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Introduction

The hotel industry demonstrates a vital segment of the rapidly expanding tourism sector,
contributing significantly to global economic development and playing a particularly important
role in Malaysia’s economy (Lestari & Margarenta, 2021). As a highly people-oriented
industry, its performance is inherently dependent on its workforce, where employees function
as the primary service providers.

To date, the hospitality industry has experienced unprecedented challenges due to changing
workforce expectations, technological transformation, economic uncertainty, and the aftermath
of the COVID-19 pandemic, which has significantly reshaped organisational operations,
service delivery, and employee experiences in the post-pandemic era (Seyfi et al., 2024). These
challenges have intensified issues related to employee turnover, workforce shortages, job
dissatisfaction and employee retention. According to Ghani et al. (2022), employee retention
has emerged as one of the most significant concerns in the hospitality sector, as organisations
face increasing difficulties in attracting and retaining skilled employees. High turnover rates
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not only increase recruitment and training costs but also negatively affect service consistency
and customer satisfaction.

Within the Malaysian hospitality industry, employee satisfaction has become particularly
important as hotels and resorts continue to recover from pandemic-related disruptions.
Organisations are increasingly required to develop effective human resource strategies that
enhance employee motivation and foster long-term organisational commitment. Despite the
importance of job satisfaction, many organisations continue to face challenges in identifying
the specific aspects of the job that employees value most and the extent to which these aspects
are effectively fulfilled (Kencanawati et al., 2026). Employee satisfaction plays a crucial role
in shaping key organisational outcomes, including productivity, job performance,
organisational citizenship behaviour, service quality, and customer satisfaction. Employees
who are satisfied with their jobs are more likely to exhibit positive work attitudes, demonstrate
loyalty toward their organisations, and contribute effectively toward achieving organisational
goals. Among the numerous theories explaining employee satisfaction, Equity Theory provides
a useful framework for understanding employee perceptions of fairness within the workplace.
Proposed by Adams (1965), Equity Theory suggests that employees evaluate the fairness of
their work environment by comparing their inputs, such as effort, skills, experience and
commitment, with the outcomes they receive, including salary, benefits, recognition and
promotion opportunities. Employees who perceive fairness are likely to experience higher
levels of satisfaction, whereas perceptions of inequity may result in dissatisfaction, reduced
motivation and turnover intentions.

Although employee satisfaction has been widely investigated across various industries, few
studies have simultaneously examined the influence of compensation and rewards, career
growth, and effective leadership within Malaysian resort hotel settings, using Equity Theory as
the underlying framework. Existing hospitality studies have primarily focused on individual
determinants of employee satisfaction or have been conducted in large hotel chains, leaving a
gap in the understanding of employee satisfaction within resort-based hospitality organisations.
Therefore, this study seeks to address this gap by examining the relative influence of
compensation and rewards, career growth and effective leadership on employee satisfaction
among employees of Bayou Lagoon Park Resort, Melaka.

This study provides to the hospitality literature in three significant ways. First, it
simultaneously examines compensation and rewards, career growth, and effective leadership
within a single explanatory model. Second, it extends the application of Equity Theory in the
context of Malaysian resort hotels, a setting that remains underexplored. Third, it demonstrates
that leadership effectiveness plays a more dominant role than compensation and career growth
in predicting employee satisfaction, providing new empirical evidence for hospitality managers
operating in post-pandemic environments.

Conceptual Framework
This study is underpinned by Equity Theory (Adams, 1965), which suggests that employees
evaluate fairness by comparing their inputs and outcomes within the workplace. Based on

previous literature, compensation and rewards, career growth and effective leadership are
proposed as key factors influencing employee satisfaction.
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Factors Affecting Employee Satisfaction

H1
Compensation/Reward
H2 .
Career Growth —1 Employee Satisfaction
Dependent Variable
Effective Leadership
H3

| Independent Variable

Figure 1: Conceptual Framework
Source: Ghani et al (2022)

Literature Review
Equity Theory

Equity Theory, originally developed by Adams (1965), remains one of the most influential
frameworks in explaining employee motivation and job satisfaction in organisational behaviour
studies. The theory proposes that employees evaluate fairness in the workplace by comparing
their input-to-output ratio with others'. Inputs refer to employee contributions such as effort,
skills, experience and time, while outputs include salary, recognition, benefits and career
advancement opportunities. When employees perceive imbalance or inequity in this exchange
relationship, dissatisfaction and reduced motivation are likely to occur.

