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Abstract

Fringe benefit is a tool to retain an employees and a factor that contribute to job satisfaction. Wondering this issue, a study was conduct-
ed to determine the relationship between the types of fringe benefit and job satisfaction in a sports organization. A total of 100 respond-
ents were selected from the National Sports Council of Malaysia to become the respondents for this study. Questionnaire method was
used for data collection by using purposive random sampling. The finding shows, job satisfaction has a positive relationship with the
pension plan, allowance, flexible working hours and vacation pay. In addition, flexible working hour and allowance were the dominant
types of fringe benefit to achieve job satisfaction among the employees of the National Sports Council of Malaysia. The implication of
this study indicates that non monetary and monetary types of fringe benefit influence the job satisfaction.
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1. Introduction

The fringe benefit in the scope of human resource management is
are ward in addition to direct wages or salaries such as company
car, house allowance, medical policy, paid vacations, and pension
schemes or subsidized meals to the employees whose work with
the system. Fringe benefits stand as an important part of compen-
sation and also it can act as substitutes for wages [1].Evidence
saying that by giving out the fringe benefit to the employees
somehow will improve their satisfaction towards the job and in-
crease employees productivity or performance in the company [2,
3,4]

Issues arise when the company is providing a fringe benefit which
has less use of employees, thus made the employees feel demoti-
vated. When this is happening, the employees itself will surely not
satisfy with the job and quit or select to turnover. This study is to
address the fringe benefits that affect job satisfaction among the
operation staff. The fringe benefit stand as an essential element of
worker’s compensation to the staff [2, 3, 5]. In fact, the employ-
ees' satisfaction has always fluctuated of these factors, no matter
how intrinsically fringe benefit or extrinsically fringe benefit has
direct relationships with human nature.

This study is aiming to identify the fringe benefit that could affect
job satisfaction among workers at National Sports Council of Ma-
laysia and to provide any recommendation for the organization to
improve the situation which includes satisfying employee’s unsat-
isfied needs. Specifically, this will look into how important the
types of fringe benefit that could influence job satisfaction among
the operating staff at National Sports Council of Malaysia. As well
as what is the relationship between the types of fringe benefit and
job satisfaction among the workers in National Sports Council of
Malaysia.

2. Literature Review

2.1 Fringe Benefits

Fringe benefits are an important function of compensation, but
confirming their role in finding job satisfaction has been mixed at
the very best level, however, the theory suggesting this role is
ambiguous [6]. Fringe benefits correspond to a desirable sort of
compensation but might result in decreased net earnings and re-
duced job mobility. Employees are more concerned with working
in an enjoyable environment. Compensation and benefit are im-
portant issues for the employers because not only salary but also
fringe benefits influence the kind of employees who are fascinated
too and remain with an organization [3].

Moreover, psychological and economic perspectives by consider-
ing fringe benefits and distributive justice have focused on aspects
of job rewards and perceived organizational features not often
included in sociological models of job satisfaction-fringe benefits
and distributive justice [7].

2.2 Job Satisfaction

Job satisfaction is one of the essential variables in organizational
behavior and in work organizations. The higher the job satisfac-
tion, the more likely workers will preserve a positive attitude to-
ward their jobs [2].Workers with a higher level of job satisfaction
would show a less tendency to search for a new job and will have
fewer tendencies to leave the organization [5].

People’s levels degrees of job satisfaction can range from extreme
satisfaction to extreme dissatisfaction. People also can have atti-
tudes about different components of their jobs consisting of the
kind of work they perform, their coworkers, supervisors or subor-
dinates and their pay [8]. Job satisfaction also has long been con-
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nected with the elements of the work environment, productivity,
quality of work and most importantly, quality of life [4].

Job satisfaction implies doing a job one enjoys, doing it well and
being rewarded for one’s efforts. Job satisfaction further suggests
excitement and happiness with one’s work. Job satisfaction is the
central factor that leads to recognition, income, publicity, and the
achievement of other ends that contribute to a notion of fulfilment
[9]. Workers are also willing to give up wages for more benefit as
they view the benefit and wages as a substitute [10].

