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ABS'TRACT

The main ob.iectives of the study are to identity the compensation s)'stem

provided by Power Eleven Public Co.. Ltd and to analyze the employees' satisfactiott

towards compensatiorr systenr provided by Power Eleven Public Co., Ltd. As the method

of the study, descriptive method is used. In this study, employees' satisfaction torvards

compensation system is measured by using both primary data and secondary data. The

primary data are collected by using structured questionnaires with Likert-Scales fbr

employee satisf-action towards compensation. By using convenience sampling method" a

sample of 150 employees (drivers) is chosen from the total population of 260 emplolees

(drivers) at Porver Eieven Public Co., Ltd. The secondary data are collected front the

records, documents of the company and interviews rvith authorized persons of Pouer

Eleven Public Co." I-td. I'his stud,v indicates tLrat the emplovees at YBS 21 are the most

satisfied ones on the overall compensation system and the employees at YBS 39 and YBS

41 are least satisfled in comparison. In general, the ernployees are satisfied with the

overall compensation systern provided by' Power Eleven Public Co., t,td. This irrdicates

that Porver Eleven Public Clompany' is rnanaging its compensation system in an effective

way. but it needs to make some improvements in order to maximize the emplo)'ees"

satisfaction on cornpensation system.
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CTIAPTER 1

INTRODT]CTION

Human resource n'lanagement practice pla1,s a very important role in business

success. The success of organization depends nclt only merell ou its technical

efficiency. update machinery, good plants layout and dynan-ric organization etc. but

also depend its human resource. Human Resource Management is one impoftant area

that influences a number of employee's attitudes and behaviors like intention to

leave, iob satistbction, and organizational commitment (Lee and l{eard 2000).

Armstrong (2009) defines Human Resource management (HRN{) as a strategic

and coherent approach to the management of an organizatiot"I's most value asset; is,

the people working there who individually and collectivel,v- contribute to

achievement of its objective. Moreover, Human Resource Management practice can

be def-rned as a set of organization activities that ainrs a1 rnanaging a pool of human

capital and ensuring that the capital is emplo,,-ed toward the achievetnent of

organization objectives (Wright and Bosu,ell, 2002).

Employees are the organization's key resource and the success or failure of

organizations on the ability of the emplol,'ers to attract, retain. and reward

appropriately talented and competent employees. Employees' r,villingness to stay on

the job largely depends o11 compellsation and ber-refit schenes of the otganizatiott.

Nowadays, Myanmar is the transaction period to I)emocracy countrv. Many

businesses and organizations are planning and implementing attractive compensation

and benefits schemes to create a highly motivated and skillful hr"rmau resources to get

the organization's overall goals.

Compensation is reward that employees receive in exchange for their

perfcrrmance. It is concerned rvith wages and salaries, pay raises. attd similar

monetary exchanges for employees' performance (l{oit, 1993). Compensation is a

parl of transaction between employees and employer that results in employment

contract. F-rom the employees' point of vier.v. pay is necessity for life. l'he

compensation received from work is one of the basic reasons peopie seek fur

employment. From the emplol,ers' point of view, it is one of the most imporlant

human resource management functions and it constitutes a significant portion of

organization cash-out flow. Compensation often equals 50olo cash out f'lorv of

'"f r..
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organization is even larger. It may be the major instrument used to attract ernployees

as rvell as lvays to motivate employees tou,ards more eff'ectil,e perlbrmance

llvancevich and Glueck, 1989).

Employee satisfaction refers to a collection of positir,'e and/or negative

fbelings that an individual holds towards his or her job. Job satisfaction is a part of lif-e

satistaction" Employees who have higher job satisfaction are usually less absent, less

likely to lear''e, more productive, more likely to display organizational commitment,

and more likely to be satisfied with their lives. (Lease, l9g8).

If the employees have dissatisfactions about their work. the employers may

fail to achieve their -qoals and objectives. If a skilled rvoi"ker decides to quit, an

employer ,uviil lose not only work{brce accompanied r,vith experience ancl knor.vleclge

but also incur additionai cost for recruitment and training ol ner.v personnei.

Although compensation and benefits can't motivate the ernplovees. the

emplo.vees are dissatisfied without enough compensation and beneflts. N,lotir.ation in

simple terrns may be understood as the set of forces that cause people to behave in

ce(ain wavs. A rnotivated employee is generally more quality oriented. Highiy

motivated rvorkers are more productive than apathetic workers. One reason why

motivation is a difficult task is that the worktbrce is changing. Motivated employees

are al'ways looking fbr better w"ays to do a job.

Comperlsation is the most primary factor for ernployees to make a decision of
choosing the organization tbr working. A rvell planned compensation and benefits

scheme positively impacts employees" attitude, behavior and perfbrmance. It can

increase morale, lovalty. ernployee satisfaction towards organization and decrease

turnot,er rate.

Compensation plays an impoftant role in deterrninin-r an emplovee"s level of
job satisfaction. According to Healthfield S.M (2012). compensarion is a flxed

amount of money paid to employee by an employer in erchanoe fbr a productive

work perfbrmed. If individuals believe they are not comcfnsated well- a state of
emotional dissatisfaction develops. This emotional discrepancy- grows and

accumulates over time making employee grumbie as they render their service to the

organization"

Power Eleven Public Co., Ltd is one of the leading companies in Yangon Bus

Service industry in Yangon. It was established in .Iune 29. 2016 and it is located in

245. Taw Win St.. Ward (7), Shw-e Pyi 'Ihar 1'ol,u.nship. Therefore. this study aims to

2



analy'ze the employee satisfaction on compensation system of Por,r,er [leven Pyblic

Co.. t.td.

1.1 Rationale of the Study

In an organization" employees are the key resources through which all the

other objectives are achieved. Drivers are the employees of the transporl

otganrzations, and their job satisfaction promotes safe driving and less accidents.

Driver is played an important role to run day to dal. operation of the orgalization.

Compensation has a great impact on productivity. To achieve effective w.ork

perfbrmance, it is called for job satisfaction among the drivers. Drivers are termed as

human capital of transpot'tations. Then, without proper compensation ntanagement.

they cannot be properly managed and retained. And w-e all know that hiring cost is

much higher than retaining cost. It is necessary that drivers in transportations are u,ell

compensated to achieve their goals effectively and efficiently. Drir.ers are the corner

stone of transporlations" without them. transportations mean nothing.

Organization should use motivational factors such as pay, promotion- bonus,

or other type of rewards to encollrage high level pertbrmance of ernployees. Managers

have to find the right combination of motivational practices to keep workers satisfied

and productive in a varietl,of organizational situations.

The transpofiation system (Ma Hta Tha) in Yangon was stafied befbre the

Independence Day. in 1948. This system has organized with individual bus orvner in

order to make easy transportation for regular' long-distanced lr'orkers and t9 secure the

seruices. There are manv problems such as over charging the bus fees, talking

passengers rudeiy and competitive driving bettveen buses. Accidents \.vere

increasingly common due to the greediness of bus drivers and un,Jisciplined manners

of bus conductors lr'ho got paid per the number of routes they took aday. But the

transportation s5'stem has to change Yangon Bus Service (YBS) system that is
organized by Yangon Prime Minister in January 16. 2017" T'he purpose ol'ner.r, bus

system is to be easy and saf'e of the everyday not only modenr but also conform to bus

passengers.

Power Eleven Public Cornpany has three bus lines: YBS 21. YBS 39 and YBS

41. All drivers of bus lines get commission. However, the colnpany gives different

commissions for employees at YBS 21, YBS 39 and YBS 41. 1'he employ.ees at yBS

'"i r..
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2l get 30Yo afreserve per day-. E:1rp1o5,ss5 at YBS 39 get 20o/o of reser\/e per day but

they get above 120,000 Kyats per clay, the company gives 30o/o of reserves per day.

Emplol,ees at YBS 41 get 20oA of reserves per da1'.

Power Eleven Public Co", Ltd not only can maintain its lo1'al skillf"ul

employees but also can motivate its new skillful employees in terms of its attractive

compensation and benefits scheme. Effective cornpensation and benefits practice is

critical to build the human capital and competitive advantages in the dynamic

environment. Power Eleven Public Co., Ltd will review the employee satisfactiotl to

resist the high employee turnover. This study mainly focuses on employee satisf-action

towards compensation systems of Power Eleven Public C'o"' Ltd.

1"2 Objectives of the StudY

The main objectives of this study are:

l. To identify the compensation system of Pow'er Eleven Public Co., Ltd"

2. To analyze the employee satist'action on compensation system of Power

F,leven Public Co.. i-td.

1"3 Scope and Method of the StudY

This study mainly fbcuses on employee satist-actiou towards compensatiort

system at Por,ver Eleven Public Co.. Ltd. 'fo implement the ob.iectives of this study.

both primary dala and seconclary,data are used. The primary data are collected b1''

using structured questionnaires r.vith Likert-scales for ernployee satisfaction on

compensation systems. Secondary data are collected lrom the records, documents of

the company and interviervs with authorized persons of Pou'er Eleven Public Co., i-td.

The obtained data are processed and analyzed r.vith descriptive statistics such as lrean.

There are 450 employees at Power Eleven public Co.. Ltd. Horvever, 260 enlploS'ees

are drivers at YBS 21. YBS 39 ar-rd YBS 41. YBS 21 has 80 divels. YBS 39 has 50

drivers and YBS4l has 130 drivers respectively. By using the convenience sampling

method. a sample of 150 employees (drivers) 5896 is selected from the total

popuiation of 26A employees (drivers) at YBS 21. YBS 39 and YBS 41 in Power

Eleven Public Co., Ltd"

4
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1"4 Organization of the Study
'['his study consists of five chapters. l-he lirst chapter includes introduction of

the study. rationale of the study" scope and method of the study, and organizatiop of
the study. The chapter two presents theoretical background of compensation systelr.

Chapter three describes the profile of Pon,er Eleven Public Co., Ltd including its

background, organization structure, the explanation HRM practices and tirnction of
departments. Chapter four identifies analysis ol1 employee satisfaction on

colnpensation and benefits at Power Eleven Public Co". Ltd as well as demographic

profiles of employees, analysis of employee satisfaction level on compensation

svstem and overall employee satisf-action towards compensation system. Chapter five

is the conclusion which consists of findings and discussions, suggestions and

recommendations. and limitation and needs fbr further research. The references and

appendices are included in the last chapter of the study"

I
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CHAPTER 2

THEORITICAL BCKGROUI\D

This chapter presents the theoretical background of- the compensation system.

'fhe role of Human Resource Managenrent (HRM), the role of compensation in

organization. definition of compensation, the components of compensation.

compensation policy, concept of employee satisf'action and the relation betweeu

compensation and employee satisfaction and conceptual framer,r'ork of the study are

also stated"

2.1 Role of Human Resource Management (HRN{)

Human Resource Management (HRM) refers to the policies and practices

involved in canying out the 'human resource(HR)' aspects o1'a management position

including human resource planning, job analysis. recruitment. selection. orientatiou,

compensation, performance appraisal, training and development. labor relations

(Dessler, 2007)" HRM is composed of the policies, practices and systems that

influence employees' behavior, attitude and performance (Noe.Hollenback. Gerhart

and Wright,2007)" On the other hand, Wright and McMahan (2000) det-rned hurnan

resource management as the organizational function that deals w-ith issttes related to

people such as compensation, hiring, performance managenient. benehts. motivation,

and training. The overall purpose of HRM is to ensure that the organization is able to

achieve success through people (Armstrong, 2006).