Recent hospitality studies continue to support the relevance of Equity Theory in explaining
employee attitudes in hotel operations. Studies published in hospitality journals highlight that
perceived fairness significantly influences employee satisfaction, organisational commitment
and turnover intention in hotel settings. Employees are more likely to remain motivated when
they perceive fairness in compensation, workload distribution and recognition systems.

Kollmann et al. (2019) emphasise that employees are satisfied when they perceive that their
contributions are fairly rewarded, reinforcing the exchange-based nature of employment
relationships. Similarly, Huang (2020) argues that inequity between inputs and outputs leads
to cognitive dissonance, resulting in lower job satisfaction and increased withdrawal behaviour.
In the hospitality industry, where emotional labour and workload intensity are high, perceptions
of fairness are even more critical in determining employee satisfaction.

Recent empirical findings further suggest that Equity Theory hospitality contexts are strongly

linked to three core organisational factors: compensation fairness, career development
opportunities and leadership effectiveness. These factors form the basis of perceived
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organisational justice, which directly influences employee motivation and behavioural
outcomes.

Employee Satisfaction

Ogbeide et al. (2020) define employee satisfaction as the subjective experience of enjoyment,
contentment, and the fulfilment of needs and desires in the workplace. Job satisfaction can be
defined as a favourable emotional condition arising from an individual’s occupation, reflecting
the extent to which employees enjoy or dislike their work, shaped by their perceptions and
experiences within the job (Hasan & Sadat, 2023; David & Pitman, 2024; Balinda, 2023; Li et
al., 2020; Fidan, 2023). It represents an attitude that influences employees’ behavioural
responses, where satisfied employees tend to demonstrate positive attitudes, feel that their
contributions are recognised, and are more likely to achieve higher levels of performance and
organisational contribution. Conversely, dissatisfaction is associated with negative work
attitudes and a higher intention to leave, as previous studies have consistently found a positive
relationship between job dissatisfaction and turnover intention, indicating that employees who
are dissatisfied are more likely to leave their jobs compared to those who are satisfied (Le et
al., 2023; Park et al., 2021; Zhang et al., 2021; David & Pitman, 2024). In the hospitality
industry, particularly in hotels, maintaining high levels of job satisfaction remains a significant
challenge, as many organisations continue to struggle to recruit and retain employees due to
fluctuating satisfaction and varying individual expectations.

These challenges emerge from the inability to effectively identify and measure the factors that
contribute to employee satisfaction and, in turn, foster loyalty. According to Rahman and
Syahrizal (2019), job satisfaction is an evaluative construct encompassing an employee's
perceptions, attitudes, and emotional responses to various aspects of their work environment,
including, but not limited to, job characteristics, interpersonal relationships with colleagues,
social interactions, and remuneration. According to Al-Ababneh et al. (2018), there is a
relationship between an organisation's internal service quality and employee satisfaction. The
term "internal service quality" refers to employees' perceptions of the quality of services they
receive from or provide to their colleagues. To foster a competitive and energetic work
environment, it is imperative for organisations to prioritise employee satisfaction. This is
because delivering exceptional internal service can enhance employee job satisfaction.
Additionally, it will indirectly enhance the company's performance.

