaction. Gilbreath (2004) found that supervisor plays a very important role in affecting employees stress and promote autonomy and employee job satisfaction. Sim et al (2011) also found that the supervisor support from superior increase career satisfaction. But they also notice that the top manager support doesn’t contribute to the employee job satisfaction directly but they have positive relationship with employee feeling for job security. They also find that quality training is a good tool for employees to remain productivity which may result in job satisfaction. Thompson, (2014) state that employees have high salaries may not enough to make them feel satisfied. In the same line, Whitaker (2009) found that the raised pay or monetary rewards may give employees initial motivation and satisfaction, but this kind rewards cannot be long term motivating employees as intrinsic rewards. But on the other hand, intrinsic rewards were found in improving employee motivation and create a positive culture and encourage employee loyalty and employee commitment. 
For SMEs because they have limited economy resource, even extrinsic rewards can view as more extrinsically to make employee satisfy, intrinsic rewards which can be provide with less cost to the organization but still have very positive impact on employee job satisfaction (Malhotra et al. 2007). Ghinetti (2007) did a research and found that job satisfaction is higher in state owned company because the character of job in state owned company has a particular nature, the job security, which is in line with the study from Heywood, et al., (2002) who also get the similar result in Chinese state owned company. Moreover, because China is a typical power distance culture which means the respect and approval from senior and superiors are high value. And the interpersonal relationship among line manager and his employees is one important characteristic in Chinese organisaton (Chen, et al 2002; Hui, et al., 2004; Chan, et al 2006). Wang (2008) did a study and found that in big Chinese companies, a positive between the power of interpersonal relationship especial the relationship between superior and subordinate have positive influence on subordinates commitment with the company. However, Wang (2008) found that the joint venture companies in China has opposite. There is no connect between the interpersonal bonding of employees and their line manager to do with employee commitment. Hence this finding found that Chinese employees see more importance of co-workers when they think of commitment of the organization than western companies. 
2.5 Chapter Summary

Reward is very important for the employees. When employees are satisfied with the rewards, they have more incentive to work and generate more profits for the company. Some researchers find that rewards are a form of motivating employees to make a difference. Rewards include intrinsic rewards and extrinsic rewards. Some researchers find that intrinsic rewards is more important than extrinsic rewards for some employees. Especially superior praise. Employees will think his efforts have been recognized, so get a sense of accomplishment and satisfaction (Newman and Sheikh, 2012). However, some studies show that in Chinese enterprises. It gives employees more respect and trust, increases employee job satisfaction. Also, researchers find that job training in China's SMEs can also bring satisfaction. Some researchers point out that extrinsic rewards are more influential in China, and employees are more concerned with pay for a better life (Chiu et al. 2002). All these vary from person to person and are defined by different cultures and societies. Total rewards is a kind of flexibility rewards, due to the different conditions of the employees to customize different rewards to make employees get more satisfaction. Other studies show that total rewards raise company costs and do not effectively affect individual and organizational performance. Job satisfaction is a positive assessment of the job. Some studies find that job satisfaction has a positive impact on employee motivation and it’s very important for employees,if employees feel satisfied for them work,will bring more productivity to the company. Maslow’s hierarchy theory helps supervisors better understand employee needs and meet employee performance needs. However some studies also find that this demand will change with the social and cultural differences. Hygiene factors theory include motivating factors and hygiene factors, Herzberg (2005) state that hygiene factors are meet doesn’t lead to satisfaction, but if it is met, will lead to dissatisfaction. Only the motivating factors meet can lead to satisfaction. Some studies show that this theory does not involve personal, social, cultural factors. However, some studies find that pay (typical hygiene factor) has a significant impact on satisfaction, The study find that in China SME’s, extrinsic incentives and employee satisfaction is a positive relationship (Yu et al., 2003). Hackman and Oldham (1974) developed Job characteristic model and introduced 3 moderators to define how desired satisfaction can be achieved. Studies find that intrinsic rewards can lead to more long-term satisfaction. Other researchers also find that improving employee motivation, encouraging and approving employees will give employees long-term satisfaction (Sim et al., 2011). For SME’s, intrinsic rewards can also reduce costs for the company and still have a positive impact on employee satisfaction. Some studies find that in China, the relationship between the superior and subordinate has positive effect on employee job satisfaction (Chen, et al 2002). 
Chapter 3 Methodology

3.0 chapter overview

In this chapter talk about research methodology use in this research. Firstly, the research aim and objectives will talk. And then the research philosophy is chose, and then research strategy is survey. Hence the data collection method is questionnaire and sampling technique is probability. And the data analysis technique is chart, diagram, table to analysis the collected data. 

3.1 Research aim and objectives

The research aim of this study is to identify and evaluate the reward system and employee job satisfaction in a Chinese SME by applying two factor theory. There are three objectives. The first one is to critically review key literature in relation to the Rewards practice and employee job satisfaction; the second is to explore the satisfaction level from general employees of the current rewards practice in the selected organisation third is to e To examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories; finally, provide recommendations to the organisation in order to enhance its reward system in the future.

3.2 Research Strategy

A survey strategy can get information from people. Saunders, et al., (2012) is strategy emphasis on obtain information of “what is it”. Survey is most wide use among researchers for data collection in business and management research (Adams, et al., 2014). Survey is clarity of objective for collecting data. Survey is conducted from small scale to large scale of population. The survey can improve the effectiveness of the later data analysis if well designed (Saunders et al.,2012). The rule is to collate answers to a number of questions, so it is a more quantitative approach. The questions in the survey need to be related to the research aim and objectives and the study of literature help the choice and wording of the questions. Most surveys are adoptions of ones that have studied in the past. The good point of survey strategy includes first to get the representative data of the sample population, second the cost of conducting this strategy is relative low, third is save time and manpower, fourth is convenient to collect and the results analyse data is relative easy using survey. The Shortcomings of the survey is first the questionnaire design is difficult, the findings of a wide but not in deep, third, questionnaires are often used by the user to fill out the questionnaire, so the quality of its findings is often not guaranteed and fourth the questionnaire return rate is difficult to guarantee. The limitation of survey is it is uncertain of the changes in sample for the same respondents at different point of time. Moreover, the important issue is the representative of the people who take the survey. In many survey, researcher feel satisfied if 20% people reply to their survey. Hence it is hard to know what the rest 80% think about. Hence this come a problem with reliability and validity of the findings. 

3.3 Research Method

This study use descriptive quantitative method for data collection. A Descriptive quantitative method seeks to describe the current status of a variable or phenomenon. The researcher does not begin with a hypothesis, but typically develops one after the data is collected. Data collection is mostly observational in nature. The descriptive research approach is a basic research method that examines the situation, as it exists in its current state. Descriptive research involves identification of attributes of a particular phenomenon based on an observational basis, or the exploration of correlation between two or more phenomena. During the experimental research, the researcher investigates the treatment of an intervention into the study group and then measures the outcomes of the treatment(Leedy & Ormrod). Quantitative analysis has existed since ancient times, and its advantages are obvious compared with qualitative analysis, and the definition of things' characteristics can be obtained by reflecting the quantitative features of things. Quantitative analysis is the quantitative description and analysis of the phenomena, relations and changing rules of things, Analyze and compare some properties, characteristics, interrelations and changing trends of several research objects by quantity, and give the results of the analysis and research in the form of quantitative description, and describe or reveal the characteristics of the phenomena, the interaction and development trend. These research projects are designed to provide systematic information about a phenomenon.  The researcher does not usually begin with an hypothesis, but is likely to develop one after collecting data.  The analysis and synthesis of the data provide the test of the hypothesis.  Systematic collection of information requires careful selection of the units studied and careful measurement of each variable.
Quantitative research is more intuitive, concise and accurate than the qualitative evaluation result and has good application effect (Creswell, 2003). The other advantage of quantitative research is that it has less location and time constrains. Moreover, Hanson and Grimmer, (2007) found that participants in favor to complete survey rather than interviews since the anonymous in questionnaire enable to respondents to show important information that they consciously or unconsciously hide their opinions in other research method such as interview. However, the disadvantage of quantitative method is operation often has some difficulties, especially some of the related factors are difficult to quantify, but also with subjective, affecting the accuracy of quantification. The limitation of quantitative method is when not suitable represent in the sampling population, the result will be no reliable. Moreover, the environment and circumstance cannot control when conducting the research, hence the quality of the result can not sure.

Consider both quantitative and qualitative method, the advantage and disadvantage, and refer to the aim and objective of this research and the research question to be answer, the researcher think the descriptive quantitative method is suitable and response to this research theme, hence a descriptive quantitative method is adopted in this research.

 3.4 Data collection method

The data collection in this research is questionnaire to respond to quantitative method technique. The advantage of questionnaire research includes, 1. Questionnaire is a relative practical method to do a research because the time spend and money spend in during a questionnaire is relatively lower consider the computerized tool can be used nowadays(Saunders et al., 2012); 2. A big scale of sampling can be conducted with questionnaire in a relatively short period of time; 3. The results of the questionnaire can be easy code and uncode using computer software(Mik, 2006). But there are also disadvantages of questionnaire as data collection method. For instance, questionnaire is less validity and some information for example the feelings and the behaviours from respondents are not easy to observe(Hanson and Grimmer, 2007), moreover, it is hard to detect the level of honest of a respondent when they answer the question(Saunders et al., 2012), respondents may see the question differently and respond to the question base their self interpretation(Pooenheim, 2000)

In this research, a self completion questionnaire is designed which have both English and Chinese in the questionnaire to help the respondent to understand the questions and give their answers in Chinese. Then the answers from respondents can be in Chinese and the back translation will be used to prevent misunderstanding (Huang and Tian 2013). The questionnaire is purpose for get the point of views from employees in a Chinese SME about the rewards components they receive and the effects of rewards on their job satisfaction. The components in intrinsic and extrinsic rewards are used as variables to find the relationship between rewards elements and employee job satisfaction. Also some general questions like the education level, the length of work in the company and the job type are included in the questionnaire to get the general information from employees. Another questions like the perception of work performance is connected with reward received and whether the retention has relationship with reward system. The data collection is through a survey website www.lediaocha.com which is a Chinese version of SurveyMonkey. It has a phone version as well. The respondents will receive a phone version of the questionnaire which is convenient for them to fill hence improve the respondents rate. It is very important the questionnaire is logical link to the research objective and research question (Oppenheim, 1992). Also the questions need to be well wording and explicit. To reach this objective the questions need to develop to be open in structure to get more rich and in depth responses and the questionnaire is arranged in module and achieve objectives. The questionnaire contain that all objective base on questions with an extra open ended question for comments in Chinese and English. After collecting the data, all answers are translated into English immediately. For assure a more effective respond rate and validity, respondents are connected by the liaison in the company direct with the respondents. 

