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Abstract 
Job satisfaction is dynamic. It is a condition where individuals are contented or discontented with 
their jobs. Job satisfaction plays a significant role in valuing employee’s efficiency and productivity. 
Oil and gas (O&G) industry is very important sector in contributing to the nation’s development and 
economy. As this industry is recognized as the most important industry to the country’s and world’s 
economy, the jobs are multifaceted and focus-oriented, hence this situation exposed the 
organizations to high attrition rate and job switching among its employees and this become the 
difficulties to the O&G organizations. Therefore, effective human resource management should be 
implemented to continuously motivate the employees to be satisfied with the job. Thus, the purpose 
of this study is to assess the impact of payment, recognition, empowerment and work-life balance on 
job satisfaction in the O&G industry. The researchers conveniently distributed the questionnaires to 
all 200 respondents and there were 158 returned, thus it yielded a response rate of 79%. The answers 
varied among the demographic and functional designation within the O&G industry. Multiple 
regression analysis was performed for analysis of data. Results revealed that all independent 
variables were positive and significantly influenced job satisfaction and empowerment is found to 
have the strongest predictor to job satisfaction.  
Keywords: Job Satisfaction, Payment, Recognition, Empowerment, Work-Life Balance 
 
Introduction 

Job satisfaction provides a person with inner motivation and self-encouragement that able to 
drive a person to give his best to his job. According to Locke (1976), job satisfaction is a pleasurable 
or positive emotional state resulting from the appraisal of one’s job and job experiences. Robbins & 
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Butler (1993) explained, when people speak of employee attitudes, they often mean job satisfaction. 
Job satisfaction is like any attitude and is generally acquired over a period of time as an employee 
gains more and more information about the workplace.  

Recently, job satisfaction in organizations received an increasing attention to the 
management because it reduces employee turnover, absenteeism, tardiness, and health setbacks 
due to its work-stress nature (Kinoti, 2012). Without job satisfaction, employee will usually escalate 
their dissatisfaction to other co-workers and this give lot of harms to the organizations. In fact, 
organizations realize job satisfaction is the essential element to increase customer satisfaction and 
to ensure the business run smoothly and sustain in today’s stiff competition (Masum, Azad, & Beh, 
2015). In organizations, there are many ways to satisfy employees to be more motivated and 
productive. Yet, there is still no solid and ideal method to do so. Because different people response 
differently to different things. Thus, a wide range of job satisfaction methods is the best way to adopt 
and adapt into organization to make employees at all level satisfied.  

Oil and gas (O&G) industry is very important sector in contributing to the nation’s 
development and economy. This industry has been recognized as one of the biggest contributors to 
the world’s economy. Noticeably, Malaysia is known as one of the largest oil and gas producers in the 
world and ranked as the second largest producer in Southeast Asia. This position is recognized due 
to its strategic location to the important routes for energy treasure. According to OGN (2017), in the 
position of Asia-Pacific, Malaysia is ranked at fifth (5th) place of the highest oil reserve producer after 
China, India, Vietnam and Indonesia respectively (Oil & Gas News (OGN), 2017). Due to its importance 
and significant contributions, the jobs become multifaceted and focus-oriented and hence, this 
situation exposed the organizations to high employee attrition rate. Therefore, effective human 
resource management should be implemented and taken care in order to continuously motivate the 
employees to be satisfied with the jobs (Rony & Suki, 2017).  

