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Sports heroes are considered worthy of appreciation, especially for those who contrib-
ute to providing achievements for the nation at regional and international levels. The
reward is given to athletes and coaches during their productive lives in the present until
their retirement period. However, the rewards received by athletes and coaches tend
not to be able to fulfill their welfare as a guarantee of life in the future. Therefore, this
study was aimed at determining the relationship between rewards and the level of wel-
fare given by the government and sports committees in Indonesia to athletes and
coaches. This research was an ex-post-facto study using a self-administered closed-
questionnaire conducted on athletes and national coaches on the 30th SEA Games
team in Philippines in 2019. The number of samples was determined by using Slovin
formula at 5% error rate and carried out on 46 athletes and nine coaches under the au-
thority of the Indonesian National Sport Committee in Bandung. Data analysis was
performed by using SPSS. From the results obtained, these rewards also had a direct
correlation with the level of welfare of athletes and coaches. Considering that, if a
maximum reward is given, the level of welfare will also increase. The result indicates
that there is a robust and significant positive relationship between rewards and welfare.
Athletes and coaches expected the government and sport committees in Indonesia to
give rewards that are not only limited to financial bonuses. Other aspects also need a
concern when the athletes and coaches are no longer productive in contributing to the
national sport achievements.
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INTRODUCTION

The National Sport Hero title should be addressed
to every sportsperson, including athletes and coaches
involved in elite sports on behalf of the nation to attain
their highest achievements in competition at the inter-
national level, because elite sports can provide benefits
for the government and the society as a national pride
(Hallmann, Breuer, & Kiihnreich, 2013). Indonesia’s
Broad Outlines of the Nation's Direction explain that
sport coaching and development are parts of efforts to
improve the quality of Indonesian people by improving
physical, mental, and spiritual health of the community,
and aimed at building characters and personality, disci-
pline, and high sportsmanship, as well as increasing
achievements that can arouse a sense of national pride.

The sport committee in every city in Indonesia has
the task and responsibility in organizing the develop-
ment of sport achievements, especially in preparing
athletes to involve in the sport training for competing in
various important events. In Indonesia, the national
sport system implementation is regulated under The
Republic of Indonesia Law number 3 year 2005 con-
cerning the national sport system which explains that
sport is a part of the process of achieving nationwide
development goals, thus the existence and the role of
sport in society must be prominently placed in the pub-
lic legal system. In this perspective, the guarantee of the
future certainty, honor, and well-being of sportspeople
are important points to enable them to concentrate and
dedicate their full time, thoughts, and energy for the
highest achievement (Kim, Kim, & Lee, 2020).

The Presidential Regulation clearly states that the
government must pay a close attention to the welfare of
athletes with great achievements, but, in reality, the reg-
ulation has not been implemented well (Nuryadi, Hi-
dayat, Budiana, & Darajat KN, 2020). The number of
research on the rewards given by sports committees or
the national authorities to athletes and coaches is lim-
ited. Several studies show that only a few of researchers
have conducted extensive studies to survey the welfare
and rewards received by Indonesian athletes. Conse-
quently, the general purpose of this study was to exam-
ine appropriate rewards for Indonesian elite athletes in
surviving a better and prosperous life afterward.

Rewards System

Definitions of reward have been defined in various
ways by experts in their fields with different perspec-
tives. Rewards are generally given in almost all fields
of economic and social life, either in sports, in arts and
culture, or politics (Frey, 2005, p. 32). Besides, rewards
are increasingly popular in the corporate sector, where
managers consider innovative human-resource practices
are important for the competitiveness (Ichniowski &
Shaw, 2003, p. 157). In this connection, reward practic-
es have been adopted by many organizations both pub-
lic and private sectors (Rahim, Norhayate, & Daud,
2012, p. 71). In other words, a reward can be said to be
the most common human resource management prac-
tice used in recognizing and compensating for a good
performance.

The rewarding system is seen as a system that con-
tributes to the performance by linking the interests of
employees from the team and organization, thus it will
increase the effort and performance (Sajuyigbe, Olaoye,
& Adeyemi, 2013). Inevitably, fostering achievements
in high-performance sports must lead to the fulfillment
of a specific and fascinating performance so that ath-
letes are interested and aware of the importance of
achievement. In this connection, rewarding is defined
as a process of determining the application and building
of compensations relating to issues arising during the
rewarding process. (Michael, Duncan, & Peter, 2011).