The usage of questionnaire as the data collection technique is wide used as a useful method which is enable anonymous from respondents for them to express the actual point of views regarding questions. Also no private information will be collect to show identify of individual respondents. besides, all primary data will store in my private computer, only the researcher has the access. The questionnaire includes both close and open ended questions. The close questions give the respondents to rate the items with multi choice options. The open ended questions used are use to give respondents to give extra opinions regarding the questions in order to give important insight to the analysis of the research (Saunders et al., 2012).

 3.5 Sampling

No matter qualitative and quantitative method include sampling. Miles and Huberman (1994) stated two sampling techniques, probability and non probability sampling. Among two sampling techniques, probability sampling use random sampling but non-probability sampling use non random technique for example the judgment and convenient sample (Saunders et al., 2012). The basis of probability sampling is the fact that all population in the sampling has an equal chance to be select, hence it is usually use in the quantitative research. In this research the sampling strategy is probability sampling to respond to the research strategy used in this research. Probability sampling response research question and research objectives that need population characteristics statistically (Barnett, 2002). Henry (1990) stated that the population of probability sampling should be at least 50. The sampling need to use a proper sample size. Because the overall employee in this Chinese SME is 280 and the researcher hope to get 80 valid respondents from employees and 80 out of 280 count almost 30% of the whole employees in the company. Because reach every individual in the company is not practical, which can be really time consuming. The sampling require the respondents to have at least one year experience working work for all types of job in the company. In the sampling stage, the distributed sampling is 108 and returned valid sampling size is 84. The probability sampling is get the opinions on the job satisfaction from rewards employees with different experience level, different types of job and different education level receive from sampling population with the chosen Chinese SME. This Chinese SME is an energy exploitation company which the frontline workers are easy to quit their jobs to work for other similar company (Yu, 2012). If work only little time in the company, they cannot have good understanding of the company reward system and their point of view may not value and objective. 

Probability sampling thinks the time available, the finance available and the accurate of data. Two weeks can be enough for the respondents to complete the questionnaire. 

What’s more, a pilot study will be conducted before the actually sampling survey take place.

 3.6 Data analysis techniques

Marshall and Rossman (1999: 150) stated that the technique of data analysis is a process of‘…bringing order, structure and interpretation to the mass of collected data. … Data analysis is to identify the contents in the data collected. Since in this research, questionnaire is used as the data collection method, the researcher use Excel and SPSS as the tool to extract the data.The formular in Excel give the ability to calculate the frequency, mean, standard deviation and so on for different variables. And the researcher will put them into chart, diagram and table to make it easy to read and explain the respondents conception for different variables. Besides, the reliability of the data was calculated by Cronbach’s Alpha using SPSS in order to find out whether the data is reliable or not where the recommended level for alpha is greater than 0.7 (Sijtsma, 2009)
3.7 Pilot survey

The purpose of pilot study is detecting the potential flaw in the questionnaire design (Remenyi et al.,1998). Saunders et al., (2012: 451) state that pilot survey ‘will enable you to obtain some assessment of the questions’ validity and the likely reliability of data that will be collected’.  Before the actual survey distribution it is very important to conduct a pilot survey to make sure the questionnaire is clear to respondents. The pilot survey test the wording of question, the understanding of the questions clearly or not or any improvement of the survey can be. Hence the necessary improvements can make to better prepare for the actual data collection stage (Robson, 2011). What’s more a pilot survey can estimate the expect completion time. 
For this study, the researcher asked 10 respondents to test the questionnaire. Two respondents noticed that one option should added to the education level, since the frontline workers may have lower education level than high school. The other question raised is the meaning of questions. In the first pilot survey, 9 out of 10 respondents feel confused with the questions. They think the questions in part B mean the same in part C. After consulting with the supervisor of the researcher, the researcher tried to re-translate the questions. Because the question is clear in English, so maybe it is because of the misinterpretation in translation that cause the misunderstanding. So the researcher did the translation again and asked for the people who are good with English and Chinese translation suggestion to make sure the accuracy of the translation. After that, the researcher did a second pilot survey and this time, all respondents understand the questionnaire well and have no questions. The questionnaire takes approximately 10 minutes for people to complete.

3.8 Reliability and Validity

It is important that a research have reliability and validity in the process of developing and analyzing the research question (Golafshani, 2003). Reliability refers to the same method of repeated measurements of the same object the consistency of the results obtained (Bryman and Bell, 2003). Which means the capability to replicate and reproduce the results of the research in the next similar research(Crotty, 1998). This research use descriptive quantitative method for data collection and analysis and a pilot study has done to measure if the questionnaire is relevant design to answer the study aim and objective, moreover the reliability test Cronbach’s alpha was conducted based on the three parts of the questionnaire and the Alpha value for three parts are 0.746, 0.772 and 0.717 which are all higher than recommended level of 0.7. On the other hand, the Validity tells researchers how well they measure what they want and to what extent they want it (Bryman and Bell, 2003). In other words, validity refers to what level is able to give accurate information of the research. In order to get a highly validity, it is usually necessary to collect and read as much literatures about the measurement as possible, as well as related research reports so that the scale items involved can better cover all aspects(Haber, 2014).Hence in this research the researcher did a lot of literature review and used the concept, theories and framework learnt from the literature. 

3.9 Ethical Considerations

For the research questionnaire, it is total voluntary to complete the questionnaire and no one who don’t what to take part in the research will forced to do it. Anonymity will be used in all phases of the research to make sure the respondents confidentiality. A letter of consent will attached to each questionnaire and when the participants finish the questionnaire means they have agreed to be the part of the research. The raw data is hold in a secured file with password only know for the researcher herself. Accessing to those data will be only available to researcher herself. After completing the dissertation and analyse all information, all raw data will be destroyed after three years.

3.10 Limitation of research

First the time for this research is limited for sampling distribution and the sampling size may not tell the entire employee point of view in the researched Chinese SME. Moreover, the respondents maybe not reflect what they really think in the questionnaire (Curwin and Slater, 2007). Since the research is a survey study, the shortcome of survey may cause the less indepth of primary information from respondents, hence the research questions are designed with close reference to the concept, theories and knowledge with literature to make sure the survey can get necessary results to answer research question and research objectives before the survey conduction. What’s more, the study is restrict to one SME company in resource industry, but in the market like Chinese SMs, there are not only private company but state owned company, hence, the study can’t generalized to the entire resource industry. Hence further study can be carried out in those directions. Also future research can try to conduct qualitative research understanding why some motivation factors have lower value than some hygiene factors links to their job satisfaction, hence the leadership make decisions can make better offer to employees on rewards.
3.11 Summary

In methodology chapter, it can be concluded, this research use survey strategy. The researcher use quantitative method as research method and the data collection method is questionnaire. The sampling technique is probability sampling. Data analysis technique is using Excel and SPSS to extract data and generate charts, diagram to present and analysis data to respond to the research question and research objectives. 

Chapter four Finding and Analysis

4.0 Chapter Overview

The purpose of this dissertation is to identify and evaluate the reward system implemented in the chosen organization and evaluate how respondents feel about the rewards and employee job satisfaction in a Chinese SME by applying Herzberg’s two factor theory. Hence, this chapter evaluate the quantitative primary data from questionnaire to respond to research objective two and three, which are to explore the satisfaction level from general employees of the current rewards practice in the selected organisation and to examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories

The questionnaire mainly have three parts which are general information of the respondents, individual extrinsic rewards practice and individual intrinsic reward practice and the perception of connection between reward and job satisfaction.

4.1 background information

This research collect three general information among participants, which include how long the respondent work in the organization, the educational level of the participants and the job type among respondents
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Figure 4-1 work length of respondents in the Chinese SME

The number show that around 30% of respondents work for the company for either one to three years (33 respondents) or four to six years (34 respondents). Over ten percents (11 out of 84 respondents) worked for seven to ten years and over five percent work for over ten years in the respondents.
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Figure 4-2 Education Level

The data in figure 4-2 showed that the major respondents have receive college or bachelor education, while only few have receive higher education than bachelor and also very little (only two) has lower than high school education. And none of the respondents have PhD degree.

[image: image7.png]Job type
worker
administration staff
Engineer or Technician

Managerial Staff

25

30

35





Figure 4-3 Job type

The figure in 4-3 showed that most respondents are workers which have 33 out of 84 people, while engineer and tachnician has 22 people count for 26% and the managerial staff count for 19% (16 respondents) and administration staff count for 15%

4.2 individual reward practice

In this part 15 closed question asked the respondents and two open questions about the suggestions about what participants want the company do to improve asked. For the 16 closed questions, the researcher use a scale of 1-5 from highly agree to highly disagree to measure the satisfaction level of the respondents to the available rewards components in the company and then the percentage and mean are calculated, also the Cronbach’s alpha is calculated.
First, the reliability of the data is calculted using SPSS. The Cronbach’s Alpha figure is 0.746, which is higher than the standard level of 0.7 means the data is reliable.
	Reliability Statistics

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.746
	.749
	7


Table 4-1 Alpha for extrinsic rewards

Then the percentage and the mean of the extrinsic reward data is calculated show as below

	　
	Items
	highly agree
	Agree
	neither agree or disagree
	disagree
	highly disagree
	mean

	1
	basic pay
	21.40%
	46.40%
	22.60%
	7.10%
	2.30%
	2.23

	2
	performance related pay
	11.90%
	47.60%
	33.30%
	7.10%
	0
	2.36

	3
	statutory five insurance
	20.20%
	45.20%
	27.40%
	7.10%
	0
	2.21

	4
	paid holidays
	23.80%
	46.40%
	20.20%
	8.30%
	1.20%
	2.17

	5
	extra benefits
	11.90%
	40.50%
	33.30%
	11.90%
	2.40%
	2.52

	6
	work environment
	16.70%
	39.30%
	33.30%
	8.30%
	2.40%
	2.4

	7
	Promotion
	15.50%
	36.90%
	32.10%
	15.50%
	0.00%
	2.48


Table 4-2 extrinsic rewards elements

The data in table 4-2 shows that generally, respondents show the satisfaction of the extrinsic pay in the company. The respondents show the highest level satisfaction of paid holiday in the company which 70% respondents agree or highly agree of that which has the high mean. This means that the company offer paid holidays that make employees feel happy so they can come back to work with a more happy and recovered mood for a better work attitude. The statutory five insurance come the second high mean with 2.21 and the basic pay is 2.23. And the extra benefits and the promotion are not very high compare with the other elements. Promotion is a good way to show recognition of one people capability, growth and effort they pay in the job. Hence appreciate one’s capability, effort and growth with the promotion is maybe desired by employees. Hence it looks an improve need for these parts to improve the satisfaction of the respondents in the company. 

