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hi n the l pi cmpl y p r pti n of th link bctw n p rfonnancc an 

in nti\ pa : the C3 ' f hm 1 n in the m b1le phon' indu try. The 

rat1 nat or mbarkin • n th tud i an att mpt to tabli h "p r ept10n of mpl yec of 

the link b t n p rfonnan and mccmivc ay"' whi h is th obj ti e of the tudy. Th 

rc carch de 1gn of lhe study w ripuvc, ampl d from a p pulation of Kencell and 

afancom lim1 . The finding d med from the tu y howcd that employe percei e that 

there 1 a link b t\i ccn their p ro nnancc and mcenti e pay. 

Rc ommendation is g1ven r r th u of the rc ult from the tudy to reinforce change 

ini tiativ nd c ta li hment of a clearly under tood relationship bet' een pay and 

p rforman y other firms. urth r re earch is uggcst d for U1cr categoric of employees 

other than the at people and te hnicians. 

n 



B kgr und. 

Th m1 ·n\ 1r nment t d } 1 rap1dly ·h ngmg and organizatt ns are fa ed ith 

gl baliz ti n pt::nmg up of m rkct thereb mer a mg c mpetiti e pre sure , ch nging cust mer 

demands an an mer a mg product m rket rnp t1tion cxpl tns 8 ckcr 199 . To compete 

c lively rganization mu t c ntmually impr ve their p rfonnance b reducing co ts inno ating 

pr du ts unpr ving u lit , produ ti it and sp d t market. irrns can de clop ustained 

mp titi c dvantag nly b crcatmg vatu m a way that is rar and difficult for competitors to 

1mttatc. Iluman rc ource IS cry Important a it c n t be e ily imitated compare to ther 

rc our cs IJke technology, natural resources and ec nomics of scale thus there is need to ensure 

that the staff ar c ntinuously pushed to perform at p ak I vel o crve Bam y (1 1 91 1995 

Human capit I i the ingl most important a p ct f any succe sful organization as idcntifi by 

Beardv 11 et.al ( 1997 . Th company s in cnti c p licie d tennine to a large extent the 

moti a lion level of the \ orkcrs and the I el f p rfi nnancc and the growth and development of 

an organiz tion. Jncenti e pay h 

performance m organizations. 

c me on of the imp rtant methods of increasing empl yee 

cc rding to \! all rs 1995 , mo t workers kno\! that th 1r pa 1s dir ctly link d t the results of 

th ir pe~ rm nee appraisal Incenuv schem as ne constituent of performanc pa should b 

percei d b) th empl y a a motivator. The link is likely t be uccessful v hen it is used to 

r infl rce cul tuml change initiati 

b \'C n pay and p rformanc . 

and to cstabli h a firm and clearly under tood relationship 

Rou scau I 9 1 of the vic\\ that an indi idual per ption of a gi en job i often said to 



ttitud 

run nt, nd IJ.me f r fi rene th l i h1s or her b hcf: , 

ultur I of rcfl rene . hi fram of rderenc is u ualt ba d on past 

, ''hi h f ur . implie th 1 it i b d th hum p rc ption 

u consciously wants to ob rve. 

fh r [! rc one ' ill c "h t h or ·h ltk ab ut a particular situation. 

1 he percei,cd qualuy o service '' hich is th utcom of c aluating prior xp elations viz- -viz 

p rfonnanc , mu t f ncce ity invol e elem nts of ati faction r dis atisfaction a is the case 

with p rcei cd quality f go ds ccording to Harris n 1 Wh n people are satisfi d or 

di atisfi d there i ah ay a pn r opt1 ns that is implied that was ither met r not meL uch a 

pnor pinion rna have be n in the form of p ctation and such e pectation ' as either equaJ d 

} p rcci,·ed pcrfonnanc . v.htch fell hort o such perfonnanc r it e ceeded it according to 

obi y (19 0}. Where expectation equal percei ed performance then confirmation of that 

p rforrnance i said to have taken place. Where the e. pectation fell sh r1 of-. hat " as actually 

p rc iv d then there is positive di confirmati n. 

P rformance i a " ay of doing thing and management is about getting things don and 

p rforrn nee management is the arrangements org nizations use to get the right things done 

ucc sfull a hie ptimum re ults a defined y Walt rs ( 1 95 . For performance 

management to be c ecti c it ha to c explicitly linked to the ' ay pc pie are paid. Employ e s 

JO r rmance can be measur d using perfi nnanc appraisal, ' hich uses three approaches as 

identified by lippo 19 ~). 

2 



n . a c u al un t mati ppr i al. t\\o. high! • t mat1c mea urem nt of mploy e 

nd mpl y c c ntri ution and thr , mutual goal ctting th ugh man gement by 

pr gram. 

ari u fim u II th thre pproach for pcrfom1 nee m asur m nt th ugh the cau al 

appr a h i the m t mm nly u d. Th s temallc pert; mane mcasur ment u pcrfomance 

apprai at d tcnnin and provid a foundation fl r c mpari on. lluczynski et. at (2 I) 

1dcntlfic "<1riou appr isal y tern that organizations us • th are ranking wh1ch compare ne 

pers n \Vith the othc by pi cing th m in a simpl rank in rder of \: rth. p rson l pers n 

composition in\'ol ing breaking th p r on performanc apart and an I ses its comp nents, a 

cal 1 then de 1gncd for each d fined factor e.g. lead rship. initiati e etc. Grading wh re 

categories f worth re stablish in ad anc nd d fined e.g. outstanding, satisfactory, and 

un ati fact ry. raph1c cal invoh es e tablishing scales for s cci fie fa tors. The factors are of 

l\ ·o typ , hara teristic and contribution like quantity and quality of work. hecklist requires 

only a rep rting of facts from the rat r and the e aluati n and \VOrth of the report d facts is done 

by the per nne! departm nl. Forced choice description has d scriptivc statement of cemingly 

e ual v rth fwh1ch the rater is ore d to choose ne in rd r to try and reduce bias. Beh iorally 

anchored rating lc help to define employee as up ri r. a erage or lo' a erage and the 

frequ n y ' ith \ hich an mploye engage in a pecific behaviour. finally, es ay description is 

\: h rc a upcrvisor i supp e to appraise th overall p rformances and accompany it with a brief 

narrat1 c e plaining the r ling. 