Consequently, it is imperative for the firm to prioritise employees' job satisfaction, as this has
been shown to enhance staff retention. The previous claim aligns with Marihot Tua Hariadja's
conceptualisation of "job satisfaction," which posits that it reflects the extent to which
individuals experience positive or negative sentiments towards different facets of their work-
related engagements. Understanding the determinants of employee well-being in the workplace
would be advantageous, given the significant role job satisfaction plays in shaping positive and
negative outcomes (Wang et al., 2018). The affective reaction to an individual's obligations, in
conjunction with the societal and physical work settings, constitutes an additional determinant
of job satisfaction. Job satisfaction refers to the degree to which an individual's psychological
contract is fulfilled. Several theories of job satisfaction have been proposed, including
Maslow's Need Theory, Porter's Discrepancy Theory, and Adams' Theory of Justice, among
others. Consequently, managers and organisations can enhance their comprehension of the
factors contributing to a favourable work environment by identifying the characteristics that
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impact employee job satisfaction. Despite numerous studies demonstrating a theoretical
correlation between employee satisfaction and organisational loyalty, disparities persist.

According to research by Hooi (2013), there is no relationship between employee loyalty and
the extent to which the Japanese management style affects workers. To boost productivity and
enhance organisational performance, another researcher suggested that managers should focus
on factors affecting employee job satisfaction (Kabir et al., 2011). The study by Veloso et al.
(2021) shows that motives, supervisor support, community involvement, fair compensation,
autonomy, the company's brand image, and affinity have a direct and beneficial impact on
employee satisfaction. Employee happiness is one of the strongest predictors of employee
loyalty, as it is positively correlated with both loyalty and contextual performance.
Additionally, the theoretical framework shows that motivated and hardworking employees are
those who are fulfilled. However, equity theory is useful in part because it can be applied to
the business sector, notably the hotel industry, as a framework for fairness, ideal behaviour,
and distributive justice. Management must uphold justice and ideal practices to deliver high-
quality services and outputs that satisfy employee expectations regarding norms, standards, and
wishes. According to Bangwal et al. (2018), every hotel sector depends on the success of its
staff because they oversee the provision of service to consumers and determine the kind of
service they receive. Several recent studies (Cheng et al., 2018) have shown that Malaysia's
hotel industry, particularly in the hospitality sector, is expanding quickly. This growth may be
linked to the expanding contribution of tourism. The hotel sector is essential to the
advancement and expansion of the tourism industry, as it provides accommodation and other
services for travellers (Cheng et al., 2018).

Compensation or Reward

Compensation is essential for employees because it reflects the value of their work to them,
their families, and society. Compensation is the money given to a worker by their employer in
exchange for the services they provide while working for the company. The fundamental
reason for working is to earn enough money to meet employees' needs. Organisations present
rewards for outstanding performance to motivate employees and encourage healthy
competition among staff. Compensation should be dependent on the amount of work
completed, the employee's expertise, the technical nature of the work, and their duties, among
other factors. The hotel may raise employee satisfaction, leadership effectiveness, motivation,
and job performance through compensation. Dessler (20006) states that there are two basic parts
to compensation: (1) Direct payments (such as wages, salaries, incentives, commissions, and
bonuses), and (2) Indirect payments (employer-provided financial benefits, including insurance
and vacation). Any form of payment made to employees in exchange for their contributions to
the company is referred to as compensation, sometimes known as a reward. To achieve higher
job performance and satisfy employees' needs and desires, compensation is often structured to
benefit both the firm and employees (Sudiardhita et al., 2018).

Employee satisfaction is used as a mediator in this study to examine the relationships among
turnover intention, salary, and employee retention. However, the wants and aspirations of every
person are different. According to Bayarcelik et al. (2016) and Aman-Ullah et al. (2022), job
satisfaction reflects both positive and negative outcomes from employees' emotional
assessments, indicating how satisfied or dissatisfied an employee is with their work. As a result,
based on the preceding arguments, we recommend that compensation be considered a feasible
solution to high turnover intentions and low staff retention. According to Sudiardhita et al.
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(2018), compensation has a considerable impact on employees' job motivation. An important
factor in boosting employee motivation will be efforts to increase compensation; this is also
consistent with data from other researchers who found that compensation had a positive and
significant impact on job motivation. Justice and equity should be the foundation of good
compensation, and the amount of pay should be proportional to the relative value of a position
or line of work. The link between employee compensation satisfaction and employee turnover
intention was found to be strongly reduced by work motivation, work engagement, and job
satisfaction (Che Ahmat et al., 2019). So, it can be concluded that the higher the compensation,
the higher the employee's work motivation and satisfaction, which influences both correlations.