When asked the match of the pay status with their qualification, work experience and length of work time in the company over 1/3 respondents (31 out of 84 respondents) agree that their pay status is in line with their qualification, work experience and work length. However, over half of the respondents (46 out of 84 respondents) state neutral for this question, which means they are not sure their pay is match with their status. This may because compare with the pay status with other employees in different department they feel it is acceptable but compare with people from other company in the similar qualification, work experience and work length they may feel it is not matched. This is in line with the study from Yu (2012) who state that employees use counterpart to evaluate their own value. 
In the open question of suggestion from respondents, five elements has been mentioned in the respondents. The most highly mentioned suggestion is the increase pay is in favor in general, which count for 22.6%, this is in line with studies from scholars such as (Schlechter et al., 2014,  Medcof and Rumpel, 2007) who also found that pay contribute as one of the key driver for employee satisfaction. Then comes the need of promotion channel and then holidays and work environment and then the benefits which counts for nearly 10%, hence it can see that in this Chinese SME, more people are care about money. From Maslow’s hierarchy of need can see, that this theory consider that the lower level of needs need to be met, then come to the next level, so maybe the lower need of basic needs need to fufill, then people can go to higher hierarchy of psychological needs of satisfaction. Also from Hygiene factor theory, pay is a typical hygiene factor which Herzberg define as a factor that keep the satisfaction level of employee remain the same level, however, employees in the chosen SME want the salary to increase, which can be interpreted that if the pay is higher, employees may feel happier.
In the second part, the researcher examine the intrinsic elements of the reward system in this SME that employee feel satisfied. The reliability alpha is 0.772 which is higher than the standard alpha which means the data is reliable.
	Reliability Statistics

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.772
	.769
	7


Table 4-1 Alpha for intrinsic rewards

	　
	Items
	highly agree
	Agree
	neither agree or disagree
	disagree
	highly disagree
	mean

	9
	job security
	31%
	38.10%
	20.20%
	10.80%
	0
	2.11

	10
	learning and skill development
	9.50%
	56%
	25%
	8.30%
	1.20%
	2.36

	11
	Accomplishment
	14.30%
	47.60%
	34.50%
	2.40%
	1.20%
	2.29

	12
	Autonomy
	14.30%
	39.30%
	31%
	12%
	3.60%
	2.51

	13
	Recognition
	10.70%
	47.60%
	33.30%
	8.30%
	0.00%
	2.39

	14
	coworker relationship
	16.70%
	62%
	17.90%
	3.60%
	0.00%
	2.08

	15
	praise from superior
	17.90%
	50%
	27.40%
	4.80%
	0.00%
	2.19


Table 4-4 intrinsic rewards elements

As shown in the table 4-4, the coworker relationship is highly satisfied by the respondents which 16.7% are very agree and 62% are agree which count 66 out of 84 people, and only 3.6% feel dissatisfied and no one feel very dissatisfied, also this element has the highest mean among all tested variables which asked the satisfaction level of the rewards respondent received in the chosen SME, which means the work atmosphere in this SME is good for coworker work together in harmony which make employee feel satisfied. This is in line with the finding from the literature which explain that the characteristic of Chinese culture put emphasis and really care about the interpersonal relationship (Chen, et al 2002). 

The second highest satisfaction is the job security, which almost 70% which is 58 out of 84 respondents feel satisfied. People feel highly agree or agree with this elements satisfaction And no one feel highly disagree with the satisfaction regarding this issue in the company. In a collective culture environment like China, equality and security comes more important than many other elements such as work environment and autonomy (Chan, et al 2006) and the results from sampling shows that employees in the company feel generally secure with their jobs which is a good sign, which means they generally feel they have future in this company and want to stay in the company. And then, the praise from superior in the company is satisfied with the respondents which almost 60% people agree or highly agree and no one feel very disagree with the superior praise. Superior praise means the manager approve subordinate job well done, thus employee feel good about themselves and may feel psychologically attached to the team or even the company which is good strategy for a company to retain talents. Compare with different intrinsic rewards practices, it look autonomy is lowest mean is 2.51 which is in all elements which says that employees in the company feel lack of work freedom. The second lowest mean in this category is recognition, even though over 55% agree or highly agree with the satisfaction, still one third of the population feel uncertain of this element and 7 out of 84 feel disagree with the recognition they receive from the company. Scott and McMullen (2010) have stated they show caring and appreciation to employees can give employees the feeling of inner satisfaction of their hard work paid off. It is a good way to win the engagement of the employees.  About 65% people feel either agree or highly agree with the learning and development in the company. Developmental along with support from direct or line management, have the strongest positive relationship with organisational commitment (Cao and Hamori,2015). And the mean of accomplishment people feel is also high with 2. 29. In Herzberg’s motivation factors and Maslow’s hierarchy highest level of self actualization, accomplishment is one element to make people feel satisfied, it can be seen that in this Chinese SME, they are doing relatively good with the motivation factors such as the accomplishment, however, the most satisfied elements in this Chinese SME is the hygiene factor co worker relationship.
When asked suggestions of the improvement that respondents want from the company, the No.1 mentioned element is the autonomy, 15 out of 84 mention that the autonomy which is 17.9%. Unlike the study from Chan, et al (2006) which state that autonomy is not that important to bring satisfaction to employees in Chinese companies, the actual investigation in this study showed that employees in this SME desire for improvement of autonomy which means they want have more freedom in their job. The second are learning and skill development and the praise from superior both are 16.7% and then comes the coworker relationship which count 8 people and the rest are job security. Heneman and Coyne, (2007) stated that one of the advantage of learning and development opportunities is that it can be valuable rewards for employees. Moreover, valuable skills are those that give an organization unique capabilities that rivals can’t copy—and thus become the employer a competitive edge (Barney and Wright, 1998). Hence when the employees are satisfied with the learning and development, it may bring both the company and the employee themselves benefits. And also some of the elements from extrinsic rewards also is mentioned here such as benefits and pay and work environment. This is because they may are not familiar with the difference of extrinsic and intrinsic rewards. But anyway, it says those elements are really important to employees so they say it again. 

In the third part, they questions were asked directly about the variables and to what extent the respondents feel about the job satisfaction. The questions were asked directly like “My current basic pay give me a sense of job satisfaction”, “performance related pay give me the sense of job satisfaction”, “paid holidays give me the sense of job satisfaction” and the last two question was one, “My work performance is influenced by the reward I received” and “My stay in the company is based on the reward I get” and the results shown as below in table 4-3

4.3 rewards elements and job satisfaction

The reliability tested 16 items and the Cronbach’s Alpha is 0.717 which is over the benchmark of the reliability rate of 0.717.

	Reliability Statistics

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.717
	.697
	16


Table 4-5 Alpha for rewards element and job satisfaction
	　
	Items
	highly agree
	Agree
	neither agree or disagree
	disagree
	highly disagree
	mean

	1
	basic pay
	29.80%
	33.30%
	28.60%
	7.10%
	1.20%
	2.17

	2
	performance related pay
	13.10%
	41.70%
	35.70%
	7.10%
	2.40%
	2.44

	3
	statutory five insurance
	13.10%
	46.40%
	35.70%
	7.10%
	2.40%
	2.37

	4
	paid holidays
	20.20%
	46.40%
	23.80%
	8.30%
	1.20%
	2.24

	5
	extra benefits
	8.30%
	48.80%
	29.80%
	13.10%
	0.00%
	2.48

	6
	work environment
	13.10%
	38.10%
	26.20%
	21.40%
	1.20%
	2.6

	7
	Promotion
	17.90%
	35.70%
	36.90%
	9.50%
	0.00%
	2.38

	8
	job security
	11.90%
	46.40%
	33.30%
	8.30%
	0.00%
	2.38

	9
	learning and skill development
	14.30%
	44%
	29.80%
	12.00%
	0.00%
	2.39

	10
	Accomplishment
	21.40%
	44%
	32.10%
	2.40%
	0.00%
	2.15

	11
	Autonomy
	13.10%
	42.90%
	23.80%
	19%
	1.20%
	2.52

	12
	Recognition
	9.50%
	46.40%
	39.30%
	3.60%
	1.20%
	2.4

	13
	coworker relationship
	17.90%
	64.30%
	14.30%
	3.60%
	0.00%
	2.04

	14
	praise from superior
	8.30%
	48.80%
	35.70%
	6%
	1.20%
	2.43

	15
	Performance influenced by reward received
	14.30%
	50%
	1.20%
	34.50%
	0.00%
	2.56

	16
	importance of reward to stay in the company
	19%
	50%
	31.00%
	0%
	0%
	2.11


Table 4-6 rewards element and job satisfaction

Among all the tested different variables, the coworker relationship has the highest mean which is 2.04, 17.9% respondents thinks highly agree that this variable is connected with the job satisfactionand 64.3% agree with it and no one feel highly disagree with the connection between this two variables so overall over 82% respondents feel the positive connection of coworker relationship and the job satisfaction. Again, the result shows the Chinese characteristic in workplace where good interpersonal relationship is one of the most important elements to make employee feel satisfied with their job. Also from the results in the Table 4-6, coworker relationship is also the highest mean, which can explain, the employees in this SME satisfied with coworker relationship and also they consider this is the most important element to make them have the sense of job satisfaction, Even though, relationship is categorized by Herzberg as the hygiene factor, however, it looks the employees in this Chinese SME, co worker relationship is a motivator rather than a hygiene factor. 

