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Abstract 
This paper reviews the literature to highlight the prominence of non-

financial rewards for employee’s job satisfaction that directly affect the 

organization success. We have scrutinized the significance of various 

rewards for employee’s satisfaction and performance. It has been 

found that alongside the importance of financial rewards i.e. salary, 

fringe benefits, bonuses and life insurance the employees also 

anticipate various non-financial rewards such as; job recognition, 

decision making, and appreciation from the organization. The impact 

of non-financial rewards is instrumental in enlightening the employee's 

morale and enhance their satisfaction level. The current research has 

valuable implications for both academicians and employers with an 

interest in considering and knowing how non-financial rewards can 

influence the satisfaction level of employees within organization.    
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 The gratified and motivated employees are the treasured assets 

for any organization. In the field of human resource management the 

prominence of employee's job satisfaction has prodigious importance and 

numerous research studies has been conducted on this issue (Locke, 

1969). The foremostmotive for the highest number of research in this 

area is the belief that employees job satisfaction affects their 

performance and overall organizational productivity (Shipley, 2015). So, 

due to the extraordinary importance of employees job satisfaction 

organizations design numerous reward policies to fascinate and preserve 

their proficient workforce (Henderson, 2006).The employers confronted 

great difficulty to forecast the behavior of an individual because there are 

different predecessor which have an effect on employees' job satisfaction 

for example income(He, Long, & Kuvaas, 2015), happiness (Fisher, 

2010), work values (Bozeman & Gaughan, 2011), work rewards (Mottaz, 

1985), social concern (Wiggins & Steade, 1976),working 

conditions(Locke, 1969), working hours (Warsi, Fatima, & Sahibzada, 

2009), and performance (Oh, Rutherford, & Park, 2014). Hence, for 

organization to design effective financial or non-financial reward 

packages for employees is challenging task. Most of the people 
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considered financial rewards as the best tool to inspire their employees. 

However, some of employers also use special types of non-financial 

rewards to upturn the contentment and motivational level of their 

employees. Some of these non-financial rewards have their merits in 

creating anextremelygratified workforce come in the form of job 

autonomy, participate in decision making, recognition, job involvement, 

and job significance. So, it is substantial for the employers to 

comprehend the needs, and desires of their employees and endorse those 

rewards that will lead to the satisfaction of their employees (Soon, 2013). 

Some of Non-financial rewards for example praise and recognition are 

acknowledged as encouraging tools for increasing employees job 

performance (Rahim & Daud, 2013). Organizations have documented 

that facilitating the employees with high salaries is not sufficient to 

influence and satisfy them (Thompson, 2014). Similarly in another study 

Whitaker(2009) found that employees’ initial motivation and satisfaction 

may have enhanced with a pay raise or cash bonus, but the effects were 

shorter lived than the motivating effects of non-financial rewards. Non-

financial rewards such as condensed working hours, subsidized meals or 

services, additional holidays and team events were found to improve 

employee motivation, foster a positive culture and encourage loyalty and 

commitment to the organization(Whitaker, 2009).  

 Likewise, in modern era like other sector,higher educational are 

anticipated to produce leadership qualities among the students and 

promote the social justice. In achieving the mission and goals of the 

institutions, many factors should be taken into consideration especially 

the faculty job satisfaction, as they play vital role in students and national 

developments (Johnes & Taylor, 1990). Now days the role of universities 

became wider than ever, as universities role shifted from traditional role 

of imparting education towards the contribution in the economic 

development through knowledge sharing and talent development 

(Göransson & Brundenius, 2010). Doherty (2013) recent dispute seems 

to be a logical justification of this evolution. He stressed the need of an 

environment and reward systems in the university that not only holds 

university employees i.e. faculty member but empowered them to 

achieve the objective of producing endowed workforce. 

 In this paper the efforts were carried out to study previous 

literature concerning issues and concepts associated to theimportance of 

non-financial rewards and its impact on employees’ job satisfaction. This 

literature review helps understand why employees decide to leave the 

organizations, and how non-financial rewards play role in employee’s 

job satisfaction.  

The Concept of Reward Management 

 Steel and MacDonnell (2012) recently deliberated about the 

behaviors that contribute to the success of the organization. These 

behaviors could be managed by using the traditional concept of “The 
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carrot and the stick”. Using the concept in a business setting means 

offering or removal of the reward. Organizations now days are 

extensively focused on the management of reward practices as at times 

these are not as worthwhile as anticipated.  Organizations are challenged 

by high turnover issues of their employees. That is why researchers 

believe it to be tough for the organizations to attain competitive 

advantage in the absence of less effective reward policy(Kwenin, 

Muathe, & Nzulwa, 2013). Keeping in view the implications of reward 

Steel and MacDonnell (2012)upraised questions about the terms; reward, 

reward management, and factors behind the effectiveness of the reward 

policy.  

