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AWARD SYSTEM IMPROVES ORGANIZATIONAL
EFFECTIVENESS IN KECAMATAN KALAWAT
MINAHASA UTARA NORTH SULAWESI

Arie Supriati
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Abstract: This study aims to examine the extent to which the system of rewards is a solution
in improving the effectiveness of organizations in Kalawat District, North Minahasa - North
Sulawesi. Given the changing global environment marked by changes in all areas, it is a
challenge for an organization to be able to properly utilize the change into an
opportunity.Because if it is too late to prepare and develop its potential, then the opportu-
nity will soon be taken more competitor more prepared. The competitive advantage of an
organization is determined by external and internal factors. But the internal factor of an
organization’s competitive advantage is considered an important factor for success. This
research uses the qualitative descriptive approach with literature study method, interview,
document and observation at Kalawat District government. The results of this study indi-
cate that rewards are a solution in improving the effectiveness of the organization in the
District Government Minahasa North-North Sulawesi
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Lately, there has been a shift
in the global environment
marked by changes in all
fields. The challenge for an
organization is how the orga-
nization is able to properly uti-
lize the change into an oppor-
tunity. Because if it is too late
to prepare and develop its
potential, then the opportunity
will soon be taken more com-
petitor more prepared. Ac-
cording Kasali (2005)
Change is the real essence
of human beings, not just to
work and earn income, they
do work, leisure, and learn-
ing. Change should give
space to enjoy life with plea-
sure. Because positive plea-
sure will encourage people to

work more productively and out of tension or bore-
dom. To make the organization more effective, the
organization needs a reward system that is one of
the human resource management strategies to cre-
ate the alignment of work between staff and man-
agement. Efforts to improve the rewards system
will be able to motivate employees’ work and es-
tablish coordination among employees that have a
direct impact on the ability of the organization in
responding to its environment. The purpose of this
study, to examine the extent to which the rewards
system can be a solution in improving organizational
effectiveness in Kecamatan Kalawat, North
Minahasa-North Sulawesi.

Literature review

Award System from Scientific Point of View
The reward is the joining of human beings into the
company or organization as members accompanied
by various expectations that their needs can be ful-
filled by the organization. In return for its participa-
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tion in achieving some organizational goals, the Com-
pany provides various allowance and awards both
material and non-material in accordance with their
respective achievements. The existence of various
possibilities for the award can encourage employ-
ees to achieve higher achievement.

The reward is an effort to get professional
employees. In accordance with the demands of the
position required a continuous coaching, that is an
effort activities planning, organizing, use, and main-
tenance of employees to be able to perform the task
effectively and efficiently. As a concrete step in the
results of coaching it is necessary to provide re-
wards to employees who have shown good perfor-
mance. Giving reward is a leader’s efforts in pro-
viding remuneration for the work of employees, so
as to encourage employees to work more diligent
and potentially. Leaders reward when an employee’s
work has met or exceeded the standards set by the
organization. There are also organizations that re-
ward employees for their years of service and dedi-
cation can be an example for other employees.

Suharsimi Arikunto (2009) explains that reward
is something given to someone because it has got
the achievement in accordance with the desired.
Robbins (2001) says that a reward system is more
necessary for cooperation than competing against
one another. Promotions, pay increases, and other
forms of rewards that collaborate effectively with
a team member. Mulyadi and Setyawan (2001)
awards system are one of the important controlling
tools used by companies to motivate personnel to
achieve company goals (not individual goals) with
behavior as expected by the company (not person-
ally favored behavior). The opinions of experts can
be concluded that a reward is a form of recognition
to a particular achievement given in the form of
material and non-material given by the organization
or institution to individuals or groups of employees
so that they can work with high motivation and
achievement in achieving organizational goals.

Reward Criteria

In order for the award to be useful and in ac-
cordance with the objectives to be achieved, it is

necessary to consider the criteria in the awarding.

According to Mulyadi and Setyawan (2001) are:

1. The award should be appreciated by the re-
cipient, the award is not valuable in the eyes of
the recipient will not motivate the recipient to
perform.

2. The rewards must be large enough to have an
impact, if the rewards provided are insignifi-
cant, the impact may be contrary to the effort
to increase productivity. The award should be
widely announced in order to have an impact
on the recipient

3. The award must be understood by the recipi-
ent, the Recipient must understand well the rea-
sons for the award and the value of the award
they receive.