Th mana ment b} objc tive approach MBO where emphasi is placed on ha ing a 

partictpati\c JOint d termmation of objecti by emplo ee folio-.: ed by participati e and joint 

e aluation of ucce in the apprai al intervi w ha been studied Beardwell et al (1997 . There 

should m etmg between the uperior and subordinate forth purpo e of securing agreement 

up n the key tasks of a JOb and ensure that objecti es de eloped re related to the n eds 

3 



o th fim1 . 

F r c h obj ugg ted d c ptcd by upenor a tratcg_ for as sment hould b 

u rdinatc to \aluatc nd m a urc th on going ac ornpli hment. 

In the m cling fl r apprai al mtervtc\ twc n the up rior and ub rdinat s there is 

empathy. mutual re p t. cqu lity and upporuve infonnatron c ntributions and ther i high I el 

of ubordm t parttctpation. c n tructtve attitud by up nor, solution to job problems hampering 

p rformance and tting of p ific goals. 

In entive i defined a pa ·m nts linked to the achi ,·erncnt of pr 'iously et and agreed targets by 

rmsrong et.al ( 1 94 . The~ aim t motivate people to chie' higher le els of performance and 

th n rev. ard it. 

In any rganJLatlon, employe comp nsation programs arc design d to attract capable employees, 

motr at mployc toward superi r perfom1ance and r tam th ir services o er a period of time 

as xplarncd by lipp 19 4) 

Inc nti is comp n ation that re\\ ard an employee li r effort beyond nonnal perfonnance 

e ·p ctali n . Jnccnti e plans can be individual, group or rganilational according to Mathis ct. al 

19 4. 

lncenti es are any forn1 of compen at ion an rgamzation gives to its employ r to attract positi e 

p rform nee or tore ard positi e performance. Inccnti'c can be fmancial r non financial. For 

me nti e to b efTectiYe in motivating employe performance, an organization has to put in place 

p hcie c ncemmg all ation of incenti es to difli rent gr ups of empl ye sand d tennine hov 

they can e bcstuttlizcd. 

re are three reasons for using incentives. One i to mot1 at people t achie e higher Je els of 

performance and mcrca e the range and depth ofth ir skill . econdly t deli cr the message that 

rganizations regards performance competence and skills as important and thirdly for equity 

tating tl is right that pa_ should relate to people's p rformance competence and skills 

4 



utlin db. 

Th r ,tr l\\ linn in th mobile phone mdu try. afaric m Ltmit d which t rt d operations in 

lkom tb nly t I mmunic lion company in K n a and dafone 

lntcmuti n I tel ommuni ation comp<my. Ken ell ommunications limited i a joint enture 

bet' ccn amccr Gr up ompanic and Vi,endt clecom International ( I r an tntemational 

mpan}. Kencell " · he n cd and taned op rations after afaricom had 

comm n ed in _ 

Th tw firm offer m ile ph ne service sell m ile phones and access ries in their retail 

c nt rs. Th m bile ph nc rvt es m red arc t lephone calls short me ages services and 

inquire.: and r aming n1ce acr s int mational b undaric . Both firms ha can uphill task of 

offering c ccllent rvtces lo the Kenyans at competitive prices as they comp t for subscribers 

within the Kenyan market. 

The sale persons are mployee hose p rformancc can be quantified\: l"]le the technician work 

i more quaJitati' e. 

5 



m nc ur th pr I m 

nti\ e hem d p nd larg ly on Lh employee ere pti n of Lh link 

n p rfi ;man and inccnti e . her re tudies r ntl -. hi h h n c med n the 

link b t ' ccn in nti\ pa and P rft rman c in Am nc nd ritain but n n has be n d nc m 

K n a t th be t of the r ar her' kno" lc:dge. tudy in the by a\! lcr 1971 found that 

pr ducll\ ity incr t · n 1--35 p ·r c nt \ h n me nlt e sch mes ar put in plac . 

tud ·on _ o a lim1 in th found th t p rceiYed individual linkage of inccnti e 

p y and pcrforman e wa highe t among th on n individual incenti e plans. ne t highe t for 

th on gr up in entivc and lowest on organizations in entive plans ha f< und by chwab 1974). 

tudy f a grou onus chemes m a distri utjon entr in the K found that in work 

m ur m nt tc.:m1 , n mere in pr ducti\ ity fr m 67-1 2 p rcent ' here 1 is regarded as the 

n m1 fi r a fult effectJ\ work r. 

Th rc r other tudi · ' which ha e been d ne on per cption but '' ith pecific reference t the 

'anous phen mcna 

ampatgn: ca e 

ther than p rfonnan e. Pcrcepti n of mes age appeal on HIV/ IDs 

f nivcr ily of air bi Faculty f ommerce stud nts Makau (20 2), 

p r epti n f opportunity in the region I economical grouping by Kenyan entr preneurs: A survey 

ca ofK uri a - , perceived re ponsibility an preference Ji r a bank· A urnmary of 

mr - 2) percei d ervic quallt : Th case of matatu service Mwaura 

-OlL). Th p rc ption f sup rmarket in airobi 0n the u e of ~ -mark ting aile\ a 20 1 The 

ca e of Kenya trway 1asinde (I 5 th perceived quality of pot r ices the cas of K nya 

uthorit 

Re earch. there~ r ha been fragm nted and inconclusi c as pertaining to the perception of the 

link t" ccn in entive pay an p rformancc. With due consid ration of the importance of the 

l hnici n and ales per ons a ke employees in this industry, it is therefore important to find out 

what the c employee p rcet e of the link bet\ e n their p rformance and their 

6 



in nti p. y. is i the moti ati n fi r thi tudy. 

I. 

fh ob· tudy ar : 

a) I o c t bli h the pt:rcepti n of the link t\ e n inv ntive pay and p rfonnanc among sales 

p~.: pte nd technician in the mobile phone indu try. 

(b) cstabli h the fa tor that influence th perceptions of ales pc pi and 

hnician to~ nrds th inccnt1vc pay. 

1.4 Imp rtaoce of the tud •. 

lt i e ·p cted that this tudy \: 1ll:-

a omributc to a b tt r under tanding f \: hether human inc ntive contribute to better and 

high per rmanc by w rkers. 

b ·ncourage human r urce manager to devel p incenti e p licics and packages to 

1mpro e the firm p rfi rmancc . 

c) Pr \ide a bett r under tanding of incenti e a a m thod of compensation in finns . 

d) dd and pro id a dy of knowledge to the a ad mic ommunity and stimul te further 

r arch 111 the field o mployee compensati n. 

7 



H P R .. 

