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PREFACE
 It is said that without theory, practice is blind and without practice theory is
 meaningless.
 It exposes the potential of the manager of the future to the actual tune of the working
 environment present is dynamic organization.Personnel management is that part of
 management concerned with the people at work and with their relationships within the
 organization.
 As a part of MBA course under went dissertation on complete study of “effect of job
 rewards in job satisfaction” in manufacturing industries.
 According to my project report i gave effort to include all essential which help to
 understand the welfare of employee and their problems i hope this report brings about
 all the information, vividly and proves to be of utilization fore the favor of a
 company.
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CHAPTER 1
 INTRODUCTION
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INTRODUCTION
 A vast amount of research has been conducted on this subject, and related work
 dimensions (Clifford, 1985). Satisfaction with job is a standard for assessing the
 quality of work experiences (Locke, 1976). He also reports that over hundreds of
 articles have been compiled on this topic, and are still growing.
 Among the most accepted definition of job satisfaction is by (Locke, 1969) who
 defines job satisfaction as:
 “A positive emotional feeling, a result of one’s evaluation towards his job and
 his job experience by comparing between what he expects from his job and what
 he actually gets from it.”
 Job satisfaction may also be discussed as (Locke, 1976):
 “The result of the interaction of the employees and his perception towards his
 job and work environment.”
 The dimensions that effects the job satisfaction, may be a large number of, like
 Work values,
 One’s Maladjustment,
 Work rewards,
 Work ethics,
 Personal attributes,
 Hours of work,
 7
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Emotions,
 Performance,
 Threat to job stability,
 Work environment,
 Organizational social concern
 (Ronald, 1976; Fisher, 2000; Ravinder , 1977; U.Sekaran, 1989; Clifford & Macue,
 1997) and others studied by different scholars. In these different dimensions the
 rewards structure have strong relationship with job satisfaction (Clifford, 1985).
 Earlier Job rewards has been studied as set of the task itself, salary, promotions,
 behavior of supervisors and coworkers, cohesiveness of work groups, security, fringe
 benefits, and working environment (Locke, 1976; Gruenberg, 1979).
 This study will focus on the relative importance of job rewards with employees
 overall satisfaction in a public sector organization where they are working on same
 level
 The purpose of the study is to determine the relationship between the level of job
 satisfaction and job rewards as determinates of job satisfaction
 8
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CHAPTER 2
 PURPOSE OF STUDY
 9
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PURPOSE OF STUDY
 This study explores the relationship between work rewards and job satisfaction
 Human life has become very complex and completed in now-a-days. In modern
 society the needs and requirements of the people are ever increasing and ever
 changing. When the people are ever increasing and ever changing, when the peoples
 needs are not fulfilled they become dissatisfied. Dissatisfied people are likely to
 contribute very little for any purpose. Job satisfaction of industrial workers us very
 important for the industry to function successfully. Apart from managerial and
 technical aspects, employers can be considered as backbone of any industrial
 development. To utilize their contribution they should be provided with good working
 conditions to boost their job satisfaction
 Any business cab achieve success and peace only when the problem of satisfaction
 and dissatisfaction of workers are felt understood and solved, problem of efficiency
 absenteeism labour turnover require a social skill of understanding human problems
 and dealing with them scientific investigation serves the purpose to solve the human
 problems in the industry.
 SCOPE OF STUDY
 The scope of the study is very vital. Not only the Human Resource department can
 use the facts and figures of the study but also the personnel, finance and sales
 department can take benefits from the findings of the study.
 10

Page 11
                        

CHAPTER 3
 CONCEPTUAL FRAMEWORK
 11
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Work rewards
 Intrinsic rewards Job satisfaction
 • Task autonomy
 • Task significance
 • Task involvement
 Extrinsic rewards
 • Social rewards
 • Organizational rewards
 Theoretical framework develops the variables in the conceptual Model. The model
 suggests Job satisfaction as dependent variable and proposes that job rewards
 (intrinsic and extrinsic rewards) as independent variable. Job satisfaction is effected
 by job rewards.
 JOB SATISFACTIONJob satisfaction is important technique used to motivate the employees to work
 harder. It is often said that “ A HAPPY EMPLOYEE IS A PRODUCTIVE
 EMPLOYEE”. A happy employee is generally that employee who is satisfied with his
 job.
 Job satisfaction is very important because most of the people spend a major portion of
 their life at working place. Moreover, job satisfaction has its impact on the general life
 12
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of the employees also, because a satisfied employee is a contented and happy human
 being. A highly satisfied worker has better physical and mental well being.
 Job satisfaction describes how content an individual is with his or her job. It is a
 relatively recent term since in previous centuries the jobs available to a particular
 person were often predetermined by the occupation of that person’s parent. There are
 a variety of factors that can influence a person’s level of job satisfaction. Some of
 these factors include the level of pay and benefits, the perceived fairness o the
 promotion system within a company, the quality of the working conditions, leadership
 and social relationships, the job itself (the variety of tasks involved, the interest and
 challenge the job generates, and the clarity of the job description/requirements).
 DEFINATIONS:
 In simple words , job satisfaction can defined as extent of positive feelings or attitudes
 that individuals have towards their jobs. When a person says that he has high job
 satisfaction, it means that he really likes his job, feels good about it and value his job
 dignity.
 ANDREW BRIN
 “Job satisfaction is the amount of pleasure or contentment associated with a job. If
 you like your job intensely, you will experience high job satisfaction. If you dislike
 your job intensely, you will experience job dissatisfaction.