Flippo (1984) det-rnes HRM as the planning, organizing. directing aud

controlling of the procurement, development, compensation, integration, maintenance

and separation of human resolrces to the end of individual. organizational and social

obiectives are accomplished. To Bratton and Gold (2009). HRM is a strategic

approach to managing employment relations which emphasizes that leveraging

people's capabilities is critical to achieving competitive advantage, this being

achieyed through a distinctive set of integrated employment policies. programs and

practices"

HRM prot-essionals rnaintain a rvorkforce that has been recruited and

developed. Maintenance of the current workforce involves compensation. wage and

salary systems, benefits and occasional terminations. Cornpensatiott and benefit is one

i.:
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of the imporlant t"actors of three main lunction of IIRIVI. Compensaiion and benefit

does have an eff"ect on en'rployee intensions to stay in or leave organization.

2"2 Role of Cornpensation and Benefits in an Organization

Developing an eflbctive compensation system is an important part of HRM

because it helps to attract and retain talented rvorkers in an organization. A company's

compensation and benef-rts system has an impact on strategic peribrmance. HR

managers design the pa1' and benefits system to fit compaliy strate-trv and to provide

compensation equit1,. In this section, different ways of detinitions of compensation

and benefits by HRM experts and HRM books' authors are expressed detailed.

2.2.1 Definition of Compensation

Many authors defined Compensation has many different ways. According to

Human Resource expert ilealthfield, M. Susan (2012), Compensation is the total

amount of the monetary and non-monetary pay provided to an employee by an

employer in return for work performed as required. Accordin-q to Gaol (2014). the

compensation is accepted by the employee either in tl-re fbrm of lnoney or not money

as remuneration given to the employee's effort to the organization.

According to Daft. L" Rhichard (2009), the term Compensation ref"ers to; (1)

all monetar). payment and (2) all goods or cornmodities used in lieu of money to

reward enlplo5,'ees. Richard L" Daft (2009) defines some benefits are reqr-rired by lau',

such as social security, unemployment compensation, and rvorkers' compensation.

Other types of benefits, such as health insurances, vacations, and such things as on-

site daycare or fitness centers are not required by lan' but are provided by

organizations to maintain an effective workforce. Cascio. F, Waine (2009) said

Compensation is a critical component of the employment relationship. Cornpensation

is affected by fbrces as diverse as labor-market factors. collective bargaiuing,

government legislation. and top management's philosophl' regarding compensation

and benefits policy as the indicator of the management towards them.

According to wayne, R" Mondy & Robbert- il,t. Noe"s theory (2005),

compensation is the total of all reu,ards provided to employees in return for their

services. It is an organized practice that involves balancing the work-employee

relation by prol,iding monetary and non-monetary benefits to ernployees. Effective

*,
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compensaticln scheme can help an organization to recruit and retain valuable stafJ.

reward performance and productir,'ity and get the best out of' emplol,ees (Robert

Gibbons and Kevin J, Murphy, 1994)" A sr-rccessful compensation scheme (perreatilt
and McCarthy, 1996) will rtot only increase prolits but can also raise morale and

inspire staff loyalty. The scheme should include all the three greatest incentives:

empowering people; recognition in ail its various lbrms and mone1,. people are an

organization most important asset" The technologies, products and structures can be

copied by competitors but no one can match the highly charged, motivated people

w'ho care. People are the fitm's repository of knowledge and are central to arr

organization's competitive advantage.

Compensation must be affbrdable, transparent and appropriate to tlie business

and the jobs that they'relate to" It is r,vorlh introducing them after consulting with staff
or unions. Managers should therefbre look at rvhether other incentives u.ili incrcase

staff motivation. For instance. in a sales environment an employer may wish tc, ofl-er

extra pay or benefits when targets are achieved (Hall, 20Aq. Hall (2002i) expounds

that some organizations make organization plans participatory by allor,vipg an

employee to self-select from a range of benefits.

Aswathappa. (2008) fbund that compensation play an important place in rhe

lifb of an employ'ee. Ernployee's standard of living, status in the societ1,. motivation.
lo1'alty, and productit'ity depend upon the compensation he or she receil'es. IVlo6ey

not only he$s people to attain their basis needs, but it is also instrumental in
providing higher need satistiiction as observed by (Dulebohn & Werling. 2007).

Rewards and benefits are also type of compensation program that are

important for e,rplovees (cascio. 2003). According to McNamara (200g).

compensation includes issues regarding wage and salary programs. structures

accruing front job descriptions, merit-based programs" commission based prograrrls

among others w.hile beneflts typically refers to retirement plans, health life insurance.

disability insurance. vacation, employee stock or.vnership amorlg others

(Odunlade,2012).

Effective compensation schemes have the follorving advantages; they focus

staff on hitting targets. they attach value to tl're achievement of the target, can

recoguize ernployee priorities and lifestyles: can encourage attachment to rhe

organization; focuses an indivirJual on attachment and links extra pay and extra output

(I{ubbard,20Aq.

8
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2"2"2 Components of Compensation

Although many authors and experts said con.ipensation as many dilTerent

\tr/ays. according to N4ondy. R. Wayne. & Robert (2005), there are three colnponents

of a total compensation program.

(1) Direct Financial Compensation

(2) indirect Financial Compensation

(3) Non-Financial Compensation

fhe detail compensation of a total compensation programs are as shown in Figure

(2"1).

Figure (2.1) Components of a Total Compensation Program

External Environment

Internal Environment

Compensation

Financial Nonfinancial
.:1
.: .3

*.f
t Direct
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I

Source: Mondy & Noe, (2005)



(1) Dircct Financial Compensation

Direct financial compensation consists of the pay that a person receives in the

forms of rvages. salaries, commissions and bonus.

,:i

(a) Wages and Salary

Salary is the amount received by the emplovee instead of the rn'ork done by

them fbr a certain period say a day, a week. a month. etc. It is the money an employee

received fiom their employer by rendering their services. It is used as the basis for

calculating other allowances and benetits.

(b) Bonus

Bonus is paid to the ernployee during festir,'e reasons to motive thern and

provide them the social security. A bonus can be distributed randoml,u" as the company

can afford to pay a bonus, or the mount of bonus can be specified by contract.

(c) Commission

Additional financial cornpensation used to motivate and to reward employees

for reaching andlor exceeding standard performance. or productivity goals" The total

eompensation and performance appraisal package should be positir.'e tool with which

to influence behavior (employ,ee contribution) and attitude tor.r,ards work and .iob

performance. Weli-adjusted and happy employees are more productive and increase

the eflectiveness of the entire organization.

(2) Indirect Financial Compensation (Benefit)

Indirect financiai compensation refers to non-monetary benefits offered and

provided to employees instead of the services provided by them to organization. They

include leave policy" ovefiime policy, cars or transportation policy, itlsurance, leave

travel assistance limits, retirement benefits. holiday and home. Indirect Compensation

focuses ol1 personal motivation of each person to u,ork. Although salarf is important,

people are rnost productive in jobs r,vhere they share the company's values and

properties"

10



(a) Paymenl for Times Not Worl<ed

Ernployers recognize that emplol,ees need time auar fi.o1r i.-.. ^ .-::-.,:n\
purposes. h-rcluded in this category are paid vacations. pa-\nrcpr :,. . -:.. rtrr

worked. sick pay and payment for jury dut1,. It is also corlrt-)on tb:,,,.*:_-. r:.,,-,r [r)

provide payments to assist employees in performing civic duties. Conrrr.r,-.: :::-;:-.:s in

the area include rest periods, cot-fee break, lunch periods. cleanup tinr: .:.; ::.ar el

time"

(b) Paid Vacations

Paid vacation provides rvorkers with an opportunity'to rest. becl::re

rejuvenated. and more productive. They may also encourage employees to retain rii:h
firm" Paid vacation time typically increase u,ith seniority,

(c) Leave Policy

A leave policy is a set of rules, procedures and guidelir-res established b1

organizations in accordance with applicable federal and local laws. which govern the

process, timeframes and reporting plocedures for time taken ofF w.ork.

, Leave or time off policies determine the type and amount of time that can be

time ofl'work" how much time r,vill be reporled and paid" the process r:f requesting

time off. Without a leave policy, it r,vould be impossible for organizatitrn to effectively

manage their r.l,orkforce and appropriately allocate resouices.

Leave policy established the policies that go\rern paid time off. unpaid time

oflf, and time reqr-rired by fbderal and locai lavi,s. A consistent and clearly

communicated leave policl' establishes the expectations of employ'ers anci cnt1ttro5,ee5.

Ernployees rvill know horv much sick time they have, horv to handle tirne off in the

event of family illness, wtether or not they are paid for jurv dut5, or rnilitary reserve

training.

Annual leave is referued to as vacation time or in some companies Paid Time

Off PTO). A leave policy will addless the number of hours emploS,'ees accrue

annually tbr this leave. the procedules for requesting the leave. rvhether unused tirne

can be cartied over the next year and how unused leave is handle if the emplol'ee

separate fi'om the company.

:j,
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In companies that separate paid time of1 into separate categories. ieave

policies will also address sick leave. Sick leave is taken fol illness. 'I'he leave policl'

rvill also address short and disabilitl,ieave.

(d) Employee Services

These benefits encompass a numbers of area including relocation benel'rts.

child care, educational assistance, fbod service/ subsidize cafeterias" financial services

and legal seruices.

(c) Social Security Benefits

The monetarl' benefits received by retired workers who have paid in to the

social security system during their working year. Social secuity benefits are paid or-rt

on a monthly basis to retired workers and their surviving spouses. Thev are also paid

to those who are permanently and totally disabled according to the strict criteria set by

the Social Security Administration.

(3) Non-Financial Compensation

Non-financial compensation consists of the satisfaction that a person receir,,es

fiom the job itself or from the psychology and/ or physical environment in rvhich the

person works" These non-financial compensation elements aie seen to have positive

impact on employee performance, Non-financial compensation includes reu,'ards that

focus on the issues like needs for achievement, recognition. responsibilitl,. influence

and personal growth. Non-financial compensations are in the forms of holding special

events, promotion. verbal praise and feedback, and educational reimbursemenl.

(a) Holding Special Events

Non-financial compensation can be in the form of holding special events for

employees like holding holida5, parties fbr them. This ty'pe of compensation is

irnpoftant for employees as it can increase employee morale and makes them feel

appreciated.

(b) Promotion

Promotion is another form of non-financiai compensation. When a company

plans a progranl where employ'ees need to be promoted to higher positon and the

12
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coll'lpany plans to emplov skitlfirl and experienced ernplovees for ar,.ailabi.

positions before they sear"ch for empioyees outside of the company.

(c) Verbal Praise and Positive Feedback

Verbal praise and positive feedback are also a form of non-financi.r

compensation. This can be as simple as a manager taking time out to let the emplovec

know how excellent they are doing at the iob. This is imporlant at all the levels of
employees because it lets them knou, that the management and compatly appreciate

the job that they are doing; it makes them fbel special and appreciated.

(d) Educational Reimbursement

Educational reimbursernellt is a dilferent folm of non-financial compensation.

This is a program that is offered to employees by company. The companl, will
reimburse the employee up to a certain amount of classes and education. Most

companies do require an emtr'rloyee to wait for a cefiain period before they are

adequate for educational reimbursement. This is a crucial to any employee who lvouicl

like to go to school and get n:ore eclucation to attain higher levels of pay ad higher

positions.