-·1 In nth or m th ti n. 

To b~ a le m ti ate w rk rs t '•ard sup ri r perfi rm nee organizations gt e varymg 

omp n ti n v h r th pa m nt i d ·pendant up n spectfic bcha" iour. Ro ert lliot (1 91 

argu that comp n ati n reduces th di utilit mo t people as ociatc v ith w rk and th t 

comp ·till 

and pr 

dvanlag prcmi c.1 on inn vation, quality and cost le dership is important for grov th 

ktll d and w 11-compcn atcd staff for deli cry of alue t customer 

and th finn O\\ n rs are v ry tmportant. (Porter (1 

For incenti . ith r financi I r non financial, to c able to m ti ate employees beha iour must 

be een to d ·trable by the emplo ·e and se n to be forth c ming if th y beha e in a mann r 

desir d. fncenti c ar e:trin ic r ward coming from the organitation in recognition of this good 

work. anager arc therefor faced with the challenge of finding' ay to .noti ate\! rk rs and be 

able t impro e their p rformance continuously. 

There are 'ariou '' ays m ~hich the moti at ion the rie can ist in unl eking the key to th 

moti ali n treasur • u h as th u of in nti es to reinforce go d performance. 

2.2. . p of inc otive 

he inccnti e pay offer d by , n orgam.lation can be indi tdual, gr up or organizational incenti es. 

Matht ct.al (I 94) idcntifie indi,idual inc ntivc as incenti c gi en to indi idual employe s 

relatt c their effort to pay and can e uitable t use ' hen, indi idual p rformance can e 

identi ficd and is lated y the nature of job p rformcd, where a Sll tantial amount of work is done 

mdep ndcntl_ allo\ ing indi tduals contributions to be identified, v h re there is competition 

among employees and where the organization cultur mphasizcs indi idual's achi ment and 

r -. ards. 

The types of indt iduals incenti es that an rganization use are ptece rate systems 

commis i ns. bonuses and spe ial incenti e prograrnees. Piece Rate ystems: an ei ther be the 

8 



dctc::rmin d y multiplying th numb r of um 

p 

if th 

m r than the tandartl. 

r a dtffi rcnti I pt c rat \'hich pa s mplo ee ne piece 

tand rd output and a higher pi e rate wage if th produce 

: tern was d vclop d by ·redrick T ylor 111 I 71 \ hen he did a 

tudy on tentdic man g m nt studt -. hich he de ign d to stimulate mployces to achieve or 

·c d e tablishcd tandards. 

omm1 1 ns: mm nly used in ales job \ here the c mpensati n i c mputed as a percentage 

of les in unit or doll rs. he commission du ar integrated into employees pay a straight 

commi s1 n or a salary plu commtssion. ln straight commi sion an employee recet es a 

p rc nlag of thi value of th sales made when lh sale is completed. alary plus commission 

c mbin provi ion of a alary and p rfonnance asp ct with payment of commission on top of the 

alary. 

Bonu e : are lumpsum payment annually based on the profit of th organization and 

achie em nt of pre-determined performance t rgets therefore fluctuates with performances. 

Kohan ( l 8 di mis e bonus payment on the ground that they make management focus on 

narro\! ta ks and take few nsks by ncouraging them to take proj cts '> ith short term durations. 

cc1 1 < 1- argu s that bonu cs lo'> er molt ation by reducing the intrinsic records employees 

r ceiv fr m the JObs and concentrate more on extrinsic rewards. 

p ciaJ In nti\c Programees: ommonly us din sales related job and include giving 

trips, ca h and merchandize r '> ard to tho e v h sell the most, sales conte ts and production 

contest aw rd help to. chtev immediate sales gain and t focus attention specific products. 

r up incenti\ arc n rmally given by organizations t a group of employees athjs et. al 

( 1994) tates that group tncentives are useful in o ercoming problems associated v ith indi idual 

incenti es and hould be a ministered hen significant interdepend nee exists among the 

9 



rJI indi\ idu I and t am-. ·ork nd c p r tion is present, whcr diffi ulti s e i t in 

nnanc and -.: hen mana rcmcnt .. ant to 

rk and c crati n am ng it mpl 

r anizati nal m ntiv d fin d as a ., t m that mp n ·at s all employ c m the 

rganu tion don th rgani7 ti n pcrfonnance annually. It enc urage t amv ork and reduce 

tv c n d partment it empha iz organi.lation I profit and pr ucti ity compared to 

gr u me ntt •e and there re anou es athj l. al 1 94) 

m haring · baring,. ith employ greater than exp ct d gains in profits and for producti ity. 

Th g in can c measur d financially. by producti ity and quality me ure and can be paid 

monthly, quarterly. miannuall. or annually. 

lmpr hare (lmpro cd Producli ity Throu h haring): Reward all work rs in the organization 

" her standard i identified and v eckly onuses ar paid based on th extent to which the 

tandard i 

ani n Plan. ln an rgamznuon department committee are et to ~ aluale co t banking 

nd th sa\ ings r ulting from the ugge tions are placed in a bonus fund and 

incentiv s r wards are gl\cn to employe s from this fund. The fund 1s plit t\ een employees 

and lh rganization. Employe s r c i e th incenti e camp nsation for reducing Ia our costs 

regard! s f' h ther the rganiz tion make a profit. 

Profit haring: 1stributc a p rtion of the profits of the organization to employees. be 

employ scan recei e the porti ns at U1e end ofth y ar. defer pr fils or place in a fund and gi e 

the employ on retirement on " hen lea ing the organization. 

wner hip Plan: long tenn compensation method designed to gi e share 

owner hip l employee lhu incre· ing their commitment, loyally and ffort. The employees 

b com hare hold rs and therefore xpo to the share holders risk and develop interest in U1e 

devel pm nt of the organizali n and moti ates them to -.: ork harder. 



.uid lin ford \·el ping In nti' pay 

fi ur uid line to b I II mcd b • OPaniz tion ' ·h n d v lo;>ing incentive pay as 

idcntifi db I tippo 1' 4) nc. r gnizc organization uhurc andre ource where th incenti e 

) ·tern h utd con istent \\ ith th cultur and financial re ource of the organizati n. There 

sh uld be lru t nd g d working r lat1onslup bet'> en th superi and the empl yee . 