 P. Robbins
 “Job satisfaction is a general attitude towards one’s job: the difference
 Between the amount of reward workers receive and the amount they believe
 They should receive.”
 13
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Fieldman and Arnold
 Job satisfaction will be defined as amount of overall positive affect that
 individuals have towards their jobs.
 CREATING JOB SATISFACTION
 So, how is job satisfaction created? What are the elements of a job that create job
 satisfaction? Organizations can help to create job satisfaction by putting systems in
 place that will ensure that workers are challenged and then rewarded for being
 successful. Organizations that aspire to creating a work environment that enhances job
 satisfaction need to incorporate the following:
 Flexible work arrangements, possibly including telecommuting
 Training and other professional growth opportunities
 Interesting work that offers variety and challenge and allows the worker
 opportunities to "put his or her signature" on the finished product
 Opportunities to use one's talents and to be creative
 Opportunities to take responsibility and direct one's own work
 A stable, secure work environment that includes job security/continuity
 An environment in which workers are supported by an accessible supervisor
 who provides timely feedback as well as congenial team members
 Flexible benefits, such as child-care and exercise facilities
 Up-to-date technology
 14
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Competitive salary and opportunities for promotion .
 DETERMINANTS OF JOB SATISFACTION
 While analyzing the various determinants of job satisfaction, we have to keep in mind
 that: all individuals do no derive the same degree of satisfaction though they perform
 the same job in the same job environment and at the same time. Therefore, it appears
 that besides the nature of job and job environment, there are individual variables
 which affect job satisfaction. Thus, all those
 factors which provide a fit among individual variables, nature of job, and situational
 variables determine the degree of job satisfaction. Let us see what these factors are:
 Individual factors:
 Individuals have certain expectations from their jobs. If their expectations are met
 from the jobs, they feel satisfied. These expectations are based on an individual’s
 level of education, age and other factors.
 Level of education:
 Level of education of an individual is a factor which determines the degree of job
 satisfaction. For example, several studies have found negative correlation between the
 level of education, particularly higher level of education, and job satisfaction. The
 possible reason for this
 phenomenon may be that highly educated persons have very high expectations from
 their jobs which remain unsatisfied. In their case, Peter’s principle which suggests that
 every individual tries to reach his level of incompetence, applies more quickly.
 Age:
 15
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Individuals experience different degree of job satisfaction at different stages of their
 life. Job satisfaction is high at the initial stage, gets gradually reduced, starts rising
 upto certain stage, and finally dips to a low degree. The possible reasons for this
 phenomenon are like this. When individuals join an organization, they may have some
 unrealistic assumptions about what they are going to drive from their work. These
 assumptions make them more satisfied. However, when these assumptions fall short
 of reality, job satisfaction goes down. It starts rising again as the people start to assess
 the jobs in right perspective and correct their assumptions. At the
 last, particularly at the fag end of the career, job satisfaction goes down because of
 fear of retirement and future outcome.
 Other factors:
 Besides the above two factors, there are other individual factors which affect job
 satisfaction. If an individual does not have favourable social and family life, he may
 not feel happy at the workplace. Similarly, other personal problems associated with
 him may affect his level of job satisfaction. Personal problems associated with him
 may affect his level of job satisfaction.
 Nature of job :
 Nature of job determines job satisfaction which is in the form of occupation level and
 job content.
 1. Occupation level:
 Higher level jobs provide more satisfaction as compared to lower levels. This happens
 because high level jobs carry prestige and status in the society which itself becomes
 source of satisfaction for the job holders. For example, professionals derive more
 satisfaction as compared to salaried people factory workers are least satisfied.
 16
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2. Job content: Job content refers to the intrinsic value of the job which depends on
 the requirement of skills for performing it, and the degree of responsibility and growth
 it offers. A higher content of these factors provides higher satisfaction. For example, a
 routine and repetitive lesser satisfaction; the degree of satisfaction progressively
 increases in job rotation, job enlargement, and job
 enrichment.
 Situational variables:
 Situational variables related to job satisfaction lie in organizational context – formal
 and informal. Formal organization emerges out of the interaction of individuals in the
 organization. Some of the important factors which affect job important factors which
 affect job satisfaction are given below:
 1. Working conditions: Working conditions, particularly physical work environment,
 like conditions of workplace and associated facilities for performing the job determine
 job satisfaction. These work in two ways. First, these provide means job performance.
 Second, provision of these conditions affects the individual’s perception about the
 organization. If these factors are favorable, individuals experience higher level of job
 satisfaction.
 2. Supervision: The type of supervision affects job satisfaction as in each type of
 supervision; the degree of importance attached to individuals varies. In employee-
 oriented supervision, there is more concern for people which is perceived favorably
 by them and provides them more
 Satisfaction. In job oriented supervision, there is more emphasis on the performance
 of the job and people become secondary. This situation decreases job satisfaction.
 17
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3. Equitable rewards: The type of linkage that is provided between job performance
 and rewards determines the degree of job satisfaction. If the reward is perceived to be
 based on the job performance and equitable, it offers higher satisfaction. If the reward
 is perceived to be based on considerations other than the job performance, it affects
 job satisfaction adversely.
 4. Opportunity: It is true that individuals seek satisfaction in their jobs in the context
 of job nature and work environment by they also attach importance to opportunities
 for promotion that these job offer. If the present job offers opportunity of promotion is
 lacking, it reduces satisfaction.