The second highest rate is the importance of reward system for stay in the company which is 2.11, which show no respondents feel either disagree and highly disagree. 69% feel highly agree and agree and 31% feel neutral, no one feels disagree or highly disagree of the influence of rewards for them stay in the company. Even though almost one third of people are not sure of the value of reward for them stay in the company, the majority of respondents agree that rewards have influence of their retention in this SME. The second highest element among all practices is the accomplishment, which over 65% respondents agree and highly agree of connection between accomplishment and the employee perception of job satisfaction. In the Job characteristic theory, one of the moderator is employee growth need strength which concern the personnel accomplishment at work and its links with job satisfaction which also reflect in hygiene factor theory, which name accomplishment as the motivator to stimulate employee job satisfaction. Here in this research, the feedback from respondents prove the strong connection of accomplishment with job satisfaction. However, this is not in the same line as studies from Chiu, et al., (2002) who found that Chinese employees are motivation greater by extrinsic rewards for example pay especially for a SME than intrinsic rewards.

Compare with accomplishment, the basic pay come to the third, among all 84 respondents, 53 out of the total respondents feel agree with the relationship between basic pay and their feeling of job satisfaction. And in all 53 respondents, almost half, namely 25 out of 53 feel highly agreed, however, 24 out of 84 feel neutral of this question and 7 out of 84 feel disagree of that. This is in line with the study from Sell and Cleal (2011) which found that high pay is valued and become a motivator in private company and more satisfaction and commitment within the company. Moreover, Hu and Schaufeli (2011) conducted a study in China and found that turnover rate negatively link to the pay satisfaction. 

The paid holidays is also desire with the mean of 2.24, which over 66% feel connect with their feeling of job satisfaction, which means the employees are desire for it, this element is usually to all members in the organization not like recognition or pay which is to individual employees hence it can create a emotional link between employees and the company itself (Hewitt, 2012).

And then the perception of job satisfaction with the variable such as statutory five insurance, promotion, job security and the learning and skill development are with the similar mean of 2.37, 2.38 or 2.39. in the promotion variable, 17.9% people are very agree, when 35.7% are agree and over one third are neither agree or disagree, eight people feel lack of connection between their job satisfaction with promotion. Promotion is give the employees clear career growth path which may lead to employee self actualization, however, promotion can bring overstress and more responsibility which may cause more dissatisfaction of the job, maybe this is why over 1/3 people (31 out of 84) feel uncertain of the relationship between promotion and job satisfaction. 

For job security, almost half of the respondents (49 out of 84) feel agree with the link between these variables and the job satisfaction. However Herzberg’s hygiene theory thinks that job security is a hygiene factors rather than motivators to influence on employee satisfaction. Then learning and skill development, almost 60% feel there is relationship between this variable and job satisfaction, including 14.2% feel strongly related and 44% feel related. This is in line with Cao and Hamori (2015) who find that developmental assignments, along with support from direct or line management, have the strongest positive relationship with organisational commitment.

The mean of recognition is 2.4, half of respondents (47 out of 84) agree of the connection of this element and job satisfaction, and 40% hold the neutral opinion and four people disagree there is a connection between these two. DeGieter et al., (2008) found satisfaction with recognition to be of greater inﬂuence to turnover intention, job satisfaction than satisfaction with pay. However, this factor is not rated very high in this research, which means the employees in this Chinese SME do very desire this reward to make them feel motivated, which is not similar with the research result from Two factor theory. 
The praise from superior come the next relevant element with the mean of 2.43, among those over half people (48 out of 84) agree of the relationship between this variable and the job satisfaction.  Callan and Lawrence (2008) study found that the praise from supervisors is very important to employees, when employees get approval and appreciation from superior, employees are reported to have higher job satisfaction. However the study from Linz and Semykina (2012) found that intrinsic rewards elements especially praise from superior is least valuable to make employee feel satisfied with their jobs. As for the performance related pay, the mean is 2.44, which is not really high among all tested elements. In hygiene theory performance related pay is hygiene factor, which is the things that keep the employee satisfaction level not go down. However, this is not in line with study from Rynes et al (2004) which found that performance pay is the most effective motivation for employee satisfaction. 

On the contrary, from the calculation of mean, the most irrelative elements among all tested elements is the work environment, which has the mean of 2.6, actually, in the level of 5, 2.6 is also very much high related for the connection of this variable and job satisfaction, but compare with other tested elements in this research, it is lowest level. However, study from Chen et al. (1999) conducted survey to over 1000 technical workers in the R&D units of 30 large, US based manufacturer companies and found that working Environment benefits more to organization than Pay. But it is not the same case in this research in a Chinese SME. Also the rate for autonomy is relatively low, together 17 out of 84 people feel disagree with the connection of autonomy and their feeling of job satisfaction, even though it is contradiction with when asked the suggestion of improvement of the intrinsic rewards in the company this element is highly requested. Hence, the autonomy is more like a hygiene factor for this Chinese SME rather than the motivator factors as indicated by Herzberg theory. Also Chen and Aryee (2007) who found that in large Chinese companies, there is a positive relationship between work freedom and employee satisfaction. Thus this issue can be further investigate in the future. Also different from the importance of reward to a respondent retention, the mean of whether reward relate to the performance from respondent is relatively low at 2.56. Over one third of people doesn’t agree that their performance is related to the reward paid. This is not in line with study from Hewitt (2012) which evident that better rewards result in better performance.

Besides, since from the literature, many researchers have found the difference of the perception from different position and education levels about job satisfaction, hence the researcher picked two group from the job type, the management level employee which have 16 respondents out of 84 and the worker which have 33 out of 84 respondents to make comparison. The results showing as below:
	　
	Items
	highly agree
	Agree
	neither agree or disagree
	disagree
	highly disagree
	mean

	1
	basic pay
	62.50%
	25%
	12.50%
	0
	0
	1.5

	2
	performance related pay
	25%
	56.30%
	18.70%
	0
	0
	1.93

	3
	statutory five insurance
	31.30%
	37.50%
	31.20%
	0
	0
	2

	4
	paid holidays
	43.80%
	37.50%
	18.70%
	0
	0
	1.75

	5
	extra benefits
	25%
	50%
	25%
	0
	0
	2

	6
	work environment
	25%
	43.80%
	25%
	6.20%
	0
	2.13

	7
	Promotion
	37.50%
	31.30%
	31.20%
	0
	0
	1.94

	8
	job security
	25%
	43.80%
	25%
	6.20%
	0
	2.13

	9
	learning and skill development
	18.80%
	37.50%
	31.30%
	1.40%
	0
	2

	10
	accomplishment
	37.50%
	31.30%
	31.20%
	0
	0
	1.94

	11
	Autonomy
	25%
	37.50%
	31.30%
	6.20%
	0
	2.18

	12
	Recognition
	18.80%
	50%
	31.20%
	0
	0
	2.1

	13
	coworker relationship
	25%
	68.80%
	6.20%
	0
	0
	1.81

	14
	praise from superior
	12.50%
	50%
	37.50%
	0
	0
	2.25

	15
	reward relate to performance
	25%
	43.80%
	31.20%
	0
	0
	2.06

	16
	importance of reward to stay in the company
	25%
	37.50%
	37.50%
	0
	0
	2.13


4-7 results of the management level employee regarding rewards and job satisfaction
	　
	Items
	highly agree
	agree
	neither agree or disagree
	disagree
	highly disagree
	mean

	1
	basic pay
	15.20%
	36.40%
	42.40%
	6%
	0
	2.39

	2
	performance related pay
	6%
	42.40%
	45.60%
	6%
	0
	2.52

	3
	statutory five insurance
	6%
	48.50%
	30.30%
	12.20%
	3%
	2.58

	4
	paid holidays
	12.10%
	48.50%
	24%
	12%
	3%
	2.45

	5
	extra benefits
	6%
	48.50%
	27.30%
	18.20%
	0
	2.58

	6
	work environment
	12.10%
	42.40%
	21.20%
	18.20%
	6.10%
	2.64

	7
	Promotion
	15.20%
	33.30%
	39.40%
	12.10%
	0
	2.48

	8
	job security
	9.10%
	42.40%
	39.40%
	9.10%
	0
	2.48

	9
	learning and skill development
	15.20%
	42.40%
	33.30%
	9.10%
	0
	2.36

	10
	accomplishment
	21.20%
	45.40%
	33.30%
	9.10%
	0
	2.48

	11
	Autonomy
	12.10%
	51.50%
	21.20%
	15.10%
	0
	2.39

	12
	Recognition
	6.10%
	54.50%
	39.40%
	0
	0
	2.33

	13
	coworker relationship
	21.20%
	54.50%
	15.20%
	9.10%
	0
	2.12

	14
	praise from superior
	3%
	51.60%
	33.30%
	9.10%
	3%
	2.58

	15
	reward relate to performance
	21.20%
	42.40%
	33.40%
	0
	3%
	2.21

	16
	importance of reward to stay in the company
	21.20%
	48.50%
	30%
	0
	0
	2.09


4-8 results of the worker regarding rewards and job satisfaction

The results indicate that management level give value to reward components different from workers. For example, management think that pay can give them most satisfaction with rank no.1 for the mean, while worker give the no.1 rank to co worker relationship. And management value least for the praise from superior, when workers value work environment least. Hence if refer to hygiene factor theory, the theory need to take consideration of demographic differences before defining which are motivators and which belongs to hyginene factors, since people from different background, education level, culture difference, gender, will have influence on how they view what rewards components give them the sense of satisfaction.
Hence, all in all, even though Two factor theory is well known around the world and make sense, but it can not apply to all organizations all over the world. Since every culture, every industry, even every company has its unique, because every employee is different and has different kind of need. Hence, when a company look at the rewards it offer and its employee job satisfaction, they can consider this theory but not completely based on Two factor theory to implement the reward practices.
4.4 Summary

This chapter has display the findings and also discuss the findings with reference to literature in order to respond to the objectives No. two and No. three in this research, and the finding found out the perception of different reward components that people feel about in this company. And the interesting finding is that generally respondents care most importance element is the hygiene factors from Herzberg’s theory such as co worker relationship and also pay is valued very important too.