 Reward management is a concept that convey the signal to the 

employees that are being appreciated in the organization(Shoaib, Noor, 

Tirmizi, & Bashir, 2009). Armstrong and Taylor (2014b)in his seminal 

work designated that “reward management deals with the strategies, 

policies and processes required to safeguard that the value of people and 

the contribution they make to achieving organizational, departmental and 

team goals is recognized and rewarded”. Whilst discussing the 

characteristics of reward management Armstrong indicated that reward 

management includes developmental and application relating areas of 

reward system that is a mean to achieve organizational targets.  

Similarly, Bratton and Gold (2001) mentioned that reward management 

is “central to the regulation of the employment relationship and is one of 

the central pillars of human resource management”. Armstrong and 

Stephens (2005) in a different study added to the meaning of reward 

management by signifying that the ultimate aim of reward management 

is to enable organization to achieve its strategic goals 

 Generally reward practices enable organization to answer two 

questions, (i) where do we want our reward practices to be in a few 

years’ time? & (ii) how do we intend to get there? (Armstrong & 

Stephens, 2005). Similarly (Armstrong & Brown, 2001) suggested that 

reward management of an organization “deals with both ends and 

means”. Putting simply acomprehensive reward strategy defines the 

purposes of the reward programs, their components, and how they allied 

to accomplish organizational objectives. Kaplan (2007) in the same vein 

came up with the ability of reward strategy to define the philosophy 

behind the programs, which as a result offers the basis for future plan 

design.Armstrong and Murlis (2007) earlier arguments appear in line 

with the recent description of reward strategy, he mentioned  that “a 

business-focused statement of the intention of the organization 

concerning the development of future reward processes and practices 

which are aligned to the business and human resource strategies of the 

organization, its culture, and environment in which it operates”. That is 

why Wilson (2003)regards reward strategies as a process by which an 

organization interprets its competitive business strategy into a sequence 

of programs and initiatives that will have an encouraging influence on 
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human behavior. Despite of all of these benefits reward strategy is a 

mind boggling concept.   

Non-financial Rewards 

 Researchers like Daniel (2009) showed their apprehensions 

about financial rewards. Polemics of financial rewards pointed towards 

the negative effect of financial rewards like decrease in intrinsic 

motivation as it can cause short term thinking and more frauds (Morrell, 

2011). Morrell (2011)additional added that significance of both financial 

and non-financial rewards are imperative as there are diverse jobs in the 

industry where one kind of reward does not accomplish the purpose. 

Therefore, with the passage of time the prominence of non-financial 

rewards (also called relational, intangible, and/or non-monetary) is 

increasing. The early findings of Drucker Peter (1954)about the 

significance of rewards are consistent with(Ryan & Deci, 2000). Drucker 

Peter (1954)suggested that workers or managers, in business or outside 

needs reward for pride and prestige. Further upheld that financial 

benefits are not single major sources of optimistic motivation even 

though dissatisfaction with them inhibits performance conversely, non-

financial incentives cannot compensate for displeasure with economic 

rewards (Drucker Peter, 1954).  

 Whilst proposing ingredients of effective performance Jensen, 

McMullen, and Stark (2007) regards non-financial rewards as crucial in 

helping an organization stand out as a top employer, and also have the 

dual impact of increasing engagement among employees. Similarly, 

Brewster and Mayrhofer (2012) highlighted the importance of non-

financial rewards by revealing their role in the enhancement of job 

satisfaction of employee’s, their commitment and performance. Scott, 

Yeld, & Hendry, (2007)termed non-financial rewards as a vehicle to 

develop the value of reward programs to justify significance employees 

give to non-financial rewards. The CIPD (2011) research indicated that 

employees give more importance to non-financial rewards when 

determining where to work and the level of commitment to give to their 

work. Similarly, Fagbenle, Adeyemi, and Adesanya (2004) survey 

revealed that “Application of non-financial incentive schemes increases 

the productive time of bricklayers and consequently enhances 

productivity. These schemes increased the output from 6 to 26% and 

concreting activities measured on site (p. 907). 

 Despite of its significance, implementation of non-financial 

rewards are more difficult.Armstrong (2010) recently briefed that it is 

not a matter of announcing ‘quick-fix’ initiatives. In reality it appears to 

be a challenge for organizations to develop effective methodologies to 

measure the cost of non-financial rewards (Deloitte Consulting, 2008). 