 5. Work group: Individuals work in group either created formally of they develop on
 their own to seek emotional satisfaction at the workplace. To the extent such groups
 are cohesive; the degree of satisfaction is high. If the group is not cohesive, job
 satisfaction is low. In a cohesive group, people derive satisfaction out of their
 interpersonal interaction and workplace becomes satisfying leading to job satisfaction.
 EFFECT OF JOB SATISFACTION
 Job satisfaction has a variety of effects. These effects may be seen in the context of an
 individual’s physical and mental health, productivity, absenteeism, and turnover.
 Physical and Mental Health :
 The degree of job satisfaction affects an individual’s physical and
 mental health. Since job satisfaction is a type of mental feeling, its favorableness or
 unfavorablesness affects the individual psychologically which ultimately affects his
 physical health. 18
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For example, Lawler has pointed out that drug abuse, alcoholism and mental and
 physical health result from psychologically harmful jobs. Further, since a job is an
 important part of life, job satisfaction influences general life satisfaction. The result is
 that there is spillover effect which occurs in both directions between job and life
 satisfaction.
 Productivity :
 There are two views about the relationship between job satisfaction and
 productivity:
 1. A happy worker is a productive worker,
 2. A happy worker is not necessarily a productive worker.
 The first view establishes a direct cause-effect relationship between job satisfaction
 and productivity; when job satisfaction increases, productivity increases; when
 satisfaction decreases, productivity decreases. The basic logic behind this is that a
 happy worker will put more efforts for job performance. However, this may not be
 true in all cases.
 For example, a worker having low expectations from his jobs may feel satisfied but he
 may not put his efforts more vigorously because of his low expectations from the job.
 Therefore, this view does not explain fully the complex relationship between job
 satisfaction and productivity.
 The another view: That is a satisfied worker is not necessarily a productive
 worker explains the relationship between job satisfaction and productivity.
 Various research studies also support this view.
 19
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This relationship may be explained in terms of the operation of two factors: effect of
 job performance on satisfaction and organizational expectations from individuals for
 job performance. 1. Job performance leads to job satisfaction and not the other way
 round. The basic factor for this phenomenon is the rewards (a source of satisfaction)
 attached with performance. There are two types of rewards intrinsic and extrinsic. The
 intrinsic reward stems from the job itself which may be in the form of growth
 potential, challenging job, etc. The satisfaction on such a type of reward may help to
 increase productivity. The extrinsic reward is subject to control by management such
 as salary, bonus, etc. Any increase in these factors does not hep to increase
 productivity though these factors increase job satisfaction.
 1. A happy worker does not necessarily contribute to higher productivity
 because he has to operate under certain technological constraints and,
 therefore, he cannot go beyond certain output. Further, this constraint affects
 the management’s expectations from the individual in the form of lower
 output. Thus, the work situation is pegged to minimally acceptable level of
 performance. However, it does not mean that the job satisfaction has no
 impact o productivity. A satisfied worker may not necessarily lead to
 increased productivity but a dissatisfied worker leads to lower productivity.
 20
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Absenteeism :
 Absenteeism refers to the frequency of absence of job holder from the
 workplace either unexcused absence due to some avoidable reasons or long absence
 due to some unavoidable reasons. It is the former type of absence which is a matter of
 concern. This absence is due to lack of satisfaction from the job which produces a
 ‘lack of will to work’ and alienate a worker form work as for as possible. Thus, job
 satisfaction is related to absenteeism.
 Employee turnover :
 Turnover of employees is the rate at which employees leave the organization within a
 given period of time. When an individual feels dissatisfaction in the organization, he
 tries to overcome this through the various ways of defense mechanism. If he is not
 able to do so, he opts to leave the organization. Thus, in general case, employee
 turnover is related to job satisfaction. However, job satisfaction is not the only cause
 of employee turnover, the other cause being better opportunity elsewhere.
 For example, in the present context, the rate of turnover of computer software
 professionals is very high in India. However, these professionals leave their
 organizations not simply because they are not satisfied but because of the
 opportunities offered from other sources particularly from foreign companies located
 abroad.
 CONSEQUENCES OF JOB SATISFACTION
 Research has concluded that there is a relationship between job satisfaction and
 performance of the employees. Thus, job satisfaction or job dissatisfaction is an
 21
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important concern for management. High job satisfaction may lead to improved
 productivity, decreased turnover , improved attendance , less job stress. Job
 dissatisfaction produces low morale among the employees and more of stress. The
 following subtopics explain the outcomes of job satisfaction:
 1). Job satisfaction and productivity: There are two views about the relationship
 between job satisfaction and productivity:
 A happy worker is a productive worker,
 A happy worker is not necessarily a productive worker.
 The first view establishes a direct cause-effect relationship between job
 satisfaction and productivity; when job satisfaction increases, productivity
 increases; when satisfaction decreases, productivity decreases. The basic logic
 behind this is that a happy worker will put more efforts for job performance.
 However, this may not be true in all cases. For example, a worker having low
 expectations from his jobs may feel satisfied but he may not put his efforts
 more vigorously because of his low expectations from the job. Therefore, this
 view does not explain fully the complex relationship between job satisfaction
 and productivity.
 Another view: That is a satisfied worker is not necessarily a productive worker
 explains the relationship between job satisfaction and productivity. Various research
 studies also support this view. This relationship may be explained in terms of the
 operation of two factors: effect of job performance on satisfaction and organizational
 expectations from individuals for job performance.
 22
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1. Job performance leads to job satisfaction and not the other way round.