\\ 0, Li inc ntne to de ir d p rfonnanc o that the employ can ee a direct relation hip 

rts <lfld th ir reward . G rge, Brief and We ter 19 1 explams that incenti es 

are mo t ffi cll\'e ' h ·n mploy can cl arty that their c tra efforts lead to increased 

p rformance and desirable re'> ards. th r' i c strc s can e cr ated. 

hrce, k cp mcenti\'C plans current by en unng that lnccnti e sy terns arc re ic\i ed continuously 

t detem1ine whether they ar encouraging mployees t perC! nn belt r and if not the system 

h uld b charg d and lastly paratc plan paym nt 

from a e pay that the cparation make a clear connection etween perfonnancc and re\ ard 

and help reinforce U1e idea of performing 11 to cam more. 

Ther arc thre ' ays in which pcrfom1ancc can be linked to inccnti e pay as identified by Walters 

(I 5) ne the incenU\ plan need to de\' I p through p rticipation by both managem nt and 

cmplo. so that employees underst nds and accept the ba is on ' hich p rfom1ance is being 

valued and re"' arded. 

T\ o th link tt.: een performance and pay needs to be focused and communicated on the basis of 

hared tmprovements in perfom1ance. 

Thtrdly, participants should rec gniz that the incenti e pay 1s n t a panacea that automatically 

cures all performance problems e en though it is a genuine motivator. 

rmstr ng et.at ( 1994 explains that there i a isible and direct relationship between 



rt nd r ~ ard. tJ o mdi ·idu 1 in nti\ ropriat wh n per~ rmanc r 

nu ibuti n can b anri ut d dir tly to th effort and abilitic of individu I 111 at s j wi th 

quantitati output. c hnician ·s J b 1 · fa qualitativ output and r ull d pend n team effort 

d r tc - ar n ibl nd th refor gr up inc ntiv pay i appropriate. 

-.4. I th ti n (! r per~ rmao 

he ' rd m tivati n is d riv d ~ m lh L tin w rd mow?re. v hich me ns mo c. m ti ation i 

d fined the pro e that account fi r an indi idual int n ify, dir ction nd per istence of effi rt 

toward ttaining a goal R bin 2 0 I . 1 loti\ ati n an als be de fin d as the term used to 

describ h> whtch opl · k to satisfy th basic n ed , dri es and personal goals 

ole I' ) It i th int rna! pr ce s that n rgi1cs. directs and su tains b ha iour Armstr ng 

( 19 ) d fine motive as arc on [I r doing omething. 

lollv ti n pr es compn c of fi e interd pendent el mcnts as given by mit et al (l ed 

moll , behavi ur. con equencc, atisfacti n di atisfactton and feedback. A psychological or 

phy i logical imbalances may gi e rise to a need. Tbe n d m ti ate th person to take acti n 

s' ill sati fy his n cds, and therefore the need leads to specific beha iour. The 

cons qucnc of the b haviour may be p iti e or negati e " hich may result to satisfaction or 

di ati facti n. atisfaction i u ually short lived and as a result the m ti ation process ha a 

feed ack lo p. 

h r ar moti\ation theones that e plain indi idual baha iour and what moti tes them to v rk. 

TI1e e theoric re, remforc menttheory. expe tancy theory and ld fer s theory. 

Reinfi rcement theory accor ing to Bateman et. al 199 ) i associated ' ith Bernard kinner and 

applica le in organization a a theory called organizati nal behaviour modification ( BMod . 

The ~ undation of lh rein rcement theory is the Ia' of ffect fommlated by Edward 
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1 mdili in I I. f effe t thus .. 

am itu ti n th \\ htch ar ac mpani d or lo ly fi llowcd b ' satisfaction rcmfi rccment 

ill b · m r Jikd ·to cur. tho e hich ar cl ly foil wed b di comfort Punishm nt) will be 

lc likcl to cur." Reinforcement i · anything th t b th incrca th trength of re ponse and 

tend l mducc repetition of ha tour that prec dcd th reinforcem nt. Bat man ct. al (I 9 

plain th t rganizattonal hd1a iour rn dtfications theory (0 Mod) mak s use f the four 

c n quences of b ha\'iour to encourage or discourage employee behaviour. Thes are positi e 

r inforc ment. n gative reinforc ment, puni hment nd e tinction. 

Positi reinforcement trengthen and increase eha\'i ur by the presentation of a desirable 

c nscqucnces c. plains Luthan (I 2 . ". amp! of p iti e reinforcement are compliments 

r comm ndation letters fav urabl perfi nnanc apprai als pa incr ases, promotions nd 

incenttve . 

egativ reinforcement trengthen and increas cha iour by the tennination of an undesirable 

consequ nces .g. sh rtening probation peri d for an employee becau of good performance. 

Punishment and extinction ar ncgati e outc me fi r the person r cei ing them and one will not 

' ant to repeat th sam beha,iour. 

B Mod programs ar used t apply combinations of performance goals, feedback and positi e 

r inforccment for good perfom1ance as e plained by Bat man ct. al 19 

anag r should identify appropriate beh iours and cr ati e cffecti e reinforcers. Inno ative 

in enti c ystems can be used to m ti e people inste d of relying on pay raises 

• pectanc th ry according to Armstrong (199 ) ' a formulated by Vroom 1964 as val ncy 

Instrum ntality and pectancy I ) th ory. alcncy stands fi r alu , instrumentality is the 

b lief that domg one thing le ds to another and e pectancy is th probability that action wilJ I ad 

t an outcome. 

13 



mu t b th d su it and beli ve that it 

ill in lh mann r pre· rib d a cording t Flipp 4) he 

a tual ITc t f it influ n e c m fr m emplo as c mcnt of th aluc of mon y and the 

trcngth f the . p clancy that th pre cri ed eha'·' ur -. ill rc ult in tainment of the prefi rred 

rc\ anJ. 

Vroom· exp ctancy the ry id nti fi the level of m ti at ion as: 

1 loth all nal force 1 qual to ( alence multiplied y instrumentalities) multiplied by 

c pectan y mcanmg motivation will b high if \alene , m trumentality and e pectaney are II 

high. Tite p ctancy th ry can be us d by employers to moti ate high performance v here 

mplo es work fTort can lead to some I 'el of p rformance \! hich then results in one or more 

utcom s. To influence mploy moti ation there should be increas d exp ctancies v hicb can be 

achi v d by tting reali tic attainabl goals and provid a v ork en' ir nm nt that facilitate go d 

perform nee. managem nt should identify positi el alent outcomes by understanding what 

employe s want to get out of the work and make performance instrum ntal tO\! ards positi e 

utcom s by ensuring go d perfc rmance is r cognized and foll \! ed by praises pay increases and 

ther incentiv s hile po r performanc ha fc'i er p siti c and more negative outcomes. 