The relationships between payment, recognition, empowerment, work-life balance and 
organizational performance (i.e. job satisfaction, employee performance and employee retention) 
have attracted most considerable interest from previous researchers specifically in O&G industries 
(Akhtar, Khan, & Mujtaba, 2013; Hosie, Jayashree, & Tchantchane, 2013; Mbah & Ikemefuna, 2012; 
Muftah & Lafi, 2011; Rony & Suki, 2017). Previous researches conducted have focused on specific 
human resource behaviours that are associated with motivation models, as both moderating and 
mediating effects of job satisfaction in a Western setting (Akhtar et al., 2013; Atteya, 2012; Rony & 
Suki, 2017). Moreover, the links between payment, recognition, empowerment, work-life balance 
and job satisfaction have been examined independently in global O&G industry. This study is quite 
unique as it contributed to fill the gap and improve the understanding of the role of job satisfaction 
in O&G industry. Yet, the study on job satisfaction specifically in Malaysia is still lack in providing 
evidence (Hosie et al., 2013; Mansor, Ismail, Alwi, & Anwar, 2013; Rony & Suki, 2017). Therefore, the 
purpose of this study is to examine the impact of payment, recognition, empowerment and work-life 
balances on job satisfaction. As well as to identify the most influential predictor to job satisfaction in 
O&G industry.  
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Literature Review 
Job Satisfaction 

Job satisfaction is one of the most popular topic in organizational behaviour that has been 
researched (Kumar & Giri, 2009). This behaviour of satisfaction comes from an individual inner forces 
which can affect the direction of a person’s behaviour, a person’s effort and a person’s persistence 
in confronting work matters (Jones & Goerge, 2013). Satisfied with the jobs able to produce various 
possible behaviours that direct an employee to perform their job. Effort refers to how hard people 
work. Persistence refers to whether, when faced with roadblocks and obstacles, people persevere or 
tend to surrender. In other perspective, there are three (3) dimensions to job satisfaction; the first is 
an emotional response to job satisfaction, the second is fulfilled by meeting the employees’ 
expectations of the job, and the third dimension is the employees’ different attitudes. Employees’ 
attitudes are their viewpoints about many aspects of jobs, as such careers and organization 
(Bergheim, Nielsen, Mearns, & Eid, 2015; Rathi, Rastogi, & Rangnekar, 2011). Generally, job 
satisfaction plays a significant role to organization, where it becomes as a central management due 
its importance in directing people behaviour in organizations. It is also explained why some 
employees put their jobs amongst the highest priority, why the other employees concentrating to 
look forward for better compensation and benefits or why some managers really put as much efforts 
to their responsibilities as a leader compared to other managers (Jones & Goerge, 2013). 

According to Locke (1969), job satisfaction as a pleasurable emotional state resulting from the 
appraisal of one’s job as achieving or facilitating the achievement of one’s job values. Further, Locke 
(1970) added job satisfaction is an emotional reaction that “results from the perception that one’s 
job fulfils or allows the fulfilment of one’s important job values, providing and to the degree that 
those values are congruent with one’s needs” (p. 1307). Human needs are subjected to constant 
change but the job values are relatively more stable. Thus, someone who is satisfied with his or her 
job may not experience the same emotion if there is a change in his or her needs (Locke & Latham, 
1990). Schermerhorn (1993) then defines job satisfaction as an affective or emotional response 
towards various aspects of an employee’s work. The author emphasizes the likely causes of job 
satisfaction include status, supervision, co-worker relationships, job content, remuneration and 
extrinsic rewards, promotion and physical conditions of the work environment, as well as 
organizational structure. In addition, Spector (1997) described job satisfaction in terms of how people 
feel about their jobs and various aspects of their jobs. Ellickson & Logsdon (2002) support this view 
by defining job satisfaction as the extent to which employees like their work.  

