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ABSTRACT 

This quantitative research aims to determine the relationship between rewards system and 

career planning and career success of an individual. The study is to help to reveal whether 

rewards system do have any influences of an individual career planning and career success. It 

will help to identify the most significant rewards that influenced the individual career 

planning and career success. With this information it would help an organization to relook at 

their rewards system and decision can be made to either to enhance the most significant 

rewards or to eliminate it that is not giving any impact. In this study there are two dimensions 

are measured for Rewards system and they are monetary rewards and non-monetary rewards. 

Under the two dimensions there are four sub dimensions and they are basic salary, incentives 

& allowance, recognition and exposure. While the Career Planning and Success has also two 

dimensions with three sub dimensions. The sub dimensions that measured Career Planning 

and Success are awareness of self and environment, goal setting and career success. 

Data was gathered through questionnaires survey that was distributed out to a1 employee, 

who either employed with private sector or government in Klang Valley. This is to measure 

and identify whether rewards systems has any influence towards the individual career 

planning and success. There were five (5) hypotheses tested and the result based on the 

respond received is three (3) hypotheses is substantiated and the remaining two (2) 

hypothesis are not. Based on the study that shows, there is a correlation between rewards 

system and career planning and success. It further indicated that the element in the rewards 

system have a positive correlation towards the individual career planning and success 

particularly the non-monetary rewards (Recognition and Exposure). The difference of 

opinion between the respondent of a private sectors and government shows private sector 

employees do feel that rewards system have a significant positive influence towards the 

individual career planning and success while the government sector does not regard it not 



significant important of the rewards system towards the individual career plaming and 

success. However in terms of gender and age there is no difference in opinion and they are 

equal respond in opinion with regards to the rewards system towards the individual career 

planning and success. Implication of the findings, suggestion for future studies and 

recommendations are suggested. 



ABSTRAK 

Penyelidikan kuantitatif ini adalah bertujuan untuk menentukan hubungan antara sistem 

ganjaran dan perancangan kerjaya serta kejayaan kerjaya seseorang individu. Kajian ini 

adalah untuk membantu dan mendedahkan sama ada sistem ganjaran mempunyai sebarang 

pengaruh terhadap perancangan kerjaya dan kejayaan kerjaya seseorang individu. Ia akan 

membantu untuk mengenal pasti ganjaran yang paling penting yang mempengaruhi 

perancangan kerjaya dan kejayaan kerjaya seseorang individu. Dengan maklumat ini, ia akan 

membantu sesebuah organisasi itu mengkaji semula, sistem ganjaran mereka dan membuat 

keputusan samada untuk meningkatkan ganjaran yang paling berkesan atau untuk 

menghapuskan yang mana kurang berkesan. Dalam kajian ini terdapat dua dimensi yang 

diukur untuk sistem ganjaran dan dimensi itu adalah ganjaran kewangan dan ganjaran bukan 

kewangan. Di bawah dua dimensi tersebut terdapat empat sub-dimensi dan sub-dimensi itu 

adalah gaji pokok, insentif & elaun, pengiktirafan dan pendedahan. Manakala dalam 

Perancangan Kerjaya dan Kejayaan pula mempunyai dua dimensi dengan tiga sub-dimensi. 

Sub-dimensi dibawah Perancangan Kerjaya dan Kejayaan yang diukur adalah kesedaran diri 

& kesedaran persekitaran, penetapan matlamat dan kejayaan kerjaya. 