2.3 Compensation Policy

Compensation policy is derived from organizational strategy and its policl, on

overall human resource management. In order to make compensation ruanagernent to

'uvork effectively, the organization should clearll, specily- its compensation polic1,.

which must include the basis fbr determining base con'Iilensation, incentives and

benefits and various types of perquisites to various level of employees" The poiicl.

should be linked with organizatiornl philosophy on human resorrrces and strategv.

Organizations needs develop policies as general guidelines to pro,u,ide for

coordination. consistency, and ljrirness in compensating employees. (Source:

http ://wurar. i oma. com ,;.

There should be a rvritten policy on compensation related matters including

the determination of what, when and horv they pay and related issues computed.

According to Gary Dessler (1994). other compensation policies includes the amount

of vacation and holiday pav. overtime pa)/, policv, method of payrnent (i.e. r.l,eeklv.

.: \.c',i
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biw'eekly, monthly) etc. Conrpcnsation is an expense in the sense that it ref'lects the

cost of labor (Mondey and Noe. 1990). ollen qoverned by compensation policies. As

organization differ in size and puipose. so do in pay level. Glueck (1978) has

identitled three alternative strategies. f'hese are: 'fhe high-pay-level strategy: under

his strategy organizations choose to pay higher than the average pay level that the

market pays. I'he assumption is that a higher salary or wage r,vill enable organizations

attract and retain competent employees and this. in turn enhances employee's

productivity. The lower-pay-level strategy: In this alternatil'e" the organization pays a

minimum salary or wages to employees" This may because a poor financial condition

or the u,ork doesn't require highly qualified personnel. Tlie comparable-pay-level

strategy: This strategy requires organizations to follor,v "equal pa1, for equal lt'ork". It1

this strategy, employees are paid based on comparabie value of jobs they are

perfbrming within the company and/or the market.

2.4 Concept of Employee Satisfaction

Hoppock (1935) was the first scholar to propose the concept of employee

satisfaction which he defined as the subjective reaction or satisf'action of employees

with physical and psychological aspects of tireir lr,ork environment. Employ"ee

satisfaction is also called'job satisfaction" (\\/ang,2005). Beer (1964) detined

employee or _iob satisfaction as employees' attitude toward enterprise. rvork.

colleagues and the work environment. Locke (1976) proposed the Value theory, and

suggested that employee satisfaction does not refer to indir,'idual needs, but is related

to individuals'wants, desires or values. If employees are r.vell-paid. have a good w.ork

environment and promotion opportunities that meet their u'ork values. employees u'ill

be satisfied" Scirneider and Vaught (1994) indicated that empicryee satisfaction refers

to the positive emotion employees fbel after evaluating their rr'ork situation.

According to I-Ieskett et al. (1994), employee satisfaction is considered in the

service profit chain, which includes internal service qualit-l' and external seln'ice

quality. They emphasized that enterprises should puy attention to external customers'

service quality, valne internal employees' service qualitl'. treat employees as internal

customers, and thus increase employee satisfaction. Chang (2005) provided a general

defrnition of job satisfaction that is very similar to earlier definitions: it is the feeling

or attitude of employees towards their rvork environment. Chang measured workers'
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overall satisfaction with their work by the "l\4inncsota satisfbction questionnaire"

(MSQ)..lerald and Robert (1995) suggested that ernplovee satisfaction ref'ers to the

general attilude of enrpioyees toward rvork. and that it reflects a person's work

cognition, emotions and evaluations"

In geueral, the satisfaction of white-collar w'orkers is higher than that of blue-

collar workers; older workers have high job satisf'actior-r than younger ones, and more

exnerienced workers have higher" job satisfaction than experienced ones. Interestingly,

female employees' experience higher job satisfaction than male employees'. T'he

definition of .iob satisfaction most often cited by scholars is the one proposed by

Locke (.1976): employee satisfaction is the pleasant or positive emotion an employee

feels upon evaluating his or her work (Brorvn and Peterson" i 993. Morrison. 1996).

Hsu (1981) provided a rnore nuanced definition of employee satisfaction: it is

the gap between a person's expectation in a specific r.r,ork environment and the actual

value obtained. Fournet" Distefano and Pryer' (1966) r.vent lurther and suggested that

the fbctors of iob satisfaction irrclude personal factors (that is. age. education, gender"

personality traits) and lvork factors (that is. organization and management, pay, work

safbty, cornmunication)" Locke (1973) suggested that factors that determine

emplol'ees',iob satisfaction can be divided into tr,vo basic categories: r,r,ork events and

behavior. He indicated that job satisfaction is the interaction between these two

elements.

Work events include the u,ork itself, compensation and the ,,r,orking

envirottment; behavior includes the actors and others u,ho move in and out of the

organization. According to Shih (1991), fbctors included in employee satisfaction

include rvork attributes (u,orks), pay, supervisors, partners. promotion and overall

satisfaction. Wang (1999) suggested that factors influencing employee satisfaction

include employees' traits, including seniority, age. educational levei, level, econornic

capacity and organizational commitment.

Employee satisfaction measures the degree to which employees are happy

with theil jobs. Mo1'es et al. (2008) asseft that employee satist'action describe how

pleased an employee is with his or her position of empioyment. Employee satisfaction

is a comprehensive term that comprises job satisfaction of'employees and their overall

satisfaction with companies' policies and procedure.

t:
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2.5 The Relationship between Cornpensation and Emplol'ee Satisfaction

Employ'ee satisfactiort is an imporlant issue and usuall1, measured br hun.,:'.

resources departments in most of the organizations. The emplovee satislaction co\ ci's

the basic concems and needs of the employees" A satisfied employee has their nee.i

met by the organization and may not have an incentive to go above and beyond.

Employee satistaction is the terminology used to describe whether employees are

happy and contented and fulfilling their desires and needs at work. Many measures

purport that employee satisfaction is a factor in employee motivation, emplovee goal

achievement. and positive employee morale in the workplace (Deshpande et al. 2012).

Rewards can be both intrinsic and extrinsic. Intrinsic rer,vards often include

praise for con-rpleting a.iob or meeting performance objectir,'es. Other psychological

and social eftbcts of compensation reflect the intrinsic type of rervards. in contrast.

intrinsic reward derives internally from individuals and can be experienced through

their work. such as the feelings of competency, sense of accompiishment. personal

development and self-esteem. The impoftance of being self:administered offers great

advantages and power of motivating from within. Extrinsic rewards are tangible and

having the forrn of both financial and non-financial rewards. There are signiticant

influences of financial and non-financial compensation such as salarv. incentives.

benefits. self--development and work envirorunent have significant influence on

employees' perfbrmance but the promotion did not have significant infiirence

(Prasetya and Kato. 2011).

Employee satisfbction relates to the design of compensation sy'stem because

payment strategies based on compensation system. Lai (2011) argued that an eftlcient

compensation system result in organizational growth and expansion atrd exhibit a

positive relationship betr,veen ernployee satisfaction and job-based w'ages. skiil-based

pal,and pedbrmance-based pay. Lai (2011) concluded that the intrinsic lactors of

motivation" including recognition. work. career opportunities. prof-essional gror,r,th.

responsibility. good feeling about the organization that has a significant conelation

.*,ith job satisfaction, while hygiene (external) t-actols have no signiticant relationship

with job satisfaction or employee satisfaction.

The employee satisfaction is the subjective reaction or satisfaction of

emplo,vees with pli.vsical and psychological aspects of their u'ork environment (Lai.

20ll). Employee satislaction and perceived fbirness in compensatiorl contribute to
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employees' ernotional. psychological and physical health. Although it might not be

true that happier workers are lnore productive, it is true that healthier u,orkers are

more productir,,e. i{'ernployees are r,vell-paid, have a good work envirorunent and

promotion opportunities that meet their rvork values, etnployees will be satisfied.

Moreover- the work motivation in the organization is influenced by the

satisfaction of the employees with their compensation oftbred by the organization

(Ghazanfar et al, 2011). fhe employees are given with a number of reasons to sta)'

with the company and do their jobs excellent to keep up rvith the competition. Their

continuous growth. tlie right compensation and benefits" and w'ork-lif'e baiance are

just some of the things that motivate ernployees to perform better, prodLicing bctter

results for the company. But it is important to aware that employees do not rvork onil'

for the money nowadays. Work for money is more and mare accomplishing and

developing oneself and building relationship to others.

When service employees successfully deep act to provide qualitl'service. they

need to be not only recognized, but also rewarded (Chu, 2A04. Thus, the degree to

which employees are happy or satisfied u,ith their job and w'ork environment is

crucial. Pay structure needs to be redesigned to attract more quality candidate. If the

organization does not provide compensation that is vieu,ed as fair by its employees"

that organization rnay have higher turnover of employees, lnay have more ditficulty

recruiting qualified and scare-skill employees, ma)r attract and retain individuals l';ith

less knorvledge, skills, and abilities, resulting in lor.ver overall organizational

productivity.

According to March and Simon (1958), compensation can detennine u'hat

types of worker are attracted to the organization by signaling job seekers to less

visible organizational attributes. The same also determines r.vhether or not emplovees

are willing to continue working for the organization. Ilpay level or benefit level is not

satisfactory, the desirability of movement will increase and it is more likely that

withdrawal behaviors such as tardiness. absenteeism, and turnover increases (i\4alch

& Simon, 1958).

2"6 Conceptual Framework of the Study

The conceptual fi'amework showed relationship between independent and

dependent variables. The direct relationship between dependent variable (employee
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satist-action) and independerrt variables are conceptualizeci as motivation t"actors

which include direct financiai compensation (saiary, bonus, and commission). indirect

financial compensation (leave poiicy'" social security benef-rt, social support, other

benefits) and non-financial compensation (holding special events. promotion, verbal

praise & positive feedback. educational reimbursement).

Figure (2.2) Conceptual Frameu'ork of the Study

Independent Variables Dependent Variatrle

Direct Financial Compensation

- Salary

- Commission

Indirect Financial Compensation

- Leave Policy

- Social Security Benefit

- Social Support

- Other Benefits

Non- Financial Compensation

- Holding Special Events

- Promotion

- Verbal Praise & Positive Feedback

- Educational Reimbursement

Source: Own Compilation

Employee

Satisfaction
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CHAPTER 3

COMPENSATION SYSTEM OF POWER ELEVEN PUBLIC CO., LTD

This chapter consists of the profile o1' Power Eleven Public Co., Ltd,

organization structure and briefing duties and responsibilities of respective

deparlments as rvell as the explanation of the compensation system of Pow-er Eleven

Public Co., Ltd.

3.1 Profile of Power Eleven Public Co., Ltd

Power Eleven Public Co., Ltd u,as held on 29 June. 2016 at the Government

Conference. It is located in 245, Taw Win St". Ward (7). Shr.ve Pyi Thar Township.

According to Yangon Prime Minister's instruction. 1549 Lrus or,vners r,vere invited to

discuss better public transportation and to transfbrrr-r into pr-rblic companies" With the

agreement of car owners, Ma Hta Tha committee w-rote the rules and regulations.

team records and then reported to Yangon Dir,'ision Govemnient Organization. Power

Eleven Public Co.. Ltd became ofhcial registration No 2-{921 2016-2A17 (Ya Ka).

Originally, it has only No. 45 bus line (Ma Hta Tha).