2.3 Relationship between Fringe Benefit and Job Satis-
faction

As a manager in the global organization, one must be fully aware
of the numerous cultures in the organization as well as the human
resources practices required to set up the exceptional workable
solutions for an optimal reward strategy. If one has some of these
elements successfully applied within the organization, it would
eventually lead to better performance of individual and organiza-
tional [11].

A compensation package that employees obtain is one of the fac-
tors that can influence the job satisfaction. Evidence indicates that
higher compensation helps in producing higher job satisfaction
among employees [12]. Study of the job satisfaction in Ghana
police services found a positive correlation between job perfor-
mance with the compensation packages and employee satisfaction
[13]. Work activities, pay, supervision, co-workers, and promotion
have a positive relationship with the job satisfaction [14]. In an-
other study it is found that salary package is the most important
factor in order to increase job satisfaction [15].

2.4 Pension Plan
Many companies offer pension plans to help employees plan for

their financial future. Pension plan had a positive impact toward
job satisfaction. A prior study found a positive relationship be-

tween estimates of pension’s plan's impact on job satisfaction [16].

Another survey among Ph.D. graduates using the 1997 Survey of
Doctorate Recipients, the result shows that pensions give a posi-
tive impact on job satisfaction [17].

Employers offer pension plans as a voluntary benefit in society to
increase employee’s satisfaction toward their job. Job satisfaction
is the factor that leads to recognition, income, promotion, benefit
plan, including pension plan and the achievement of other goals
[9].Job performance will be affected by various aspects of their
job such as the category of work they do, their co-workers, super-
visors or subordinates, their pay and their benefit plan include
pension plan [8]. Furthermore, job satisfaction represents a feeling
about their job including benefit to employees after retirement
[18].

2.5 Flexible Working Hours

Flexible working hours carry a positive wage payment that can
satisfy employees [19].The introduction of flexible work options
is to match employer’s needs for flexibility or to reduce the costs,
while they may also have fulfilled the employee’s desires and
satisfaction [20]. There is no evidence that employees whose are
working on flexible time will have a lower productivity than those
on conventionally fixed work schedules [21].

Base on a survey of Dutch public sector employees showed that
access to flexible working time schedule influences the job satis-
faction [22]. Flexitime, in particular, was found to be the most
important contributor to this indirect factor in worker productivity
over the longer term [23].A compacted weekly work schedule was
unrelated to absenteeism and productivity [24]. Employers appear
to get the benefit when employees able to work in a flexible work-
ing hour as it will improve worker health, through reduced stress
and increased job satisfaction [25].

2.6 Health Insurance

Medical insurance is a compensation paid to the employees as a
non-wage benefit [26]. Some organizations are concerned about
their employees’ health insurance benefit with looking beyond the
way to increase their employee’s satisfaction about their job in the
company and focus more on how to deliver higher quality care
[27].

From the previous studies, job satisfaction and commitment to the
organization affected by unsatisfied health care employees and it
will negatively affect the quality of care [28, 29].Based on a study
amongst the nurses, indicated that they display loyalty to patients,
but often do not feel the same level of loyalty to their employers
because they feel hospital executives are not in touch with the
demands of employee health benefit [30]. Employees will also
have a positive attitude toward their job performance including
insurance plan and medical payment [8].

2.7 Allowance

Incentives, rewards, and recognitions are the prime factors that
impact on employee motivation. As the employees engage in their
working activities purposely for owns sake, then they will feel
intrinsic motivation in their behaviors as their activities will essen-
tially be enjoyable and satisfactory [31]. Allowances and compen-
sations which are given on periodic basis as well as on special
occasions to the employees can influence the employee’s motiva-
tion [32]. Allowances has a significant impact on job satisfaction
[33]. Respondents feel dissatisfied if the employers didn’t give an
adequate allowance and they will show a negative attitude towards
their current job.

2.8 Paid Vacation

Another fringe benefit that company provide is paid vacation
which is days off from work to their employees. It is employers’
choices to provide this benefit to employees as a part of a compre-
hensive benefits package. Based on research done on Casino hotel
chefs’ shows that the issues of paid vacation, salary and sick leave
days will lead to low-satisfaction levels [34]. Meanwhile, the rea-
sons for the employees changing companies, changing career or
leaving the hospital industries because of the extrinsic factor such
as paid vacation [35].