Vroom's e pectancy theory forms th theoretical frame\· rk of this tudy. The study is carried to 

find out whether the incenti es g1 en impro es and ensures good performance in the mobile phone 

industry as explained in the expectancy theory. 

raham aslov. 's need hierarchy theory recogni.te that the need le cis for each workers is 

different and different pproach s can be used to moti ate th emp loyees and 

ceomplish organiLational obje ti es according to uthans 1992) 

able to 

mployces v ho are trying to meet their basic physical needs attach a significant importance to 

th ir pay and v hen incenti es ar added to their pay they p rform ~ eJJ as it motivates them to 

14 



\\Ork hard r high r in the hi rarch · viev. If actualization n d and If esteem 

ad anccment nd chall nge more important. . ·on financi I inc ntivcs and long tenn financial 

me ntt\ s lik profit h ring and har O\\n r ship wtll m re appr pnat or such an mploy . 

Alderfer's th ory a vances on the , 1aslo s the ry and d not ha e trict lines f demarcation 

ut sugge ts a continuum of need than the ht rarchtcal lc\cl and propo s that sc era! needs can 

e op rating at one e. plams Flippo ( 19 4) The e 1 tence ne ds operates as material and 

phy i logical needs and relatednes needs. v hich invol e relation hips with other people and 

growth need moti ate people to producti ity and intrinsic desire ft r personal development 

according to uthans 1992) In view of Alderfer's theory financial incenti cs can stiiJ be used as a 

motivat r b; an employer ut it i important that 1t should reflect their indi idual performance. 

Wher a company is committed to paying similar salarie to\ orkers on a comparable le el they 

hould pay b nuses to reflect indi idual performance. Thi ill en ure that the workers will take 

the money a re' ard for accomplishment and thi will al o gi e the worl<"ers the pleasure to work 

towards accompli hment. 
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H P R 

.1 R ar h d ion 

This wa m ant t tabli h the perception ofth link nd 

m mi p y am ng techmc1an nd al p pi m the m bile ph n mdu try. 

0 cription study i used " hen the objecti c of the study i t de cri e chara teri tics f relc ant 

groups a ording to Malhotra 

.2 P pulation 

Th population f study c n ist of total of 3 0 mad up of 150 sale peop le and 5 L chnician in 

faricom and 12 sal s pie and 60 technician in Ken ell (as given b th r p cti e finn . 

The ration le of lecting the t\i o groups is that th ir p rf4 rmance is looked at differently. he 

ales staff p rfonnance an b quantified while that f the t chnicians is qualitative. 

amp I 

The ample unit was scl cted u ing th proportion te stratified sampling t hnique. ach gr up 

of the employees is giv n a pr p rtionatc repres ntation according to their total number. The 

ample is a total of I re pond nt compri ing f 4 sale pe pi from [; ricom and 32 fi· m 

K ncell 1 technicians fr m afaricom and 15 from Kenc II. e table below) 

% Techr.icians % ample size 

ales T chnicians 

faricom 13 

K ncell 15 3 .. 15 

.4 Data oiJ ction metb d 

Primary data was collected through u of tructurcd que tionnaire administered to oth 

al s peopl and technician . ection con i ts of g neral 
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que tion , cti n B consists o question to d tcnninc th link nd 

m nrive and ction con ist to 1d nttf · factors that in flu nee th mploy 

perception The drop and pick I ter meth d is u d in order to en ure n nymity an gr ater 

re pon and th name of rc pon ents is n t requir d 

.5 Data aoaly i t cboiqoe 

D cripti c tati tics "\: a used fi r analysts. ean cores ar generated to d termin the le el of 

perception f the ales people and te hnicians on inc nti e schemes. 

Factor analy is ' as cani d out to identify the factors that influenc th perc ption of sales pe le 

and technicians to'\ ards incenti e chemes. 

Tests of significance were conducted to det nnine the di ffcrence tween the l\ o categories of 

tafT as well as bet\! een the tv o firms. 
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'II PT . R 4 

DA \ \ ALY I \ .. 

lntr du ti n 

tn e th rc reh w,t aim d at tabli hing th link b ·twe n pcrfonn. nee and mccntl\1 s pay 

amon • th al s per ns and tcchntctans in th m tie ph ne mdu try it ' fi und necessary to 

plit th nalysis int [! ur. 

• nal t on g n raJ re pon e rom b th K n 11 and afaric m 

• Analy i on th perception of the link ntive . 

• n ly i on f; tors tnfluencing employee p rceptt n toward inccnti e pay. 

• igni fie nee te t b l\ n the l\ o compani and the two gr ups f mployccs. 

Ta Je 4.1.1 Analysis on general r spons from Kencell and afaricom employees. 

name Fr quency Percentage 

17 31.5 

afaricom 37 6. 

Total 

There were a total of respon cs th respon es from Kenccll 

''as lo' \! ith only 31. % f thee ·p ct d respon e ing received. There \! ere 7 responses from 

t ehnictans nd lO fr m sal s repre ntalt s. af: ricom has a higher r ponsc at 6 .5% Th r 

were 15 rcsp nses fr m technicians and 22 from s. lcs repr entati cs. 

afaricom h d more techniciru1s resp nding thru1 th expe ted 13 and fewer sales repre ntati e . 

Presentation at Kenc II " as lo' from oth th technician and the al repr entativc. 



Table -U ·- naly i n acad mic ualification 

uali fication ' Kenc II 
Tech 

Diploma 2 

Totals 7 

h wn in table 4.1.2 54% f the t tal rc pond nt ha c dipl rna \ hile 4 % ha c 

nive1 ity qualification. Kencell ha high number f employ e with uni er ity degree 

while afari m ha a high numb r of th employee with iploma. In Kenc 11 out fa 

total of 17 employee 12 ha ni\ rsity and only 5 h 'e dip I rna qu lifications. 

In afaricom out of a total of 7 employee 24 h e dipl rna and 13 have uni ersity 

qualification . 