 The basic factor for this phenomenon is the rewards (a source of satisfaction) attached
 with performance. There are two types of rewards intrinsic and extrinsic. The intrinsic
 reward stems from the job itself which may be in the form of growth potential,
 challenging job, etc. The satisfaction on such a type of reward may help to increase
 productivity. The extrinsic reward is subject to control by management such as salary,
 bonus, etc. Any increase in these factors does not help to increase productivity though
 these factors increase job satisfaction.
 2. A happy worker does not necessarily contribute to higher productivity because he
 has to operate under certain technological constraints and, therefore , he cannot go
 beyond certain output. Further, this constraint affects the management’s expectations
 from the individual in the form of lower output. Thus, the work situation is pegged to
 minimally acceptable Level of performance. However, it does not mean that the job
 satisfaction has no impact on Productivity. A satisfied worker may not necessarily
 lead to increased productivity but a dissatisfied worker leads to lower productivity.
 2).Job satisfaction and employee turnover: High employee turnover is a matter of
 concern for the management as it disrupts the normal operations of the organization.
 Managerial concern is mostly for the turnover which arises from job dissatisfaction.
 The employees thus try to keep the employees satisfied on their jobs to minimize the
 turnover. Though, high job satisfaction in itself cannot keep the turnover low, but
 considerable job dissatisfaction will definitely increase the employee turnover.
 23
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The employee turnover is affected by certain other factors also like if people are
 highly satisfied with their jobs, they are willing to leave if there are better
 opportunities available anywhere else. If no other opportunities are available , the
 employees will stay where they are irrespective of dissatisfaction.
 On the overall basis , we can say that there is an important role played by job
 satisfaction in employee turnover.
 3). Job satisfaction and absenteeism: Absenteeism refers to the frequency of
 absence of job holder from the workplace either unexcused absence due to some
 avoidable reasons or long
 absence due to some unavoidable reasons. It is the former type of absence which is a
 matter of concern. This absence is due to lack of satisfaction from the job which
 produces a ‘lack of will to work’ and alienate a worker form work as for as possible.
 Thus, job satisfaction is related to absenteeism.
 4). Job satisfaction and union activities: High level of job satisfaction reflects a
 highly favorable organizational climate resulting in attracting and retaining better
 workers. Satisfied employees are not interested in unions and they do not perceive
 them as necessary.
 5). Job satisfaction and safety: When people are dissatisfied from their jobs,
 company and supervisors, they are more prone to experience accidents.
 A satisfied worker will always be careful and attentive towards his job and the
 chances of accidents will be less.
 24
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MODEL OF JOB SATISFACTION
 THEORIES OF JOB SATISFACTION
 Affect Theory
 Edwin A. Locke’s Range of Affect Theory (1976) is arguably the most famous job
 satisfaction model. The main premise of this theory is that satisfaction is determined
 by a discrepancy between what one wants in a job and what one has in a job. Further,
 25

Page 26
                        

the theory states that how much one values a given facet of work (e.g. the degree of
 autonomy in a position) moderates how satisfied/dissatisfied one becomes when
 expectations are/aren’t met. When a person values a particular facet of a job, his
 satisfaction is more greatly impacted both positively (when expectations are met) and
 negatively (when expectations are not met), compared to one who doesn’t value that
 facet. To illustrate, if Employee A values autonomy in the workplace and Employee B
 is indifferent about autonomy, then Employee A would be more satisfied in a position
 that offers a high degree of autonomy and less satisfied in a position with little or no
 autonomy compared to Employee B. This theory also states that too much of a
 particular facet will produce stronger feelings of dissatisfaction the more a worker
 values that facet.
 Dispositional Theory
 Another well-known job satisfaction theory is the Dispositional Theory Template:
 JacksonApril 2007. It is a very general theory that suggests that people have innate
 dispositions that cause them to have tendencies toward a certain level of satisfaction,
 regardless of one’s job. This approach became a notable explanation of job
 satisfaction in light of evidence that job satisfaction tends to be stable over time and
 across careers and jobs. Research also indicates that identical twins have similar
 levels of job satisfaction.
 A significant model that narrowed the scope of the Dispositional Theory was the Core
 Self-evaluations Model, proposed by Timothy A. Judge in 1998. Judge argued that
 there are four Core Self-evaluations that determine one’s disposition towards job
 satisfaction: self-esteem, general self-efficacy, locus of control, and neuroticism. This
 26
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model states that higher levels of self-esteem (the value one places on his/her self) and
 general self-efficacy (the belief in one’s own competence) lead to higher work
 satisfaction. Having an internal locus of control (believing one has control over her\
 his own life, as opposed to outside forces having control) leads to higher job
 satisfaction. Finally, lower levels of neuroticism lead to higher job satisfaction.
 Two-Factor Theory (Motivator-Hygiene Theory)
 Frederick Herzberg ’s Two factor theory (also known as Motivator Hygiene Theory)
 attempts to explain satisfaction and motivation in the workplace This theory states
 that satisfaction and dissatisfaction are driven by different factors – motivation and
 hygiene factors, respectively. An employee’s motivation to work is continually related
 to job satisfaction of a subordinate. Motivation can be seen as an inner force that
 drives individuals to attain personal and organization goals (Hokinson, Porter, &
 Wrench, p.133). Motivating factors are those aspects of the job that make people want
 to perform, and provide people with satisfaction, for example achievement in work,
 recognition, promotion opportunities. These motivating factors are considered to be
 intrinsic to the job, or the work carried out. Hygiene factors include aspects of the
 working environment such as pay, company policies, supervisory practices, and other
 working conditions.