There are several factors that influence an employee’s job satisfaction level. Some of them 
can be described as individual factors (i.e. personality, education, marital status, age); social factors 
(i.e. co-workers, team work, supervision) and organizational factors (i.e. company size, formal 
structure, management, politics and procedures, technologies) are less likely to be individually 
affected. In recent studies, many of the stated factors have been researched and majority of them 
concentrating on the influence of individual and social groups of factors on job satisfaction (Hosie et 
al., 2013). Earliest theorist, Abraham Maslow has proposed a theory of motivation and organizational 
behaviour field of knowledge. Maslow proposed “Hierarchy of needs”, which explained five (5) 
hierarchy or layers of basic need that a human should fulfil accordingly in order to be a motivated 
and satisfied employee and hence, performing better for their organization. The five (5) basic needs 
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were physiological, safety, belongingness, esteem, and self-actualization needs. Maslow suggested 
that to fulfil the highest need of self-actualization, a human must first fulfil the lowest level of needs 
accordingly. If one of the hierarchy of need is not satisfied, as such safety need, a human will not be 
able to satisfy the higher level of need, as such belongingness and so forth (Maslow, 1943, 1970). In 
conjunction with the Maslow’s theory, Frederick Herzberg introduced “Two-Factor Theory of 
Motivation”, which explained to increase the level of employees’ job satisfaction was through two 
approaches: hygiene factors and motivator. The hygiene factors (i.e. e.g. status, job security, salary, 
fringe benefits, work conditions, good pay, paid insurance, vacations) affect the existence of 
dissatisfaction or no dissatisfaction. While motivator factors (i.e. challenging work, recognition for 
one's achievement, responsibility, opportunity to do something meaningful, involvement in decision 
making, sense of importance to an organization) affect the level of job satisfaction of the workers 
(Herzberg, 1959, 2003; Smerek & Peterson, 2007). 

From the standpoint of employee performance and work productivity, increase in job 
satisfaction is a pivotal element in an organization. Job satisfaction positively affects employee 
behaviour and this fact provides additional contribution to organizational performance. Employees 
with high job satisfaction expect long‐term perspectives regarding their position in the organization, 
and they can be much more devoted to that organization and can obtain a high-level productivity in 
their work. 

 
Payment and Job Satisfaction 

Heery & Noon (2001) define remuneration as payment for work in different forms, including 
a basic wage or salary, supplementary cash payments, such as shift pay and overtime pay, and 
benefits in kind. Erasmus & Schenk (2008) described remuneration as the financial and non-financial 
extrinsic rewards provided by an employer for the time, skills and effort made available by the 
employee for fulfilling job requirements aimed at achieving organizational objectives. Concept of pay, 
wage or salary is occasionally used as more or less having the same meaning as remuneration.  

Payment is known as monetary benefits or “money” and it has been widely used by employers 
to inject motivation level of the employees. Evidently, this has been practiced by international O&G 
companies and from the employees’ opinion survey conducted, it is reported the employees have 
ranked low pay satisfaction which this resulted to high significant level between the relationship of 
payment and job satisfaction. (Agwu, 2013; Mbah & Ikemefuna, 2012; Rony & Suki, 2017). In other 
study, conducted by the researchers and Human Resource (HR) managers on focus groups 
(employees in offshore production facilities) at O&G companies in South East Asia, revealed the 
outcomes of interviews, payment or monetary reward is one of the most concern among employees. 
Further, it is also reported from the exit interview conducted by HR department, employees who left 
the company leaves their comment which payment is the reason of their departure (Hosie et al., 
2013; Rony & Suki, 2017; Talent Coproration, 2012). 

Research appears to be ambiguous regarding the influence of pay on job satisfaction. Since 
1990’s, a lack of empirical evidence exists to indicate that pay alone improves worker satisfaction or 
reduces dissatisfaction (Bassett, 1994). The author also argued that highly paid employees may still 
be dissatisfied if they do not like the nature of their job and feel they cannot enter a more satisfying 
job. In other study conducted by Oshagbemi (2000) amongst United Kingdom academicians, a 
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statistically significant relationship between pay and their level of job satisfaction was revealed. 
Moreover, many researchers have identified salary as a fundamental variable in the study of job 
satisfaction. To curb those obstacles and potential difficulties, O&G employers have chosen payment 
as the final resort to motivate employees and hence, affect their job satisfaction. Monetary rewards 
has become the belief among employees in O&G industries and where it does affect their job 
satisfaction and performance (Agwu, 2013; Mbah & Ikemefuna, 2012; Oluwafemi, 2013). 