Yangon Bus Service (YBS) is a bus transpofi netr,vork system which was

established on 16 January, 2017" serving l\4yanmar's lbrmer capital city of Yangon. It

is operated by the Yangon Region Transportation .\uthorit)' (YRTA). At the same

time, No.45 bus line (Ma Hta Tha) has been changed to No.?1 bus line (YBS). Under

the guidance of the Yangon Regior-r Transportation Authorit),' (YRTA), Power Eleven

Public Cornpany and No.39 bus line (YBS) hal'e decided to merge to improve

serr,'ices, according to a.ianuary 27 statement by Pou,er Eleven Public C'ompany-.

No"i9 bus line (YBS) had previously run No.48 and l2-{ bus lines (Ma Hta Tha)

respectively. No39 bus line (YBS) r,vas formed with bus orvnels. Yangon Region

Transpodation Authority (YRTA) ceased the autholization of bus running or,'er Khit
"fhit Nyein Chan Yay Company which has No.41 and 22 bus line (YBS) on 8

Nor,ember.2017 and transferred the authority to Power Eleven Fublic Company. On 2

August,2018, No.22 bus line (YBS) changed under private supen,ision olbus line.

Now. Porver Eleven Public Company has No.21,39 and 45 bus line. Bus lines in

Power Eleven Public Clo", Ltd perform the responsibiliti,' of transportatior-r 'uvith bus

lines such as No.2l bus line is running fionr Yangon West University to NIar.v "Iin.
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No.l9 bus line is running fiom Shrve Pyi 'fhar (l.ane Kone) to Maw'rin and No.41

bus iine is running from Technological Lhriversity (Hmau,bi) to Tha Khin Mva

Garden.

3"f .1 Organrzatitrn Structure of Power Eleven Public Co., Ltd

The organi zationsttucture of Power Eleven Fublic Co., Ltd is shown in ligure

(3"1 ).

Figure (3.I) Organization Structure of Power Eleven Public Co., Ltd

Managing Director

Board of Directors

Adminr HR

Director

Finance

Director

Operation

Director

HR
IntemalAudit Repair Nlaintenance

Superviscr
1-ransporl Operator

Driver

IT

Disciplinary
Money Depaftment

Source: Power Eleven Public Co., Ltd (2018)

According to figure (3.1). organization structure of Por.r,er Eieven Public Co..

Ltd is fbrmed by three departments. In Por,ver Eleven Public Compairy. Managing

L)irector sits on the very top of organization chart which directly goes dor.vn to board

of" directors. And then goes dou,n to Admir/HR director. Finance Director and

Operation Director.
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The Adrnin and Htiman ltesource Depafiment play a ctucial rolc in the

company because it takes man)r responsibilities especially concerning human resource

activities. Admin and Human Resource Departrnent is responsible lbr human resource

management (HRiv{). infonnation technology (IT) and Disciplinary. The tunction of
HRM are planniug the bus line and staffing. T'he functions of IT are testing GPS and

CCTV" The function of Disciplinary department is to collect penalties that YRTA act

on refiactory YBS drivers.

Human Resource has accountability for human resollrces management in the

department in accordance r.r.ith legal and ethical requirements. company policy. and

collective bargaining agreements, responsibility for specific human resource decisions

which have been deiegated to the unit, support for individuals to r.r.hom vou have

delegated responsibilities by clearly delineating roles and responding to questions

thel, 1u1t.. FIR is responsible fbr the basic of IfR activities such as recruitment to

obtain the human resources and financial approvals required by. the corxpan)..

compensation tl-rat to compensate employees correctly. document the hours rvorked

and salary paid to an employee, and the accrual and use of paid leave. in the payroll

system and ail jobs must be appropriately classified. It is also responsibie lor

providing clear performance expectations to each employee.

The Finance department consists of two sections: internal audit and mone\

deparlment. The lunctions of internal audit and money depalhlent perform the clail1,'

transactions such as income and expense with computerized through MS Excel

Application but some are manual.

Accountability ensures that proper controis anC monitoring accolrnt

procedures are itt place and are being applied accordingly. and that reporls are

accurate and meaningful. It really means responsibility lbr financial resources.

Assisting and maintaining sour-rd budget plans for all departmental w,hich requires

maintaining positive budget balances and assuring transactions are posted to conect

budget, implementing. monitoring and reporting procedures.

The Operatiorr deparlment is responsible for smooth and profitable production.

And then, maintenance and repair department is the very important one of Power

Eleven Public Co.. Ltd. It consists of three departments such as regular maintenance

department, purchasing deirartment and repair department" Maintenance and rcpair

department of Power Eleven Public Co., Ltd is shown in figure (3.2).

Lq
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Figure (3"2) Maintenance & Repair Department of Power Eleven Public

Co., Ltd

Maintenance & Repair

Depaftment

Regular Maintenance

Depaftrnent

Brake

Maintenance

Purchasing

Department

Maintenance & R.epair

Departmenl

Engine & Gear

Maintenance

Body & Aircon

Maintenance

Mobile Team

N'!aintenance

Work Shop

Maiutenance

';t, ',J

Source: Power Eleven Public Co., Ltd (2018)

3.2 Compensation System of Power Eleven Public Co., Ltd

Power Eleven Public Co.. l.td provides its employees u,ith direct financial

compensation, indirect financial compensation (benefits) and non-t'inancial

compensation. In terms of direct financial compensation. company provides v,'ages.

salaries and commissions. In terms of indirect financial compensation (benefits;"

company provides leave policy, social security benefits and sc'cial support. In terms of

non-financial compensation, company provides holding special events, promotion.

verbal phase and positive feedback and educational reimbursement that focus on the

issue like needs for achievelnent, recognition, responsibilitt'" influence and personai

growth. However, direct financial compensation varies with difltrent positions and

roles of employees within the company.
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3"2"1 Direct Financial Compensation

Direct compensation is the money directly paid to employees in exchanged 1or

their labor" Direct compensation irrcludes wages, salaries. bonuses, and commissions.

White-collar workers are paid as morrthly basic salary and blue-collar workers are

paid on daily and hourly basic.

(1) Salary

Salary is one of the forms of'direct financial compensation. The employees are

paid according to the standard salary scale set by the top management of Power

Eleven Public Co., Ltd. The amounts of salary are designated in tenns of position,

r.vorking experience, knowledge and skills.

There are different employment types, such as contract, probation, aud

permanent employees. Fixed salaries are paid to contract staff. Daily wages are

provided for probation staff and basic salary" meal allowance and transport allowance

are provided for pemranent staff. Meal and transpoft allou,ances are paid on daill'

basis and entitled for only working days.

Meal and transporl allowances are calculated for 26 lvorking days per month.

'fhe following table (3.1) describes salary structure of Power Eleven Public Co", [.td.

:)
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Table (3.1) Salarl, Structurc of Porver Eleven Public Co., Ltd

No. Position Salary in K.v"ats

1 Director 500,000

2 Mechanic (leader) 300,000-400,000

J Operation Manager 300,000

4 Senior Accountant 300,000

5 Supervisor 250.000

6. IT 250,000

7 Gate In-charge( Supervisor) 250,000

8 Junior Accountant 200.000

9 Office stafT 200.,000

10. Gate In-charge 200.000

1l Mechanic 200,000

t2 Car Cleaner 200.000

t3 Conductor 150,000

Source: Power Eleven Public Co", Ltd (2018)

(2) Commission

Another category of direct financial compensation is commission. Por.ver

Eleven Public Company gives commission fbr drivers. No"21 bus line gives 309/o of

reserves per day" No. 39 bus line gives 20o/o of reserves per day. [f they get above

120.000 Kvats per day, the company will give them 30% of reserves per day. No.41

trus line gles 20%o of reserves per day.

3.2.2 Indirect Financial Compensation

indirect financial compensation includes non-monetaly benef-rts oflbred and

provided to employees tbr their contribution to the company. Difl'erent types of

benefits are shou,n in Table (3.3).
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Table (3"2) Benefits provided by Porver Eleven Public Co., Ltd

No" Types of Benefrts Description

Leave Policy Provided

2 Social Security Benefit Provided

Social Support Provided

4 Other Benefits

(a) Meal Allowance Provided

(b) Loan Service Provided

Uniforms)(c

Sick/Medical Leave Provided

Provided

Depend on

recommendation

Source: Admin and Human Resource Department of Power Eleven Public Co.. Ltd

As shown in Table (3.2), leave benefit, social security benetit. social support

and other benefits are provided to employees. In the ternrs of other benefits. meal

allowance. loan service and uniform sets are included.

(1) Leave Policy

There are various types of leave in human resources theories. The difTerent

leave types are described in Table (3.3). The detailed description of leave benefits are

mentioned belorr.

Table (3.3) Types of Lcaves provided in Power Eleven Public Co., Ltd

No Leave Type Entitlement Number of Days

1 Annual Leave Provided 10days/year

2

t
J

5

1

medical

4 Vacation Leave Not Provided

Maternity Leave Provided 14 weeks

6 Paternity Leave Provided 15daysi1'ear

Causal Leave

Bereavement Leave Not Provided

Provided i0days/year

8. Unpaid Leave

9 Holiday

Source: Porver Eleven Public Co.. Ltd (2018)

Provided 90days/year

Provided

2"5

According to official calendar



I
I

i
I

As shorvn in'I'able (3.1)" annual leave. sick leave. causal leave. rlratcmit)

Ieave" paternity ieave" berear,'ement leave, unpaid leave and holidal' are provided

rvhile \racation leave and bereavement leave are not provided to emplorees.

(a) Annual Leave

Each employee after one-year service receives annuali earn lor each vear

worked" Annual leave needs to request 10 days in advance to Human Resource based

on the approval of imrnediate supervisor or manager. The HR department ri ill

maintain the leaves records of'each employee.

(b) Sick Leave/Medical Leave

Employees are entitled to have 10 sick leave/rnedical leave per )'ear uhu-n in

the event of illness or injury due to rvorkplace accident. It may depend on the nredical

reeommendation of doctor.

(c) Causal Leave

There are l0 causal leave day per year but not more than three consecutive

working da5,s at a time and not more than 5 causal leave days within 6 rnonths. The

causal leave needs to be requested by employee with justifiable reason and 
"rith 

prior

notice to their department head or immediate supervisor.

(d) Vacation Leave

There is no entitlement tbr vacation leave at year end. If an employee \\'ants to irave

vacation leave. he/she has to take unpaid leave instead. But ire has to subn-rit a lear,e

application in advance of 7 days to an'ange necessarily for the assigned task during

leave period.

(e) Maternity Leavc

Female employees are granted 14 u,eeks maternity leave (6 u,eeks befbre and

8 rveeks after the delivery) r.vith fbll salary.

(0 Patcrnity leave

At Power Eleven Public Company. the husbands of the w'orlan rvho are giving

birth shall entitle to get I 5 days of paternity leave around the birth date of the child.

26
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(g) Bereavement Leave

Employees are granteci Lrnpaid bereavemenl leave to grieve and to handle

uratters that relate to a memorial service if tirey suffer the death of a famil,v nren-iber.

ln tenrrs of tbmily members" tirere are parents. children. brothers, sisters, wifb and

husband who are living together with the employee according to household

registration: If the decrease is not a famill' member, the ernployee vvill not entitle to

take leave and they need to take unpaid leave instead.

(h) Unpaid Leave

Employees are granted three months unpaid leave and taking unpaid lear, e

does not affect the individual's absenteeism status. So. they are entitled tor no-

absenteeism of the year award.

(i) Holidays

The company grants official holidays fbr all Myanmar gazette holidays w'hich

are circulated by administration department at the beginning of calendar year

subjected to the approval of- boards of director. At Powel Eleven Public Companv.