Reward and recognition may be summed up as an organisation's attempt to acknowledge staff
members' contributions for setting a good example or performing helpful deeds. Organisations
may encourage their staff and boost job satisfaction by employing reward management.
Compensation and job satisfaction among hotel employees are strongly associated in the
hospitality sector. Aside from monetary compensation, appreciation, compliments,
thankfulness, and encouragement are crucial for both employees and employers because they
are often given to a single person and last longer than monetary compensation (Fisher, 2015).
According to Calk and Patrick (2017), Generation Z members are more likely to be realistic
about their work expectations because millennials now place greater importance on non-
financial perks, such as workplace experience and surroundings, than on money alone.
Therefore, management must understand the most effective rewards for each generation to
increase job satisfaction and employee loyalty. Employees who are happy with their
compensation and working conditions are typically devoted and have no plans to leave the
company (Strenitzerova et al., 2019). According to Mazlan et al. (2021), rewards are an
effective means of promoting job satisfaction and loyalty among hotel staff.

Career Growth

According to Putra (2018), career growth is a strategy that an organisation can adopt to ensure
that personnel with the requisite training and experience are available when needed, benefiting
both individuals and the organisation. Human resource development is necessary to reduce a
company's reliance on recruiting new employees. Effective career growth will foster a climate
of shared trust, empowered collaboration, and commitment to the vision, mission, and strategic
goals.

In addition, Aodton et al. (2021) define career development as the progressive accumulation of
professional experience over time. Many studies on career development place greater emphasis
on the steps in a person's career than on the outcomes of those steps. Defining career growth
as employees' expectations about an organisation's planned development and progress efforts
illustrates the effects of employees' actions. From a multidimensional perspective,
organisational and employee efforts help people grow in their professions. As a result, the
employer rewards the worker's efforts to progress their professional development and learn
new skills by granting them promotions and salary raises (Al-Ababneh et al., 2018). Career
advancement typically has a significant impact on the workplace and raises job satisfaction
levels, claim Al-Ababneh et al. (2018).

According to Khai et al. (2019), opportunities offered or projected to improve people's career

prospects in the concept of personal advancement inside an organisation are typically used to
quantify career progression. On the other hand, a thorough analysis suggests that a profession's
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progression comprises four potential components: the advancement of career goals, the
development of professional skills, and an increase in compensation. These organisational
components offer all the benefits the employee anticipated gaining in their future career. If
there are no opportunities for job advancement, the benefits accruing to both individuals and
organisations are uncertain, which may eventually lead a person to leave the company.

Effective Leadership

The concept of effective leadership can be defined as a leader's capacity to exert influence over
followers and other stakeholders within an organisation to achieve organisational objectives
(Yukl, 2005). According to Yukl (2008), a crucial aspect of evaluating leadership performance
and effectiveness is assessing how leaders influence employees beyond conventional
performance expectations or standards. Given the inherent unpredictability and complexity of
the corporate landscape, it is imperative that managers at all hierarchical levels within an
organisation adopt an appropriate leadership approach. Nasab et al. (2019) assert that
leadership  styles significantly impact employee performance. According to
Nanjundeswaraswamy (2021), effective leadership can influence subordinates' attitudes and
behaviours, including their level of commitment, and enhance productivity. Employee job
satisfaction can be enhanced by leaders who practise delegating authority, allocate
responsibility, and involve employees in the decision-making process. This is particularly
important when employees are afforded the opportunity to seamlessly incorporate their ideas
into the organisation's strategic objectives and assume complete accountability or recognition
for the outcomes of their endeavours in achieving the company's selected goal and intention.