Organizations can also give motivation through
social rewards, such as titles and other status symbols.
In the same way, job enrichment, vacation, proper work
position, participation in decision making, promotion,
ownership, stability, security, trust in organizational
goals could also give motivation (Al-Nsour, 2011).
Such links can lead to the increase of the employee
knowledge or skill development, flexibility, commit-
ment, retention, and productivity (Howard &
Dougherty, 2004). A good reward system must be able
to handle organizational members as individuals as well
as pay attention to differences in the needs, desires,
hopes, goals, and aspirations of others (Wasiu, 2014, p.
17)

Athletes will not only hope to be praised when
they excel but they also hope for a guarantee of their
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retirement age and an increase in living standards when
they are no longer athletes (Bundon, Ashfield, Smith, &
Goosey-Tolfrey, 2018). Empirical research conducted
by experts prove that the indicators of extrinsic rewards
oftenly examined are salary or wages, bonuses, bene-
fits, and promotions, while indicators of intrinsic re-
wards are recognition, career advancement, responsibil-
ities, and educational opportunities (Edirisooriya, 2014;
Hafiza, Shah, & Jamsheed, 2011; Yapa & Yapa, 2002).
From the various literatures, the reward has given by
the organization to its members, either financial materi-
al or non-financial material; both psychologically or
non-materially.

Athlete Welfare

Subjective well-being is a general term to describe
the level of well-being of an individual following the
personal evaluation of life. The theory underlining sub-
jective well-being asserts that individuals have positive
thoughts in interpreting various events in their lives that
create a feeling of happiness and satisfaction (Diener &
Ryan, 2009). Meanwhile, well-being refers to an opti-
mal function and experience. The desirable nature of
optimal functioning is not necessarily clear. However,
many philosophers and psychologists provide different
welfare concepts (McMahan & Estes, 2011).

Welfare and self-development in a particular activ-
ity are factors to determine achievements. The results of
the exercise can increase and decrease due to several
factors. Two factors affecting athlete performance in-
clude ability and motivation. Motivation factors will be
seen from one's attitude in dealing with training situa-
tions as well as a condition that moves a person to be
directed to achieve the set goals (Corlaci, Hidi, Va-
silescu, & Stoica, 2013; Harwood & Thrower, 2020;
Vink, Raudsepp, & Kais, 2015). It was further ex-
plained in the Presidential Regulations number 44 of
2014 that in Indonesia, a sport reward is an acknowl-
edgment of achievements in sports that are manifested
in material and non-material forms.

In Malaysia, a research shows that the athletes’
readiness to retire and the influence on their quality of
life can significantly provide a clear view of the life
satisfaction of athletes at the retirement age. Policy
makers are expected to learn the finding because there
is no a retirement plan for athletes in Malaysia (Abu

Samah, Shamsudin, & Darus, 2019). For a small coun-
try, like Singapore, with a limited talent pool, oppor-
tunity costs to pursuing elite sports come at a high
price. Research has revealed that an intangible support
is essential for the long-term well-being of athletes so
that they can cope better with the various transitions
they face (Tan, 2019).

Furthermore, every sportsperson, sport committee,
a national or private institution, and an individual who
excels in advancing sports must be rewarded. In that
case, the main task of the sport management is develop
self-confidence and foster motivation for coaches and
athletes. Providing rewards by considering the athletes’
needs and presenting a good view of their future will
have implications on their work commitments as well
as their welfare to continuously improve their compe-
tence by training and continue pursuing achievements
in the future.

METHODS

In accessing the perspectives of Indonesian ath-
letes and coaches at the 30th SEA Games in Philip-
pines, a quantitative descriptive research approach was
used. The variables in this study were limited to the
rewards and level of welfare of athletes and coaches by
using a self-administered questionnaire.

In this study, the instrument used was a closed-
ended questionnaire. Several questions were given to
athletes and coaches. The respondents had to choose
one answer that suited their characteristics. The validity
test results of the questionnaire, through SPSS by using
the Pearson correlation, showed that 23 items of state-
ments had a validity score above the r-table (0.261),
while 1 question item was invalid with an r value of
0.170. The results of reliability testing, through SPSS
using Cronbach's Alpha, showed a result of (.746,
which means that this instrument is reliable to use.

Participants

The population of this study were 183 people, in-
cluding athletes and coaches, at the 30th SEA Games in
2019 contingent from the West Java province.

