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Today's business and jobs are very challenging. Employees'
competencies are highly emphasized to ensure that employee
performance is at the maximum and consistent level to enable the
company to remain competitive in the market. In an organization,
employees are an essential asset, and non-monetary rewards offered
can be a factor in increasing employee motivation. Therefore, this
study evaluated the variables of non-financial reward offers, namely

recognition, training, and good work environment, on the
performance of employees in Syarikat YP Plantation Sdn Bhd
(YPPH). A total of 164 data represents the usable 58% of the 280
questionnaires that were distributed to all employees. The study's
results and statistical data analysis showed that non-monetary
rewards for recognition factors, training, and good work environment

Non-Monetary Rewards,
Employee Performance

were significantly related and significantly influenced employee
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1. Introduction

The accomplishment of the organization depends on the accomplishments of its employees. Thus, employee
productivity is critical to its success. The degree to which an employee could add to the company's total
productivity is referred to as the individual's performance. According to Noel (2009), the productivity of
employees should be in accordance with the objectives of the organization, and the procedures and activities
that are carried out correspond to employee performance. The findings of Viswesvaran and Ones (2000),
which accept that employee outcomes and attitudes characterize employee performance in fulfilling corporate
goals, are equally compatible with this approach. Since employee performance is critical to the firm's success,
management must devise an incentive system for employees (Okath, 2014).

Besides that, some researcher had their own opinion about the employee performance. Job performance may
be increased if employees are able to work in a good environment and are able to perform jobs effectively
(Bushiri, 2014). However, this is different according to Nassazi (2013), who stated that training programs
given by firms considerably enhance employee performance by sharing information, skills, and abilities with
employees. While non-monetary benefits like recognition and appreciation provided to employees are the
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most effective in influencing employee performance (Nelson, 2004). Recognition as a means of achieving
employee performance and engagement is widely used (Sun, 2013). The recognition given to employees is
very well received and shows that the company obviously cares about its workers (Wiscombe, 2002).
According to Kelly (2010), for example, the word thank you, which is often practised, can give
encouragement and motivation to employees.

1.1 Problem Statement

Previous research has found that the performance of employees may be related to a variety of different
aspects. Non-financial rewards such as career development plans, feedback to workers, employee appraisals,
successful mentee mentoring and program learning and a good work environment can have an encouraging
impact on employees' productivity at work (Bari et al., 2013). In support of this, research done by Ajila and
Abiola (2004) provided a correlation between employee performance and extrinsic rewards but not between
employee performance and intrinsic rewards. To inspire employees, a mix of monetary and non-monetary
inducements should be applied. Monetary reward is a concept that refers to tangible rewards such as
monetary compensation likes bonuses, short-term or long-term incentives, benefits like income protection or
allowances and others (Milkovich et al., 2010). Generally, it was not the main reward, but its widespread use
makes it worthy of special note (Merchant, 2007). Non-monetary rewards, on the other hand, include
elements like praise, recognition, and privileges (Luthans, 2008). In addition, non-monetary rewards also
refer to other benefits like paid time off, training, and public recognition (Jeffrey, 2003).

Company productivity is a factor influenced by the list of rewards provided to employees, which in turn
becomes key to improving employee performance (Jerez-Gomez et al., 2005; Anakpo et al., 2023). The
success of organizations today is highly dependent on the performance of employees in the face of global
economic challenges. If employees can improve their work performance, many benefits will be received by
employees to improve their skills and benefit the company. In addition, Agwu (2013) has introduced several
ways to improve employee performance, including monthly meetings with management and employees, staff
policy constantly reviewed on a scheduled basis, employee agreements strictly enforced and the company's
industry career development opportunities. Several past researchers, such as Al-Ameryeen (2015), also raised
similar issues related to non-financial rewards of employee performance for analysis and study. However,
both financial and non-financial rewards each play an important role and affect employee performance
(Wagas and Salem, 2014).