Chapter Five Conclusion and Recommendation

5.0 Chapter Overview

In this chapter, the author will present the main findings based on the primary data and the secondary data in order to response to the research objectives that set out at the start stage of this dissertation. In section 5.1.1 the major literatures in relation to rewards including intrinsic rewards, extrinsic rewards and total rewards are addressed. In section 5.1.2 the theories about job satisfaction including two factor theory, Maslow hierarchy theory and job characteristic theory are addressed. In section 5.1.3 the importance of different types of rewards to the perception of employee job satisfaction. In section 5.1.4 the methodology that used in this research. 5.1.5 the major findings from the survey will be concluded. Then in section 5.2 the recommendation will be given based on the feedback gather from the primary finding the concern from respondents.
5.1 Conclusion

The aim of this research is to achieve three objectives as below

· To critically review key literature in relation to the Rewards practice and employee job satisfaction;

· To explore the satisfaction level from general employees of the current rewards practice in the selected organisation 

· To examine how does people feel of rewards practices on their job satisfaction by applying satisfaction theories hygiene theories

Finally, provide recommendations to the organisation in order to enhance its reward system in the future.
The first objective has been met by writing chapter two, the literature review and objective two and three are meet by the chapter findings and analysis. And the recommendation will be given in the second section in this chapter.
5.1.1 To review the literature regarding rewards system
Reward is what is given to people or what people receive by successful complete something (Bowen et al., 2002). In other words, reward is a kind appreciation for certain accomplishment of what people did in different forms incentives. There are different types of rewards, in this research, the author use the categorize of intrinsic rewards and extrinsic reward and total rewards. 
Some researchers found that Intrinsic rewards is more powerful to get employee commitment and engagement than extrinsic rewards. The intrinsic rewards include many elements. As for praise from superior, which found to influential to make employee feel satisfied and committed to the organisation because superior represent the company, if the employee receive praise from superior it represent the company recognize their achievement too. As for work freedom, empower the employee the freedom of making decision about how their work to be done and there is finding show that in Chinese large companies, a positive link between work freedom and employee satisfaction (Chen and Aryee 2007). As for training which found in Chinese SMEs positive links between training and employee commitment.  As for coworker relationship, Study found that strengthening coworker relationship improves morale, increase work engagement and lead to better job satisfaction at work (Hui, et al 2004). As for recognition, Danish and Usman (2010) found good growth opportunity and recognition, the employees are more motivated.
The extrinsic rewards means physical rewards include elements for example pay, benefits, work condition Sell and Cleal (2011) did a research and found that private company employees are more motivated by high pay and place a higher value for the extrinsic rewards. Williamson et al. (2009) found that extrinsic rewards have more influence in create employee commitment in China than in the west companies,
Total rewards pay attention to consider the rewards as a package to reward and satisfy what employee has contributed to the organization (Armstrong and Murlis, 2007). Total Rewards is the flexibility of the reward package to allow the reward to customize to employees to meet the desire from employee end hence enhance the employee satisfaction. Guest and Conway (2004) study find that employees care very much tangible rewards but intangible rewards bring along better performance. However total rewards theory is criticized to increase the cost of the company but without direct evidence of increase employee satisfaction and better organizational performance (Torre and Sarti 2013)
5.1.2 To review the literature regarding employee job satisfaction
Armstrong and Taylor (2014) define job satisfaction as the employee emotions and attitude about his/her job. It is a measure of how happy employees with their work and work environment. 
Hygiene factors theory formed a well known theory, they divided motivational factors into two type, the hygiene factors which are not motivate employee and make them feel satisfied, however, without those factors people will feel dissatisfied. The theory showed people an interesting point that the opposite of satisfaction is not dissatisfaction rather not satisfaction. Similarly, the opposite of dissatisfaction is not satisfaction rather not dissatisfaction. In Herzberg theory, he indicated that only the satisfiers can cause long term satisfaction and intrinsic motivation while the hygiene factors can only meet extrinsic motivation. Schultz and Schultz (1998) point out that two factor theory lead to company consider redesign of many occupations to obtain more participation of employees for the job enrichment which also bring the higher level of stronger organizational commitment and satisfaction. However, Baron et al, (2002) point out in their study that the motivators and hygiene factors has some controversy and the theory has little empirical support. Moreover Hygiene factor theory doesn’t concern the individual different and culture difference which also have effect on employees perception on motivation(Tso, et al  2015).
Maslow’s hierarchy theory can help the organization leader to better understand its employee need and satisfy the need to obtain a better employee performance (McLeod, 2007). The hierarchy theory concludes that the needs from human being can be divided into basic needs, psychological needs and self fulfillment needs and people will desire the higher level of needs to be met only when lower level of need already met. However, Kaur (2013) argue that this model is too inflexible to cope the dynamic and not stabilized characteristic of employee need, since it assume all employees, their situations are alike and there is only one best way to meet their needs.
Hackman and Oldham (1974) develop job characteristic theory based on Herzberg Hygiene factor. The theory claim that there are three moderators have an impact on the relationship between core job characteristics, critical psychological states and personal and work outcomes with employee job satisfaction. Therefore leadership should consider the moderators when attempting to enrich jobs. The contribution of Job characteristic theory is take individual difference factor into the measure of motivation theories. However, some scholar criticize that it is difficult to know exactly the motivation factor for different individual, if company want to do so, it is too time and money consuming.
5.1.3 to review the importance of both extrinsic and intrinsic rewards to employee job satisfaction
scholars argue that extrinsic rewards has no direct relation to employee job satisfaction (Malhotra et al. 2007). Empirical studies show that Chinese employees are motivation greater by extrinsic rewards for example pay and fringe benefits, especially for a SME, because limited finance (Chiu, Luk and Tang 2002). However, other scholars argue that extrinsic rewards has no direct relation to employee job satisfaction (Malhotra et al. 2007). As for intrinsic rewards, intrinsic rewards can lead to higher employee job satisfaction and and higher employee performance (Danish and Usman, 2010). but this kind rewards cannot be long term motivating employees as intrinsic rewards. But on the other hand, intrinsic rewards were found in improving employee motivation and create a positive culture and encourage employee loyalty and employee commitment. Wang (2008) found that the joint venture companies in China has opposite. There is no connect between the interpersonal bonding of employees and their line manager to do with employee commitment. Hence this finding found that Chinese employees see more importance of co-workers when they think of commitment of the organization than western companies. 

5.1.4 Methodology
This research used a survey strategy to gather the primary data. Because first survey is one of the most effective and efficient way to get data. Moreover, the cost to conduct this strategy is relative low in terms of time and manpower and the data is relatively easy for analysis. As for the research method, this dissertation used the descriptive quantitative method for data collection. The descriptive research approach is a basic research method that examines the situation, as it exists in its current state. Quantitative research is more intuitive, concise and accurate than the qualitative evaluation result and has good application eff The probability sampling is get the opinions on the job satisfaction from rewards employees with different experience level, different types of job and different education level receive from sampling population with the chosen Chinese SME. The data collection in this research is questionnaire to respond to quantitative method technique. The advantages of using questionnaire is time spend and money spend in during a questionnaire is relatively lower. The disadvantages of questionnaire as data collection method. For instance, questionnaire is less validity and some information for example the feelings and the behaviours from respondents are not easy to observe. The usage of questionnaire as the data collection technique is wide used as a useful method which is enable anonymous from respondents for them to express the actual point of views regarding questions. The sampling method is probability. Probability sampling response research question and research objectives that need population characteristics statistically (Barnett, 2002). As for the data analysis techniques, the researcher use Excel and SPSS as the tool to extract the data and form into chart, diagram, table and Cronbah’s Alpha. The pilot survey involve 10 respondents and tested the content and the clarity of the questionnaire. The reliability and validity of a research are both important. This research used Cronbach Alpha to valid the reliability. The limitation of this research includes the sampling size, the questionnaire may get less indepth information compare with qualitative method. Moreover, the study only studied one Chinese SME company,

5.1.5  Finding and Analysis
The questionnaire collect three general information including work length, education level and job type. Then tested different variables of rewards. When test variables, the three grouped elements are all higher than the benchmark of the Cronbach Alpha. And make the results compare with the study from Hygiene factor theory. First is the extrinsic reward. It is found that for the current extrinsic rewards, the employees are generally satisfied with the tested variables, among which paid holiday is the most satisfied variable.Then the five insurance and among which the benefits come the last, however, consider the mean, in this Chinese SME, people feel satisfied with the extrinsic rewards. When asked the suggestion about the extrinsic rewards, the most said one is increase the pay. The second group was the result for the intrinsic rewards showed that the respondents has similar satisfaction level in this part compare with the extrinsic rewards. The highest satisfied element is coworker relationship and the lowest satisfaction element in intrinsic reward is autonomy. The suggestion for improvement in intrinsic rewards, the most mentioned is the autonomy, the second mentioned suggestion was the coworker relationship, even though this element earn the first place among all the tested variables. The third group was the how people feel about different rewards variables perceive their job satisfaction. It turned out that respondents think coworker relationship is the most important element among all tested variables for their satisfaction. And the most irrelative elements among all rewards to make employee feel satisfied was the autonomy. Hence, it contradict with the results from the data in earlier collected(Table 4-5), where respondents feel most dissatisfied with Autonomy and respondents suggest No.1 that autonomy need to be improved. Over two third of respondents agree that rewards are importance for them to remain in the company. Finally the researcher compare the results of the people feeling the extent to which rewards elements links to their job satisfaction from two different job type group which are worker and leadership and found quite difference result between these two groups where leadership level think pay is the most important reason to trigger their satisfaction. But workers feel coworker relationship is most important element they desire. However for the factor that link least with the job satisfaction in all the tested elements, the management level consider the praise from superior least, but the workers value least of the work environment. 
5.2 Recommendation
According to the respondent from participants, several rewards elements are highlighted by respondents, including pay, paid holiday, promotion, pay status, coworker relationship, Job security, autonomy, learning and development. Hence the recommendation will be focus on those areas.

1. From the data collected, many respondents have mentioned the pay need to improved. For a company, the cost need to control, otherwise, the shareholder’s benefits and the further development can not be guaranteed. Hence, maybe, can from other aspect to make people feel that the pay they received is reasonable and fair, which can makes them at least feel better about the pay. Hence the performance appraisal and review system need to be designed for the organization specially, and the transparency and clarity need to ensure. Hence the company can involve general staff such as workers and other occupations to be in designing the performance review and appraisal design, so the voice and feedback from the ordinary employee can be heard and take into consideration when such system is designed. And when the system is designed, the employees in whole organization need to understand how they are evaluated and reviewed. So at the end of the paycheck, the disagree and he grieve will be lower, since they have already first participat in the design of the performance appraisal system and then they are informed of how they are appraised. By doing so, the employees in the company can at lease very clear of why they received certain amount of paycheck at the end of the month without actually raise the cost of the company but didn’t end up with better performance and revenue of the company .