According to a study by Al-Asadi et al. (2019), employees who experience dissatisfaction at
work are less likely to remain employed within the organisation. Presently, the industry faces
challenges in effectively incentivising its workforce. There is an increasing power disparity
between businesses and their employees. Moreover, there is notable employee discontent with
their current remuneration, recognition, and supplementary perks, which may be attributed to
ineffective communication practises. The principal factors contributing to the inadequate
communication within the organisation may be the absence of employee feedback,
performance management meetings, measures to ensure the firm's long-term viability, and a
mentoring programme.

Hence, there is a difference of opinion on leadership style, with academics arguing that it is a
multidimensional approach to identifying targets and inspiring the achievement of goals. Not
only that, but Ntimba et al. (2021) state that a few critical factors contribute to employee
dissatisfaction, including unfair discrimination, poor recruitment, and remuneration practices.
Several academic fields have done studies on leadership-related themes, and their conclusions
are inconsistent. Previously, researchers discovered a correlation between distinct leadership
styles and organisational effectiveness (Wang and Yen, 2015). Managers must show genuine
concern for their employees' social and environmental challenges and promote efficient
workplace communication by providing timely feedback, conducting performance
management meetings, fostering openness, and building cooperation. Effective leadership and
employee satisfaction are significantly related.
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Methodology

This study adopted a quantitative cross-sectional research design to examine the influence of
compensation and rewards, career growth, and effective leadership on employee satisfaction
among employees of Bayou Lagoon Park Resort, Melaka. This setting provides relevant
research context because it is a full-service resort hotel that depends heavily on employees to
deliver customer experiences. Similar to many Malaysian resort hotels, the organisation has
faced post-pandemic human resource challenges, including employee retention, workforce
shortages, and maintaining employee satisfaction. For this study, a quantitative approach was
considered, which comprised 95 employees at Bayou Lagoon Park Resort. Sample adequacy
was further confirmed using GPower 3.1 for multiple regression with three predictors (effect
size = 0.15, o = 0.05, power = 0.80), which indicated that the minimum required sample size
was below the 72 usable responses obtained. Convenience sampling was employed, and a total
of 72 completed questionnaires were successfully collected and analysed. The questionnaire
was adapted from previous studies and consisted of five sections: 1) demographic information,
2) compensation and rewards, 3) career growth, 4) effective leadership, and 5) employee
satisfaction. A pilot study was conducted with 30 respondents, yielding an overall Cronbach’s
alpha of 0.942, indicating excellent internal consistency.

Result and Discussion

Demographic Background

This section shows the demographic background of the respondents which provides an
overview of the participants’ characteristics, which helps to better understand the profile of the
sample used in this study. The demographic information includes gender, age, ethnicity,

educational background, department, length of service, and monthly income.

Table 1: Demographic Background: Gender

Frequency Percent Valid PercentCumulative Percent

Valid Female/ Perempuan 33 45.8 45.8 45.8
Male/ Lelaki 39 54.2 54.2 100.0
Total 72 100.0 100.0

Source: Authors’ Own Work

Table 1 indicates the gender distribution of respondents, comprising males and females, and
the results show that most respondents are male (39, 54.2%), while 33 (45.8%) are female. This
is due to the number of male employees at Bayou Lagoon Park Resort is higher.

Result Interpretation Based on Objectives

This section presents the interpretation of results based on the study objectives using

descriptive statistics. Descriptive statistics summarise the data through measures such as mean,
which indicate the level of agreement among respondents.
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Table 2: Compensation or Rewards

N Minimum Maximum Mean Std. Deviation

I get enough benefits. 72 2.00 5.00 3.5833 .62235
I feel like I get rewarded 72 2.00 5.00 3.3472 .60885
for good work.
I satisfied with the sick 72 3.00 5.00 3.9167 .64459
leave policies.
The current series of 72 3.00 5.00 3.9583 81253

benefits match what I expect

from a company.
Valid N (listwise) 72

Source: Authors’ Own Work

The findings show that, regarding employee satisfaction with compensation and rewards at
Bayou Lagoon Park Resort, most respondents agreed that the current benefits match their
expectations, with the highest score (M = 3.95). Respondents also agreed that they are satisfied
with the sick leave policies (M=3.91) and that they receive adequate compensation and rewards
(M=3.58). However, the lowest mean score was for feeling rewarded for good performance (M
= 3.34), indicating relatively low agreement on this aspect.