There is also significant relationship between variables as sick
pay and paid vacation with the job satisfaction [36]. Employers
realize that their workers require a break sometimes. That is the
reason companies offer paid time off in form of vacation days,
holidays, personal leave, and sick leave. Companies gift time off
to allow employees down time and to manage non-business relat-
ed issues. Regardless of the high expenses of paid time off, com-
panies offer this employee-friendly benefit mainly to be competi-
tive in retaining and attracting talented employees. The manager
cannot force an employee to perform nor would he be able to fulfil
everything their needs. However, the manager able to influence
workers to perform well and to experience job [37].

2.9 Loan Facility

Loan facility to be exact is a loan offered by the employers to their
employees with interest-free or low rates. Many companies offer
some form of loans or advances to employees as one of the bene-
fits. There are different types of loan that are provided by the em-
ployers for their employees. For instance, housing loan, car loan
and computer loan are the most usual cases of loan that are catered
by an establishment. An organization may provide loans such as
housing and car loans to the employees with the lowest interest
rates in order to help their employees, especially for those who
have financial difficulty [38].
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Accessibility of allowance and loans had a significant impact on
job satisfaction. Most of the respondents interviewed tend to show
a negative attitude towards the delivery of a job as they feel dissat-
isfied with their current task and the benefit [33]. Dissatisfaction
mainly emanated from inadequate wages and allowances, loans to
facilitate the purchase of homes, housing stands, and cars as easily
as an increasing intensity of employment.

There is a positive relationship between employees retentions’ and
the loan facility [39]. The resulting base on the study conducted at
Malaysian public university. Designing compensation program
such as loan benefit is significant in personnel management be-
cause of its direct influence on employees’ satisfaction and per-
formance in the company [40].

3. Research Methodology

3.1 Research Design

Questionnaires were designed specifically for employees’ working
at National Sports Council of Malaysia to obtain information re-
garding their perception on job satisfaction and benefits. Ques-
tionnaires were developed consisting of eight sections. Sections A
to section F consisted of 30 questions regarding element in fringe
benefit. Section G comprised of five questions about job satisfac-
tion. Section H consisted of six questions regarding the partici-
pant’s biographical information. The respondents were informed
that the purpose of the questionnaires was to gather responses on
how they perceived the impact that fringe benefits have on em-
ployees’ job satisfaction.

3.2 Population and Sample Size

Population is defined as “the total number of units from which
data can be collected”, such as individuals, artifacts, events or
organizations [41]. Population can also be described as all the
elements that meet the criteria for inclusion in a study. For this
study, all operation staff in the organization was requested to
complete a questionnaire [42]. The criteria for the inclusion in this
study were registered staff working in and also among the lower
level operational staff in National Sports Council of Malaysia. In
this study, we have distributed about 80 set of questionnaires to a
random operational staff in the National Sports Council of Malay-
sia.

3.3 Instrumentation and Procedures

In this study, we are using questionnaires to gather information
from the employees in National Sports Council of Malaysia. The
questionnaires were handed to the entire employees for comple-
tion through human resource admin assistance. The completed
questionnaires were sent back later. Researchers have chosen five
points Likert scale for the sake of variance due to the limited sam-
ples.

The data was collected through the standardized questionnaires
where the variables are measured by requesting the respondents to
indicate, on a five-point Likert-type scales, anchored on “1 =
strongly disagree”, “2 = disagree”, ‘3 = neutral”, “4 = agree” and
“S = strongly agree”. Their agreement or disagreement with a
series of statements that will characterize the factors that affecting
fringe benefit on employees’ job satisfaction in National Sports
Council of Malaysia.

3.4 Data Analysis

The survey will be conducted by using questionnaires method.
After that, the questioners will organize, records and categorize or
coding the data to help the process of analyzing the data statisti-
cally by using SPSS format. The coding will take several periods

of time to fulfill with the full report. Based on this, the frequency,
mean, mode, the percentage will obtain together and all the con-
clusion could be made out of that figures.

3.5 Reliability Test

A pilot study is a test run done before the main study of a limited
number of subjects in the same population as planned for the
eventual study [43]. Such a pilot study would be conducted to
investigate the practicality of the proposed study and to discover
conceivable imperfections in the information accumulation in-
struments such as time and length of the questionnaire, confusing
instructions or wording, insufficient time limits and whether the
variables set by operational definitions were actually observable
and measurable [44, 45, 46].