 27
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While Hertzberg's model has stimulated much research, researchers have been unable
 to reliably empirically prove the model, with Hackman & Oldham suggesting that
 Hertzberg's original formulation of the model may have been a methodological
 artifact. Furthermore, the theory does not consider individual differences, conversely
 predicting all employees will react in an identical manner to changes in
 motivating/hygiene factors. Finally, the model has been criticized in that it does not
 specify how motivating/hygiene factors are to be measured.
 28
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Job Characteristics Model
 Hackman & Oldham proposed the Job Characteristics Model , which is widely used as
 a framework to study how particular job characteristics impact on job outcomes,
 including job satisfaction. The model states that there are five core job characteristics
 (skill variety, task identity, task significance, autonomy, and feedback) which impact
 three critical psychological states (experienced meaningfulness, experienced
 responsibility for outcomes, and knowledge of the actual results), in turn influencing
 work outcomes (job satisfaction, absenteeism, work motivation, etc.). The five core
 job characteristics can be combined to form a motivating potential score (MPS) for a
 job, which can be used as an index of how likely a job is to affect an employee's
 attitudes and behaviors----. A meta-analysis of studies that assess the framework of
 the model provides some support for the validity of the JCM
 29
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JOB REWARDS
 Clifford (1985) had divided job rewards into categories, a conceptual division
 like intrinsic and extrinsic rewards.
 Intrinsic rewards
 That is part of the job itself and the personal satisfaction of accomplishing something
 worthwhile, i.e., responsibility, challenge, autonomy, purpose and feedback; or
 rewards that are self-administered.
 It can be subdivided into intrinsic rewards as task autonomy, task significance, and
 task involvement
 Task autonomy refers to the degree of freedom in task performance.
 Task significance implies the degree to which the task is perceived as a
 significant contribution to the work process
 Task involvement refers to the degree to which the task is considered
 interesting or challenging.
 Extrinsic rewards
 That are external to the job, i.e., pay, bonuses, promotion, incentives, fringe benefits
 or tangible awards; or rewards that are administered by someone else (i.e. the carrot.)
 Extrinsic rewards are financial benefits and organizational rewards.
 One effective way of motivating workers is to provide incentives and rewards for
 excellent performance and recognition for a job well done. We sometimes forget these 30
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tools because we feel that people are paid to do a good job already. In the rush to
 move on to the next job that needs to be done, we also forget to say thank you.
 Rewards For Performance
 People do respond well to incentives for good performance and to recognition for
 doing especially good work. Employers shouldn’t forget this if they want great
 performance.
 There are two ways to plan rewards: incentives and recognition -- and there isn’t any
 reason why you need to choose one over the other.
 In the case of incentives workers are told in advance what kind of rewards they will
 get if they reach a certain goal either individually or on a team basis. Some employers
 and employees are uncomfortable with this approach, so you have to use your
 judgment about whether it will work in your company. Incentives do produce results,
 and work especially well if you are trying to promote specific targets.
 In the case of recognition, the reward is more likely to come after the fact. This is a
 sign that you appreciate the effort made. Every employer should make use of
 recognition.
 Rewards don’t have to be expensive -- no trips to Hawaii are necessary unless the
 company can afford it and the performance was really, really outstanding!!! What is
 important is that when you have special promotions or a busy time is coming up, you
 get in the habit of planning rewards and doing something about it when you notice
 people doing things right.
 31
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Total reward strategy
 A total rewards strategy is a system that provides monetary, beneficial and
 developmental rewards to employees who achieve specific business goals.
 Developing a total rewards strategy is a four-step process that includes:
 Assessment. A project team, consisting of decision-makers as well as frontline
 employees, assesses your current benefits and compensation systems and
 determines the effectiveness of those systems in helping your company reach
 its goals. The team should examine current policies and practices and should
 question employees about their opinions and beliefs regarding their pay,
 benefits, and opportunities for growth and development. This process results
 in the project team assessment report, which includes recommendations for the
 new total rewards system and suggests answers to questions such as:
 * Who should be eligible for the rewards?
 * What kinds of behaviors or values are to be rewarded?
 * What types of rewards will work best?
 * How will the company fund this initiative?
 Design . The senior management team identifies and analyzes various rewards
 strategies to determine what would work best in the workplace. It decides
 what will be rewarded and what rewards will be offered to employees for
 those achievements. Pay rewards for achievement of goals will not be the only
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consideration. HR strategists will also determine additional benefits (flexible
 work schedule, additional time off) or personal development opportunities
 (training or promotional) that employees will receive as a result of meeting the
 established company objectives. If you operate in a union environment, it is
 important to understand that collective bargaining may affect the
 implementation of your strategy.
 Execution. The HR department implements the new rewards system. It
 circulates materials that communicate the new strategy to employees. Training
 also commences so that managers and decision-makers are able to effectively
 measure the achievement and employees are able to understand what they
 need to do to receive the rewards.
 Evaluation. The effectiveness of the new plan must be measured and the
 results communicated to company decision-makers. Based on this,
 modifications can be proposed to the strategy for future implementation.
 Recognition and rewards programs:
 • Creates an environment where innovation and risk-taking can be nurtured by
 acknowledging those who have been bold and gone the extra mile.
 • Energizes staff, increases productivity, encourages hard work, and develops loyalty
 to an agency or organization.
 • Nurtures the staff, which in turn encourages them to nurture others.
 • Consumes less time, effort and money on recruitment and training when recognition
 leads to increased retention.
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• Provides a means for management to offer positive feedback to the staff and let them
 know that they are not taken for granted.