Manifestly, the belief is supported by empirical evidences that suggest payment is indicated 
as important for the employees to be happily working with the organization and it is ranked as one 
of the important predictors for employees’ happiness and satisfaction (Agwu, 2013; Hosie et al., 
2013), and it is also proven that satisfied payment made the job performance improved and 
subsequently, contribute to high organizational performance (Mustapha, 2013). Hence, unhappy 
employees will lead to low level of employee retention because they will actively looking for other 
better job opportunities and benefits (Alias, Mat Noor, & Hassan, 2016). The higher the employee 
retention level, the lower the replacement costs and most importantly this will sustain the operations 
and production of a company (Dickey, Watson, & Zangelidis, 2011). Therefore, it is hypothesized that 
there is positive and significant relationship between payment and job satisfaction. 

 
Recognition and Job Satisfaction 

Since 1990’s, Baron (1991) stated that when we recognize and acknowledge the employees 
in terms of their identification, their working capacity and performance is very high. Recognition is a 
type of benefit that an employee must earn due to their job achievements and efforts. A recognized 
performance by the employers does create a strong bonding between the employee and the job. This 
means employers managed to increase the satisfaction level among the employees. It is believed that 
recognitions able to improve employees’ performance and productivity whether it is a first-time or 
repeated performance (Wilson, 1995). The belief that rewards must come with recognitions has been 
practices since then. Practitioners believed to motivate employees must not only through payment 
or reward but also recognizing the employee’s efforts. This is supported by LaMotta, which argued 
the motivation level also can be unexpectedly increase if the employers give recognition or praise 
their hard work (LaMotta, 1995). 

Giving praise or compliments, awarded some awards or certificates from certified body, 
organized a ceremony to appreciate their hard works in front the organizational members are 
included as recognitions to the employees. In a company that focused on high achievements, all 
managers or leaders should be trained on how to effectively recognize innovative contributions, 
which this behaviour may not only trigger better ideas from other employees but also create a 
healthy competition among his subordinates (Yukl, Gordon, & Taber, 2002). Despite creating a 
healthy competition in the workplace, recognition creates a high-quality campaign, a creative 
employee and improve the problem solving skills. Parker & Wright (2001) indicated that effective 
recognition must come along with effective communication in the reward plan. All aspects of the 
reward and recognition system including accommodating work agreements and other features of 
employee welfare should clearly be conveyed to employees. Recognition is one of the element in 
remuneration package and it is also as an indication of their value to the organisation. They compare 
their inputs to received outputs relevant to that of others (Nel & Van Dyk, 2004). Inequity in terms of 
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lack of recognition and poor pay often contribute to a problem with employee retention (Boggie, 
2005; Ghaffari et al., 2017). The existence of recognition has been found to have a significant 
influence on job satisfaction among knowledge workers in O&G industry (Shurbagi & Zahari, 2012; 
Zahari & Shurbagi, 2012). 

For instance, Bernard in Stoner, et al. (1995) cited in Rathore & Chadha (2013) accords due 
recognition to the needs of workers saying that, “the ultimate test of organizational success is its 
ability to create values sufficient to compensate for the burdens imposed upon resources 
contributed.” Bernard added, in an organized endeavour, putting in time and efforts for personal, 
economic, and non-economic satisfaction, employers must be careful to meet their needs. 
Otherwise, they will discover they are losing their talented and creative professionals to other 
organizations who are ready and willing to meet their needs and demands. Further, some employees 
may be more motivated by recognition and praise than other factors. In a nationwide study, 
employees admitted that they would do their best if their input was recognized. Research indicates 
that employees expect appreciation from supervisors, colleagues and even their families for their 
effort and, often, praise beats out monetary rewards. Moreover, supervisory behaviours that 
encouraged daily praise and environmental awards were ranked as being among the most important 
factors for environmental innovative and problem solving by employees (Agwu, 2013; Ramus, 2001; 
Rewards, 1993; Rony & Suki, 2017). Therefore, it is hypothesized that there is positive and significant 
relationship between recognition and job satisfaction. 