This repres nt tion ho\1 that Kenccll recruits m re empl yce with high r ademic 

qualification \1 hile faric m r cruits m re cmpl ycc with I ' er u lifications. 
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Tabl ~.2 . 1 Analy is on th ere tion ofth link bet' n pcrfl nnan c and in nu e p· · 

f·requency Percentage 
-:\ot atall I 1.9 
To a Jess extent 15 -I7.8 
To an a\·erage extent 22 40.7 
To a great extent 16 29.6 

1 Total 54 100 

fost of the empl yees inK ncell and afaricom perceive the link etwecn perfonnanc and 

incenti e pay to high there being 7 % of the employee rc ponding to an a crage and to a 

great e tent. Most employ es feel that incentive pay is imp rtant to th m as sho\: n in t le 

.t.2. l. ,. ith 60% of Kenc 11 abo e crage to a great extent and 9% in afaricom to an 

a erage and to gr at extent. 

Table 4.2.2 Analysis on typ of inc nli e pay and individual preference . 

Factors Type ofincenli e Company 
Ken cell Safaricom 

lncenti e pay om r d no Individual 47. 1 73.0 
Group 52.9 27.0 
Individual 64.7 48.6 

lncenti e preferred Group 23 .5 37.8 
Organizational 11.8 13.5 -

As hO\ n in table 4.2.2 Kencell uses more o grou. incenti c at 53% ,. hile faricom u es more 

of indi idual incenti es at 73%. The employees in oth K ncell and afaric m ha e a high 

preference for indi idual incenti es at 65% nd 4 Vc, re P cti ely. ery fe~ prefer organizational 

incentives which is not being used y either firm Kencell ha' a preference of 12% and afaricom 

13%. 
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Tabl ·- ·3 n ly i on lh I m ti ation d j 

f F cl rs P r cpti n I \'cl ' Company 
Ken cell Safaricom 

~ 

Pr nl lc el of 1 o a less extent 5.9 8.1 

1

m tJ \ ati n r.roan J\ erage extent . 58.8- -40.5 

To a great extent 1 35 .3 29.7 
To a very great extent 0.0 21.6 

Sati fac tion ' ·i th appraisal To less extent 41.2 16.2 
m d pt. To an average extent '29.4 35.1 

I 
To a great extent 29.4 -B.2 
To a very great extent 0.0 5.4 

lmportanc r, ork it elf To a less extent 17.6 2.7 
To an average extent 35.3 32.4 
To a gr at extent 47.1 45.9 
To a very great extent 0.0 18.9 

Imp nance f lary Not at all 11.8 0.0 
To a less extent 11.8 18.9 
To an a' erage extent 64.7 35.1 
To a great extent 11.8 35 .1 
To a very great extent 0.0 10.8 

Importance ofbcnefit To a less extent 41.2 29.7 
To an average extent 17.6 32.4 
To a great extent 41.2 29.7 
To a very great extent 0.0 8.1 

Importance of incenti es I To a less extent 41.2 10.8 
To an average extent 1 29.4 35. 1 
To a great extent 29.4 45.9 
To a very great extent 1 0.0 8.1 

Motivation from To a less ext nt 11.8 5.4 
performance rc ards To an average extent 47.1 5.4 

To a great extent 41.2 51.4 
To a very great extent 0.0 10.8 

Motiv lion by promoti n 1 Not at all 6.3 0.0 
To a less extent 0.0 27.0 
To an average extent 56.3 43.2 
To a great extent 37.5 27 
To a very great extent 

Work and alary are job factors that positi ely inOu n e satisfaction among all mployee while 

benefits do negatively for Kencel 41 % and positi ely for afaricom at 62%. 
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Tabl -t . I 1\nal is of the factors that influ nee mploy · p rc ·ption t ward mcenttve pa 
SattsfactJOn with timing of incentives 

( e mpan) 

L \'CI of atisfaction Ken cell • Safaricom Total 

Not all Count 

I % 

To a I s extend Count 3 4 7 

% 1 . % 10 . % 13.2% 

To an a erage xtend Count 8 20 28 

! % 50. % 54.1% 52.% 

I To a great extend Count 4 13 17 

I % 25.0% 35.1 % 32. 1% 

To a ery great extend Count 1 - 1 

I % 6. % 1.9% 

Total Count 16 37 53 

I 
% 100.0% 10. % 1 .% 

I 

Analysis n the s les r presentati es and technicians 

I Ken cell Safari com Total 

I Le I of satisfaction Sales Tech Sale Tech 

I Not at aJl 

I 
· To a less extends 1 12 1 2 

2 7 

l 
I To an a erage tend 3 15 19 II 28 

I To a great ex tend 2 2 6 17 17 

I To a ery great e tend I 0 0 10 1 

_1_ 
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Ta le 4.3 . 1 ho~ that lh Kcncell and afaricom em I ce ha an av rage sati facti n -. ith 

timing of incenti e at %and 4°/o r pe ti ely. Th '' ith a lo\ sal! f: eli n arc [I ' r than 

tho v ith great s tisfaction fc r both firm ther fore ind1c ting that maJonty ar sati fi d " ith the 

timings of the inc nti cs. h re is no significant d1 fcrencc ct\'< en the sale people and 

technicians as shown in the lo\! er tabl . 

Table 4.3.2 Le el of motivation by pay incr ase 

I Company 

1 Le el ofm ti ation 1 K ncell Safaricom T t I 

Not all Count I I 

% 2.7°1. 1.9% 

To a less xtend Count 3 4 7 

% 18. % 1 . % 13.2% 

To an average extend Count 4 8 12 

% 25. % 21. %I 22.6% 

To a b'Teat .· tend Count 8 14 22 

% 50. % 37. % 41.5% 

To a ery great extend Count I 10 1 II 

% 6.3% 27.% 20.% 

i l 
I Total Count 16 37! 53 

% 10 . %1 1 0.0% I .% 
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T bl 4.3._ indicat that the I vel of moti ti n b p ) mcrcasc i hi •h [i r b th K n ·II and 

faricom at 56% and 75% rcsp ti ely for tho ' ith motivati n to a great and very gr~al 

ext nd. lajority of the employe s in tb fim1s ar moth ate<.! b pay tncrca c \\ ith nly 15% 

ha mg lov or no moti ation. 