This study focuses on the non-monetary effect of the employee’s performance in the organization.
Organisations incur negative consequences when they disregard the value of non-monetary benefits on staff
retention (Hijazi et al., 2007; Narsee, 2012; Ahmed and Ali, 2023). The non-monetary include Working
conditions, Job security and recognition and appreciation towards employees. This research focuses on non-
monetary incentives and staff performance in plantation organisations.

1.2 Research Objectives

There are two elements to emphasise in this study between recognition and employee performance.
2. Literature Review

2.1 Employee Performance

Employee performance may be defined as an employee's ability to accomplish their work-related goals,
satisfy expectations, and meet the criteria of their position in the workplace (Campbell, 1990; Viswesvaran
and Ones, 2000; Aliyyah et al., 2021). According to Aguinis (2009), the concept of performance comprises
employee activity rather than the outcomes of employee behaviour (Abdelwahed et al., 2023). It shows that
the performance of worker behaviour aspect is more important than the employee’s work outcome. In
addition, Koopmans et al. (2011) state that organizations should focus on behaviours crucial to the
organization's goals rather than outcomes and that employees' success should be measured in terms of
behaviour and results (Qalati et al., 2022). Employee contributions to organizational performance constitute
task performance (Williams & Karau, 1991; Aggarwal et al., 2022).

According to Cardy (2004), performance assessment is at the heart of performance management. All
organizational practices, norms, and design aspects substantially impact an organization's or a person's
performance (Al-Kharabsheh et al.,2023). Employee involvement increases employee performance (Anitha
2013). Researchers have shown that staff competency, innovation and talent contribute to the success of a
firm (Smith, 2002). Numerous researchers and practitioners believe employee creativity contributes to
achieving corporate success (Axtell et al., 2000; Smith, 2002).

2.2 Recognition
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There are many ways to increase employee motivation. One of the important ways to boost employee
motivation is through recognition. According to Luthans and Dj. Stajkovic (2014) states that genuine
appreciation, acknowledgement, and approbation are all parts of the recognition definition (not phoney
praise). Meanwhile, according to Christiane et al. (2013), recognition has a huge influence on future
performance,

especially when given to the best performers. Recognition schemes may include lunches, gift cards or
plaques, according to Emerson (2007). Acknowledging is an effective way to communicate to employees
what their bosses care about and what behaviours they appreciate.

2.2 Recognition and Employee Performance

According to Armstrong (2008), one of the most effective motivators is acknowledgement. For people to feel
valued, they need to know that their efforts have paid off. Using recognition as a leadership technique,
managers may communicate to their colleagues what is important to them and what actions are appreciated
(Shah and Shah, 2007). A summary of the research into recognition and employee motivation in Sera Lee
corporation (Melcrum Publishing Ltd, 2006 as cited in Claydon: 501) revealed that "While pay is
undoubtedly important to employees, employees stay and grow as a team when they are given recognition
and grasp the company's goals and difficulties.

According to Daniel (2017), research was undertaken at Kenyatta University to analyse the impacts of
incentives and appreciation on employee performance. The findings demonstrated a strong correlation
between employee performance and measures of reward and recognition. The findings also found that pay,
perks and job security were all lacking at Kenyatta University, which led to employee unhappiness and
lowered productivity.

H1: There is a significant relationship between recognition and employee performance.
3. Method

The population of this study are comprised of management and staff who are currently working at YP
Plantation Holdings Sdn Bhd. This is because the study aims to discover how employees understand the
company's non-monetary incentive scheme. The focus of this study is to examine individuals' perceptions of
the effects of recognition have an impact on employee performance. The total population of the company are
280 staff. Therefore, all departments, irrespective of gender status, participated in the study since the
researchers considered that each department played a significant part in deciding whether the organization
was successful in attaining its goals.