Sunday is the normal off:da!'s. The empiol,ees have to u,ork only 6 days a week" But

drivers do not have holidays.

(2) SocialSecuritl'Benefit

The cornpany is responsible fbr insurance against acciclent and illness for all

emploS'ees according to social security acts. All ernployees are registered at Township

Labor Registration Deparlment and Social Security Board. Dtre to regular

contribution of employer and employee based on the worker's earning in payroll. ail

employees are entitled to have the social security beneflts of n"orkplace-related

accident or illness. For the illness not related to workin*s environment. ernplovees are

still eligible to have common healthcare benefit according social security act.

(3) Social Support

There are two different types of social supporting in Porl,er Eleven Public Co.,

Ltd. 1'hey are tr.vo events of birth and death. At the time of birth. the company

provides 100,000 to 300.000 Kyats. In the case of emplo\,ee's death, the cornpany'

::. i,:
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provides 100.000 to 500,000 Kyats. I-he cornpany also provides 100,000 to 300.00t)

K-vats as the bereavement assistance to the emplovee who losses his frmil5,..

(4) Other Benefits

The company provides other benefits to emplol,ees such as meal allowance

(lunch). loan service and uniforms"

Concerning with rneal allowance. the cornpany provides meal allowance to all

of its drivers of Porver Eleven Public Co., Ltd. Meal allorvance is 2500 Kyats per

rvorking day for operational staff especially.

Conceming rvith loans, Power Eleven Public Co.. Ltd has a staff loan program

fbr their employees-u,elfare. The employee can apply and get the loan with their Head

of the Department's recommendation. Power Eleven Public Co.. Ltd considers loans

for education, health condition, health conditions and ernergency cases of the

employees.

For integrity and image of Power Eleven Public Co., Ltd, the company

provides uniforms to all staff. Power Eleven Public Co"" Ltd provides two sets of

uniform and it is one of the motivational factors fbr the employees"

3.2.3 Non-financial Compensation

In tetms of non-financial compensation. it can generally be divided into fbur:

they are holding special events,.promotion, occasional verbal praise and positive

fbedback, and educational reimbursement.

(1) Holding Special Events

Porver Eleven Public Co., L,td provides special events for employ'ees like

holding statT appreciation party in order to increase employee morale and makes

employee feels appreciated for their contribution to companv success.

(2) Promotion

Power Eleven Public Co., Ltd recruits for higher" positions by internal

promotion plan provided to skillful and experienced employees for available open

positions before they recruit for potential emplo5,ees outside of the company. The

company provides clear career path fbr every level of emplol,sss. On-job training

.'i:
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courses are pro\,'ided fbr lresh graduates to be able to work eft"ectirelr on tir.ir J.,.ities

and responsibilities.

Concerning the training and development for the emplovees. Pou'c-r Eler en

Public Co.. Ltd provides straining to employees for acquiring immediate skiils and

doing a task or job in an efficient and competent manner. T'he training and

development program enables employees to grow with the company itseif', An

employee/trainee may be put under an experienced statT fbr instruction, guidance and

learning of specific skills related to a job.

(3) Occasional Verbal Praise and Positive Feedback

At the management level. ernployees of Porver lrlcr,'en Public Co., Ltd are

given verbal praise and positive feedback to operational ievel ol ernployees to let

them knorv that the management and company appreciate the job that tirey are doing

and let them feel special and appreciated. Based on the intervier.v w'ith operational

employees, they are satisfied r.l,ith occasional verbal praise and positive fbedback of

supervisors.

(4) Educational Reimbursement

Power Eleven Public Co., Ltd reimburses employees up to a cefiain amount

tbr courses and education in order to help employ'ees who w'ant to gct more education

to attain better levels of pay and ldgher positions.
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CHAPTER 4

RESEARCH METHOI}OLOGY

This chapter describes the research design. demographic characteristics of

employees. analysis of employee satisfaction level on compensatiou systern and

overall employee satisfaction towards compensation system ol Por,ver Eleven

Public Co" t.td"

4"1 Research Design

This study is to analyze tlte employee satisfaction tolvards the coupensation

system by Porver Eleven Public Co., Ltd. To implement the objectives o1'the study.

the required data were obtained through structural questionnaire r,r,ith a fire point

Likert-scale. All drivers of different running bus lines such as YBS 21. YBS 39 and

YBS 4l were asked to complete the questionnaire. By using the convenience

sampling method" a sample of 150 employees is chosen from the total population of

260 employees at Pora,er Eleven Public Co., Ltd. The questionnaire consist-q of tr.vo

main parts. The first parl describes the demographic characteristics of respondents b1'

gender. age, marital status. education, service year, income level and current ruming

bus line. The second part includes employee satisfaction towards clirect f-rnancial

compensation" indirect financial compensation, and uon-f-tnanciai compellsation

'*,hich are based on l0 different characteristics of compensation systents name11'(i)

salary" (2) commission. (3) leave policy, (4) social security benefit, (5) social supporl.

(6) other benef-rts (7) holding special events, (8) promotion. (9) verbal praise and

positive feedback, (10) educational reimbursement. To analyze the collected data

from the sample respondents, the statistical analysis of Statistical Package for Social

Science (SPSS 20) w,as applied. Ernployee satisfaction level is assessed based on the

mean value of each charactedstic which are provided to the employees.

4.2 Demographic Characteristics of Employees

in this section, proliles of respondents are analyzed in accordance rvith survey

result by gender. age, marital status, education, service year, income level per month

and current running bus line.
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4.2.L Respondents by (icntler

The foliowing T'able describes numbers of nlale and female ernplovee in

Power Eleven Pr-rblic Co"" l-td: T'he gender of respondents in Power Eieven Public

Co., Ltd is shown in T able 14. l).

Table (4.1) Respondents by Gender

Gender No. of Respondents Percentage oh

Male 150 100.00

Female 0 0

Total 150 100.00

Source: Suwey Data (2018)

According to Tablc (4.1)" 150 emploSrees are males. in term of percentage. i00

percent of respondents are males because of the work nature of Power Eleven Public

Co", Ltd which is responsitrle fbr running of various kinds of buses.

4.2.2 Respondents by Age Groups

The age groups of respondents are emphasized by foul groups, namelvl 20 to

30" 31 to 40,41 to 50. and -51 and above. The following Table (a.\ and figure (4.1)

presents respondents by age groups.

Table (4"2) Respondents by Age Group

Age (year) No" of Respondents Percentage 7o

20-30 '37 24.70

3t-40

41-50

51 and above

Total

Source: Suwey Data (2018)

62

30

21

150

41"30

20.00

14.00

100.00
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Figure (4.1) Respondents by Age Groups

t20-30

r 31-40

,,41-50

r51 andabove

Source: Survey Data (2018)

As shown in Table (4.2) and figure (4.1), it is found that37 emplovees are

between 20 years and 30 years old,62 employees are between 3i years and -{0 rears

old,30 employees are between 41 years and 50 years old, and2l employees are 51

years old and above, respectively. In terms of percentage, 20 to 30 years oid

respondent is 24.7 percent, 31 to 40 years old respondent is 41.3 percent, 41 to -i0

years old respondent is 20 percent and 51 and above 51 years old respondent rs f i

percent respectively It is found that the most working respondent group is 31 to -10

years old in Power Eleven Public Co., Ltd.

4.2"3 Respondents by Marital Status

Marital status of employees is classified into two: single and married. The

following Table (4.3) and figure (4.2) show respondents by marital status.

Table (4.3) Respondents by Marital Status

Marital Status No. of Respondents Percentage %o

Single 24

tt
4

Maried

Total

Source: Survey Data (2018)

t26

150

16.00

84.00

100.00
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Figure (4.2) Respondents by Marital Status

r Single

rMarried

Source: Survey Data (2018)

As shown in Table (4.3) and (4.2), 24 employees are single and 126

employees are married. In terms of percentage, single respondents share 16 percent

and married respondents share 84 percent. Most of the employees are maried in

Power Eleven Public Co., Ltd.

4.2.4 Respondents by Educational Level

The educational level of employees is classified into four groups which are

below high school, high school, graduated and others. Following Table $.\ and

figure (4.3) presents respondents by educational level.

Table (4.4) Respondents by Educational Level

Education level No. of Respondents Percentage %o

Below high school 84 56.00

High school Graduates 54 36 00

University Graduates 11 7.30

Others

Total

Source: Survey Data (2018)

1 0.70

100.001s0
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Figure (4.3) Respondents by Educational Level

t%

Below high school

,High school Graduates

University Graduates

.,Others

Source: Survey Data (2018)

As shown in Table (a.a) and figure (4.4), 84 are below the high school level

employees , 54 are high school level employees, 11 are graduated level employees and

1 employee is in "other" gfoup. In terms of percentage, 56 percent of employees afe

below the high school level, 36 percent of employees are at the high school level, 11

percent of employees are at the graduated level and 0.7 percent of employees are in

"other" group. It shows that most employees are below the high school level in Power

Eleven Public Co., Ltd.

4.2.5 Respondents by Work Expqriences

Work experiences of respondents are classified into four groups which are

under L year, between 1 and 3 years, between 3 and 5 years and over 5 years

respectively. Table (4.5) and figure (4.4) show the respondents by work experiences.

Table (4.5) Respondents by Work Experiences

Work Experiences No. of Respondents Percentage 7o

Under I year 5 3.30

Betweenland3year l2 8.00

Between3and5year

Over 5 years

Total

28

105

150

18.70

70.00

Source: Survey Data (2018)
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Figure (4.4) Respondents by Work Experiences

3%

Under I year

:,r' Betlveen 1 and 3 year

Between3and5year

r,, Over 5 years

Source: Survey Data (2018)

According to Table (4.5) and {4.4),5 employees are under 1-year service, 12

employees are between I and 3 years' service, 28 employees are between 3 and 5

years' service and 105 employees are over 5 years' service respectively. In tenns of

percentage, under l-year service ofrespondent is 3.3 percent, between 1 and 3 years'

service of respondent is 8 percent, between 3 and 5 years' service of respondent is

18.7 percent and over 5 years' service of respondent is 7Ao/o respectively. The most

working respondents are over 5 years' service in Power Eleven Public Co., Ltd.

4.2.6 Respondents by Income Level

Individual income levels of respondents are classified into three groups which

are 100,000 Kyats to 300,000 Kyats, 300,001 Kyats to 500,000 Kyats and 500,001

Kyats and above. The following Table (4 5) and figure (4.5) show the respondent by

income level.

Table (4.6) Respondents by Income Level

Income Level(kyats) No. of Respondents Percentage 7o

Ks 100,000 - 300,000

Ks 300,001 - 500,000

500,001 andabove

Total

51

71

28

150

34.00

41.30

18.70

Source: Survey Data (2018)
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Figure (4.5) Respondents by Income Level

Ks 100,000 - 300,000

+ Ks 300,00i - 500,000

500,001 and above

Source: SurveY Data (2018)

As shorvn in Table (4.6) and figure (4.5), there are 51 employees who earn

100,000 Kyats to 300,000 Kyats,7l employees who earn 300,001 Kyats to 500,000

kyats and 28 employees who earn 500,001 kyats and above. ln terms of percentage,

34 percent of employees who earn 100,000 kyats to 300,000 kyats, 47.3 percent of

employees who earn 300,001 Kyats to 500,000 kyats and 18.7 percent of employees

who earn 500,001 Kyats and above. Therefore, it can be found that most of the

employees who eam 300,001 Kyats to 500,000 Kyats in Power Eleven Public Co.,

Ltd.