 
Empowerment and Job Satisfaction 

Empowerment is one of the most effective ways of enabling employees at all levels to use 
their creative abilities to improve the performance of the organization they work for, and the quality 
of their own working life. Employee empowerment is a kind of the risk management process whereby 
a culture of empowerment is developed in the form of a shared vision, clear goals, boundaries for 
decision making, and the results of efforts and their impact on the whole is shared competency in the 
form of training and experience is developed; resources, or the competency to obtain them when 
needed to be effective in their jobs, are provided; and support in the form of mentoring, cultural 
support, and encouragement of risk-taking is provided (Chaturvedi, 2008). In addition, empowerment 
works closely with management instrument and technique like motivation, trust, communication, 
management participation, delegation, feedback, training, etc. This is important to ensure that the 
concept and its managerial dimension different from other perspective. Employers should recognize 
their human capital is a significant resource and as a competitive advantage for the organizations. 
When the constituent of empowerment has been examined, it will yield beneficial results in both 
sides, employer as well as employee (Pelit, Öztürk, & Arslantürk, 2011). 

The purpose of empowerment is to increase the authority, knowledge, motivation related to 
the work of employees, hence, enhance the contribution of employees to company and customers’ 
satisfaction, at the same time to increase the self-respect, confidence and loyalty towards company 
(Wilkinson, 1998). In short, the aim is to increase the satisfaction of the employees. Empowerment 
can be done at individual level, a team level which in size contains all employees in a process and in 
a unit or in a company. Further, employee empowerment is wide ranging activities that are practiced 
accordingly with content bring up relation between the task performed and the job satisfaction that 
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employee will gain (Atteya, 2012; Oluwafemi, 2013). Previous researchers have statistically found 
that there was significant relationship between empowerment and job satisfaction and job loyalty. 
Several studies revealed that employee empowerment give rise to organizational commitment, 
motivation, performance, as well as customer satisfaction. So, when employee empowerment is 
practiced effective and efficiently in the organization, the employees will be more motivated to 
perform better and job satisfaction level increase in the right direction (Hosie et al., 2013; Mbah & 
Ikemefuna, 2012; Pelit et al., 2011). 

Turkyilmaz, Akman, & Ozkan (2011) stated that high level of empowerment must be initiated 
with top management. Moving decision making to the lowest level in organization will enable 
organization to gain employees involvement. Study indicates that employees should be encouraged 
to get together in the meetings to discuss reports, measurements, and policies. The involvement of 
employee covers the information sharing and employee relationship. Without clear support and 
contribution of employees that they gain in high level of empowerment, most employee involvement 
system would fail regardless company using suggestion systems, brain storming session and regular 
meetings or not. Therefore, it is hypothesized that there is positive and significant relationship 
between empowerment and job satisfaction. 

 
Work-life balance and Job Satisfaction 

Work-life balance, in its broadest sense, is defined as a satisfactory level of involvement or fit 
between the multiple roles in a person’s life. According to Murphy & Doherty (2011), work-life 
balance is not just about employee juggling a home and family-although that is certainly an important 
part of it. It is also about adjusting working patterns so that everyone, regardless of age, race or 
gender, can find a rhythm that enables them more easily to combine work with their other 
responsibilities or aspiration. Although definitions and explanations vary, work-life balance is 
generally associated with equilibrium, or maintaining an overall sense of harmony in life. 

Better integration work and life responsibilities including time away from work, access to 
services to meet specific needs and flexible work arrangements (Milkovich, Newman, & Gerhart, 
2011).  The concept of work-life balance is based on the notion that paid work and personal life should 
be seen less as competing priorities than as complementary elements of a full life. The way to achieve 
this is to adopt an approach that is conceptualized as a two-way process involving a consideration of 
the needs of employees as well as those of employers (Lewis, Gambles, & Rapoport, 2007). Work-life 
balance is one of the important elements for employers to engage the employee talents and it 
demonstrates the benefits that can be derived from employment policies and practices that support 
work-life balance (Gayathiri & Ramakrishnan, 2013; Jang, Park, & Zippay, 2011).   