The following paragraphs explain different categories of rewards that lie 

in the domain of non-financial reward. 



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    345 

 The success of organization at times hinge on the fine alignment 

between the organizational goals and that of employees’ individual goals. 

Gandossy and Kao (2004) regards career opportunities as one of the 

factors of employee retention. Similarly, Day, Sammons, Stobart, and 

Kington (2007) confirm that for an employee the chance to develop and 

grow as part of his/her job is a factor that can satisfy and retain them for 

longer period of time. That is why, employees stay in those organizations 

that invest in their employee development and make them a part of the 

vision for the future. The recent survey conducted by Scott et al. (2007) 

confirmed employees preference of career development opportunities as 

the focal purpose behind their decision to stay in the same organization 

for longer period of time. The absence of proper career development plan 

pushed organizations to offer high pay and benefit packages to attract 

and retain employees compared to organizations with attractive career 

development plans. The presence of effective developmental plan shows 

greater value an organization gives to its employees, absence of which 

could lead to frustrated work force searching for alternative job 

opportunities(Mercer & Reilly, 2006). 

 Apart from offering career development another kind of non-

financial benefit that organization use is opportunities of learning and 

training (Yeo & Li, 2011). The organization learning and training 

opportunities depicts high importance and value for employees which 

results in their job satisfaction, commitment, and devotion (Mercer 

&Reilly, 2006).  In today’s dynamic world there is a need to regularly 

improve reward investment (Mercer & Reilly, 2006). Furthermore, many 

organizations who invest in their employees consider their learning and 

training practices more strategically as a means of ensuring that they 

have the required skills and knowledge. Researchers agree on the notion 

that employees give prominence to learning new skills to make them 

more competitive and to exploit future opportunities whether within the 

organization or outside Armstrong (2010). 

 The skill enhancement can be done in variety of ways ranging 

from offering training about the new technology, virtual education, 

corporate universities, assistance with tuition, assistance with outside 

seminars and conferences, or educational sabbaticals (Zingheim & 

Schuster, 2008).  Review of literature  highlighted that training at times 

can be the reason of high turnover as general training puts employees in 

a position where they can  avail more opportunities than otherwise 

 Although the above described non-financial contributes towards 

overall satisfaction and retention of employees the needs of the modern 

world seeks the answer to questions; Are these rewards enough? 

Employees now days have to deal with additional responsibilities which 

require them to bring balance between work and life which emerged as a 

major issue.  By way of illustration the adoption of flexible working 

hours strategies by leading businesses like Google highlighted the need 

to look for organization that facilitate their employees to achieve work 
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life balance. An employee with occupied mind is less beneficial for 

organization than the one who can contribute at the peak of its attention.  

For example (Blades & Fondas, 2010) study affirmed that 66% of the 

respondent organizations offer flexible programs which helped them 

increase employee’s engagement. Whereas, 64% acknowledged 

employee’s retention, and about 49% experienced enhanced employee’s 

recruitment.  

 Researchers maintained that Work-Life balance includes 

programs which make it easier for employees to get their job done while 

balancing personal and family needs (Giancola, 2009). In response to 

such balance makes an organization a best place to work, increasing 

employees’ preferences to stay, and/or praise the organization to other 

people. Similarly, it enhances performance, minimizes costs associated 

with absenteeism and turnover, and contributes significantly to job 

satisfaction.(Heneman III & Milanowski, 2007). 

Job Satisfaction 

Conferring to Hopkins (1983) job satisfaction as being any 

number of psychological, physiological and environmental 

circumstances which lead an individual to express his/her satisfaction 

with their work. Odom, Boxx, and Dunn (1990) on the other hand 

pronounced job satisfaction as the employees’ general affective opinion 

of their job and the degree to which an employee feels confidently or 

adversely about his or her job (Odom et al., 1990). Similarly, Armstrong 

and Taylor (2014a) referred job satisfaction as the employee’s emotions 

and attitude about their job.  

Normally job satisfaction can be alienated into two different 

types’ i.e. extrinsic job satisfaction and intrinsic job satisfaction (Clark, 

Oswald, & Warr, 1996). Extrinsic job satisfaction refers to material 

aspects of job and associated with external sources for employees, for 

example, pay, co-workers, retirement, health insurance benefits and 

supervision. While Intrinsic job satisfaction is linked with  internal 

sources, for example, job complexity, amount of responsibility, skill 

utilization, being able to help others, enjoying one’s tasks and challenges 

(Currie & Hill, 2012; Luna–Arocas & Morley, 2015). Rendering to 

Robbins (2013) there are six significant work-related factors contributing 

to employees job satisfaction i.e. equitable rewards, mentally challenging 

work, work-life balance, supportive job environment and colleagues. 