2. Regarding the Paid holiday, when employee feel paid holiday is very important for their job satisfaction, it means employees looking for work life balance very much to feel motivated. Work life balance is desired, however, not that well implemented in China in the old days, but more and more people are ask about work life balance nowadays in China, hence if a company want to mae its employee feel satisfied, it is better to make relative policies for paid holidays. The paid holidays should increase the days not only according to the length of service at the company, but also consider other elements, such as the performance of individual to win the paid holiday as reward. However, the policies regarding it should be open to all employees to make this reward implemented fairly and transparent ,

3. This research showed that employees are not certain about their pay status is in line with work length, qualification, experience, since over half of the respondents (46 out of 84) chose neutral for this question. The problem with uncertain about the pay status whether match or not with those factors is not good for both employees and employers, since from employees point of view, the uncertainty is not correctly evaluate their value to the organization, also vaevaluate their own value, hence very easy to lead to dissatisfaction, if employee value themselves is not similar with how the organization value the employee, hence talent management is very important. Evaluate the employee of no bias, help employee to grow and motivate them to be more engagement in the organization and see their value to the organization, in return they will feel more connected and committed to the company, hence the company and the employee can come to a win win situation.

4. Develop the co worker relationship. The most interesting finding in this research is the perception of the employee in this company value highest about the factor among all the factors researched and think this element impact their job satisfaction the most, which is not seen from other literatures the researcher researched. To improve the coworker relationship the company can do a lot of things. For instance, put emphasis on team work building practice to improve the relationship among employees. For example, constantly organize parties and team building trainings, when peope feel at home in the company or feel like to be with family in the company, the relationship can be more smoothy. Besides, from the leadership point, the leadership need to pass the positive and optimistic emotion to employees to make everyone in a pleasant work environment. Moreover, leader need to help employee develop and learn skills, where the trust and performance can come along, more importantly for employees they may found harmonious work relationship in the company, and this is a good motivation.
5. Job security is not like the private life, such as sports, travel, holidays where people may want excitement, thrills. In the workplace, it’s important to understand that people want to feel safe and secure. If an individual constantly worry about the future of their job, it is going to be very hard for them to do their best work. Hence it is very important for the company to make employees feel that they are valued, safe and secure, both now and into the future, hence in turn the company will get the better input from employee and result in better performance of the company. To make people feel no stress and a happy workplace, a lot of small practices but effective one can be implemented. practice company can do include, small things such as celebrate employee's birthday or his anniversary with the company or just send small gifts on those occasions. Cultivate a secure work atmosphere and employee will pick up on this feeling and run with it. Remain busy and reassure employee that they will busy with work but they can get help whenever they require. Provide concrete projects and goals to give employee a clear view of the company's health and that the company will need employee in the foreseeable future.
6. Autonomy is one of the essential elements in building true employee engagement. Without it people in workforce may feel that they always waiting to be told what to do next, which is not an enjoyable workplace for employees nor managers, by any stretch. In an autonomous atmosphere, it’s what gets done that matters, with less concern for how it gets done. The bottom-line benefit to both employees and organizations is that workers who are free to make more choices are happier, more engaged and committed to their jobs, productive and less likely to leave. Hence what a company need to do is first allow mistakes to happen, since usually management are usually very criticize on mistakes, when employee receive criticize and blaming, their initiative will be killed and they feel less motivated to engage in their jobs. The freedom of choice is a key element to autonomy, but too much choice can disadvantageous. Hence a system to hold people accountable for results -- are essential for autonomy to do well. 
7. Make the training more practical and attractive, the investigation of what is currently missing, or what is desired to be improved amongst employees constantly. And the evaluations of the trainers and speakers need to be comprehensive and strict, since the skills from the trainers in terms of how the training is delivered play a very important role to attract, motivate and learn something from training sessions. Moreover, improve the assessment of the outcome of training to make sure the training fund has been well spent. One policy could be linking training result with the compensation to make employee may feel more extrinsic motivated. Emphasize on focused training. For example, consider employees level of skills individually, since the different level may suit for different trainings instead of putting everyone in the same training schemes which may not good for the employees and may de-motivate them.
8. The different results generated from table 4-7 and table 4-8 indicate that the company need to group people with different demographic background since their need may different. Hence it can be recommend that, a company should consider the position, education level and all the relevant information from employee to see which group want what, then make the plan for reward implementation to try the best to satisfy the need from different types of employee which can motivate them more effectively to bring the better return to the company. In this Chinese SMEs, for management level employees, the company can put more focus on monetary rewards since this rank no.1 in what satisfy this group of employees, however, for general workers, the company can put more focus on improve coworker relationship, since coworker relationship ranks No.1 in this group. 
Reference 
Adams, J., Khan, H. T. A., & Raeside, R. (2014). Research Methods for Business and Social Science Students. Sage Publications Pvt. Ltd

Ali, S. A. M., Said, N. A., Kader, S. F. A., Ab Latif, D. S., & Munap, R. (2014). Hackman and Oldham's job characteristics model to job satisfaction. Procedia-Social and Behavioral Sciences, 129, 46-52.

Angle, H.L., and Perry, J.L. (1983), ‘Organizational Commitment: Individual and Organizational Influences,’ Work and Occupations, 10, 123–146.

Anbari, Z., Rahmani, A., Abbasinia, M., Ahmadnezhad, I., Sadeghian, M., & Asghari, M. (2014). The effect of Job Characteristics Model (JCM) on job satisfaction in the automotive industry. Iran Occupational Health, 11(3), 71-81.

Armstrong, M., & Murlis, H. (2004). Reward management. Kogan Page.

Armstrong, M., & Taylor, S. (2014). Armstrong's handbook of human resource management practice. Kogan Page Publishers.

Artz, Benjamin. 2008. “The Role of Firm Size and Performance Pay in Determining Employee Job Satisfaction.” Labour 22(2): 315–45

Barnett, V. (2002) Sample survey Principles and Method (3rd edn) Chichester: Wiley.

Bowen, D. E., Galang, C., & Pillai, R. (2002). The role of human resource management: an exploratory study of cross‐country variance. Human Resource Management, 41(1), 103-122.

Bozeman, B., & Gaughan, M. (2011). Job satisfaction among university faculty: Individual, work, and institutional determinants. The Journal of Higher Education, 82(2), 154-186.

Bussin, M., & Van Rooy, D. J. (2014). Total rewards strategy for a multi-generational workforce in a financial institution. SA Journal of Human Resource Management, 12(1), 1-11.

Brown, G.; Gardner, J.; Oswald, A.; &Qian, J. (2007) ‘Does Wage Rank Affect Employees'  Well-Being?’, Industrial Relations, 47(3), pp.355-389.

Bryant, P. C., & Allen, D. G. (2013). Compensation, Benefits and Employee Turnover HR Strategies for Retaining Top Talent. Compensation & Benefits Review, 45(3), 171-175.

Callan V. J. and Lawrence S. A. (2008) Building Employee Engagement, Job Satisfaction, Health, and Retention The Oxford Handbook of Organizational Well Being  Online Publication Date: Sep 2009 DOI: 10.1093/oxfordhb/9780199211913.003.0017

Cao, J., & Hamori, M. (2015, January). How can Employers Benefit the most from Developmental Assignments? The Need-Supply Fit Perspective. In Academy of Management Proceedings (Vol. 2015, No. 1, p. 14217). Academy of Management.

Chan, A.W., Feng, T.Q., Redman, T., and Snape, E. (2006), ‘Evaluating the Multi-Dimensional View of Employee Commitment: A Comparative UK–Chinese Study,’ International Journal of Human Resource Management, 17, 1873–1887.

Chen, Z.X., Tsui, A.S., and Farh, J.L. (2002), ‘Loyalty to Supervisor vs. Organizational Commitment: Relationships to Employee Performance in China,’ Journal of Occupational and Organizational Psychology, 75, 339–356.

Chen, C. C., Ford, C. M., & Farris, G. F. (1999). Do rewards benefit the organization? The effects of reward types and the perceptions of diverse R&D professionals. Transactions on Engineering Management, 46(1), 47-55.

Chitiris, L. (1988). Herzberg’s proposals and their applicability to the hotel industry. Journal of Hospitality & Tourism Research, 12(1), 67–79

Christopher, M. (2005). Meaningful motivation for work motivation theory. Journal of Management Review, 2, 235-238.

Chiu, R.K., Luk, V.W.M., and Tang, T.L.P. (2002), ‘Retaining and Motivating Employees: Compensation Preferences in Hong Kong and China,’ Personnel Review, 31, 402–431. 

Chen, Z.X., and Aryee, S. (2007), ‘Delegation and Employee Work Outcomes: An Examination of the Cultural Context of Mediating Processes in China,’ Academy of Management Journal, 50, 226–238

Clark, A. E., & Kristensen, N. (1995). Westergard-Nielsen (2006), Job Satisfaction and Coworker Wage: Status or Signalling. Working paper, Paris-Jourdan Sciences Economiques (PSE).

Coelho, F., & Augusto, M. (2010). Job characteristics and the creativity of frontline service employees. Journal of Service Research, 13(4), 426-438.

Creswell, J. W. (2003) Research design: Qualitative, quantitative, and mixed methods approaches. Thousand Oaks: Sage 

Crotty, M. (1998) The Foundation of Social Research: Meaning and Perspectives in the Research Process. London: Sage.

Curwin, J. and Slater, R. (2007) Quantitative Methods for Business Decisions. (6th edn). London: Thomson Learning EMEA.

Danish, R. Q., & Usman, A. (2010). Impact of reward and recognition on job satisfaction and motivation: An empirical study from Pakistan. International Journal of Business and Management, 5(2), P159.

Eby, L. T., Freeman, D. M., Rush, M. C., & Lance, C. E. (1999). Motivational bases of affective organizational commitment: A partial test of an integrative theoretical model. Journal of occupational and organizational psychology, 72(4), 463-483.

Fisher, C. D. (2010). Happiness at work. International journal of management reviews, 12(4), 384-412.

Gao, Wenshu, and Russell Smyth. 2009. “Job Satisfaction and Relative Income in Economic Transition: Status or Signal? The Case of Urban China.” Monash University, Development Research Unit Discussion
Paper, DEVDP 09-12 

Ghinetti, Paolo. 2007. “The Public-Private Job Satisfaction Differential in Italy.” Labour 21(2): 361–88. Green, Francis. 2010. “Well-Being, Job Satisfaction, and Labour Mobility.” Labour Economics 17(6): 897–903. 