Sampling Procedures

The research sample was chosen based on non-
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probability sampling methods by using a purposive
sampling technique. The study involved 55 respondents
consisted of 46 athletes and nine coaches under the aus-
pices of Bandung National Sports Committee by heed-
ing certain considerations related to the policy which
intersects to athletes’ financial and welfare. The number
of samples was determined by using Slovin formula at
5% error rate which is 50.

Procedures

The study began with the selection of problems in
the provision of rewards and welfare levels; determin-
ing the sample; trying out a questionnaire; determining
research instruments; data collection; processing and
analyzing data; and making conclusions. Furthermore,
the analysis and interpretation of the meaning and sig-
nificance of the data collected were also conducted.

RESULT

Data To provide a general description of the distri-
bution of collected data from the results of the reward
and welfare questionnaire, it is important to understand
the characteristics of the respondents. From these data,
it can be seen that the average value of appreciation was
15.64, while for welfare was 8.31 (n = 55). After ob-
taining data from two variables, the normality test was
administered. The purpose of the normality test is to
find out whether the information is normally distributed
or not and the approach that should be used next.

The data normality test was completed by using
the Kolmogorov-Smirnov Test and administered by the
help of the SPSS 24 program. From the reward data, the
Asymp value was obtained. Sig. (2-tailed) of 0.017 or
HO is rejected for reward data. Thus, reward data were
not normally distributed. From the welfare data, the
Asymp value was obtained. Sig. (2-tailed) of 0.001 or
or HO is rejected for welfare data. Thus, welfare data
were not normally distributed. Hence, the data from
these two variables were not normally distributed.

Assessing the Correlation between Instruments

After describing the data and conducting a normal-
ity test, the next step was testing the data correlation.
The results of correlation testing using Spearman's rank
correlations obtained the following results.

Table 2. Spearman's rank correlations
Reward Welfare

Spearman's Reward Correlation 1,000 0,928
rho Coefficient
N 55 55
Welfare Correlation 0,928 1,000
Coefficient
N 55 55

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

According From the SPSS output, the correlation
coefficient number was 0.928. The level of strength of
the relationship between the rewards and welfare varia-
ble was 0.928 or had a very strong correlation. An as-
terisk (**) means that the correlation between variables
is significant at the 0.01 significance number. After pro-
cessing the correlation, the research data were presented
as a percentage.

Percentage of Rewards Data

100
84
62
53
x 50
25 30
13'
0

Financial Rewards Non-financial

Rewards
m Performance-based
B Membership-based
Membership-based (public and private protection)
m Membership-based (paid leave and life cycle)
Career Rewards

Figure 1. Financial and Non-financial Rewards Percentage

The results obtained from the reward variable for
athletes and coaches (n = 55) illustrated factual scores
or the total value of 860, while the ideal score or the
maximum number of values was 1650. Therefore, the
overall average score was 0.52, then the percentage of
rewards given to athletes and coaches was 52%, which
means “good enough." Furthermore, the data were de-
scribed based on indicators starting from intrinsic re-
wards. Intrinsic reward indicators that include interest-
ing work, responsibility, recognition, achievement, task
variety, and task significance got a percentage value of
98%, which means "outstanding." On the other hand,
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the extrinsic reward indicators on the financial sub-
indicator of the performance-based section (direct com-
pensation) which include salary, merit pay, and bonuses
showed a percentage value of 84%, which means
"outstanding."

The eminently attractive reward for employees is
money. In real terms, it can be used directly to buy
items needed by everyone. Money is the most obvious
organizational reward, but non-financial rewards and
receiving increased attention (Peterson & Luthans,
2006, p. 343).

The extrinsic reward indicator in the financial sub-
indicator of the membership-based section (direct com-
pensation) which includes cost of living increase, sen-
iority-based increase, and the educational-based in-
crease showed a percentage value of 62%, which means
"good." Nevertheless, Membership-based (indirect
compensation) which includes public protection (social
security, unemployment premiums, disability premium)
and private protection (pension, savings, life insurance)
showed a percentage value of 12%, which means "very
poor." Membership-based which includes paid leave
(training, illness, vacation) and life cycle (child and
elder care, parks, and playgrounds) showed a percent-
age value of 25%, which means "not good." Whereas
extrinsic rewards for non-financial sub-indicator of ca-
reer rewards covering job security, career growth, self-
development earned a percentage value of 53%, which
means "good enough." Non-financial in the social re-
wards' section which includes status symbols (title, of-
fice, preferred schedule) got a percentage value of 30%,
which means "not good.”