Table 4.3.3 e el of moti ation by promotion 

Company 

Le el ofmoti ation Ken cell Safari com Tot I 

'lot all Count I I 

% 6.3% 1. % 

To a less extend Count 10 10 

% 27.0% 1 % 

To an a\·erage extend Count 9 16 25 

% -6.3% 4 .2°/o 47.2% 

To a great e tend Count 6 10 16 

% 37.5% _7, 11/0 30.- % 

To a cry great extend Count I I 

% - .7% 1.9% 

Total Count 16 37 53 

% 1 .0% 1 .0% I .% 

Table 4.3.3 indicate that th le el of moti ation by promotion is a erage for both Ken ell and 

afaricom. t 56% and 43% respecti ely. Those v ith high le el ofmoti ation at Kcncell is 37.5% 

and 29.7 for afaricom . A higher percentage of afaricom mploye s hav a low moti ation at 

27% v hile Kencell has none though they ha e one employee not m ti atcd at all. 
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Table 4 . .4 cvel of motivation by r mm ndation 1 tter 

T t I 

ount 

ount 3 4 

20. % 2. u'o 7.7% 

To an average extend ount 12 

23.1 % 

ount 24 

53.3% 4 .2% 

To a ery great extend ount 12 

32.4% 2 .1 % 

Total 52 

% 100.% 

Analysis on ales represent ti es and technicians 

Level of motiation Ken cell I Safaricom Total 

Sales Tech Sales Tech 

~ot at all 

To a I ss extends 2 I 0 I 4 

To an average extend 2 2 4 4 12 

To a great e tend 4 4 12 4 24 

To a very great extend 0 0 11 I 12 

. 
Table 4.3.4 md1cate that the 1e I of mot1 at10n by rec mmcndatlon I ·tter IS h1gh with Kencell 

having -3% and afaricom 75%. Majority of the sal pc ple m afaric m are highly moti ted 

by re ommendation letters as shown in the IO\ er table. 
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Tabl .t.3. Le I of e p tation fin nt1v g t\ n. 

Compan • 

L \ el of expectation Kencell I Safancom Tot I 

Not all Count 

% 

I To a les extend Count 3 I 4 

% 17.6% 2.8% 7.5% 

To an a eragc e ' tend Count 5 17 22 

% 2 .4% 47.2% 41.-% 

To a great extend Count 9 12 21 

% 52.9% 3.3% 39.6% 

To a very great ext nd Count 6 6 

% I .7% 11 .3% 

T tal Count 17 36 53 

% I 0. % I 0.% I .% 

The Je el of , pectat1on of mcenh es gt en 1s h1gb at Kencell at with 53% and a erage at 

afaricom with 47.2%. More empl yees in Kencell greatly look forv ard to recei ing the 

incenti es gi en while a bigger percentage in afaricorn have an a eragc level of expectations. 
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Tab! 4 .. 6 ignificance testing bet\ ecn Kencell and a anc m 

Incenti 

1ann-Whitney 

lz -1. 35 -965 

1 symp. 1g. 2-tailed 7 . 35 

Wilcoxon (Mann.,. hitney test was used to test if there is difference in the ic'> son the incenti e 

pa ffered now and the incenti e they preferred t\ ccn the employees of Kencell and 

afaricom. There is significant difference bet\) een ineenti e pay ffercd n \'v in h o com anies 

(Kencell and afaricom) with P- valu 0. 67 at lO% significance le\el. 

There is no significant difference b t\ een incentives preferred bet\veen the two companie with p-

value 0.335. 



H P R 

DI 

This chapter compares the findings of this tudy , ith 

Conclu ions of the study ar pre nt d ' ith th r 

liter tur . 

on the nclu 10n. 

ub equently th suggestion are rna e for funh r research. 

.1 01 10 

The study objecti es ' er aimed ablishing the per ept1 n of the link b tv. n pcrfonnancc 

and incenti pay among technici n and sal person in the mobil phon mdustry and tablish 

fi ctors that influence their percepti n t ' ards incenu e p th tudy hov that: 

• Perc ption ofth link b ~ e n perfonnanc and inc nti\e pay. 

Majority of th employ s rce1 a link 

performance indicating that the acceptance f th pay incre 

at different rates as indicated from th differ nt rcentages. 

m ntn·e pay and th ir 

th ir le\cl ofp rfonnanc 

The findings sc m to lay credenc to justify the ertions by Lav I r 1971) that incentiv s 

increased producti ity by 15-35 percent' h n put in place as i o s rved rom the finding 

sine majority percei e a link betwe n their incenti e pay and performance. The finding 

justify Armstrong 19 5 reason for u ing inccnti' es to moti ation pe pie to achie e higher 

le els of performance. 

• Type of incenti epa_ 

Th findings of this tudy shov that mor employ hav a pr fercnce for indi idual 

incenli e pay as compared to group and organiati n incenti e pa and agr with 

findings of cln: a 1974 who ound that p rceivcd linkage f incenti e pay and 

performance is highest am ng those on indi idual incenti e plans. 
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• Importance of\l ork 

he finding of this study sh w that work influence mploycc p ttivcly and moti · te th 

mployees to perform b tter. Pcopl ha · an intrin 1c d ire f1 r p r ·onal d vel pmcnt 

according to Luthans ( 1992 which m ti ate them to pr du tivity and 1 he tudy finding 

sho\! that mo t mployee regard their ' ork to imp rtant to them and thi imp rtanc 

nabl s them to work hard r for p r onal de pment thu b mg m re pr ducti e a 

ugg ted y Luthans. 

• Tmportanc ofsalary 

The findings of this study sho\ that lary influence mplo p siti ly a they attach a 

lot of importance to their alaries. The finding agre with Flippo 1994) that mon y 

moti ate employee if th y b li e it \viii e forthcoming and b ha\e in the mann r 

prescribed. The employees in both firm are moti ted t work hard r as they alread 

b lie e in nd attach importance to th ir salaries. Walter I c nfirm that most \ orkers 

kno that their pay i direct) Iinke to their performance and ' her mployee pay i 

increased it moti at them to p rform bett r. 

• Recommendation letters 

This are non financial r " ards and the findings h w that many mployee attach 

importanc to them and m ti ate th rn for b tter p rfi rmanc . Re mmcndatl n letter can 

b u ed a a p siti reinforcement to trengthcn and incr ase eha\ 1our according to 

uthans, ( 1992) by pre enting it as ad ira le con uence. 
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10 

The conclusion erive from th stud ho\\ that. 

nerally the employe s in Kencell and af: nc m p rceive that there 1 a lin bctv e n 

performance that there is a link bet"V en Perfomun and me nt1 epa th am ng th al 

p r on and techn1cians. 