Modern organizational systems are moving towards more humanistic approach in dealing 
with their employees to make them satisfied with their work. The trend in organizations to make 
their employees satisfied is changing, by identifying several other factors and roles of workers’ life 
than just the hours they spend in the office. Satisfaction with the job as a part of life satisfaction that 
can only happen if employees can create a balance in their work and personal life. (Abendroth & Dulk, 
2011; Haar, Russo, & Suñe, 2014) Work-life balance has been practiced by developed countries and 
it is proven that when employees been provided with flexible times between work and personal life, 
they will be happy and stress free in committing to both important commitments in their life. A happy 
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parent will be happily and committedly to attend with any tasks given from the workplace, hence, 
employee will be more effective and productive in performing their jobs. When all organizations are 
practicing work-life balance, we are not only producing satisfied workers but happier social citizens.  

Work-life balance is also known as flexibility in completing the tasks. There are various forms 
of flexibility at work, as such job sharing, flexible working hours and work remotely from anywhere 
that convenient to the employees as compared to conventional working hours. These work 
arrangements vary across different organizations where it increases the amount of control over 
working hours and employees will enjoy in performing and completing their tasks without any 
restricted time and place. According to Gallhofer, Paisey, & Roberts (2011), flexible working 
encompasses a variety of features, ranging from employment flexibility for the length of time an 
employee works, the location and hours of work and periods of leave that may be taken from work. 
Thus, happy and satisfied employees will make a greater contribution and healthier. Hence, it is 
clearly will help the government to reduce public health expenditures and other costs in curbing 
various work-related health problem. However, despite its advantages to the all parties (i.e. 
employee, employer and government), most organizations nowadays do not aware the importance 
to their employees’ wellbeing and its significant role to increase the employees’ happiness index. 

Organizations in developing countries are competing not only to be the market leader but 
also employment market leader. In fact, this scenario makes the current global economy in a 
multifaceted and interlaced which highly demanding for efficient and productive employees. 
Consequently, this make the work-life balance irrelevant to be implemented in the organizations, 
hence this decreasing the employees’ job satisfaction level. When no work-life balance been 
practiced in the company, the boundaries between work and home were clear. Today, work life over 
shadowed our personal life and to balance between work and personal is impossibly can be done and 
this ‘silent killer’ becoming a current trend in the organizations. Workloads routines make life fulfilled 
with work-related pressure and tension and life is getting worse when employees are not able to 
manage their family matters wisely and this contributing to child and kinship problems (Pocock, 
Williams, & Skinner, 2012; Uzonwanne & Ijide, 2017). 

Obviously, employees working in a company that highly promote work-life balance are more 
satisfied with their jobs as compared to other employees who worked with no boundaries between 
the work and personal life. Thus, it is suggested that organizations especially O&G companies should 
take into serious consideration to employ work-life balance as a working culture in the organization. 
So that they are not only make the employees happy but as well as to enhance organizational 
competency. Notably, work-life balance is one of the most part of life satisfaction that has been 
practiced and proven successfully in West European countries (Chandra, 2012). Further, satisfied 
employees will perform and produce better outcomes to the tasks given. Evidently, previous studies 
have significantly found positive relationship between work-life balance and job satisfaction 
(Gayathiri & Ramakrishnan, 2013; Haar et al., 2014; Sumaiti, 2010). In order for the organizations to 
succeed and achieve its goals for a long-term, they have to consider the approach of work-life balance 
to all employees at all level. Therefore, it is hypothesized that there is a positive and significant 
relationship between work-life balance and job satisfaction. 
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Research Methodology 
The most important thing in designing a research is to make sure when the data is gathered, 

it is from the reliable sources, and hence, it will provide a valid and reliable results. A basic structure 
of a research design included activities of collecting, analysing and reporting the findings. This study 
is presented and reported quantitatively through examining the relationships between variables. The 
researcher uses the correlational or hypothesis testing to examine the effect of payment, recognition, 
empowerment and work-life balance on job satisfaction. The correlational study is suitable when the 
researcher intentions to find whether the important variable(s) had positively or negatively affected 
one another. The research instruments comprise of self-administered questionnaires (primary 
source). A set of questionnaires using Likert type scale (1-5) were administered to respondents by 
the researcher. The Cronbach alpha values at the pre-test and actual test for all items are above 0.80. 
Thus, the consistency of inter-item used for this study is reliable.  