Percentage of Welfare Data

The results obtained from the welfare variable for
athletes and coaches (n = 55) illustrated factual scores
or the total value of 457, while the ideal score or the
maximum number of values was 1265. Therefore, the
overall average score was 0.52, then the percentage of
rewards given to athletes and coaches was 36%, which
means “not good.” Furthermore, indicator of extrinsic
welfare level in the financial sub-indicator in the perfor-
mance-based (direct compensation) section which in-
cludes salary, merit pay, bonuses showed a percentage
value of 81%, which means "very good.” Indicators of
extrinsic financial sub-indicators in the membership-

based (direct compensation) section which include cost
of living increase, seniority-based increase, education-
based increase showed a percentage value of 57%
which means "good enough". Membership-based
(indirect compensation) which includes: public protec-
tion (social security, unemployment premiums, disabil-
ity premium) and private protection (pension, savings,
life insurance) showed a percentage value of 13%
which means "very poor". Membership-based which
includes paid leave (training, illness, vacation) and life
cycle (child and elder care, parks, and playgrounds)
showed a percentage value of 20% which means "very
poor". Whereas extrinsic rewards for non-financial sub-
indicators of career rewards covering job security, ca-
reer growth, self-development earned a percentage val-
ue of 47%, which means "good enough." Non-financial
in the social rewards' section which includes status
symbols (title, office, preferred schedule) got a percent-
age value of 27%, which means "not good."

100

80

81
= 0 47
40 -
20
20 13 I
0

Financial Welfare Non-financial Welfare

m Performance-based
m Membership-based
Membership-based (public and private protection)
B Membership-based (paid leave and life cycle)
Career Rewards
Social Rewards

Figure 2. Financial and Non-financial Welfare Percentage

DISCUSSION

Researchers in the area of employee motivation
agree that reward in an organization is the most im-
portant element in generating motivation to complete a
task. The financial reward can directly improve the em-
ployee economic welfare. For example, salary, wages,
and bonuses are rewards that can be obtained by the
recipient and used for any purpose (Chelladurai & Ker-
win, 2018, p. 270; Kankanhalli, Tan, & Wei, 2005, p.
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35). Athletes are motivated to perform their specific
tasks skillfully according to the sport they are in and
due to compensation values related to the task at hand.
Essentially, rewards are intended to motivate certain
behaviors (Sajeva, 2014).

Indonesian athletes and coaches from the SEA
Games 30th 2019 in Philippines contingent felt that
they had not received the maximum prize, both internal
and external. It needs to be considered more by the gov-
ernment or relevant authorities regarding the reward. In
Indonesia, elite sports are intended as an effort to im-
prove the abilities and potential of athletes in the con-
text of completing achievements to improve the nation's
dignity (Isidori & Benetton, 2015). The stage of devel-
opment utilizing education and training of talented ath-
letes in a planned, systematic, tiered, and continuous
program is expected to produce potential athletes tech-
nically, tactically, physically, and physiologically.
(Elferink-Gemser, Jordet, Coelho-E-Silva, & Visscher,
2011).

Financial rewards are very important for strategic
institutions to determine the extent to which incentives
can affect employee job satisfaction (Erbasi & Arat,
2012). Primarily, financial rewards consist of four di-
mensions, namely basic salary, performance bonuses,
incentives for extra work, festival bonuses (Aktar, Ud-
din, & Sachu, 2013). Bonuses are payments at the same
time for employees as the recognition of their perfor-
mance during a certain period (Chelladurai & Kerwin,
2018, p. 71). Unlike salaries, bonuses are not added to a
person's basic salary. Therefore, bonuses require work-
ers to make certain achievements every year to receive
rewards. On the other hand, salaries are added to a per-
son's basic salary, where the increase is given in one
year and will continue to be given each year even
though the worker may not work at the same level and
achievements in the following years.

In addition to wages and salaries, financial re-
wards can also be in the form of social security such as
pension plans, health insurance, and vacations and are
usually not based on performance, but based on years of
service (Gibson, Ivancevich, James H. Donnelly, &
Konopaske, 2014, p. 243). Performance-based rewards
are directly linked to a performance done by individuals
or groups. In this case, financial compensation is a
compensation in the form of money given to employees

for services that have been done (Ahmad, Aziz, Aziz,
Faeez, & Bakhtiar, 2012).