Data telah dikumpul melalui kajian soal selidik yang diedarkan kepada semua pekerja, 

sama ada bekerja dengan sektor swasta atau kerajaan disekitar Lernbah Klang. Ini adalah 

untuk mengukur dan mengenal pasti sama ada sistem ganjaran mempunyai pengaruh 

terhadap perancangan kerjaya dan kejayaan seseorang individu. Terdapat lima (5) hipotesis 

yang telah diuji dan berdasarkan kepada keputusan daripada maklum balas yang diterima, ada 

tiga (3) hipotesis yang berasas dan dua (2) hipotesis tidak berasas. Berdasarkan kepada 

keputusan kajian, terdapat korelasi diantara sistem ganjaran dan perancangan kerjaya dan 

kejayaan. Ia juga menunjukkan bahawa elemen dalarn sistem ganjaran mempunyai korelasi 

yang positif ke arah perancangan kerjaya dan kejayaan seseorang individu terutamanya 



ganjaran bukan kewangan (Pengiktirafan dan Pendedahan). Perbezaan pendapat antara 

responden sektor swasta dan kerajaan menunjukkan bahawa pekerja sektor swasta merasakan 

sistern ganjaran mernpunyai pengaruh positif yang signifikan ke arah perancangan kerjaya 

dan kejayaan individu manakala sektor kerajaan menganggap sistem ganjaran ke arah 

merancang kerjaya dan kejayaan individu adalah tidak terlalu signifikan. Walau 

bagaimanapun, dari segi jantina dan umur tidak terdapat perbezaan pendapat diantara mereka 

malah menpunyai pendapat yang sama mengenai sistem ganjaran terhadap perancangan 

kerjaya dan kejayaan individu. Irnplikasi penemuan dan cadangan untuk kajian pada masa 

hadapan disyorkan. 
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to individual career planning and career success. Which of the rewards are more 

effective in influencing an individual career planning and success and which are not? 

Therefore, the result of this paper will help to understand rewards systems 

(monetary and non-monetary) that are more influencing in an individual career 

planning and success and will also help to understand whether the government or the 

private agency that is more successful in introducing effective rewards system that 

influence the individual career planning and success. From the result of this study, 

organization would be able to see which of the rewards system that is more effective 

and which are not and those that are not can be considered to be eliminated. 



The contents of 

the thesis is for 

internal user 

only 



Reference: 

AON Hewitt (20 1 2). Total Rewards Survey: Transforming Potential Into Value. 

Arthur, M.B and Rousseau, D. (1996). The Boundaryless Career: A New Employment 
Principle for a New Organizational Era. Oxford University Press, New York, NY 

Ananthram, S., Puah, P. (2006). Exploring the antecedents and outcomes of career 
development initiatives: Empirical evidence from Singaporean employees. Research and 
Practice in Human Resource Management, Vol. 14 No. 1, 1 12 - 142 

Aryee, S., & Debrah, Y. A. (1993). A cross-culcural application of a career planning model. 
Journal of Organizational Behaviour, Vol. 14 No. 2, 1 19-1 27 

Armstrong, Brown and Reilly (201 1). Increasing the effectiveness of reward management: an 
evidence-based approach, Employee Relations. Vol. 33 No. 2, 1 06- 120 

Armstrong, M. & Murlis, H. (1 991). Reward Management. Kogan Page Ltd, London 

Barnett, B. R., & Bradley, L. (2007). The impact of organizational support for career 
development on career satisfaction. Career Development International. Vol. 12 No. 7, 61 7- 
636 

Brown, D. (2003). Career Information, career counseling, and career development (8th ed.) 
USA: Pearson Education 

Brown, S. D., Tramayne, S., Hoxha, D., Telander, K., Fan, X. Y., & Lent, R. W. (2008). 
Social cognitive predictors of college students academic performance and persistence: A 
meta-analytic path analysis. Journal of Vocational Behavior, Vol. 72,298-308 

Beer at el (1 984). Managing Human Assets. Free Press, New York 

Blair, L. (2000). Beyond the square: careerplanning for information professionals in the new 
Millennium. New Library World, Vol. 10 1 No. 4, 175- 1 80 

Barson, D.C. (2003), 'Quantitative market research', Global Cosmetic Industry, Vol. 171 
No. 2, 18. 

Chen, T.Y., Chang, P.L., & Yeh, C.W. (2004) A study of career needs, career development 
programs, job satisfaction and the turnover intentions of R & D personnel. Career 
Development International, Vol. 9 No.4,424 - 437 

Colquitt, J. A., Le Pine, J. A. & Wesson, J. A. (2010). Organizational Behavior: Essentials 
for improvingperformanceormance and commitment. International Ed. McGraw Hill 

Deeprose, D. (1 994). How to recognize and reward employees. AMACOM, New York 

Desimone, R. L., J. M., & Harris, D. M. (2002). Human Resource Development (3rd ed.). 
USA: Thomson Learning. 