Personal factors usually had low relationship with job 

satisfaction (Karin Andreassi, Lawter, Brockerhoff, & J. Rutigliano, 

2014)while, job-related factors, such as task identity, task importance 

and independence, had positive correlations with employee's job 

satisfaction (Spector, 1997). However, the employee's lack of satisfaction 

not only had a negative effect upon job performance and achievement, 

but also resulted in an increase in absenteeism, low productivity and 

separation from the job (Bryant & Allen, 2013). Numeral studies 
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inspected the association between job satisfaction and turnover and 

found negative relationship(C. Andrews, Michele Kacmar, & Kacmar, 

2014; Javed, Balouch, & Hassan, 2014; Panaccio, Vandenberghe, & 

Ayed, 2014) which means that when employees satisfaction level is high 

the turnover will be high and they are likely to leave the organization. 

Similarly evidences suggested by(Shanker, 2014) supports that most 

turnovers in organizations arise from a lack of satisfaction which further 

lead to higher productivity.  

Relationship between Non-financial Rewards and Job Satisfaction 

 The review of previous literature confirmed the relationship 

between rewards and employees job satisfaction. However, types and 

nature of rewards that have a direct relation with the satisfaction and 

motivation of employees separate the researchers view point(Ali & 

Ahmed, 2009; Flynn, 1998). Researchers like Locke, Feren, McCaleb, 

Shaw, and Denny (1980)stressed on the importance of financial rewards 

and declared that, “No other incentive or motivational technique comes 

even close to money with respect to its instrumental value”. Ever since 

Taylor Frederick (1911) pioneering work, financial benefits used either 

as an incentive or reward to encourage or reinforce the desired behavior. 

Similarly,Borjas (1979) mentioned that pay is an essential aspect of job 

satisfaction.Shields, Scott, Sperling, and Higgins (2009)added that some 

financial rewards for example  health care, are considered a vital 

foundational element in attracting or retaining talent as competitors for 

talent also offer employee benefits”. Some other studies show that 

certain financial benefits such as pensions and medical coverage can 

increase employee’s retention and organizations with benefit programs 

that employee’s value has higher shareholder value (Milkovich & 

Newman, 2008; Pfau & Kay, 2002).  

 However, other studies revealed that compensation is negatively 

connected to employees job satisfaction and turnover intention(Grace & 

Khalsa, 2003). Consistent with the prior results, Ovadje (2010)found a 

strong negative relationship between pay and employee's job satisfaction. 

Batt, Colvin, and Keefe (2002) found that pay is significantly and 

negatively related to turnover. Some studies have found positive 

relationships between pay level and job satisfaction(Judge, Piccolo, 

Podsakoff, Shaw, & Rich, 2010; Sanchez & Brock, 1996); while, others 

have found a weak but positive relationship between pay and 

satisfaction(Judge et al., 2010; Malka & Chatman, 2002).  

Different types of Non-financial rewards lead employees more 

towards high satisfaction and motivation as compare to financial rewards 

(Nel et al., 2004).Stovall (2003)conducted research on non-financial 

rewards and their impact on employee’s job satisfaction and concluded 

that an effective reward package could have a significant impact on the 

employee’s performance. He explained that non-financial rewards 

motivate workers which lead to job satisfaction.Tausif (2012) in his 
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study concluded that organizational non-financial rewards has significant 

role in teachers job satisfaction. Tippet and Kluvers (2009)regarded non-

financial rewards as a helpful tool to develop employee’s job 

satisfaction.Barton (2006)has considered employees' recognition as most 

the important factor among non-financial rewards to enhance the 

employees job satisfaction level.  In same vein, Bull (2005)further added 

that challenging jobs also enhance the employees job 

satisfaction.Similarly, several studies were also conducted on university 

faculty which identified remuneration as the most important job 

satisfaction factor(Grace & Khalsa, 2003).  

 Despite the significance of monetary rewards Budhwar & 

Bhatnagar, (2007) pointed towards other type of rewards that are in 

generalignored in discussions of employees' job satisfaction. Non-

financial rewards have a significant role in employee's opinion 

concerning the reward climate in organization (Khan, Shahid, Nawab, & 

Wali, 2013).Ngatia (2015)conducted research on non-financial rewards 

and their impact on employee’s job satisfaction and concluded that useful 

reward package could have a major impact on the employee’s job 

satisfaction and performance. Similarly, Hayati and Caniago (2012)find 

the positive link between non-financial rewards and job satisfaction. 