Moreover, sports coaching and development are
part of efforts to improve the quality of Indonesian peo-
ple that are directed at improving physical, mental, and
spiritual health of the community and are aimed at the
formation of character and personality, discipline, and
high sportsmanship, as well as increased achievements
that can arouse a sense of national pride. Athletes and
coaches have gone through a lengthy process, so they
can compete at the international level. The process they
went through was certainly full of struggle and sacrifice
of themselves (energy, time, money, and other non-
material things). They have struggled to make the name
of the Nation and Country at the international level,
they are even referred to "Sports Heroes" (Hallmann et
al., 2013). For this reason, it is appropriate, for the gov-
ernment and related authorities, to give a maximum
appreciation as regulated by law.

The control of incentives and rewards is closely
related to a person's perception known as the "Locus of
Causality" (what causes a person to behave) in sports.
The reward must be used as an information to provide
feedback or reinforcement of their competencies; ex-
trinsic rewards do not naturally come after the perfor-
mance of activity but are given to someone by some
external agents, thus motivation will continue to in-
crease (Sanchez de Miguel et al., 2017). Conversely, if
the reward is seen as something that contributes to the
"internal locus of causality” (the cause of a person's
behavior comes from within himself), the intrinsic mo-
tivation will increase. In this condition, the athlete has a
high self-determination; the athlete will perceive that
his behavior is determined by intrinsic motivation,
which is the impetus that comes from within him
(Baena Extremera, Ruiz-Juan, & Granero-Gallegos,
2016).

The reward system consists of extrinsic and intrin-
sic programs where there are differences between the
two. Intrinsic rewards refer to the identification of work
done well by someone, thus it represents a non-
financial way to appreciate and recognize employee
contributions to excellent quality and service (Ozutkua,
2012, p. 44). On the other hand, extrinsic rewards refer
to the part outside the main work itself such as salary,
benefits, job security, promotions, private office space,
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and social climate (Wasiu, 2014).

As a result, giving rewards to athletes should not
be used as the control of athletes, but rewards must be
used as information to provide feedback or reinforce-
ment of their competencies. The motivation will contin-
ue to increase. The result of the research presented the
diversity of rewards that need to be given or fulfilled by
stakeholders to Indonesian athletes and coaches in the
30th SEA Games 2019 in Philippines, while some re-
ward indicators had been going well.

CONCLUSION

The results of this study prove that a variety of
rewards need to be given by stakeholders to Indonesian
athletes and coaches at the 30th SEA Games 2019 in
Philippines. Following the results of the processing and
analysis of data regarding rewards, overall results ob-
tained by 52% satisfaction. As well as the results of
data analysis, regarding Indonesian athletes' and coach-
es' welfare, overall results showed 36% satisfaction. It
indicates that the level of welfare of Indonesian athletes
and coaches are "poor." It shows that the level of wel-
fare of athletes and coaches is still needed to be consid-
ered further by the government and related institutions.
This means that the reward given by the government to
athletes and coaches, in their persfective, have not had
an optimal impact. Giving reward also has a direct cor-
relation with the level of well-being of athletes and
coaches by considering that there are many athletes and
coaches who depend their whole lives on sports as they
set aside education and office work and left the family
to practice in national training camps.

RECOMMENDATION

To the government or authorities related to elite
sports, giving rewards to athletes should not only be
limited to the provision of jobs, bonuses, scholarships,
but also to other aspects, such as the guarantee of their
lives after they are no longer productive as athletes in
order to fulfill their psychological need and give pros-
perous live. Consequently, they will not feel disappoint-
ed because all of the efforts they spent in their young
period for the glory of the nation. To athletes, coaches,
and other sports practitioners, there is no need to worry

to get involved in promoting sports in Indonesia, be-
cause the government and related institutions have
sought to implement the reward and welfare of athletes
as stipulated in the law.

Limitations of the Study and Possible Future Study

In particular, this study simply provides a glimpse
of what Indonesian athletes and coaches felt at the 30th
SEA Games 2019 in Philippines. Other factors that had
constrained the study include different local govern-
ment policies regarding athlete welfare. Besides, this
study only focused on reward factors, which mostly
included direct finance (materially) as an element influ-
encing motivation to keep achieving. The athlete's
openness, based on their regional background in the
national team, made it difficult to find a larger popula-
tion. Therefore, this study was conducted by limiting
the sample of athletes and coaches who lived in West
Java Province and under the authority of the Indonesian
National Sport Committee in Bandung. Thus, it is nec-
essary to conduct a study that goes hand in hand with
policies. Therefore, athletes do not need to doubt as
athletes are influenced by doubts about the transparency
in providing answers that might affect stakeholders'
decisions in their selection to the elite team.
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