Gilbreath, B. (2004). Creating healthy workplaces: the supervisor's role. In C. L. Cooper and I. T. Robertson (eds.), International Review of Industrial and Organizational Psychology (xix. 93–118). Chichester: John Wiley & Sons

Goddard, W. & Melville, S. (2004) Research Methodology: An Introduction”2nd edition, Blackwell Publishing

Griffeth, R. W., Hom, P. W., & Gaertner, S. 2000. A meta-analysis of antecedents and correlates of employee turnover: Update moderator tests, and research implications for the next millennium. Journal of Management, 

Guest, D., & Conway, N. (2004). Employee well-being and the psychological contract: A report for the CIPD. CIPD Publishing.

Gupta K. Shashi & Joshi Rosy (2008). Human Resource Management.

Hackman, J. R. & Oldham, G. R. (1974). The job diagnostic survey: An instrument for the diagnosis of jobs and the evaluation of job redesign projects. Department of Administrative Sciences: Yale University.

Hackman, J. R., & Oldham, G. R. (1980).Work Redesign. United States of America:Addison- Wesly.

Hanson, D & Grimmer, M. (2007) ‘The mix of qualitative and quantitative research in major marketing journals, 1993‐2002’, European Journal of Marketing, 41(1/2), pp. 58-70.

He, W., Long, L. R., & Kuvaas, B. (2016). Workgroup Salary Dispersion and Turnover Intention in China: A Contingent Examination of Individual Differences and the Dual Deprivation Path Explanation. Human Resource Management, 55(2), 301-320.

Henry, G. T (1990) Practical Sampling. Newbury Park, CA: Sage

Herzberg, F. (2005). Motivation-hygiene theory. J. Miner, Organizational Behavior I: Essential Theories of Motivation and Leadership, 61-74.

Hewitt, A.(2012), Total Rewards Survey: Transforming potential into value, Aon
Hewitt, New York, available at: http://www.aon.com/human-capital-consulting/thought-leadership/talent_mgmt/2012_aonhewitt_total_rewards_survey.pdf [assessed on 2nd Jan 2018]

Heywood, John, W. S. Siebert, and Xiangdong Wei. 2002. “Worker Sorting and Job Satisfaction: The Case of Union and Government Jobs.” Industrial and Labor Relations Review 55(4): 595–609.
Hu, Q., & Schaufeli, W. B. (2011). Job insecurity and remuneration in Chinese family-owned business workers. Career Development International, 16(1), 6-19.

Hui, C., Lee, C., and Rousseau, D.M. (2004), ‘Employment Relationships in China: Do Workers Relate to the Organization or to People?’ Organization Science, 15, 2, 232–240. 

Hyun, S., & Oh, H. (2011). Reexamination of Herzberg's two-factor theory of motivation in the Korean army foodservice operations. Journal of Foodservice Business Research, 14(2), 100-121.
Jones,  R.;  Sloane,  P.  (2007) ‘Low  pay,  higher  pay,  and  job  satisfaction  in  Wales’, Spatial Economic Analysis, 2, (2), pp. 197-214.

Kaur, A (2013) Maslow’s Need Hierarchy Theory: Applications and Criticisms Global Journal of Management and Business Studies Volume 3, Number 10, pp. 1061-1064

Kirkman, B.L., and Shapiro, D.L. (1997), ‘The Impact of Cultural Values on Employee Resistance to Teams: Towards a Model of Globalized Self-Managing Work Team Effectiveness,’ Academy of Management Review, 22, 3, 730–757

Kochan, T. A. (2002). Addressing the crisis in confidence in corporations: root causes, victims, and strategies for reform. Academy of Management Executives, 16 (3), 139 – 141 

Kondalar V G (2007), Organisation Behaviour, pp. 52-55, New Age International, New Delhi. 

Koustelios, A. D., & Bagiatis, K. (1997). The Employee Satisfaction Inventory (ESI): Development of a scale to measure satisfaction of Greek employees. Educational and Psychological Measurement, 57(3), 469–476 

Kotni, VV Devi Prasad, and Venkateswarlu Karumuri. "Application of Herzberg Two-Factor Theory Model for Motivating Retail Salesforce." IUP Journal of Organizational Behavior 17.1 (2018): 24-42.
Kumar, K., & Bakhshi, A. (2010). The five-factor model of personality and organizational commitment: Is there any relationship? Humanity & Social Sciences Journal, 5(1), 25–34.

Lucas, G. H. (1985). The relationship between job attitudes, personal characteristics, and job outcomes: a study of retail store managers. Journal of Retailing, 61 (1), 35 – 62.

Leblanc, C.M. (2013) The Relationships Between Job Characteristics and Job Satisfaction Among Call Center Workers. St. John Fisher College Fisher Digital Publications
Linz, S. J., & Semykina, A. (2012). What makes workers happy? Anticipated rewards and job satisfaction. Industrial Relations: A Journal of Economy and Society, 51(4), 811-844.

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and organizational psychology.

Malhotra, N., Budhwar, P., and Prowse, P. (2007), ‘Linking Rewards to Commitment: An Empirical Investigation of Four UK Call Centres,’ International Journal of Human Resource Management, 18, 12, 2095–2128

Marshall, C., & Rossman, G. B. (1999). Defending the value and logic of qualitative research. Designing qualitative research, 191-203.

McLeod, S. (2007). Maslow's hierarchy of needs. Simply Psychology, 1.

Medcof, J. W., & Rumpel, S. (2007). High technology workers and total rewards. The Journal of High Technology Management Research, 18(1),59-72.

Zeb, A., Rehman, S., Saeed, G., & Ullah, H. A. (2014). Study of the Relationship between Reward and Recognition and employees Job Satisfaction: A Literature Review. Abasyn Journal Of Social Sciences, 7(2), 278-291.

Mik, W. (2006) Quantitative Methods for Decision Makers. (4th edn). London: FT Prentice Hall.

Miles & Huberman (1994) In: Collis, J and Hussey, R (2003) “Business Research: A practical guide for undergraduate and postgraduate students” 2nd Edition. pp267-271. Palgrave Macmillan, China.

Mottaz, C.J. (1988), ‘Determinants of Organizational Commitment,’ Human Relations, 41, 6, 467–482.

Newman, A., & Sheikh, A. Z. (2012). Organizational commitment in Chinese small-and medium-sized enterprises: The role of extrinsic, intrinsic and social rewards. The International Journal of Human Resource Management, 23(2), 349-367.

Oh, J.-H., Rutherford, B. N., & Park, J. (2014). The interplay of salesperson’s job performance and satisfaction in the financial services industry. Journal of Financial Services Marketing, 19(2), 104-117.

O'Neal, S. (1998). The phenomenon of total rewards. ACA Journal, 6-18 

Oppenheim, A.N. (1992) “Questionnaire Design, Interviewing and Attitude
Measurement”, new edition, Continuum London and New York

Paulsen, N., Callan, V. J., Grice, T., Rooney, D., Gallois, C., Jones, E., Bordia, P., and Jimmesion, N. (2005). Job uncertainty and personal control during downsizing: a comparison of survivors and victims. Human Relations, 58: 463–96.
Pavan, K., & Narasimha, L Reddy, T. L. (2016). HR practices and its impact on employee job satisfaction in it companies: a case study of Bangalore IT companies. CLEAR International Journal of Research in Commerce & Management, 7(10).

Pooenheim, A.N. (2000) Questionnaire Design, Interviewing and Attitude Measurement (new edn) London: Continuum International

Probst TM (2003) Development and validation of the job security index and the job security satisfaction scale: A classical test theory and IRT approach Journal of Occupational and Organizational Psychology 76 (4), 451-467

Ramlall S (2004), “A Review of Employee Motivation Theories and their Implications for Employee Retention within Organizations”, American Academy of Business, Vol. 5, pp. 52-63. 

Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998).“Doing research in business and management”. London: Sage Publications. 

Robbins, S. P. (2013). Organizational behaviour in Southern Africa: Pearson South Africa. 

Rynes, S. L., Gerhart, B., &Minette, K. A. (2004) ‘The importance of pay in employee motivation: Discrepancies between what people say and what they do’, Human Resource Management, 43(4), pp.381-394.

Saunders, M.N.K, Lewis, P., & Thornhill, A. (2012). Research Methods for Business Students. 6th Edition Pearson Education.

Schlechter, A., Hung, A., & Bussin, M. (2014). Understanding talent attraction: The influence of financial rewards elements on perceived job attractiveness. SA Journal of Human Resource Management, 12(1), 1-13.

Scott, D., & McMullen, T. (2010). The impact of rewards programs on employee engagement. Retrieved March, 18, 2014.

Sell, L., & Cleal, B. (2011). Job satisfaction, work environment, and rewards: Motivational theory revisited. Labour, 25(1), 1-23.

Sim, K.J., Curatola, A. P & Rogers, J.W (2011) Job security, job satisfaction, effort reward equity and lean manufacturing: a field study. Northeast Decision Sciences Institute Proceedings 

Simons, T., & Enz, C. A. (1995). Motivating hotel employees beyond the carrot and the stick. The Cornell Hotel and Restaurant Administration Quarterly, 36(1), 23–27

Shikdar A A and Das B (2003), “A Strategy for Improving Worker Satisfaction and Job Attitudes in a Repetitive Industrial Task: Application of Production Standards and Performance Feedback”, Ergonomics, Vol. 46, No. 5, pp. 466-481.

Sijtsma, K. (2009). On the use, the misuse, and the very limited usefulness of Cronbach’s alpha. Psychometrika, 74(1), 107.
Stephen P Robbins and Timothy A Judge (2013), Organisational Behaviour, pp. 36-38, Pearson Education, New Delhi.

Tan, T. H., & Waheed, A. (2011). Herzberg's motivation-hygiene theory and job satisfaction in the Malaysian retail sector: The mediating effect of love of money.

Tang, T. L. P., Luna-Arocas, R., Sutarso, & T, Tang, D. S. H. (2004). Does the love of money moderate and mediate the income-pay satisfaction relationship? Journal of Managerial Psychology, 2, 111 – 135
Thompson, N. C. (2014). Investigating talent attraction: percieved attractiveness of non-financial reward elements by means of an experimental design (Doctoral dissertation, University of Cape Town).

Torre T & Sarti D (2013), Total Rewards Systems: Towards an operational model, Paper presented at the Fourth European Rewards Management Conference: What can we learn from a comparative approach? December 2nd -3rd, Brussels. 