Table 3: Career Growth

N Minimum Maximum Mean  Std. Deviation

I experience personal 72 2.00 5.00 3.6111 77923
growth such as learning new

tasks.

I am satisfied with the 72 2.00 5.00 3.7222 .65482

opportunity I have to grow
within the company.

I feel that my job allows me 72 2.00 5.00 3.8194 .82780
to develop new skills.

I feel satisfied with my 72 2.00 5.00 3.8472 70531
future career growth in the

company.

Valid N (listwise) 72

Source: Authors’ Own Work

Table 3 presents the mean scores for employee satisfaction with career growth at Bayou
Lagoon Park Resort. The results indicate that respondents were generally satisfied with career
growth opportunities within the organisation. The highest score was recorded for satisfaction
with future career growth within the company (M = 3.84). Respondents also agreed that their
job allows them to develop new skills (M=3.81) and that they are satisfied with the
opportunities for growth within the company (M=3.72). The lowest mean score was for the
item on experiencing personal growth through learning new tasks (M = 3.61), although
respondents still expressed agreement with this statement. Overall, the findings suggest a
positive perception of career growth opportunities among employees.
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Table 4: Effective Leadership

N Minimum Maximum Mean Std. Deviation

My manager makes 72 2.00 5.00 3.5417 71083
consistently effective decisions.

I feel my opinion is heard by my 72 2.00 5.00 3.8056 57259
leader.

My supervisor provides me with 72 3.00 5.00 3.8056 72460
constructive feedback.

I feel satisfied with my 72 2.00 5.00 3.9306 79304
superior.

Valid N (listwise) 72

Source: Authors’ Own Work

This section shows the mean scores for employee satisfaction with effective leadership at
Bayou Lagoon Park Resort. The findings demonstrate that respondents were generally satisfied
with the leadership practices within the organisation. The highest mean score was recorded for
satisfaction with their immediate superior (M = 3.93). Respondents also agreed that their
supervisor listens to their opinions and provides constructive feedback, both with a mean score
of 3.80. The lowest mean score was the statement that managers consistently make effective
decisions (M=3.54), although respondents still expressed agreement with this aspect. Overall,
the result suggests a positive perception of leadership effectiveness among employees.

Table S: Employee Satisfaction

N Minimum Maximum Mean  Std. Deviation
I feel valued at work. 72 3.00 5.00 3.5972 70531
My job offers me a 72 3.00 5.00 3.7361 .60498
work life balance.
I feel satisfied with the 72 2.00 5.00 3.9861 81350

level of employment

where I work.
Valid N (listwise) 72

Source: Authors’ Own Work

Table 5 indicates the overall employee satisfaction levels at Bayou Lagoon Park Resort. The
highest mean score was for satisfaction with their current job (M = 3.98). This indicates that
employees were generally happy with their environment. Respondents also agreed that their
job provides a good work-life balance (M = 3.73). In addition, employees felt valued at work,
with a mean score of 3.59. Overall, the findings suggest that employees are satisfied with their
jobs and work environment.
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Table 6: Correlation Analysis

Employee Compensati Care Effecti
Satisfactio on or er ve
n Rewards Grow Leaders
th hip
Employee Pearson 1 348" 433" 496"
Satisfaction Correlation
Sig. (2-tailed) .003 .000 .000
N 72 72 72 72
Compensatio féearS(l)n . 348" 1 484" 481"
R d orrelation
fopiewards Sig. (2-tailed) 003 000 000
N 72 72 72 72
Career Growth Pearson 4337 484 1 .639™
Correlation
Sig. (2-tailed) .000 .000 .000
N 72 72 72 72
Effective Pearson 496" 481 .639™ 1
Leadership Correlation
Sig. (2-tailed) .000 .000 .000
N 72 72 72 72