4. Rewards should be awarded at the right time,
if not given immediately, rewards will lose im-
pact as a motivator.

The impact of rewards should be felt in the long
run, rewards can produce more value if the happy
feelings generated by the award last long in the
recipient’s recollection.

Benefits of Reward

According to Mulyadi and Setyawan (2001),
rewards produce two kinds of benefits, the benefits
are to provide information and provide motivation.
Awards can attract the attention of personnel and
inform or remind them of the importance of some-
thing rewarded compared to other things. The
awards also increase the motivation of personnel
on performance measures, thus assisting personnel
in deciding how they allocate their time and effort.

Types of Rewards

According to Byars and Rue (2000) grouping
rewards into two categories, the first is Intrinsic
Reward is a reward that is internal or perceived
individually from the acquisition and engages the
individual on a particular activity or task, such as
feeling satisfied. The second is Extrinsic Reward is
a reward that is controlled and distributed directly
by the organization and is a tangible reward, such

JOURNAL OF APPLIED MANAGEMENT | VOLUME 16 | NUMBER 1 MARCH 2018



Award System Improves Organizational Effectiveness in Kecamatan Kalawat Minahasa Utara North Sulawesi

as compensation. Gipson, lvanhevic, and Donelly
(2000) also classify awards into two categories.
These categories are extrinsic and intrinsic awards,
extrinsic awards are awards beyond their work such
as payments, promotions or additional benefits. In-
trinsic rewards are rewards that are part of work
such as accountability, challenges and job feedback
characteristics. Intrinsic rewards relate to their own
jobs such as achievement, occupation, challenges,
autonomy, responsibility, and personal and profes-
sional growth.

The intrinsic rewards are the satisfaction that
a person obtains because he has successfully com-
pleted his job well and has achieved a certain goal.
To increase intrinsic rewards, management can
employ various techniques such as increased re-
sponsibility, participation in decision making, and
other endeavors that enhance one’s self-esteem and
encourage people to be the best.

Any sophisticated tools, machines, and so are
available if without reliable human resources then
the existence of tools, machines, and so it cannot
function optimally. For that from the elements of
existing management then humans must first be
managed if the organization or company really wants
a high level of productivity. For this reason, it is nec-
essary to design a work environment conducive to
work, because humans have very heterogeneous
characteristics, diverse needs, different feelings,
unequal emotions, and many more elements con-
tained in the human soul and physique that require
professional handling. Appropriate recognition
should be given to all members of the organization.
Eligibility for awards such as appointment in an im-
portant committee or promoting to a hew job sends
out signs to employees that rewards are available,
on time, and on the performance basis.

Luthans (2006) argues that managers every-
where use awards to motivate their employees. For
example, by giving employees a certificate of ap-
preciation, over duty, promotion, praise, recognition,
the opportunity to continue training education, and
sometimes leaders give awards in the form of
money such as salary increases, bonuses, or the cost
of a vacation.

From various studies of reward system theory,
it can be concluded that the reward system is the
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relationship between the organization and the indi-
vidual through the exchange relationship. The re-
wards can be intrinsic rewards and extrinsic re-
wards. The intrinsic rewards include learning new
things, responsibility, autonomy, appreciation, atten-
tion, caring, showing the ability to perform, and re-
ceiving praise. Extrinsic awards include over time,
promotion opportunities, environment, working con-
ditions, status, salary increases, and monetary en-
hancements.

METHOD

In this study, using literature study methods, in-
terviews, documents and observations at the
Kalawat District government. Kalawat sub-district
is an expansion of Airmadidi sub-district based on
Local Regulation of Minahasa Regency Number 06
the Year 2003 dated August 25, which was subse-
quently endorsed by Decree of Regent of Minahasa
Number 23 the Year 2003 dated September 1, 2011.