 • Increases staff appreciation for the employer when there is a consistent
 demonstration of respect to the staff.
 • Allows agencies to enhance public relations through community recognition events
 that highlight staff’s high-caliber performance in front of their peers.
 • Promotes a collaborative philosophy where everyone has a significant role in
 providing high-quality services to youth.
 Having an intentionally designed way of recognizing and rewarding staff is an
 Important step to creating the systems and structures that will truly make a
 difference for employees.
 Step One: Define the Purpose
 Define goals and objectives that match or contribute to the achievement of the
 organization’s mission and the well-being of staff. Involve staff in determining the
 Purpose to ensure the right program is being created. Program goals might include:
 Honoring ongoing commitment and/or retirement.
 Rewarding creativity, hard work, risk-taking and/or skills.
 Creating a supportive environment for youth workers where they feel valued
 for their contribution.
 Step Two: Develop a Budget
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Seventy-six percent of survey respondents spent $1,000 or less annually on
 recognition. It is crucial to budget for recognition programs, but an extensive budget
 is not the determining factor of success. For many, the financial and material
 incentives are less important than the fact that an incentive exists. Consider these
 factors:
 Types of rewards and recognition that are significant to staff
 Number of reward recipients in a set time frame
 Types and costs of rewards
 Costs associated with the presentation of rewards
 Costs of involving staff and communicating the program
 Step Three: Determine the Type of Recognition and Rewards
 Rewards should have value and meaning to staff so it is important to involve them in
 formulating the type of recognition and rewards. Ask people what motivates them or
 what they would appreciate. Consider giving the employee options as to which reward
 they would like to receive. The recognition is designed to motivate and inspire staff to
 achieve goals, attain skills, feel their work is significant or emulate effective attitudes
 and approaches. Ensure that any recognition is:
 Sincere: The reward should reflect genuine appreciation.
 Meaningful: The reward should be motivating and reflect the values of the
 organization.
 Timely: Don’t let too much time pass or the reward may be devalued.
 Step Four: Communicate to Staff
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Make sure that all staff know and are involved in the recognition and rewards
 program. This can be accomplished through an announcement at a staff meeting or
 through promotional materials. Whatever method, make sure it reaches all staff and
 they feel involved and central to shaping the design and implementation.
 Step Five: Recognize Staff
 Presentations can be formal and/or informal. The presentation can be made one-on-
 one, in front of the team, the entire staff, or the public. The method of recognition
 should match the significance of achievement and be worthy of recognition. Rewards
 often come from management and upper management. Try having rewards come from
 people who have witnessed the event or deed being rewarded as the recognition seems
 more genuine and meaningful. Depending on the situation, this could mean fellow
 staff, volunteers or the youth affected.
 Step Six: Evaluate and Modify the Recognition Program
 In order to ensure effectiveness, the recognition programs need to include a system of
 evaluation. On a regular basis, verify that the recognition program is accomplishing
 the purpose and goals
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CHAPTER 4
 LITERATURE REVIEW
 LITERATURE REVIEW
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Organizations in today’s environment seek to determine the reasonable balance
 between employee commitment and performance of the organization. The reward and
 recognition programs serve as the most contingent factor in keeping employees’ self
 esteem high and passionate.
 Oosthuizen (2001) stated that it is among the function of managers to motivate the
 employees successfully and influence their behavior to achieve greater organizational
 efficiency.
 La Motta (1995) is of the view that performance at job is the result of ability and
 motivation. Ability formulated through education, equipment, training, experience,
 ease in task and two types of capacities i.e. mental and physical. The performance
 evaluation and rewards are the factors that proved to be the bonding agents of the
 performance evaluation programs.
 According to Wilson (1994), the process of performance management is one among
 the key elements of total reward system.
 Entwistle (1987) is of the view that if an employee performs successfully, it leads to
 organizational rewards and as a result motivational factor of employees lies in their
 performance. Majority of the organizations require their employees to work according
 to the rules and regulations, as well as, job requirements that comply with full
 standards. The investigations that have been conducted to find the relationship
 between compensation and individuals were focused to increase the performance of
 employees
 (Ciscel,1974). The highly motivated employees serve as the competitive advantage
 for any company because their performance leads an organization to well
 accomplishment of its goals. Among financial, economical and human resources,
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human resources are more vital that can provide a company competitive edge as
 compared to others.
 According to Andrew (2004), commitment of all employees is based on rewards and
 recognition. Lawler (2003) argued that prosperity and survival of the organizations is
 determined through the human resources how they are treated. Most of organizations
 have gained the immense progress by fully complying with their business strategy
 through a well balanced reward and recognition programs for employee.
 Deeprose (1994) argued that the motivation of employees and their productivity can
 be enhanced through providing them effective recognition which ultimately results in
 improved performance of organizations. The entire success of an organization is
 based on how an organization keeps its employees motivated and in what way they
 evaluate the performance of employees for job compensation. Managing the
 performance of employees forms an integral part of any organizational strategy and
 how they deal with their human capital
 (Drucker as cited in Meyer & Kirsten, 2005). Today where every organization has
 to meet its obligations; the performance of employees has a very crucial impact on
 overall organizational achievement. In a demotivated environment, low or courageless
 employees can not practice their skills, abilities, innovation and full commitment to
 the extent an organization needs.