Tausif (2012) examine the relationship between non-monetary rewards 

and job satisfaction among teachers in public schools in Pakistan and 

found that non-financial rewardsare the most dominant predictors of 

employees job satisfaction 

 When employers give more attention to non-financial reward 

tools such as work-life balance, career advancement, educational benefits 

the employee may recognize the organization as helpful and supporting. 

Abdullah and Wan (2013)give more importance to the employee’s 

recognition as the most dominantinstrument that is being used in the 

organization to drive employee satisfaction. Rewards are imperative 

factors that elucidate certain job aspects that contribute significantly to 

the organization such as job satisfaction. Öztürk and Dündar (2003) 

conduct a survey from employees working in public sector organization 

in UK. The results of the study concluded that employees working in 

public sector organizations give more importance to non-financial 

rewards as compare to financial rewards for example performance 

appreciation, promotional opportunities, and involvement in decision 

making.  Similarly, (AĞIRBAŞ, Çelik, & BÜYÜKKAYIKÇI, 2005; 

Erbasi & Arat, 2012) examined the importance of non-financial rewards 

among head physician in hospital and concluded that the respondents 

give more prominenceto job security, promotional opportunities, and 

organizational culture that have significant and imperative effects on job 

satisfaction.  

 In most organizations very limited time and efforts are spend or 

considering non-monetary sources of rewards. Erbasi & Arat (2012) 

regarded non-financial rewards as a helpful tool to develop employee’s 
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job satisfaction. For example research confirmed contribution of 

effective training and development opportunities to learn and develop 

enhance employee retention (Arnold, 2005).  The drawbacks associated 

with absence of non-financial rewards could be job turnover of talented 

employees who look for place where there are high chances of growth 

and professional training(Herman, 2005).  

Conclusion 

This paper broadly reviews the literature to highlight the 

importance of non-financial rewards for employee’s job satisfaction that 

directly affect the organization success. We have analyzed the 

importance and the role of various rewards for employee’s satisfaction 

and performance. It has been found that beside the importance of 

financial rewards i.e. salary, fringe benefits, bonuses and life insurance 

the employees also expect various non-financial rewards for example job 

recognition, decision making, and appreciationfrom the organization. 

The impact of non-financial rewards is instrumental in improving the 

employee's morale and enhance their satisfaction level.As approved from 

the Robbins (2013) study the employees' job satisfaction will be high 

with the fulfillment of their needs and necessities for job protection, 

work-life balance, participation in decision making, working 

environment and friendly interpersonal interaction. Tippet and Kluvers 

(2009)regarded non-financial rewards as a helpful tool to develop 

employee’s job satisfaction.The research presented in this paper has 

implications for both academicians and employers with an interest in 

considering and knowing how non-financial rewards can impact the 

satisfaction level of employees within organization.    

References 
Abdullah, A. A., & Wan, H. L. (2013). Relationships of non-monetary 

incentives, job satisfaction and employee job performance. 

International Review of Management and Business Research, 2(4), 

2306-2900.  

AĞIRBAŞ, İ., Çelik, Y., & BÜYÜKKAYIKÇI, H. (2005). Motivasyon araçları 

ve iş tatmini: sosyal sigortalar kurumu başkanlığı hastane başhekim 

yardımcıları üzerinde bir araştırma. Hacettepe Sağlık İdaresi Dergisi, 

8(3).  

Ali, R., & Ahmed, M. S. (2009). The impact of reward and recognition 

programs on employee’s motivation and satisfaction: an empirical 

study. International Review of business Research papers, 5(4), 270-

279.  

Armstrong, M. (2010). Armstrong's handbook of reward management practice: 

Improving performance through reward: Kogan Page Publishers. 

Armstrong, M., & Brown, D. (2001). New dimensions in pay management: 

CIPD Publishing. 

Armstrong, M., & Murlis, H. (2007). Reward management: a handbook of 

remuneration strategy and practice: Kogan Page Publishers. 



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    350 

Armstrong, M., & Stephens, T. (2005). A handbook of employee reward 

management and practice: Kogan Page Publishers. 

Armstrong, M., & Taylor, S. (2014a). Armstrong's handbook of human resource 

management practice: Kogan Page Publishers. 

Armstrong, M., & Taylor, S. (2014b). Armstrong's Handbook of Human 

Resource Management Practice: Edition 13: Kogan Page. 

Arnold, J. (2005). Work psychology: Understanding human behaviour in the 

workplace: Pearson Education. 