Tooksoon, H. M. P. (2011) ‘Conceptual framework on the relationship between human resource management practices, job satisfaction, and turnover’,  Journal of economic and behaviors studies, 2, pp.41-49.

Tso, G. K. F., Liu, F., & Li, J. (2015). Identifying Factors of Employee Satisfaction: A Case Study of Chinese Resource-Based State-Owned Enterprises. Social Indicators Research, 123(2), 567-583.

Wang, Y. (2008), ‘Emotional Bonds with Supervisor and Co-Workers: Relationship to Organizational Commitment in China’s Foreign-Invested Companies,’ International Journal of Human Resource Management, 19, 5, 916–931.

Warsi, S., Fatima, N., & Sahibzada, S. A. (2009). Study on relationship between organizational commitment and its determinants among private sector employees of Pakistan. International Review of business Research papers, 5(3), 399-410. 

Whitaker, P. (2009). What non-financial rewards are successful motivators? Strategic HR review, 9(1). 

Williamson, I.O., Burnett, M.F., and Bartol, K.M. (2009), ‘The Interactive Effect of Collectivism and Organizational Rewards on Affective Organizational Commitment,’ Cross Cultural Management: An International Journal, 16, 28–43.

Winer, L., & Schiff, J. S. (1980). Industrial salespeople's views on motivation. Industrial Marketing Management, 9(4), 319-323.

Wright A (2009), ‘Flexible Benefits: Shaping the way ahead?’, in Corby S, Palmer S and Lindop E (eds), Rethinking Reward. Palgrave Macmillan, Basingstoke pp.206-223.

Wright T A and Cropanzano R (1997), “Wellbeing, Satisfaction and Job Performance: Another Look at the Happy/Productive Worker Thesis”, Academy of Management Proceedings, pp. 364-368.

Yu, C.S., Taylor, G.S., and Tung, W. (2003), ‘A Cross-Cultural Comparison of Work Goals: The United States, Taiwan and the People’s Republic of China,’ in Chinese Culture, Organizational Behavior and International Business Management, eds. I. Alon and O. Shenkar, London: Greenwood, pp. 169–186.

于利华 [Yu] (2012) 煤炭企业全面薪酬满意度对企业员工的影响 [The Impact of Total Rewards on Enterprise Employees Satisfaction Degree in Coal Enterprises] 现代经济信息 [Contemporary Economy Information]  (1) :47-47

Zeb, A., Rehman, S., Saeed, G., & Ullah, H. A. (2014). Study of the Relationship between Reward and Recognition and employees Job Satisfaction: A Literature Review. Abasyn Journal Of Social Sciences, 7(2), 278-291.

Zheng, C., Morrison, M., and O’Neill, G. (2009), ‘Enhancing Chinese SME Performance Through Innovative HR Practices,’ Personnel Review, 38, 2, 175–194.

Zingheim, P. Z., & Schuster, J. R. (2001). Winning the talent game: Total rewards and the better workforce deal. Compensation and Benefits Management, 17(3), 33-39.

Appendix 1 online questionnaire
My name is Chaoxia Zhou and I am a student on the MBA course at University of Wales Trinity St David.

I am undertake a survey to find the rewards practice implemented in a Chinese SME. I am hoping that you would to participate in my study and to complete this questionnaire. This questionnaire will take 8-10 minutes to filled. You have been chosen because your work in this organisation and your experience and opinion are value for my research. 

If you return the survey it will be taken as voluntary informed consent.

If you required any further information about this survey, please contact Chaoxia Zhou at  czhou.149125@student.uwtsd.ac.uk

Thank you very much for your time!
我的名字是周超霞，我是威尔士三一圣大卫大学工商管理硕士课程的学生。我正在进行调查问卷。 我希望您参与并完成这份问卷。 此调查问卷需要占用您8-10分钟填写。请您用中文填写，如实回答。本调查是完全匿名的，您的公司不会看到您的任何答案，您的所有回答将被严格保密。您填写这份问卷调查就视为您同意自愿参与我的研究。如果有任何问题请联系我 czhou.149125@student.uwtsd.ac.uk
非常感谢您的参与
Part A: Background information 
A部分：背景信息 
1. How long have you working in this organisation?

 你在这家公司工作多长时间了？
	One to three years  一到三年
	□


	Four to six years  四到六年
	□

	Seven to ten years  七到十年
	□

	More than ten years  十年以上
	□


2. What is your education level?

 你的教育水平是什么？
	Below High School degree
高中以下学历
	□

	High School degree or equivalent 

高中学历或同等学历
	□

	College degree

 大学学历
	□

	Bachelor’s degree

学士学位
	□

	Master’s degree 

研究生学位
	□

	PhD degree 

博士学位 
	□


3. What is your job type? 

你的工作类型是什么？
	Manager level  管理层 
	□

	Administration staff 行政人员
	□

	Engineer/Technician 工程师/技师
	□

	worker 工人 
	□


Part B: single rewards practices

B部分：单一的奖励制度
On a scale of 1-5 (1 is highly agreed and 5 is highly disagreed）, how much do you rate the following questions? 

在1-5的范围内（1非常同意，5非常不同意）你对下列问题有多少评价？
	1
	Questions 问题
	Highly agreed    

非常同意 
	agreed  

同意
	Neither agree or disagree

中立
	Disagreed

不同意
	Highly disagreed  

非常不同意  

	
	I am currently satisfied with my current basic pay

我目前对我的基本工资感到满意
	1
	2
	3
	4
	5

	2
	I am currently satisfied with the performance related pay

我目前对我的绩效工资感到满意
	1
	2
	3
	4
	5

	3
	I am current  satisfied with the statutory five insurance

我目前对我的五险感到满意
	1
	2
	3
	4
	5

	4
	I am satisfied with paid holiday

我对带薪休假感到满意
	1
	2
	3
	4
	5

	5
	I am satisfied with other extra benefits

我对其他福利感到满意
	1
	2
	3
	4
	5

	6
	I am  satisfied with the working condition in the company

我对公司的工作环境感到满意
	1
	2
	3
	4
	5

	7
	I am  satisfied with the promotion opportunities in the company

我对公司的晋升机会感到满意
	1
	2
	3
	4
	5

	8
	I think my  pay status is in line with my own qualifications, experience and length of service

 我认为我的薪酬状况符合我的资历、经验和服务年限
	Yes 是的
□  
	Neutral 中立

□  
	No不是的

 □

	What do you like the company to improve in the above rewards in the company?

你希望公司在以上项目中有何改善？

	　
	　
	　
	　
	　
	　
	　

	　
	　
	　
	　
	　
	　
	　


	
	Questions 问题
	Highly agreed 

非常同意    
	agreed  

同意
	Neither agree or disagree

中立
	Disagreed

不同意
	Highly disagreed  

非常不同意  

	1
	I feel my job is secure at this company.

 我觉得我在公司的工作是有保障和稳定的
	1
	2
	3
	4
	5

	2
	I feel satisfied with the learning opportunity and skill development in the company

我对公司提供的学习机会和技能发展感到满意
	1
	2
	3
	4
	5

	3
	I feel accomplishment in my job

我对我的工作有成就感 
	1
	2
	3
	4
	5

	4
	I feel satisfied with autonomy in my job

我对我的工作自由度感到满意
	1
	2
	3
	4
	5

	5
	I feel satisfied about the recognition in the company

我对公司给我的认可度感到满意
	1
	2
	3
	4
	5

	6
	I feel satisfied with the coworker relationship

我对同事关系的融洽度感到满意
	1
	2
	3
	4
	5

	7
	I feel satisfied with the praise from my superior

我对上司的表扬和鼓励感到满意
	1
	2
	3
	4
	5

	What do you like the company to improve in the above rewards in the company?

你希望公司在以上项目中有何改善？

	　
	　
	　
	　
	　
	　
	　

	　
	　
	　
	　
	　
	　
	　


Part C: Reward and employee job satisfaction
C部分：奖励和工作满意度

	
	Questions 问题
	Highly agreed 

非常同意    
	agreed  

同意
	Neither agree or disagree

中立
	Disagreed

不同意
	Highly disagreed 

非常不同意   

	1
	My current basic pay give me a sense of job satisfaction

我的基本工资给我带来工作满足感
	1
	2
	3
	4
	5

	2
	My performance related pay give me a sense of job satisfaction

我的绩效工资给我带来工作满足感
	1
	2
	3
	4
	5

	3
	The statutory five insurance give me a sense of job satisfaction

法定的五保给我带来工作满足感
	1
	2
	3
	4
	5

	4
	The paid holiday give me a sense of job satisfaction

公司的带薪休假给我带来工作满足感
	1
	2
	3
	4
	5

	5
	The other extra benefits give me a sense of job satisfaction

其他福利给我带来工作满足感
	1
	2
	3
	4
	5

	6
	The working condition in the company give me a sense of job satisfaction

公司的工作环境给我带来工作满足感
	1
	2
	3
	4
	5

	7
	The promotion opportunity give me a sense of job satisfaction

公司的晋升机会给我带来工作满足感
	1
	2
	3
	4
	5

	8
	The job security give me a sense of job satisfaction

我的工作的稳定性给我带来工作满足感
	1
	2
	3
	4
	5

	9
	The learning opportunity and skill development give me a sense of job satisfaction

公司提供的学习机会和技能发展给我带来工作满足感
	1
	2
	3
	4
	5

	10
	The sense of accomplishment give me a sense of job satisfaction

工作成就给我带来工作满足感
	1
	2
	3
	4
	5

	11
	The job autonomy give me a sense of job satisfaction

工作自由度给我带来工作满足感
	1
	2
	3
	4
	5

	12
	The recognition give me a sense of job satisfaction

公司对我工作的认可给我带来满足感
	1
	2
	3
	4
	5

	13
	The  good coworker relationship give me a sense of job satisfaction

好的同事关系给我带来工作满足感
	1
	2
	3
	4
	5

	14
	The praise from my superior give me a sense of job satisfaction

上司的表扬和鼓励给我带来工作满足感
	1
	2
	3
	4
	5

	15
	My work performance is influenced by the reward I received 

我得到的薪酬待遇对我的工作表现有重要的影响
	1
	2
	3
	4
	5

	16
	My  stay in the company is based on reward I get
我得到的薪酬待遇对我是否留在这家公司有重要影响
	1
	2
	3
	4
	5


Thank you for to complete this survey. 

感谢您完成这份调查。
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