 Freedman (1978) is of the view that when effective rewards and recognition are
 implemented within an organization, favorable working environment is produced
 which motivates employees to excel in their performance. Employees take recognition
 as their feelings of value and appreciation and as a result it boosts up morale of
 employee which ultimately increases productivity of organizations. Csikszentmihalyi
 39

Page 40
                        

(1990) posits a view that the state of satisfaction and happiness is achieved by the
 employees only when they maximally put their abilities in performing the activities
 and functions at work. In this way motivated employees are retained with the
 organizations thus reducing extra costs of hiring.
 Flynn (1998) argued that rewards and recognition programs keep high spirits among
 employees, boosts up their morale and create a linkage between performance and
 motivation of the employees. The basic purpose of recognition and reward program is
 to define a system to pay and communicate it to the employees so that they can link
 their reward to their performance which ultimately leads to employee’s job
 satisfaction. Where job satisfaction, as defined by Lock (cited in Gruneberg, 1979, p.
 3), is a pleasurable positive emotional state as a result of work appraisal from one’s
 job experiences. The rewards include the financial rewards, pay and benefits,
 promotions and incentives that satisfy employees to some extent but for committed
 employees, recognition must be given to keep them motivated, appreciated and
 committed.
 Baron (1983) argued that when we recognize and acknowledge the employees in
 terms of their identification, their working capacity and performance is very high.
 Recognition today is highest need according to most of the experts whereas a reward
 which includes all the monetary and compensative benefits cannot be the sole
 motivator for employees’ motivation program. Employees are motivated fully when
 their needs are met. The level of motivation of employees increases when employees
 get an unexpected increase in recognition, praise and pay (La Motta, 1995). In today’s
 dynamic environment the highly motivated employees serve as a synergy for
 accomplishment of company’s goals, business plans, high efficiency, growth and
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performance. Motivation is also required when the organizational workforce has not a
 good relationship pattern. Employees’ relation with employees and with supervisor is
 a key ingredient of the inner strength of the organization. The ability of supervisors to
 provide strong leadership has an effect on job satisfaction of employees (Morris,
 2004). The study relates how the impact of incentives, rewards and recognition
 programs drives employee motivation. Rewards play a vital role in determining the
 significant performance in job and it is positively associated with the process of
 motivation.
 Lawler (2003) argued that there are two factors which determine how much a reward
 is attractive, first is the amount of reward which is given and the second is the
 weightage an individual gives to a certain reward. Deeprose (1994, p. 3) is of the view
 that “Good managers recognize people by doing things that acknowledge their
 accomplishments and they reward people by giving them something tangible.” Fair
 chances of promotion according to employee’s ability and skills make employee more
 loyal to their work and become a source of pertinent workability for the employee.
 Bull (2005) posits a view that when employees experience success in mentally
 challenging occupations which allows them to exercise their skills and abilities, they
 experience greater levels of job satisfaction. Incentives, rewards and recognition are
 the key parameters of today’s motivation programs according to most of the
 organizations as these bind the success factor with the employees’ performance.
 Robbins (2001) asserts that promotions create the opportunity for personal growth,
 increased levels of responsibility and an increase on social standing. Similarly, the
 recognition which is a central point towards employee motivation adores an employee
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through appreciation and assigns a status at individual level in addition to being an
 employee of the organization.
 Barton (2002) argued that the factor in Fortune best companies which discriminates
 companies from the others is recognition that is the most important factor of their
 reward system.
 Wilson (1994) stated that the conditional recognition is that type of recognition which
 one has to earn by his own efforts and which is gained by some sense of achievement
 of an action or result. Employees are definitely closer to their organization as their job
 can become the major satisfaction in their life after having a proper rewards and
 recognition at their job. Rewards enhance the level of productivity and performance at
 job whether it’s a first time performance or repeated activity at the job in a
 progressive way. Research by Eastman (2009) consistently found that intrinsic
 motivation is conducive to producing creative work, while extrinsic motivation is
 unfavorable to producing creative work.
 Gagne (2009) suggested a new model of knowledge-sharing motivation which
 provides suggestion for designing five important human resource management
 (HRM) practices including staffing, job design, performance and compensation
 systems, managerial styles and training.
 Ali and Ahmed (2009) confirmed that there is a statistically significant relationship
 between reward and recognition respectively, also motivation and satisfaction. The
 study revealed that if rewards or recognition offered to employees were to be altered,
 then there would be a corresponding change in work motivation and satisfaction.
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CHAPTER 5
 RESEARCH METHODOLOGY
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RESEARCH METHADOLOGY
 Meaning of Research
 Research is defined as “a scientific & systematic search for pertinent information on
 a specific topic”. Research is an art of scientific investigation. Research is a
 systemized effort to gain new knowledge. It is a careful inquiry especially through
 search for new facts in any branch of knowledge. The search for knowledge through
 objective and systematic method of finding solution to a problem is a research.
 Research Methodology
 Research is a systematic method of finding solutions to problems. It is essentially an
 investigation, a recording and an analysis of evidence for the purpose of gaining
 knowledge.
 According to Clifford woody, “research comprises of defining and redefining
 problem, formulating hypothesis or suggested solutions, collecting, organizing and
 evaluating data, reaching conclusions, testing conclusions to determine whether they
 fit the formulated hypothesis”
 Research Design
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A research is the arrangement of the conditions for the collections and analysis of the
 data in a manner that aims to combine relevance to the research purpose with
 economy in procedure. In fact, the research is design is the conceptual structure
 within which research is conducted; it constitutes the blue print of the collection,
 measurement and analysis of the data. As search the design includes an outline of
 what the researcher will do from writing the hypothesis and its operational implication
 to the final analysis of data
 Objective of survey
 To understand the concept of job rewards and job satisfaction in Britannia
 industry.