The questionnaire used to measure all the variables of this study have been adopted from 
previous researches. The questionnaire contained of two (2) main part which is part A and part B and 
all together the set of questionnaires consists of fifty-five (55) items. Part A includes all demographic 
profile questions with 7-item. Part B has five sections included dependent and independent variables 
of the research. Section B1, consists of 4-item for job satisfaction (by Henryhand, 2009) which it 
represents the dependent variable of the study. Followed by section B2 consists of 10-item for 
payment (by Stringer, Didham, & Theivananthampillai, 2011), section B3 consists of 12-item for 
recognition (by Henryhand, 2009), section B4 consists of 12-item for empowerment (by Martin, 2006) 
and the last section B5 consists of 10-item for work-life balance (by Ikram & Anwar, 2009).  

The population of this study comprised of all employees in O&G Company in Malaysia. The 
respondent of this study was an individual employee and the employee population was 200. The 
researchers conveniently distributed the questionnaires to all 200 respondents and only 158 
questionnaires were returned, thus it yielded a response rate of 79.00%.  SPSS version 24 has been 
employed to conduct the data analysis of the study. Descriptive statistics explained the respondent’s 
demographic profile and followed by multiple regression analysis to test the hypotheses of the study. 
There is positive and significant relationship between independent variables (payment, recognition, 
empowerment and work-life balance) and dependent variable (job satisfaction). 

 
Findings 

From the survey conducted, the demographic profile indicated that the total number of the 
respondents was 158 respondents, indicate the number of male respondents were 86 (54.4%) and 
female respondents consist were 72 (45.6%). It is also indicated that 37 respondents (23.4 %) were 
from the Human Resource Management Division. Followed by 25 respondents (15.8%) from Finance 
Division, 23 respondents (14.6%) from Health and Safety Environment Division, 24 respondents 
(15.2%) from LPG & Commercial and International Business Division, 25 respondents (15.8%) from 
Lubricant Division and finally 24 respondents (15.2%) from Supply and Distribution Division. 

Majority of the respondents obtained a bachelor’s degree (n=108; 68.4%), master’s degree 
(n=28; 17.7%), diploma (n=17; 10.8%) and lastly high school (n=5; 3.2%). In addition, more than half 
of the respondents’ age were between 40–49-year-old (n=82; 51.9%), followed by below 29 year old 
(n=48; 30.4%), 30–39 year old (n=26; 16.5%) and finally above 50 year old (n=2; 1.3%). Thus, these 
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findings of the respondents’ education background confirmed that most of the respondents must at 
least obtained a degree to be positioned in this O&G company. It can be explained that most of the 
respondents are educated (68.4% of the respondents hold a bachelor’s degree) and they are 
experienced and talented employees (more than half of respondents from age range 40-49-year-old). 
Thus, the independent variables of this study are the most favourable factors influencing their job 
satisfaction. Further, employers should take more considerations in order to satisfy them at work as 
well as retaining them in the organization. 

Table 1 summarizes the multiple regression analysis. The R-squared was 0.775, indicated that 
77.5% of the variance in job satisfaction was explained by payment, recognition, empowerment and 
work-life balance. The adjusted R-squared was 75.5%. The findings revealed the relationship between 
payment (β = 0.244, p = 0.002), recognition (β = 0.476, p = 0.000), empowerment (β = 0.544, p = 
0.000) and work-life balance (β = 0.441, p = 0.000). Thus, this finding indicated that all independent 
variables have significant and positive relationship with dependent variable. On the other hand, 
empowerment is found to has the most influential predictor to job satisfaction. Thus, all hypotheses 
in this study were supported.   
Table 1 Multiple Regression Analysis 

Model Standardized 
Coefficients 

(Beta) 

t Sig. 