The questionnaire used for this study is the Individual Work Performance Questionnaire (IWPQ) by
Koopmans et al. (2013) to measure employee performance. Meanwhile, to evaluate recognition for this
research, the questionnaire items were adapted from Paul E. Spector (1988) and the "Employee Recognition
Programme Handbook" developed by the Virginia Department of Human Resource Management (2000).

3.1 Research Design

In this study, questionnaires were the primary technique. Two sorts of variables are used, which are
dependent and independent variables. The performance of employees is the dependent variable, whereas the
independent variable includes their recognition, training, and a good work environment.

"ong

The terms "nominal scale," "interval scale," and "ratio scale" refer to the three different scales of
measurement that were applied. The researchers used a nominal scale to categorise the participants into
various groups or categories such as age, marital status, and job title. In the meanwhile, researchers are doing
some arithmetical calculations on their data using an interval scale.

Consequently, a five-point Likert scale may be used to evaluate both a dependent and an independent
variable and an interval scale was applied to do so. To indicate the length of services and age groups, this
research uses a ratio scale.

The surveys were distributed to each member of YPPH's personnel and management. It will be required of
respondents that they provide a response to the statement of the question utilizing a five-point Likert scale
ranging from 1 "strongly disagree" to 5 "strongly agree" to record the degree to which they evaluate and
perceive each item.

4. Results and Discussion

The Statistical Package for the Social Sciences (SPSS) was used to analyse the data in this study. Because the
data was given in percentages, descriptive statistics were employed. To investigate whether there is a
connection between employee performance and non-monetary compensation, the Pearson correlation was
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applied. The prediction and contribution of independent factors on the dependent variables were tested using
multiple regression.

Multiple regression analyses were carried out to investigate whether there is a connection between the
research variables and the hypotheses. A dependent variable may be estimated from a combination of two or
more independent variables, which this approach is used for. The primary goals in this research were
examined using a multiple regression analysis. Analysis findings are presented in Table 1.0.

Table 1. Multiple Regression Analysis Between Recognition, Training and Good Working Environment on
Employee Performance.

Variables Coiéﬁ?ezi;?slzlgeta T Sig
Recognition 423 5.601 .000
Training .530 7.503 .000
Good Working Environment .520 7.314 .000

Dependent Variables: Employee performance

The study's initial goal was to determine the relationship between employee performance and their level of
recognition. A hypothesis was constructed to explore the direct relationship between employee performance
and recognition. There are two ways to look at this:

H1: There is a significant relationship between recognition and employee performance.

According to the multiple regression analysis, which is displayed in Table 4.17 above, employee
performance and recognition have a mean correlation value of p=0.000, p<0.05. This connection has a beta
coefficient of 0.423 and a value of 5.601. Hence, the answer to H1 is ACCEPTED. Recognition has a direct
impact on how well employees perform.

5. Conclusion

The purpose of this research was to evaluate the relationship between employee recognition and performance.
The conclusion reveals a positive and statistically significant relationship between employee recognition and
performance in this company, as evidenced by the results of Table 4.17 of the Multiple Regression Analysis,
which was statistically significant with a mean p-value of 0.000. This association has a beta coefficient of =
0.423 and a value of t = 5,601. Consequently, HI is ACCEPTED. This result was consistent with Ngatia, Z.
M. (2014) findings, which indicated that acknowledgement as a non-monetary reward was an effective
technique for enhancing employee performance. Still, the researcher's findings indicated that recognition had
no association with employee performance. This may be because the respondents in this survey came from
various business types and industries. The findings are also consistent with those of Bradley, Durz,
Neckermannx and Non (2015), who revealed that recognition had a strong beneficial association with
employee performance. In terms of the hypothesis, this result was comparable to the findings of Jeffrey and
Schaffer (2007), Stone (2002), and Mason (2001) regarding the favourable association between employee
recognition and performance. This study's findings validated Herzberg's Two-Component Theory by
demonstrating that recognition is a motivating factor that increases employee performance. However, the
recognition towards employee performance had lower results of finding, among others, independent variables
that need suggestions for improvement to be taken by the management.
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