Baloch, Q. B. (2009). Effects of Job Satisfaction On Employees Motivation & 

Turn over Intentions. Journal of Managerial Sciences, 2(1), 1-21. 
Baloch, Q. B., Ali, N., & Zaman, G. (2010). Measuring employees commitment 

as outcome of transformational and transactional leadership styles: an 

empirical study. Abasyn Journal of Social Sciences, 3(2), 210-216. 

Barton, G. M. (2006). Recognition at Work: Crafting a Value-Added Rewards 

Program: WorldatWork Press. 

Batt, R., Colvin, A. J., & Keefe, J. (2002). Employee voice, human resource 

practices, and quit rates: Evidence from the telecommunications 

industry. Industrial & Labor Relations Review, 55(4), 573-594.  

Blades, J., & Fondas, N. (2010). The custom-fit workplace: Choose when, 

where, and how to work and boost your bottom line: John Wiley & 

Sons. 

Borjas, G. J. (1979). Job satisfaction, wages, and unions. Journal of Human 

Resources, 21-40.  

Bozeman, B., & Gaughan, M. (2011). Job satisfaction among university faculty: 

Individual, work, and institutional determinants. The Journal of Higher 

Education, 82(2), 154-186.  

Bratton, J., & Gold, J. (2001). Human resource management: theory and 

practice: Psychology Press. 

Brewster, C., & Mayrhofer, W. (2012). Comparative human resource 

management: An introduction. Handbook of research on comparative 

human resource management, 1-23.  

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.  

Budhwar, P. S., & Bhatnagar, J. (2007). Talent management strategy of 

employee engagement in Indian ITES employees: key to retention. 

Employee relations, 29(6), 640-663.  

Bull, I. H. F. (2005). The relationship between job satisfaction and 

organisational commitment amongst high school teachers in 

disadvantaged areas in the Western Cape. University of the Western 

Cape.    

C. Andrews, M., Michele Kacmar, K., & Kacmar, C. (2014). The mediational 

effect of regulatory focus on the relationships between mindfulness and 

job satisfaction and turnover intentions. Career Development 

International, 19(5), 494-507.  

Clark, A., Oswald, A., & Warr, P. (1996). Is job satisfaction U‐ shaped in age? 

Journal of Occupational and Organizational Psychology, 69(1), 57-81.  

Currie, E. J., & Hill, R. A. C. (2012). What are the reasons for high turnover in 

nursing? A discussion of presumed causal factors and remedies. 

International Journal of Nursing Studies, 49(9), 1180-1189.  



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    351 

Daniel, H. (2009). Pink, Drive: The Surprising Truth about What Motivates Us: 

New York: Riverhead Books. 

Day, C., Sammons, P., Stobart, G., & Kington, A. (2007). Teachers matter: 

Connecting work, lives and effectiveness: McGraw-Hill International. 

Deloitte Consulting, L. (2008). 14th Annual top five total rewards priorities 

survey: Washington DC: Deloitte LLP. 

Doherty, N. (2013). Understanding the self‐ initiated expatriate: A review and 

directions for future research. International journal of management 

reviews, 15(4), 447-469.  

Drucker Peter, F. (1954). The practice of management. NY: Harper & Row.  

Erbasi, A., & Arat, T. (2012). The effect of financial and non-financial 

incentives on job satisfaction: An examination of food chain premises 

in Turkey. International Business Research, 5(10), p136.  

Fagbenle, O. I., Adeyemi, A. Y., & Adesanya, D. A. (2004). The impact of 

non‐ financial incentives on bricklayers' productivity in Nigeria. 

Construction Management and Economics, 22(9), 899-911.  

Fisher, C. D. (2010). Happiness at work. International journal of management 

reviews, 12(4), 384-412.  

Flynn, G. (1998). Is your recognition program understood. Workforce, 77(7), 

30-35.  

Gandossy, R., & Kao, T. (2004). Talent Wars: Out of mind, out of practice. 

Human Resource Planning, 27(4), 15-19.  

Giancola, F. L. (2009). Is Total Rewards a Passing Fad? Compensation & 

Benefits Review, 41(4), 29-35.  

Göransson, B., & Brundenius, C. (2010). Universities in transition: the changing 

role and challenges for academic institutions: Springer Science & 

Business Media. 

Grace, D., & Khalsa, S. (2003). Re-recruiting faculty and staff: The antidote to 

today’s high attrition. Independent school, 62(3), 20-27.  