Payment 0.244 3.138 0.002 

Recognition  0.476 6.754 0.000 

Empowerment 0.544 8.101 0.000 

Work-life Balance 0.441 6.131 0.000 
    
R square 0.775   

Adjusted R Square 0.755   

Dependent variable: Job Satisfaction  

 
Conclusion 
 This study focused on the level of job satisfaction among employees within O&G company by 
examining the relationships between payment, recognition, empowerment and work-life balance 
and job satisfaction. All predictors can be summarized as individuals’ expectations and work-related 
experiences that directly contribute to the employees’ job satisfaction level toward the organization. 
Thus, this study produced several notable conclusions. First hypothesis, it is found that there a 
positive and significant relationship between payment and job satisfaction. This result is consistent 
with previous findings (Hosie et al., 2013; Mbah & Ikemefuna, 2012). This means money matters to 
employees at all level. Organizations should keep on review and revise their salary policy so that 
employees are always satisfied with their jobs. The findings also indicated that the O&G company has 
provided and offered a good compensation plan as compared to their competitors. Secondly, second 



International Journal of Academic Research in Business and Social Sciences 

Vol. 8 , No. 9, Sept. 2018, E-ISSN: 2222-6990  © 2018 HRMARS 

 

650 
 
 

hypothesis is also found to have a positive and significant relationship between recognition and job 
satisfaction and this finding is consistent with Agwu (2013) and Rony & Suki (2017). Based on 
researchers’ observation, the organization shown their organizational commitment to the 
employees. Management appreciates and recognizes all excellent performers in the company. All 
high achievers are recognized through monetary and non-monetary rewards. Thus, the organization 
should keep on recognizing their high achievers as this predictor able to motivate and satisfied them 
while performing the job. Thirdly, it is resulted that there is a positive and significant relationship 
between empowerment and job satisfaction and this finding consistent with Hosie et al. (2013) and 
Mbah & Ikemefuna (2012). It is also indicated that empowerment is found as the most influential 
predictor toward job satisfaction in O&G company. This is because the company practices 
empowerment to all level of employees, where higher level positions always put trust to their 
subordinates and willing to grant some authority for them to show their capabilities to handle and 
solve their job assignments. As reported in descriptive analysis, majority of the respondents are 
amongst degree holders. Therefore, they can be categorised as educated people where most of the 
group of employees preferred more authority in performing their works. So that they can improve 
their soft skills especially in leadership and interpersonal skills. In order to sharpen employee’s soft 
skills, empowerment is a good practice nowadays. However, not all companies are willing to take 
risks to let their lower level employees do the how and when to perform the jobs even though this 
practice able to keep them motivated to perform well in every task given. Lastly, there is a positive 
and significant relationship between work-life balance and job satisfaction. Organization has 
implemented a work-life balance policy in which the management not only provided a flexible 
working hour but as well as an access card to in-house gymnasium. With this, it has contributed to 
their level of job satisfaction.  
 As work-life balance has becoming a hot debate nowadays, other than flexible working hour 
and in-house gymnasium, telecommuting in their working style is also recommended in order to 
successfully practice work-life balance in the company. Telecommuting is a work arrangement 
whereby employees, called teleworkers or telecommuters, where employees can stay at home or 
elsewhere but still able to perform their work using electronic devices that can always connect them 
with the works. This telecommuting policy is really suit with female married employees’ due to their 
family commitments. So that, they are not only can perform the job better but as well as a good wife 
and a mother at the same time. Another advantage of telecommuting is the elimination of office 
space. For example, the expenses for office equipment and facilities can be deducted. By 
implementing this program, it can improve employee productivity, job satisfaction and loyalty.  
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