4.2.7 Respondents by Current Running Bus Line

Bus lines are classified into three such as YBS 21, YBS 39 and YBS

4lrespectively. The following Table $.7) and figure (4.6) show the number of the

respondents by current running bus line.

Tabte (4.7) Respondents by Current Running Bus Line

Current Running Bus Line No. of Respondents Percentage %o

YBS 21 50 33.30

YBS 39 30 20 00

YBS 4i 70 46.70

Total 150

Source: Survey Data (2018)

36

100.00



I
I

i

I

Figure (4.6) Respontlents by Current Running Bus line

rYBS 21

r YBS 39

YBS 41

Source: SurveY Data (2018)

As shown in Table (4.7) and (4.6), YBS 21 is run br.' 50 emplovees, YBS 39

by 30 employees and YBS 41 by 70 employees. In terms of percentage, 33'3 percent

of employees are running YBS 21, 20 percent of emplol'ees are running YBS 39 and

46.7 percent of employees are running YBS 41. It can be said that most of the

employees are running YBS 41 in Power Eleven Public co., Ltd.

4.3 Analysis of Employee Satisfaction Level on compensation system

in this section, employee satisfaction towards compensation svstem provided

by power Eleven public Co., Ltd is analyzed based on direct financial compensation,

indirect financial compensation and non-financial compensation which include 10

different characteristics of compensation systems namell' (1) salary, (2) commission,

(3) leave policy, (4) social security benefit, (5) social support, (6) other benefits, (such

as meal allor,vance, loan service, and uniform sets) (7) holding special events' (8)

promotion, (9) verbal praise and positive feedback, (10) educational reimbursement

program provided by power Eleven Public Co., Ltd Each characteristic includes more

than one question, and each question is measured on a five point Likert-scale (1:

Strongly Dissatisfie d, 2 : Dissatisfie d, 3: Neutral, 4 : Satisfied, 5 : Strongly

Satisfied). Employee satisfaction level is evaluated based on the average overall mean

score of each characteristic. [t can be assumed that emplo-vees are dissatisfied if the

mean score of particular characteristic is less than 3. On the other hands, it can be

assumed that employees are satisfied if the mean score of particular characteristic is

.i: ]
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more than 3" Horvever, it is inconclusive whether employees are satisfied or

dissatisf-red even if the mean score is not exactly equal to 3.

4.3.I Employee Satisfaction torvards Direct Financial Compensation

Pou,er Eler.en Public Co." Ltd provides direct financial compensation such as

Salary and Commission" Each characteristics of direct financial compensation are

analyzed separately for employees of YBS 21, YBS 39 and YBS 41 in following

Table (4.8).

Table (4.8) Emptoyee Satisfaction towards Direct Financial Compensation

No. Description YBS 21 YBS 39 YBS 41 NIean

Salary

The amount of current salary

2

J

The amount of salarl' compared to

other employees in the company

The amount of salary compared to

other companies

Commission

4 The amount of commission

4.04 2.80 2.83 -1 .',

4.08 ).' I
a laJ.IJ 3.49

.t 1a 3.50 3.11 3.61

4.34 3.03 3"16 3.5 i

1

5 The amount of commission compared

to other emplo,vees in the compan)'

The amount cri commissioh compared

to other companies

3.03 3.03 J.+-14.24

4.28 3.27 3"16 3.576.

Overall Mean 4.20 3.1s 3.07 3.47

Source: Survey Data (20i8)

Table (4"8) presents employee satisfaction torvards direct financial

compensation" Direct financial cLrmpensation includes salary and commission. "The

amount of current salary". "T'he amount of salary compared to other employ'ees in the

,company" and "The amount ol salary compared to other contpanies"- ernployees at

YBS 21 are the most satisfied as shown by mean scores o1'4.04" 4.08 and 4.22

respectively. "The amount of commission", "The amouut of commissjon compared to

other employees in the company" and "The aurount of commissicn compared to other

companies". employ,ees at YBS 21 arc the rnost satisfied as shown by a mean score of
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4"34" 4.24 and 4.28. As these are more than 3, it can be conclr"rded that the emplol'ees

at YBS 21 are satisfied on the salary and commission provided b1' the contDanr'.

On the other hand, those at YBS 39 and YBS -+lare dissatistled rrith the

amoLrnt of current salary. The mean scores are 2.80 and 2.83 and these are less than 3.

It indicates that employees at YBS 39 and YBS 4l are least satisfied u'ith the amount

of current salary they eam because they expect higher salary. Emplol'ees at YBS 39

and YBS 4 [ are iess satisfied with the amount of salary compared to other emp1o1'ees

in the company and the amount o1'salary compared to other companies. It can be

concluded that employees at YBS 39 and YBS 4l are less satisfied u'ith the salarl'

provided b.v- Power Eleven Public Co., Ltd. "'fhe amount of commission". "The

amount of commission compared to other employees in the compan)'' and "The

amount of cornmission compared to other companies". employ'ees at YBS 39 are less

satisfied as a mean sore of 3"03,3.03 and3.27. and employees at YBS 41 are iess

satisfied as a mean score of 3.16,3.03 and 3.16 respectivel-"-" it can be concluded that

employees at YBS 21 arc the most satisfied rvith the commission and emplol'ees at

YBS 39 and YBS 41 are less satisfied w-ith the comrnission provided by the compan1..

The employees of YBS 21 are most satisfled than employees of YBS 39 and

YBS 4l r,r,ith direct financial compensation as shou,n by means score oi ,+.20.3.15

and 3.07 respectively. This study is found that employees at YBS 21 are tllosl

satisfied with direct financial compensation and employsgs at YBS 39 and YBS 11

are less satisfied with direct financial compensation prcivided by Power Eler''en Public

Co.. Ltd.

4"3.2 Employee Satisfaction tou'ards Indirect Financial Compensation

, The emplol,ees' satisfaction torvards indirect financial compensation provided

b1,p6vns1 Eleven Public Co.. Ltd is analyzed and the results are presetlted in the

tbllorving sections. indirect financial compensation such as Leave Policl''. Social

SecuritS, Benefit. Social Supporl and Other Beneflts are anall'zed separately for:

employees of YBS 21" YBS 39 and YBS 41 in following Table ('1.9).
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Table (4.9) Employee Satisfaction torvards Indirect Financial Compensation

No. Description YBS 21 YBS 39 YBS 41 Mean

Leave Policy

I

J

Total number of leaves allowed 3.66 4.03

3.84 4.00

3"92 ).6-)

3.44

3.44

4.10 3.93

2 The policy and practice of leave

'fotal number of leave days allowed

compared to other companies

Social Securify Benefit

4 The allowance of leaves for workplace

accident or related illness

5 Provision of healthcare for illness

Lack of deduction of salary for being

ill

7 Provision of social security benefit

compared to other companies

Social Support

8 Provision of support tbr giving birth

and death

9 Provision of social support compared

to other companies

Other Benefits"

10 'Ihe policy of ploviding meal

allow-ance

11 Provision of loan service

t2 Provision of uniform sets

13" Provision of other benefits cotnpared

to other companies

Overall Mean

3.72 3.87 3.76 3.78

2.92 '.o-) 2.27 2.61

3.42 2.9L) 2.89 3.07

3.62 114
-1 . LJ .1" IJ 3.29

4.10

4.17

3.98

3.97

6

i
1

2.60 2.87 2.97

3.17 3.1s 3.25

3"52 2.67 2.81 3.00

3.16 3.07 J.IJ 3.12

3.00 2.30 111/..1 ) 2..+8

2.96 2"93 2.67 2.85

3.58 3 "27 2.89 3.25

Source: Survey Data (2018)

Table (4.9) present ernployee satisfaction tolr'ards indirect financial

contpensation. Indirect financial compensation includes leave poiicy. sociai security

benefits. social support and other benefits, (such as meal allori'ance. loan sen'ice and

Irniform sets). fhe employee at YBS 39 and YBS 41 are the most satished with the
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total nurnber of leaves allou,ed and the policl'and practice of leave by' mean scores ol

4"03"4"i0 and 4.00.4.10 but employees at YBS 21 are less satisfied r,iith total number

of leaves allorved and the policy and practice of leave by mean score of 3.66 and 3.8-{

because they have dif-ficulty in taking leaves. The emplol,ee in 4l are the most

satisfied with the total number of leaves allowed compared to other companies by

mean score of 4.17 and employees at YBS 2l and YBS 39 are also satisfied with the

total number of leaves allowed compared to other companies b.v means score of 3.92

and 3"83 respectively. It can be said that employees at YBS 21. YBS 39 and YBS 41

are the most satisfied on the leave policy provided by the cotnpany.

The en-rplolees of YBS 21, YBS 39 and YBS 41on "The allow'ance of leave

days for workplace accident or related illness" are the most satisfled shou,n by mear-r

score of 3.72.3.87 and 3.76. On the otherhand, employees at YBS 21. YBS i9 and

YBS 41on "Provisiorr of healthcare for illness" is dissatisfied by mean score o1'

2.92,2.63 and 2.27 shown because they expect more provision of healthcare lbr

illness. And also employees at YBS 39 and YBS 41 on "Lack of deduction o1'salary

forbeing ill" are also less satisfied by the mean score of 290 and 2"89 but employ'ee

at YBS 2l are satisfied u,ith lack of deduction of salary for being ili. The employ'ee at

YBS 21" YBS 39 and YBS 41 are satisfied with the provision of social securitl,

benefit cornpared to other companies with the mean score o1'more than 3. lt can bc

concluded that empio)'ee at YBS 2l are satisfied with the social security benef-rt and

employee at YBS 19 and YBS 4.1 are less satisfied r,vith tire sociai securit;- benefit

provided by the compan)'.

The employees at YBS 2l on "Pt'ovision of support fbr giving birth and death"

and "Provision of social supporl compared to other companies" are the most satisfied

by mean scores of 3.44 and 3.52 shou,n. As these are more than 3. it can be said tilat

employees at YBS 21 are satisfied r.r,ith the social support provided b5'the company.

Employees at YBS 39 and YBS 41 are dissatisfied with "Provision of support for

giving birth and death" and "Provision of social suppofi conrpared to other

companies" are dissatisfied w'ith the means score of 2.60. 2.87 and 2.67. 2.87

respectively. As this is less than 3. it can be concluded that the employees at YBS 39

and YBS 4l are dissatisfied with the social supporl provided by the conrpan)'. This is

because the most emplovees of YBS 39 and YBS 4l expect more amount of social

suppofi given by the company.
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The employees at YtsS 21" YBS 39 and YBS 41 are satist-reJ riith ihe policl

of pr<lviding meal allou,ance with the nleans score of 3.16. 3.07 and l.l-1 Eirplorees

at YBS 2l are fairly satisfied ii,ith the provision of loan sen ice an,l ein:lo\ r-e S ot

YBS 39 and YBS 41 are dissatisfied about the provision of ioan serr ir'e u itit iiie rnc-an

score of 2"30 and 2.13. The employees at YBS 21, YBS 39 and \-BS 11 are

dissatisfied with the provision of uniform sets with the mean score of 1.96. 1.9-i and

2.67. As this is less than 3. it can be concluded that employees at YBS ll. \-BS l9

and YBS 4I are dissatisfred rvith tire provision of uniform sets pror rdel br tire

company. The employees at YBS 2l and YBS 39 are satisfied uith the prtriisir-rn of

other benefits compared to other companies with the means score o13.58 an.l l.l- bui

employees at YBS 41 ar:e dissatisfied with the provisiou of other beneilts conttared t.r

other companies with the mean score of 2.89. It can be concluded that entp1,-.\ ees at

YBS 21 are satisfied with the other benefits but employees at YBS 39 and \-BS -i I ;r'.'

dissatisfied with the other benefits provided by the company.