RESULT

Area of Kalawat Subdistrict: 4,714 Ha, con-
sisting of 12 urban villages and inhabited by 28,794
residents with Number of sub-districts and residents
can be seen in the following table:

Tablel Area and Total Population of Sub-district

Kalawat

. Area Total
No Urban Villages (HA)  Population
1 Kalawat 54 2812
2  Kaleosan 550 786
3  Kawangkoan 311 2071
4  KawangkoanBaru 653 2885
5 Kolongan 767 2587
6  KolonganTetempangan 200 3895
7 Kuwil 600 1075
8  Maumbi 811 2701
9  Suwaan 500 1870
10  Watutumou | 7 33%5
11 Watutumou Il 63.5 2481
12 Watutumou IlI 1G] 2266

Total 4,714 28.794

Source: Kalawat Sub-district Profile Data 2016
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Based on the Decree of North Minahasa Re-
gent No. 06 of 2008 on the Main Duty and Function
of the Sub-district organization is to assist the Re-
gent in organizing the government as well as con-
ducting community life development. In addition,
Sub-district are also given tasks in the implementa-
tion of the delegation as the authority of the govern-
ment of the Bupati, Implementation of the guidance
of community life, and the preparation of other tasks
given in accordance with the scope of its duties.
Human resources/apparatus who serve in the of-
fice of Head Camat Kalawat can be seen in the
following table:

Table2 Number of Employees by Group

No Group Number of Employees %
1 V2 6 15
2 1] 24 60
3 Il 9 225
4 I 7 175

Source: Kalawat Sub-district Profile Data 2016

Furthermore, for the level of education officials,
Kalawat district can be seen in the following table:

Table3 Employee Education Level in Kecamatan

Kalawat
No Level of Education Total %
1 Doctorate Degree 2 0,45
2  Master Degree 9 21
3 Undergraduate Degree 14 32
4  Diploma 8 18
5  High School 5 12
6  Junior High School 5 12
7 Primary School 3 0,67
Total 46

Source: Kalawat Sub-district Profile Data 2016

As part of the North Minahasa region, Kalawat
sub-district has a vision and mission that supports
programs and activities as well as strategies and
policies of North Minahasa regency government.
Kalawat sub-district has a vision of “Kalawat Sub-

district to be a Superior District in providing data
and information services in support of North
Minahasa Regency’s vision”. In order to achieve
the vision and mission, the values that must be de-
veloped and preserved in the life of the Kalawat
sub-district organization are Commitment, Exem-
plary, Responsive, Professional, Accountable, Trans-
parent, Deliberative for Consensus, Effective, Effi-
cient, Coordination, Integration and Coherence.

DISCUSSION

The rewards system can help build individual
and group performance motivations. A reward sys-
tem that matches the expectations of employees with
effective delivery mechanisms and procedures will
serve to improve overall employee motivation. When
employees feel comfortable in the workplace and
are satisfied, individually they will work on a regu-
lar basis, never missed and lead to improved em-
ployee performance itself.

As a regional apparatus organization in
Kabupaten Minahasa Utara, Kalawat Subdistrict in
giving a choice of reward system to its employees
refer to the rules of employment legislation. Although
the reward system affects organizational effective-
ness. But the creation of a good reward system will
provide a comfortable working condition, motiva-
tion, and job satisfaction will increase. The award
system provided by the team can improve the co-
operation better so as to improve the effectiveness
of the organization as a whole. managerial review
by Sub-district Head as head of SKPD (Local Gov-
ernment Work Unit). Individuals who have in-
creased their self-esteem from their work, and they
will be happy to develop positive attitudes within
the organization so that individuals will bring the
organization’s success to its goal which is one of
the indicators that will be more effective.

CONCLUSIONS AND RECOMMENDA-
TIONS
Conclusion

That the reward system becomes one of the
factors that will give a positive impact in an effort
to increase the effectiveness of the organization.
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Improving the reward system is an absolute require-
ment in order to achieve effective organizational
conditions. A good reward system will motivate
employees to improve the performance of their work
and will lead to increased organizational effective-
ness. So it is necessary to review the reward sys-
tem for employees both individually and in teams.
Increased organizational effectiveness can be done
by formulating a reward system that can and can
be felt directly by employees/employees who have
shown their performance in certain periodization.

Recommendations

The award system is not only in financial form,
more than it is a form of respect for the organiza-
tion of employees/employees who have shown their
performance. It is, therefore, necessary that inde-
pendent assessment teams from outside the organi-
zation in order to provide an assessment of indi-
vidual performance.
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