Drucker, J., & White, G. (2002). The context of reward management. In White, G., & 
Drucker, J. Reward Management: A Critical Text. London: Routledge Studies in 
Employment Relations. 

Gould, S. (1979). Characteristics of career planners in upwardly mobile occupations. 
Academy of Management Journal, Vol. 22 No. 3,535-550 

Greenhaus, J. H., Parasuraman, S., & Wormley, W. M. (1990). Effects of race on 
oeganizational experiences, job performance evaluations and career outcomes. Academy of 
Management Journal, Vol. 33 No. 1, Page 64-86 

Hughes, J. R. I. (1957) Journal of Economic History. 

Jeffiies, R. (1 997). Reaping the rewards of recognition. HR Focus, Vo174 No. l,9-10 

Kalantari, B. (1995). Dynamics of Job Evaluationand dilemma of age disparity in the United 
States. Journal of Business Ethics, Vol 14,397-403 

Kerlinger. (1986) Psychology, Sociology, Research, Statistical Methods: Foundation of 
Behavioral Research. Holt, Rinehert and Winston, New York 

Krejcie, Robert V., Morgan, Daryle W., (1970). Determining Sample Size for Research 
Activities, Educational and Psychological Measurement, 

La Motta, T. (1995). Recognition: The quality way. New York: Quality Resources. 

Lisa Goh (2012) The Star: Why Job-hoppers Hop 

Malaysian Employers Federation (MEF),(June 2010 and July 201 1) survey report turnover 
rate of executive in Malaysia 

Malhotra, N. K. (2009). Basic Marketing Research: A decision - making approach (3rd ed), 
New Jersey: Prentice Hall. 

Mondy, R. W., Noe, R. M., & Premeaux, S. R. (2002) Human Resource management (8th ed). 
New Jersey: Prentice Hall. 

Milkovich, George T., and Jerry M. Newman (1993) Compensation. 4th ed. Burr Ridge, IL: 
Irwin 

Orpen, C. (1994). The Efects of Organizational and Individual Career management on 
Career Success. International Journal of Manpower, Vol. 15 No. l,27-37 

th 

Sekaran, Umar. (2003). Research methods for business: A skill building approach. (4 ed.) 
USA: John Wiley & Sons, Inc. 

Schulze, S. & Steyn, T. (2003). Educator's motivation: differences related to gender, age and 
experience. Acta Academia, Vo. 35 No. 3, 1 38-1 60 

Werner. J. M. & DeSimore, R. L. (2009). Human Resource Development (5th ed.). South 
Western Cengage Learning. 



Wiscombe, J. (2002). Rewards get results: Put away your cash. Workforce, Vol 8 No. 1,42 - 
47 

Wong T. Q. (2002). Market Research (4th ed). Singapore: Marketing Institute of Singapore. 

Wan Shakizah (201 1). Islamic Hadhari's Prinsiples and Reward Management Practices: A 
Conceptual Study in Malaysian Private Organization. 

Yap. J.E., Bove L.L &Beverland M.B (2009), Exploring the effects of different reward 
programs on in-role and extra-role performance of retail sales associates, Baltic Journal of 
Management, 12(3), 279-294 

Zikic, J., & Klehe, U. C. (2006). Job loss as a blessing in disguise: The role of career 
exploration and career planning in predicting reemployment quality. Journal of Vocational 
Behaviour, Vol. 69,39 1 - 409 

Zikic, J., & Saks, A. M. (2009). Job search and social cognitive theory: The role of career- 
relevant activities. Journal of Vocational Behavior, Vol. 74, 1 1 7- 1 27. 

Zikmund, W. G. (2003). Essentials of marketing research (2nd ed.). Sydney: Thomson 
Learning. 