The employees of YBS 21 are most satisfied than employees of \-BS lq ard

YBS 4 I rvith indirect financial cornpensation as shown by rneans score o f I . +1. -1 . 1 l

and 3"15 respectively" This study is fbund that emplol'ees at YBS 11 a:e n:ttst

satisfied r,vith indirect flnancial compensation and employees at YBS i9 and \"BS +l

are less satisfied with indirect financial compensation provided b1 Pouer Eleren

Public Co., Ltd.

4.3.3 Employee Satisfacfion torvards Non-Financial Compensation

The employees' satisfaction tonards non-financial conlpensation pt-o\ ided b1

Power Eleven Public Co"" t,td is anal1,zed and the results are presenled in the

following sections. Non-financial eor-npensation such as l-Iolding Special Lr ents.

Promotion, Verbal Praise and Positive Feedback and Educational Reimbursement are

analyzed separately tbr employees at YBS 21. YBS 39 and YBS i1 in fbllo$'ins

Table (4.10)"

.' ' ':i
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Table (4.10) Employee Satisfaction towards Non-Financial Compensation

No. Description YBS 21 YBS 39 YBS.11 Mean

Holding Special Event

1 Holding special events as

parties

holiday 3.52 2.47 2.30 2.16

2 Holding special events as holiday 3.s8 2.63 2.44 2.88

parties compared to other companies

Promotion

J Provision

opportunity

of giving training 4"64 3.00 ).) I 3.67

4 Provision of giving oppot-tunttl' fbr 4.68 i.03 ).) I 3.69

promotion after training

5 Provision of giving oPPoftunit,v fbr 4.90 3.17 3.57 3.98

promotion comPared to other

companies

Verbal Praise and Positive Feedback

6" Recognition on

task

7 Provision of recognition compared to
a naJ.+J 3.51 3.61

other companies

Educational Reimtrursement

8" Provision of exPenses for schools and 2.88 2.70 2.37 2.65

training programs for emPloYees

9 Provision of educational expenses for 2.76 2.13 2.43

the families of emPloYees

Provision

reimbursement

companies

of educational

compared to other

a 
^aJ.+J

3"90

2"40

3.04 2.E3

3.77 2.94

3.54 3.60

2.46 2.78

2.91 3.21

accomplishment of 3.84

h:

fr

10

Overall Mean

Source: SurveY Data (2018)

na+)



I able (4" I0) presents employ'ee satislaction tou'ards nor-r-flnancial

ocmpensation. Non- financial compensation inclr"rcies holding special !-\'ents.

promotion. verbal praise and positive t"eedback and educational reir-t-rbursr-ment. The

ernployees at YBS 2l are the mostsatisfied rvith the holding speciai e\ents as holidav

parties and holding special events as holiday parties compared to other conrpanies

with the means score of 3.52 and 3.58. As this is more than 3. it can be concluded tl-rat

the employees of YBS 21 are satisfied rvith holding special events prorrded b1 the

company. On the other hand, employees at YBS 39 and YBS 41 are dissatisfled ri-ith

the holding special events as holiday parties and holdir-rg special e\ ents as holidal''

parties compared to other companies with the means score c',12.47. 1.30 and 1.63 and

2"44 respectively. As these are less than 3, YBS 39 and YBS 41 are ciissatrsfied riith

holding special events provided by the company.

"Provision of giving training opportunity". "Provision of gir ins traii.ti:.tg

opportunity after training" and "Provision of giving opportunit\ tbr pron'iotion

compared to other companies", employees at YBS 2i are the most satist-red iiith the

means score of 4.54, 4.68 and 4.90. As these are more than 3. it can be said tirat

enrployees at YBS 2l are satist'ied with the promotion provided b1 the company.

Ernployees at YBS 39 are less satisfied with the provision of gir ing training

opportunit-v- and provision of giving tlaining opporlunitv atter traininc uith the meatts

score of 3.00 and 3.03 but emplol,ees at YBS 39 are satisfiei riith the prorision of

giving opportunity for promotion"compared to oiher companies riith the nrean score

af 3"47" On the other hand, employees at YBS 47 are satislled riith the provision of

giving training opportunity, provision of giving training oppotlunin atter training and

the provision of giving opportunit-v for promotion compared to other companies with

the means score of 3.37,3.37 and -1.57 respectively. As this is r.:tore tilan 3. it can be

conciuded that the emplol,ees at YBS 39 and YBS.+1 are satisiled ri'ith plomotion

provided by the company.

The employees at YBS 21, YBS 39 and YBS +1 are satisfied r,vith the

recognition on accomplishment of task by the means score of 1.84. 3.43 and 3.54

shrtrvn. As this is more than 3, it can be concluded tirat the employees at YBS 21,

YBS 39 and YBS 41 are satist-ied rvith the recognitior.) on accotnplishment of tnsk

pror,,ided by the company. Emplovees at YBS 21. YBS i9 and \"ils 41 are satisfied

rvith the provision of recognition compared to other companies by the means score of

3.90" 3"43 and 3.51 shown. As this is more than 3. it can be concluded tirat the

'1 r. -.
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emplo_\,ees at YBS 21. YBS 39 and YBS 41 are satislled riith the prcrision of

recognition colnpared to other companies provided b1' the conlpan\ . Oit ar i'rage.

since the mean score of emplol,ees'respollse overt,eLbal praise trttd posttire tiedback

are over i. it can be saidthat employees at YBS 21, YBS 39 and \-BS +1 are satist-red

r.n ith verbal praise and positive feedback provided by the compan\ .

The employees at YBS 21. YBS 39 and YBS 4i are dissatistled nith the

provision of expenses tbr schools and training progratns lor ei-ttpltry ee. and the

provision of educational expenses forthe families of emplol'ees b1 the ntr-ans SCt)r'e ol

2.88.2.70,2.37 and 2"76,2.40,2.13 shown. As these are less ti-ran l. it can be

concluded that the employees at YBS 21, YBS 39 and YBS 11 at'e irs.":isilc; uith

the provision of expenses for schools and training pro-srains lor et:tpltx r'r-S 3:rc the

provision of educational expenses for the families of emplo)'eeS f-1ier idec 'b1 tire

company. Employees at YBS 21 are less satisfied r,l,ith the prorisiolt t-.f ei'.ici:i,-,t.ial

reimbursement compared to other companies r,vith a mean score of i.1l-l alli \'tsS -rq

and YBS 41 are dissatisfied with the provision of educatioual reimbi-rs.nlent

compaled to other companies with a mean score of 2.83 and 2.46 respectir ei". On

average, since the mean score of ernployees" respollse o\ ei .'dL.etir\ilai

reim$ursementarelessthan3,itcanbeconeludedthatemplo.veesal \'BS li. \-BS i9

and YBS 41 are dissatisfied with educational reimbut'sentent prrrr ijeJ br lhe

COmpan-v-"

The employees of YBS 2'1 are most satislied than en-rprlolees ol \-BS l9 and

YBS 41 u,ith non-financial compensation as shor.l,n b1' means score oi i 77. 1.9-i and

2.91 respectively" This study is found that employees at YBS 21 are rrosi satisfled

with non-financial compensation and employees at YBS l9 and \-BS +l arc less

satisfied with non-financial compensation provided by Pou,er Eleven Public Co.. Ltd.

4.4 Overall Employee Satisfaction towards Compensation S-vstent

The comparison on the diflbrences of the satisfaction tou'ards compensation

system by the emplol,'ees at YBS 21, YBS 39 and YBS -+1 are calculated and the

result is presented in Table (4.11). Employee satisfbction tou'ards overall

compensation system provided by Power Eleven Public Co.. Ltd. In direct financ,ial

compensation. salary' and commission are included. In indirect financial

compensation" leave policSu, social security benefit. social support aud other benefits.
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(such as meal allowance, loan service and uniform sets) are included 1n non-Ilnanclai

compensation, holding special events, promotion, verbal praise and pt'rstttre teedback

and educational reimbursement program are included.

Table (4.11) Overall Employee Satisfaction towards Compensation Sr stem

No. Characteristics YBS 21 YBS 39 rBS 11 \Iean

1 Direct Financial Compensation

2. Indirect Financial ComPensation

a
J Non-Financial Compensation

Overall Mean

3

2.s

2

1.5

I

0.5

0

3.77 2.94 191

4.20

3.44

3.80

3.15

3.17

3.09

3 L)7

3 15

-1 J-

i lr

3.01 3.31

Source: Survey Data (2018)

According to Table (4.1 1), it can be concluded that the emplor ees aI ':3 S I 1

are most satisfied ones towards the compensation system and those at \-BS -lq ano

1.BS 41 are least satisfied in comparison. However, as the satisfactron scores 3.- rlore

than 3, it canbe saidthat employees at YBS 21, YBS 39 and YBS -11 a;e ::tr.i-ted

rvith the compensation system in general. The differences in errplorees' s'll-si.:.-;ttrn

on overall compensation system are also analyzed andthe results urg 5i11t',',11 r: Irt!.lre

{4.7).

Figure (4.7) Differences in Satisfaction on Overall Emplor ee

ComPensation

4

:-:, '

'9 r..

,,r l

3.5

YBS 21 YBS 39 YBS 41

rDirect Financial Compensation r Indirect Financial Compensation

r Non-F inancial ComPensation

Source: Survey Data (2018)
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Figure (4"7) reveals that emplorees at YBS 21 are most satistied u,ith direct

Iinancial compensation b1 a mean score ol-1.20 show'n but those of the employ'ees of

YBS 39 and YBS 41 are less satisileci riith direct financial compensation by tire

means score of 3"15 and 3.07 shosl. L)n average, since the mean score of employees'

response over direct financial compr'nsation are 3.47,it can be said that employees of

YBS 21, YBS 39 and YBS -{l are satisfied with direct financial compensation

provided by the compan\

The emplolees at YBS ll are more satisfied than YBS 39 and YBS 41 rvith

indirect financial compensation br the means score of 3.44"3.17 and 3.15 shou'n. On

a\/erage, since tire mean score of employees' response over indirect flnanciai

compensation are i.l-r. it can be said that employees of YBS 21, YBS 39 and YBS 4l

are satisfied with indirect tlnancial compensation provided by the company.

. The ernplolees at YBS 21 are most satisfied with non-financial cornpensation

by a mean score of 3.77 shou'n but those of the employees of YBS 39 and YBS 41 are

neutral with non-f-rnancial compensation by the means score of 2.94 and 2.91 sho'oi,'n.

On average, since the mean score of employees' response over non-financial

compensation are i.21. it can be said that ernployees of YBS 21" YBS 39 and YBS 4l

are satisfied rvith non-f-rnancial compensation provided by the company.

According to the analysis, the employees of YBS 21 are the most satisfied

ones on the overall compensation system and those from YBS 39 and YBS 41 are

least satisfied rvith the overall compensation system provided by the companl'. -fhe

satisfaction score olthe ernployees at YBS 2l is 3.80, that of the entplo.v-''ees at YBS

39 is 3.09, and the emplol-ees at YBS 41 is 3.04. The average satisf-action ol tire

employees on the overall compensation system is 3.31. As ali the scores are more than

3, it can be concluded that all the ernployees are satisfied with the compensation

system provided b),Pou'er Eleven Public Co.. Ltd.