 To analyze the impact of various job rewards on job satisfaction.
 To understand satisfaction level of employees in the organization.
 To identify the new vistas for further research.
 Tools
 Regression tool is applied to check the effect of job rewards in job satisfaction
 Hypothesis
 There is significant impact of job rewards in job satisfaction.
 Types of research design
 A research design is considered as the framework or plan for a study that
 guides as well as helps the data collection and analysis of data. The research
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design may be exploratory, descriptive and experimental for the present study.
 Exploratory research design is used for this purpose.
 Sample unit
 150 employees
 Sample frame
 Officers and junior officers
 Types of sampling method
 Random sampling method is used
 Sample size
 Data is collected from 100 employees in J.B.Mangharam.
 Data
 Secondary and primary data both are used.
 Primary data: The primary data was conducted through structured questionnaire and
 some personal interview
 Secondary data: Secondary data was collected from books, and internet
 Research instrument
 Questionnaire is used
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CHAPTER 6
 ANALYSIS OF STUDY
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ANALYSIS OF THE STUDY
 Regression table :
 Dependent variable- total JS (job satisfaction),
 Independent variable- total IR (intrinsic rewards), total ER (extrinsic rewards)
 Model Summary
 ModelR R Square Adjusted R Square
 Std. Error of the Estimate
 1 .434a .189 .172 2.44861
 a. Predictors: (Constant), extrensic.rewards, intrinsic.rewads
 ANOVAb
 Model Sum of Squares df Mean Square F Sig.1 Regression 135.168 2 67.584 11.272 .002a
 Residual 581.582 97 5.996Total 716.750 99
 a. Predictors: (Constant), extrensic.rewards, intrinsic.rewadsb. Dependent Variable: job. satisfaction
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Coefficientsa
 Model Unstandardized Coefficients
 Standardized Coefficients
 t Sig.B Std. Error Beta1 (Constant) 2.777 1.436 1.933 .056
 intrinsic.rewads .171 .037 .431 4.607 .000extrensic.rewards .011 .075 .014 .146 .884
 a. Dependent Variable: job. satisfaction
 Analysis suggests that significant value is 0.002 which is less than 0.05 at 95% of the
 level of significant therefore it is significant.
 Therefore hypothesis is not rejected.
 From the previous research it is established there is significant impact of job rewards
 in job satisfaction and also from my research I found there is a significant impact of
 job rewards in job satisfaction.
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 FINDINGS AND SUGGESTIONS
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FINDINGS
 Hypothesis has not been rejected because (p<.05) in this research study, in it we have
 taken two variables. One is dependent variable (JOB SATISFACTION) and the
 another is independent variable (JOB REWARDS).We have analyzed the effect of
 job rewards in job satisfaction
 From the study, we come to know that there is a significant impact of job
 rewards in job satisfaction of employees.
 Employees are satisfied from their task autonomy.
 Employees are satisfied from the task involvement.
 There is a significant impact of task significance on employee’s job
 satisfaction.
 Most of employees are satisfied from the social and organizational rewards
 SUGGESTIONS Salary is the most important factor considered in job satisfaction. So
 employees should be given good salary.
 Employee’s performance should be appraised from time to time so that
 organization can come to know about the efficiency of the organization.
 According to their performance, they should be given incentives.
 Work should be assigned according to the qualification of the employees.
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Organization should try to adopt certain measures to enhance team spirit and
 co-ordination among the employees.
 Highly educated and experience people should be recruited.
 Management should be friendly with the employees.
 Training and development programmes should be conducted from time to time
 so that an employee does not get bored from their job.
 LIMITATIONS OF THE STUDY
 Data collected is based on questionnaire.
 The information collected by the observation method is very limited.
 The result would be varying according to the individuals as well as time.
 The findings and conclusions are based on knowledge and experience of the
 respondents sometime may subject to bias.
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Dear Sir/Madam, You are requested to kindly fill the following information, No doubt
 it will be used only for academic purpose and will be kept confidential.
 You have to indicate your response for each question, using a five-point Likert scale
 ranging from 1 = strongly disagree to 5 = strongly agree, the extent you consider each
 practice occurs in your organization.
 Age: _______ Gender: ________
 1. Generally speaking I am satisfied with this job.
 2. If I had opportunity to start over again I would choose the same type of work I
 presently do same type of work I presently do.
 3. Taking into consideration all things about my job, I am very satisfied.
 4. I have a good deal of freedom in the performance of my daily task.
 5. I make most work decisions without first consulting my superior.
 6. I am not able to make changes regarding my job activities
 7. I make my own decisions in the performance of my work role.
 8. My work is a significant contribution to the successful operation of the
 organization.
 9. Sometimes I am not sure I completely understand the purpose of what I am
 doing
 10. My work is really important and worthwhile.
 11. I understand how my work role fits into the overall
 12. operation of this organization
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13. I do not feel a sense of accomplishment in the type of work I do.
 14. My work provides me with a sense of personal fulfillment
 15. I have little opportunity to use my real abilities and skills in the type of
 work I do.
 16. My work is interesting and challenging
 17. I found supervisors as perceived, are supportive and helpful in job matters
 18. I believe my colleagues are supportive and helpful
 19. There are adequate supplies, equipment, time and the environment to
 do a good job are available to me.
 20. I feel my salary is comparable to others performing the same or
 similar jobs
 21. I am satisfied with “job provides” opportunity for advancement
 22. I feel the pension plan, medical coverage, and the like are sufficient
 Thanks for your kind Cooperation
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