Results gained from the pilot test are made to test and evaluate
how a sample of people from the survey population responds to
the questionnaires [47, 48, 49]. Researchers have distributed 15
questionnaires to test the reliability of the questionnaires. The
Cronbach‘s alpha test proceeds by associating each measurement
item with another to obtain the average inter-correlation [50, 51].
In this study, a set of questions was used to determine the impact
of fringe benefit towards the employees of the National Sports
Council of Malaysia.

4. Data Analysis and Findings

To obtain the information regarding the perceptions on job satis-
faction and benefits in sport industry, a questionnaire was con-
structed. This questionnaire consists of eight sections (Section A-
Section H). Basically section A to section F discussed more on the
fringe benefit and section H discussed more on job satisfaction. 80
questionnaires were distributed to the staff at National Sports
Council of Malaysia by using purposive sampling method. This
sampling method allows us to select only the registered staff.

After obtaining the data, descriptive analysis was conducted. This
analysis allows to us to detect whether there is any missing value
or not. From the data obtained, it is depicted that most of the re-
spondents is between 28-32 years old (30%). Majority of the re-
spondents are Malay (80%) and mostly the respondents have di-
ploma in their expertise area (47.5%)

To test for the significance of relationship between fringe benefit
and job satisfaction, a regression analysis was conducted. This
method allows us to determine the factors that influence job satis-
faction in the sports sectors. The results (Table 2: Dependent Var-
iable Summary Statistics) revealed that pension plan (p-value=
0.022), flexible working hours (p-value= 0.000), allowances (p-
value= 0.000) and vacation pay (p-value= 0.027) has affected the
job satisfaction among member in National Sport Council of Ma-
laysia. The results also depicted that these four significance varia-
bles (pension plan, flexible working hours, allowances and vaca-
tion pay) contribute about 37.4 % (R-square= 0.347) toward job
satisfaction while another 62.6% contribution is from another
factors that are not within the scope of the study.

Table 1: Regression Model Summary Statistics

Model df | Mean Square F Sig.
Sum of Squares
Regression 6.490 6 1.082 33.503 | .000*
Residual 2.357 73 .032
Total 8.847 79
Table 2: Dependent Variable Summary Statistics
Unstandardized |Standardized
Coefficients Coefficients
Std.
Model B Error Beta t Sig.
(Constant) -.405 462 -.876 .384
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PR 147 062 152 2361 | .021%%
plan

Flexible

working 299 067 314 4472 | .000%**
hour

Health 017 046 024 366 715
Insurance

Allowance | 576 .065 633 8.909 | .000%**
Vet 119 053 150 2263 | .027%*x
pay

Loan fa-| 4, 069 -.058 -.868 388
cility

***significance at 0.05

5. Conclusions

Fringe benefit plays a significant role to increase job satisfaction
in the organization. It’s has been a great challenge for human re-
source managers, general managers and also for researchers to
select possible fringe benefit suitable with each employee need.
This study provided evidence that employees at National Sports
Council of Malaysia, Bukit Jalil needed appropriate fringe benefit
so that they can be more satisfied with their current job and avoid
an excessive turnover.

The results show that respondents put their priority toward allow-
ances and flexible working hour as a fringe benefit rather than
pension plan, vacation pay, loan facility and health insurance. The
allowance will definitely help them to cover some of their current
expenses as their salary can be considered as low when facing
with the current economic condition. An employee at National
Sports Council of Malaysia, Bukit Jalil also prefers to have a flex-
ible working hour, so they can manage their time on their own and
it will help them to reduce work stress. Fringe benefits can help
employers attract and retain staff, but there is a little research into
their impact on low-paid workers. Therefore, on researchers’ rec-
ommendation, employers must reward the low-paid worker with
more fringe benefits suitable with their need that will increase the
job satisfaction in an organization.

From this research, an evident shows overall level relationships
that exist between fringe benefit and job satisfaction at the Nation-
al Sports Council of Malaysia is high. We hope that the empirical
findings will encourage more research in this area. This research
was conducted in a single organization. Therefore, to increase the
accuracy of the research, this research scope can be widened to
others sports organizations or other corporate organizations if
practicable.
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