.;l

.-,'
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CHAPTER 5

COl\CLUSIONS

In this chapter" findings. suggestions and needs for furlher research are

expressed"

5.1 Findings

This study is intended to identifj the cornpensation system of Porver Eleven

Public Co., Ltd and to anall ze hou. nruch ernployees are satisf-red r.vith current

compensation system. To implement these objectives. a convenient sample of i50

employees at YBS 21. \'BS 39 and YBS +1 is cl.rosen and the required data are

collected with questiomaire.

According to the demographic information of emplolees. it is fotrnd that all of

employees are males because of the u'ork nature of Power Eleven Company which is

responsitrle for mnning ol rarious kinds of buses. The ages of most ernployees are

between 31 to 40 1'ears old. Antong the ernpioyees. it can be seen that most of the

emplol.ees are maried. \\'ith regard to the educational level, most employees are

below' high school. The largest group of rvork experienee is over 5 years' service

u.hich is collected as TOoh of total respondents. N4ost of the employee's income levei

is 300,001 Ky.ats to 500.000 Kvats. Most employee's curreiit runuing bus line is Yts-s

41 rvhich consist of respondents b1' 46.7o of ernploy'ees.

Employee satisfaction is analyzed from l0 ditlbrent aspects namely (1) salari'.

(2) commission. (3) lear.e policy. (4) social security benefit, (5) social support, (6)

other benefits. (7) holding special events, (8) promotion, (9) r'erbal praise and positive

t'eedback, and (10) educational reimbursement provided by the company" Salary and

commission are cor-nbined and analyzed as direct financial compensation. Leave

policy. social securitl benef-rt. social supporl" and other benefits (such as rneal

allorvance. loan serr,ice and uniform sets) are cornbined and analyzed as indirect

financial compensation. Holding special events, promotion, verbal praise and positive

feedbacks. and educational reirnbul'sement progranls are combined and analyzed as

non-fi nancial compensation.

Regalding "direct financial con"rpensation"" the employees at YBS 21 ale more

satisfied than employees at YBS 39 and YBS 4l on the salary because employees at
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YUS 39 and YBS 4l are neutral about "the ar.r'rount of cunent salary" provided b.v the

company. And then employees at YBS 21 are rnore satisfied than ernployees at YBS

39 and YBS 41 on the commission because emplovees at YBS 39 and YBS 4i are

less satisfied q.ith "the arnount of commission cornpared to other eurployees in the

company" provided by the company.

Regarding "indirect financial compensation". the employees of YBS 4l are

the nrost satisfied and YBS 27 and YBS 39 are also satisfled with the leave policy

provided by the colnpany" The employees of YBS 2l are more satisfied than YBS 39

and YBS 41 with the social security benef-rt because employees at YBS 39 and YBS

47 are dissatisfied r.l,ith "provision of heallhcare lor illness" provided by the company.

The employees at YBS 21 are satisfied and employees at YBS 39 and YBS 41 are

neutral rvith the social support provided by the company. And then employees at YBS

27 are satisfied and employees at YBS 39 and YBS 41 are neutral r.vith the other

benefits because employees at YBS 39 and YBS 41 are dissatisfied r,vith "provision of

loan service" provided by the company.

Regarding "non-financial compensation''. the ernployees at YBS 21 are

satisfied but employees at YBS 39 and YBS .11 are dissatisfied with the holding

special events because employees at YBS 39 and YBS.+1 are dissatisfied r.r'ith

"holding special events as holidal,parties" prorided b1'the crompany. The ernployees

at YBS 2l are the most satisfied and YBS i9 and YBS -il are the less satisfied rvith

the promotion provided b,v the companl,'. The employees at YBS 21. YBS 39 and

YBS 41 are satisfied with r,erbal praise and positive fbedback provided by the

company" The employees at YIJS 2i and YBS 39 are neuiral and employees at YBS

4i are dissatisfied with the educational reimbursemetrt because employees at YBS 41

are dissatisfied with "provision of educational expenses fbr the families of

ernployees" plovided by the company"

By analyzing the factors of employee satisfaction ton'ards direct financial

compensation, indirect f-rnancial compensation and non-financial compensation.

employees at YBS 2l are most satisfied with direct financial compensation but those

at YBS 27 are less satisfied with indirect financial compensation. The employees at

YBS 39 and YBS 4l are satisfied rvith indirect financial compensation but those at

YBS 39 and 41 are neutral with non-financial compensation. The average satisfaction

of the employees on the overall cornpensation system is 3.31. As all the scores are
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more than 3, it can be concluded that all the employees are satistjed r,vith the

compensation system provided b1' Pouer Eleven Pubiic Clo.. I-td.

5.2 Suggestions

Compensation plal's an important role in the recruitment and retention of

employees. The compensation sl stem is not only imporlant fbr retaining and

rnotivating employees but also lor attracting new people to the company. The

company should invest rnore in the compensation and benet-rts function of rnajor HR

practices in order for those the employees to get more satisfaction and for their better

perfbrmance.

Most empiovees do not just work for the love of the job. Most people also

want a decent salan and other incentives that will reward them fbr hard w'orking.

These compensations need to be created, managed and distributeci ef1-ectively. The

right compensation and benellt scheme ensure that hardr.r,orking ernployees ale

reu,arded fairll' and in most cost eftective way lbr the company. This is tme because

need to motive emplol'ees to sustain their performance"

To get better improvement in the compensation and benefit scheme of Pow'er

Eleven Public Co.. Ltd. the fo11ou'ing lvays are needed to take into consideration.

Employees sl-rorild panicipate in compensation and benefit decision. so that the sense

of responsibilitl entrusted in to employees will be enhanced. Employee participation

in decision makin" process gir es good results. Modeln organizations make the

employees as a part of their decision process to attain the goals and objectir,'es.

The companl ma1 need to raise the pay scale in order to prevent the

dissatisfaction amon,q the emplo1'ees. According to the hndings. the company needs

to increase the cornpensation and benefits such as social supporl, other benefits"

holding special events and educational reimbursement up to rational level perceived

by its employees.

To increase the emplol ee satisfaction, the company needs to improve the

working environment fbr the emp1o1'ees. because the quality of working euvironment

is important not onlr, tbr the better job performance, but also fbr the higher

enrployees' satisfirction. In order to enhance the employees' satisfbction level, the

cornpally needs to del'elop more tlexible rvork scheduie

.il
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Polt,er Eler'en PuLrlic C'o.. l-td pror,'ides their en-rployees with the attraclive the

compensation svstent rihich iirclLrdes a variety of component for the emplol,ees.

Although it is fbund that c-nrplo\ ees are satisfied r.r,ith current tl're compensation

system" Pou,er Eleren Public Cor-npanv should explore to understand the needs and

wants of emplol'ees and upgrade compensation system so that the performance of

employee will be linked to the -soals of the company. Since the satisfaction on

compensation s\ stem is con'elated with employees' overall job satisfaction,

employees' satistaction on compensation system could contribute to their overall job

satisfaction. Hence the cLrmpany should utilize this linkage to improve the

perfonnance of erlplor ees and to maintain the competent employees.

5.3 Limitations and \eeds for Further Research

Compensation sr stenr is very imporlant HRM tooi to achieve organizational

goals. Ernplolees iiiii be lrotivated r,vhen they are satisfied r,vith their compensation.

Only motivated emplor ees perform their tasks r,vell to achieve organizational goal.

Hence, the conrpensation should be linked with organizational goal. The company

should consider thelr emplo\ ee s satisfaction tou,ards compensation and need to

update and upgrade cr-rn:iilllouslr'. Therefore, the company should conduct emplo-vee

satisfaction sur\ e\ i:r ilrture. \,Ioreover" the study only focuses on employee

satisfaction on conlpensaticrn. the furlher study should explore other aspect of' job

satisfaction and HR \lanaser-nelit area, to support sustainable development of the

compan),.
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APPEI\{DTX

Questionnaire for Employee Satisfaction on Compensation System of

Power Eleven Public Co., Ltd

Part I
Demographic Characteristics

Please tick ( ./ ) the appropriate answer for each of the following questions.

1. Gender

Male Female

2" Age (in year)

20-30 30-40 40-50 50& above

3" Marital Status

Single Married Others

4. Education Level

5. Work Experiences

Below high school'

University Graduates

Under I year

Between 3 and 5years

High School Graduates

Others

Betweenland3years

Over 5 years

Ks 300,000-500,000

5. Income Level

Ks 100,000-300,000

Ks 500,000 & above

7 " Current Running Bus Line

YBS 21 YBS 39 YBS 4i



I
I

I

I
I

Part II
Employee's Satisfaction on Compensation System of

Power Eleven Public Co., Ltd

Please check you level of satisfaction ri'ith each of the fbllowing statements.

Please circle O the choice of your ans\\er. Thank you.
'fhe answer corresponds with your opinion should be ONE of the below mentioned

number respectively.

I : Strongly Dissatisfied; 2 Dissatisfied;

3 * Neutral; -+ : Satisfied:

5 : Strongly Satisfied

Characteristics Satisfaction

Direct Financial Compensation

1

I 2 I) 4 5

2 amount of salarl' compared to other employees 1 2 J 4 5

The amount of current salarr' 1

{

company

a
J The amount of salan' compared to other companies.

mmrsston

I 2 J 4 5

2

I

2

The amount of commission

The amount of commission compared to other

employees in the company.

The amount of commission compared to other

companies.

Indirect Financial Compensation (Benefits)

Leave Policy

Total number of leave allowed

2" The policy and practice of leave

Total number of leave allowed compared to other

companies.

1

I

2 J 4 5

2 nJ 4 5

2 a
J 4 5

2 a
J 4 5

2 J 4 5

1J 1

1

1 1

1

1

a
JJ 2 4 5



2 Social Security Benefit

The allowance of leave for illness

2" Provision of healthcare for illness

Lack of- deduction of salary for being ill

4" Provision of social security benefit compared to other

companies.

Social Support

Provision of support for giving birth and death

Provision of social support compared to other

companies.

4" Other Benefits

The policy of providin-g meal allowance

Provision of loan sen'ice

Provision of uniform sets

Provision of other benefits compared to other

companies.

lrlon-Financial Compensation

Holding Special Events

Holding special events as holiday parties

Holding special events as holiday parties compared tc

other companies

2 Promotion

Provision of giving training opportunity

Provision of giving opportunity lor promotion

training.

Provision of giving opportunity for promotior

compared to other companies.

JI1 5

)4I

5J11

5

54

5_)

5
a
J

2

2

2

2

4

4

4

I

I

a
J

J

a
J

J

5

5

5

5

4

4

a
J

J

I

J

I
I

I

I

I
I

2

22

I

I

JII 2

2

2

2

5

5

5

5

4

4

4

4

2

J

4

1
a
J

J

J

I

1

1

2. 1

2

2 a
J

4

4

1

1

1 2

2afte

2

J

2

J 1

4

4



J Verbal Praise & Positive Feedback

Recognition on accomplishment of task

2 Provision of recognition compared to other companies.

2

2

Educational Reimbursement

Provision of expenses for schools and traininS

programs for employees.

Provision of educational expenses for the families o.

employees"

Provision of educational reimbursement compared tc

other companies.

i

I

1 54a
J

5J 4

4

I1 5

5

4J

aJ

2

2 4

4

2 1

5J2IJ

I
I

I
I

I

,.r l