Hayati, K., & Caniago, I. (2012). Islamic work ethic: The role of intrinsic 

motivation, job satisfaction, organizational commitment and job 

performance. Procedia-Social and Behavioral Sciences, 65, 272-277.  

He, W., Long, L. R., & Kuvaas, B. (2015). Workgroup Salary Dispersion and 

Turnover Intention in China: A Contingent Examination of Individual 

Differences and the Dual Deprivation Path Explanation. Human 

Resource Management.  

Henderson, R. I. (2006). Compensation Management in a Knowledge-Based 

World: Pearson/Prentice Hall. 

Heneman III, H., & Milanowski, A. T. (2007). Assessing human resource 

alignment: the foundation for building total teacher quality 

improvement. Madison, WI: University of Wisconsin-Madison.  

Herman, R. E. (2005). HR managers as employee‐ retention specialists. 

Employment Relations Today, 32(2), 1-7.  

Hopkins, A. H. (1983). Work and job satisfaction in the public sector: Rowman 

& Littlefield Pub Inc. 

Javed, M., Balouch, R., & Hassan, F. (2014). Determinants of Job Satisfaction 

and its impact on Employee performance and turnover intentions. 

International Journal of Learning and Development, 4(2), Pages 120-

140.  



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    352 

Jensen, D., McMullen, T., & Stark, M. (2007). The Manager's Guide to 

Rewards: What You Need to Know to Get the Best For--and From--

your Employees: AMACOM Div American Mgmt Assn. 

Johnes, J., & Taylor, J. (1990). Performance indicators in higher education: UK 

universities: Open University Press and the Society for Research into 

Higher Education. 

Judge, T. A., Piccolo, R. F., Podsakoff, N. P., Shaw, J. C., & Rich, B. L. (2010). 

The relationship between pay and job satisfaction: A meta-analysis of 

the literature. Journal of Vocational Behavior, 77(2), 157-167.  

Kaplan, S. L. (2007). Business strategy, people strategy and total rewards. 

Benefits & Compensation Digest, 44(9), 12-19.  

Karin Andreassi, J., Lawter, L., Brockerhoff, M., & J. Rutigliano, P. (2014). 

Cultural impact of human resource practices on job satisfaction: A 

global study across 48 countries. Cross Cultural Management, 21(1), 

55-77.  

Khan, I., Shahid, M., Nawab, S., & Wali, S. S. (2013). Influence of Intrinsic and 

Extrinsic Rewards on Employee Performance: the Banking Sector of 

Pakistan. Academic Research International, 4(1), 282-292.  

Kwenin, D. O., Muathe, S., & Nzulwa, R. (2013). The Influence of Employee 

Rewards, Human Resource Policies and Job Satisfaction on the 

Retention of Employees in Vodafone Ghana Limited. European Journal 

of Business and Management, 5(12), 13-20.  

Locke, E. A. (1969). What is job satisfaction? Organizational behavior and 

human performance, 4(4), 309-336.  

Locke, E. A., Feren, D. B., McCaleb, V. M., Shaw, K. N., & Denny, A. T. 

(1980). The relative effectiveness of four methods of motivating 

employee performance. Changes in working life, 363, 388.  

Luna–Arocas, R., & Morley, M. J. (2015). Talent management, talent mindset 

competency and job performance: the mediating role of job 

satisfaction. European Journal of International Management, 9(1), 28-

51.  

Malka, A., & Chatman, J. (2002). Work orientation and the contingency of job 

satisfaction and subjective well-being on annual income: A longitudinal 

assessment: Citeseer. 

Mercer, M., & Reilly, P. A. (2006). Agents of Delivery: Managing Agency 

Workers: Institute for Employment Studies. 

Milkovich, G., & Newman, J. (2008). Compensation Boston: Irwin McGraw 

Hill. 

Morrell, D. L. (2011). Employee perceptions and the motivation of nonmonetary 

incentives. Compensation & Benefits Review, 43(5), 318-323.  

Mottaz, C. J. (1985). THE RELATIVE IMPORTANCE OF INTRINSIC AND 

EXTRINSIC REWARDS AS DETERMINANTS OF WORK 

SATISFACTION*. The Sociological Quarterly, 26(3), 365-385.  

Nel, P., Gerber, P., van Dyk, P., Haasbroek, G., Schultz, H., Sono, T., & 

Werner, A. (2004). Human resources management. Cape Town: Oxford 

University Press.  

Ngatia, Z. M. (2015). The Influence of Non-Monetary Rewards on Employee 

Performance in Muranga Water and Sanitation Company, Murang’a 

County.    