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Authors’ Own Work

Table 6 above shows the correlation analysis between the independent variables (compensation
and rewards, career growth, and effective leadership) and the dependent variable, employee
satisfaction. The results show that all three variables are positively related to employee
satisfaction. Effective leadership recorded the strongest correlation with employee satisfaction
(r=0.496), indicating a moderate positive relationship. This was followed by career growth (r
=0.433), which also demonstrated a moderate positive correlation. Compensation and rewards
showed the weakest correlation among the three variables (r = 0.348), although the relationship
remained positive. These findings suggest that effective leadership has the greatest influence
on employee satisfaction among the variables examined in this study.

Multiple Regression Analysis
Multiple regression analysis is a statistical analytical tool. It is a development of linear
regression, a method for forecasting a variable’s value when that value depends on another

variable. Because it relies on another variable for influence, the predictive variable is now a
dependent variable.
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Table 7: Model Summary

Model R R Adjusted Std. Change Statistics
Square R Error of R F dft  df2 Sig.
Square the Square Change F
Estimate Chang Chan
e ge
1 5262 277 245 32916 277 8.663 3 68 .000

a. Predictors: (Constant), Effective Leadership, Compensation or Reward, Career Growth
b. Dependent Variable: Employee Satisfaction

Source: Authors’ Own Work

Table 8: ANOVA

Model Sum of df Mean F Sig.
‘ Squares Square
1 Regression 2.816 3 939 §.66 .OOOb
Residual 7.368 68 .108
Total 10.184 71

a. Dependent Variable: Employee Satisfaction
b. Predictors: (Constant), Effective Leadership, Compensation or Reward, Career Growth

Source: Authors’ Own Work

Table 9: Coefficient

Model Unstandardize Standardized t  Sig. Collinearity
d Coefficients Coefficients Statistics
B Std. Beta Toleran  VIF
Error ce
1  (Constant) 1.509 465 32 .002
44
Compen .106 125 104 8 398 716 1.397
sation 5
Or 1
Rewards
Career .159 134 165 1.1 238 552 1.813
Growth 91
Effective 338 138 340 24 017 .553 1.807
Leadership 54

a. Dependent Variable: Employee Satisfaction
Source: Authors’ Own Work

Based on Table 7 above, the R-squared value is 0.277. Therefore, it indicates that 27.2% of the
variance of the employee satisfaction in Bayou Lagoon Park Resort can be explained by the
variation of the three tested independent variables: compensation or rewards, career growth,
and effective leadership, or known as equity theory, while 72.3% cannot be explained by it.
Therefore, the results in Table 16 indicate that independent variable 1: compensation or
rewards (p-value=0.398, f=0.104), independent variable 2: career growth (p-value= 0.238,
B=0.165), and independent variable 3: effective leadership (p-value=0.017, =0.340).
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As shown in Table 9, effective leadership is associated with employee satisfaction at Bayou
Lagoon Park Resort, with a p-value < 0.05. Therefore, only Hypothesis 3 is supported. Table9
also shows that compensation or rewards and career growth have no relationship with the
employee satisfaction in Bayou Lagoon Park Resort (p-value of 0.398 and 0.238). Therefore,
Hypotheses 2 and 3 are rejected.

Discussion

This study examined the influence of compensation and rewards, career growth, and effective
leadership on employee satisfaction among employees at Bayou Lagoon Park Resort, Melaka,
based on the principles of Equity Theory. The findings revealed that all three independent
variables were positively correlated with employee satisfaction. However, multiple regression
analysis demonstrated that only effective leadership significantly predicted employee
satisfaction, whereas compensation and rewards and career growth did not show significant
effects when analysed simultaneously.