K ncell mak s use of individual and gr up incenti pa}' equ II " hil afaricom mak usc 

of indi iduaJ incenti e pay more. one of the companies u organizational incent1 e p y and 

th us group only for the technicians. h mploy s ha e pre renee for use of all th three 

types of incenti e pay with the highest num r preferring indi i ual incenti c pay next 

highest group incenti e pay an lowest number for rganizational inc nti e pay 

nerally the le el of moti ation [! r most empl ye s in b th fin11s is above verage' ith ery 

fi ' b lo\ a erage and none n t mori at d at all. 

ost employees in Kencell ar not satisfied with the performance measurement d ne in th 1r 

firms v hile most employees in afaricom ne satisfi d ab e a rage. 

Work, alary and incentives are important to m st employees in Kenccll and afaricom 

p siti ely influence satisfaction among the employ s. \ 1crea benefits among the Kcnccll 

v orkers is not important to ne group and imp rt nt to the other lh technician in K ncell 

attach a greater importance to enefits than the ale person on the other hand. 

The timing of incenti es is satisfactory to majority of the employee m both firms. 
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lo t of the afaricom 

a\'eragely atisfi d. 

re sati tied \ ith th timing \\:h rc m Ken ell majority are 

'vfoti ation by pay increases is highly satisfact ry to the majority of th mployee in b th 

Kencell and afaricom majority being moti ated to a great c tend. 

Level of moti ation by pr motion 

employees. 

average m both Kenccll and afaricom for most 

Recommendation letters is non financial but highly motiYating for mo t workers in Kencell nd 

afaricom. afaricom has the mo t effi ctive results from use of the letter among its sales 

persons. 



5. D 

s d duced from the findings r commend tion adduc d t the f: t that. sm c m t 

emploJ c percei that ther is a link ct\ e n p rfi rmanc and in cnti c pay am ng t chm tan 

and sale representati m the mobile ph ne industry. ther firm in ther indu tries c n 

successfu lly use th link to reinforce change initi tives nd tabli h a clearly underst d 

relation hip b t\J en pay an performance. e of either indi\ idual, gr up or rganizati n I 

inccnti e should be based on suitability ace rding t the kind f jo performed. Performance 

measurement methods in order to successful and satisf: ctorily a cpt d through participation f 

both management and employees. Job factor like" ork. alary and encfits hould be sitiv ly 

us d to moti at \J orkers and increase th ir p rformance as they are effe ti e in moti ating 

mployees. ther factor that can influ nee employee p rc ption like r cornm ndation letter , 

individual expectations ire for p rsonal d elopment an good timing of inc nti e pays can 

be cffecti ely us d in influencing mployees p rception t ward in cnti"' pa . 

.4 E 10 OR 

The tudy v as limit to only two group of employe in th mobile ph n industry, 

howe er further r search is recommended that " ·iJI mcorp rat \J ith r employe s oth r 

than the te hnician and the al p rsons onl . 
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PP 'DL • 1 

LETT R 

Dear 1r adam. 

R JTY 

TY 

lR Bl 

IR Bl 

R 

RE : E 
~~~~~~~~~~~~~~~~~~~~~

~==~~~ 

T 

I am student at the ni ersity of airobi pursuing a mast r of Busine dministration B 

egree. This r search is part of th cour e r uir ment. Y u ha e b n carefull selected to take 

part in this stu y. Kindly spare orne time to fill the att ched qu tionnaire as accurately as 

p ssi le. h information being ught i purely for ·academic purpos s and all r sponses ar 

trictly confidential. 

hank you for our co-operation. 

our faithfully 

P \\1 L 0 

T 



pp II 

R P R rr 

fa ti k ( I pi a 

I. u are,. rking in? _________ _ 

u ' rk d in thi company ---------· ar . 

Indicat wh th r y u a ale p r n r techni ian _________ _ 

4. hat i nat qu lificati "~--------------

What i your pr nt' rk grade _______________ _ 

6. hat i y ur a ademic qualificati ns ick 

7. 

econdary 

Diploma 

niver ity 

Wh t l 'P fin nti p y 1 ing ITer d to u n ~ 

lndivi ual Paid a rding t indi idu I perfi rman c 

Gr up Paid ac rding t team p rformance) 

rganizati nal Paid ace rding t orJanizati n 

rail perfi rmance) 
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Wh l typ ofin enti' e \ · uld u pre(i~r 

individual (Paid a cording l individu I perf rman e) 

r up (Paid ace rding t team performance) 

rganizational Paid according l organizati n 

erall p rformance) 

9. Gi c re ons for y ur choice. ___ _____________ _ 
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8 

Pleas rank to what xtend the ti 110\ ing qu tion ppl · t y u y ticking ) the appr print 

c lumn. 

I = ot at II 2= To a I s exten = To a a cragc c t nd 4 t a 

great ext nd. 

II The le el of moti ati nm our pre cnt job. 

I 2. Y ur satisfaction to'< ards the p rfonnanc mea ur m nt 

(appraisal carried out in your departm nt. 

3. Importance of the following job factors 

i. Work it elf 

ii . Salary 

iii. Benefits 

1 • Lnc nti es (Bonuse , commissi n profit haring) 

4. Your Je· el of moti ation ' ith U1e re\ ards gi en for good 

pe~ nnance. 

5. Your satisfaction with inccnti c currently being gi en t 

I you. 
I 

6. Y ur p rception of the link between your perfonnance and 

incenti es gi en. 

7. Th le el t ' hich the incenti e ha e impro ed y ur 

perfonnance. 

8. The l clofyourperfonnanc changcifth inc nti e pay i 

to be incr as d. 
I 

19. Th Je el of your performance change if the inccnti c pay is 

reduced. 

I I 0. Your prefi renee for non finanaical incenti e 

9 

grc t e. tend 5 - T a ycry 

2 3 4 

I 

. 



1 

Pleas rank to what \ mg qu tion appl) t you b} ticking ( lh • appr priatc 

olumn. 

I = t II - = To a I o an a eragc e tent 4-= T a gr at e. tent = t a ry great 

xtent. 

2 3 4 5 

II. Your atisfaction \oith the timing of giving inc n~ive 

2. Y ur le el of moli at ion by the following r inti rces I I 

i. Pay increase 

ii. Pr motion 

ii i. Incentives 

I i . R commendation letters 

' 3. Your I el of expect tion f the inccnti es gi en 

14. D s y ur indi idual needs affect your perceptiOn l \ ards 

the link bet we n your perfo.nnanc and incenti c pay. 

5. D es y ur intrinsic d ire fi r p rson I de elopment influenc 

i 
our p rception towards the link ctwcen p rfonnancc and pay. 

I 'A t~o . 
.• , t::R~ 
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