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    353 

Odom, R. Y., Boxx, W. R., & Dunn, M. G. (1990). Organizational cultures, 

commitment, satisfaction, and cohesion. Public Productivity &amp; 

Management Review, 157-169.  

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.  

Ovadje, F. (2010). EXPLORING TURNOVER AMONG MIDDLE 

MANAGERS IN A NON-WESTERN CONTEXT. International 

Journal of Business Research, 10(2).  

Öztürk, Z., & Dündar, H. (2003). Örgütsel motivasyon ve kamu çalışanlarını 

motive eden faktörler. CÜ İktisadi ve İdari Bilimler Dergisi, 4(2), 57-

67.  

Panaccio, A., Vandenberghe, C., & Ayed, A. K. B. (2014). The role of negative 

affectivity in the relationships between pay satisfaction, affective and 

continuance commitment and voluntary turnover: A moderated 

mediation model. Human relations, 67(7), 821-848.  

Pfau, B. N., & Kay, I. T. (2002). The five key elements of a total rewards and 

accountability orientation. Benefits Quarterly, 18(3), 7-16.  

Rahim, M. A., & Daud, W. N. W. (2013). Rewards and Motivation among 

Administrators of University Sultan Zainal Abidin (UniSZA): An 

Empirical Study. International Journal of Business and Society 14 (2), 

265-286.  

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

South Africa. 

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic 

definitions and new directions. Contemporary educational psychology, 

25(1), 54-67.  

Sanchez, J. I., & Brock, P. (1996). Outcomes of perceived discrimination among 

Hispanic employees: is diversity management a luxury or a necessity? 

Academy of Management Journal, 39(3), 704-719.  

Scott, I., Yeld, N., & Hendry, J. (2007). Higher education monitor: A case for 

improving teaching and learning in South African higher education: 

Council on Higher Education Pretoria. 

Shanker, M. (2014). 13 Emotional intelligence and organizational commitment 

in relation to intention to stay. Paper presented at the Psychology 

Serving Humanity: Proceedings of the 30th International Congress of 

Psycholog: Volume 1: Majority World Psychology. 

Shields, J., Scott, D., Sperling, R., & Higgins, T. (2009). Rewards 

communication in Australia: A survey of policies and programs. 

Compensation & Benefits Review.  

Shipley, M. (2015). Factors Contributing To Registered Nurse Job Satisfaction 

In the Nursing Home.  

Shoaib, M., Noor, A., Tirmizi, S. R., & Bashir, S. (2009). Determinants of 

employee retention in telecom sector of Pakistan. Proceedings of the 

2nd CBRC, Lahore, Pakistan, 14.  

Soon, G. L. A. (2013). Performance of academicians in Malaysian private 

universities: A study on the influencing factors. Universiti Tunku 

Abdul Rahman.    

Spector, P. E. (1997). Job Satisfaction: Application, Assessment, Causes, and 

Consequences (Vol. 3): SAGE. 



Abasyn Journal of Social Sciences. 8(2) 

Haider, Aamir, Hamid, & Hashim                                                                    354 

Steel, P., & MacDonnell, R. (2012). When rewards go wrong: A tale of five 

motivational misdirects. Performance Improvement, 51(8), 19-25.  

Stovall, K. S. (2003). Increasing Employee Participation in Fire Safety 

Education Programs Using Non-monetary Rewards: National Fire 

Academy. 

Tausif, M. (2012). Influence of Non Financial Rewards on Job Satisfaction: A 

Case Study of Educational Sector of Pakistan. Asian Journal of 

Management Research, 2(2).  

Taylor Frederick, W. (1911). The principles of scientific management. New 

York & London: Harper Brothers.  

Thompson, N. C. (2014). Investigating talent attraction: percieved attractiveness 

of non-financial reward elements by means of an experimental design.  

Tippet, J., & Kluvers, R. (2009). Employee Rewards and Motivation in Non 

Profit Organisations: Case Study from Australia. International Journal 

of Business and Management, 4(3), p7.  

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).  

Wiggins, R. L., & Steade, R. D. (1976). Job Satisfaction as a Social Concern. 

Academy of Management Review, 1(4), 48-55. doi: 

10.5465/amr.1976.4396465 

Wilson, T. B. (2003). Innovative reward systems for the changing workplace: 

McGraw-Hill New York, NY. 

Yeo, R. K., & Li, J. (2011). Working out the quality of work life: A career 

development perspective with insights for human resource 

management. Human resource management international digest, 19(3), 

39-45.  

Zingheim, P. K., & Schuster, J. R. (2008). Developing total pay offers for high 

performers. Compensation & Benefits Review.  

 

 