Among the variables examined, effective leadership showed the strongest correlation with
employee satisfaction (r = 0.496, p < 0.0) and emerged as the only significant predictor in the
regression model (B = 0.340, p = 0.017). This finding suggests that employees place
considerable importance on leadership behaviours such as communication, support,
participation in decision-making, and constructive feedback. In the hospitality industry, where
employees interact directly with customers and operate in dynamic working environments,
leadership support plays a critical role in shaping employees’ workplace experiences and
overall satisfaction. The finding is consistent with the studies of Nanjundeswaraswamy (2021)
and Al-Asadi et al. (2019), which reported that effective leadership positively influences
employee attitudes, commitment, and job satisfaction. The result also supports Equity Theory
(Adams, 1965), which posits that employees evaluate fairness not only through tangible
rewards but also through interpersonal treatment and organisational support.

Although compensation and rewards were positively correlated with employee satisfaction (r
= 0.348, p < 0.01), the variable did not significantly predict employee satisfaction in the
regression analysis (f = 0.104, p = 0.398). This finding indicates that while compensation
remains an important component of employees' perceptions, it may not be the primary factor
influencing satisfaction in this organisation. One possible explanation is that employees may
perceive their compensation and benefits as adequate, leading them to place greater value on
non-monetary factors such as leadership quality and workplace relationships. This finding is in
line with previous studies that suggested financial rewards alone may not be sufficient to
enhance employee satisfaction when other organisational factors are considered.

Similarly, career growth demonstrated a moderate positive relationship with employee
satisfaction (r = 0.433, p < 0.01) but did not significantly influence employee satisfaction in
the regression model (f =0.165, p=0.238). Although respondents generally expressed positive
perceptions regarding opportunities for learning, skill development, and future career
advancement, these opportunities were not the strongest determinants of satisfaction. This may
suggest that employees are more concerned with their immediate work environment and
managerial support than with long-term career prospects. The finding contrasts with previous
studies that identified career development as a significant predictor of employee satisfaction,
indicating that the relative importance of career growth may vary across organisational and
industry contexts.
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Overall, the findings indicate that effective leadership is the most influential factor affecting

employee satisfaction among employees of Bayou Lagoon Park Resort. The study highlights

the importance of supportive leadership practices in fostering positive employee attitudes and

enhancing workplace satisfaction. From the perspective of Equity Theory, employees appear

to value fair treatment, recognition, and supportive relationships with their leaders more

strongly than compensation and career advancement opportunities. Therefore, hospitality

organisations should prioritise leadership development initiatives to strengthen employee
satisfaction and improve organisational performance.

Conclusion

This study examined the influence of compensation and rewards, career growth, and effective
leadership on employee satisfaction among employees of Bayou Lagoon Park Resort, Melaka,
using Equity Theory as the underlying theoretical framework. The findings revealed that all
three variables were positively associated with employee satisfaction. However, effective
leadership emerged as the only significant predictor of employee satisfaction, indicating that
leadership practices play a greater role in shaping satisfaction than compensation and rewards
or career growth opportunities within the organisation studied.

The findings contribute to the hospitality literature by providing empirical evidence on the
application of Equity Theory in a Malaysian resort hotel context. The study suggests that
employees evaluate workplace fairness not only through financial rewards and career
opportunities but also through the quality of interactions, support, and communication provided
by their leaders. Consequently, leadership effectiveness represents a critical factor in fostering
a positive work environment and enhancing employee satisfaction.

From a managerial perspective, hotel operators should focus on developing leadership
competencies among supervisors and managers, particularly in communication, employee
involvement, recognition, and feedback. Strengthening these leadership practices may
contribute to higher employee satisfaction, improved retention, and enhanced service quality.

Despite its contributions, this study is limited by its focus on a single resort hotel and a
relatively small sample size, which may restrict the generalisability of the findings. Future
research is encouraged to include a larger sample across multiple hospitality organisations and
explore additional factors influencing employee satisfaction. Furthermore, future studies may
apply alternative theoretical perspectives, such as Herzberg’s Two-Factor Theory or Maslow’s
Hierarchy of Needs, to provide a broader understanding of employee satisfaction within the
hospitality industry.
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